NVP Report for March 2010 
Informal Conflict Management System and Training

Background:
(The) Informal Conflict Management System, or ICMS, is a systematic approach to managing and resolving conflicts in the workplace quickly and constructively. An ICMS supports a culture of effective conflict management that emphasizes honest discussion and collaborative problem solving. 

In November, 2009 I attended the “training for trainers” with the Office of Informal Conflict Management in Toronto, Ontario.  It was a particularly engaging session that involved union leaders from a variety of areas within Human Resources Skills Development.   This gave me the opportunity to co-facilitate the Access Point
 training for local management and union leaders.  The subject included mini information workshops for all attending members regarding the process and benefits of the Informal Conflict Management System.
At one session that was also well received by the participants, we provided a one hour presentation on the consequences of gossip and rumour in the workplace.  This sort of behaviour can fracture relationships, increase conflict and further damage group morale
.  

I totally embrace the informal conflict management style; I see it as a win-win for the members involved in workplace disputes. Previously, a situation of alleged harassment or bullying involved a “resolution” process so lengthy the victim was required to remain in circumstances unchanged, often for months or even years before a resolution could be achieved.  Now, these situations can and should be resolved within a matter of days or weeks.  We have to be cognizant of what is appropriate to be addressed with the ICMS and what requires the formal grievance process.  We also have to remain vigilant to the timelines of the grievance process. There is one additional caution I want to make however; this process is voluntary and it is to be facilitated by an ICMS professional rather than a Team Leader or a Manager. In other words, when a situation has advanced to the point requiring mediation; a practitioner from the Office of Informal Conflict Management (OICM) must be involved as there is too great a risk if this is attempted by someone who is not qualified in conflict resolution mediation.     
An Important Event; the First Meeting of Service Canada’s Assistant D/Minister and Canada Employment and Immigration Union’s, National Vice President

The highlight of the year 2009 occurred on 14 December  when our National President, Sister Jeannette Meunier-McKay  a historical bookmark when she co-chaired a day of meetings (see also my holiday report in 2009) in Elmer, Quebec with Madame Nicole Barbeau, Service Canada’s Assistant Deputy Minister (ADM) for Service Management.  This was a day of genuine consultation involving a free flow of ideas between the participants.  This exemplifies how far our union component has progressed over time.  At the end of the day it was concluded that meetings at this level would occur twice a year starting in March of 2010.  
Service Canada Structural Model and Site Resolutions (Victoria, BC)
The Service Management Structural Model was introduced in the New Year with appointments made to actors in the leadership group of the British Columbia, Alberta and Territories (BAT) region. One pleasant surprise was the announcement that Wendy McMurrey was to be the Director of the Canada Pension Plan (CPP), Victoria, British Columbia.  This was received by many with great jubilation.  Wendy will be a Director the members can trust; I feel confident in stating that she will have our membership’s best interest in mind with every decision she must make. I’m looking forward to working with her over the next two years.  
The members in this local have experienced tremendous change over the past few months; changes that have been coming for many years actually culminated in late 2009. Although they are changes everyone was looking for there were a great number of challenges the members had to face each day until finally resolved with union assistance. This office is in which we worked with considerable effort on the Health and Safety issues, specifically the carpets that were held together with duct tape. The carpets were changed but not without the threat of a refusal to work. Now, the office is in line for a refit with all new furniture and baffles.  This will occur during the first quarter of 2010. The local membership has expressed their appreciation regarding the work the union has done on their behalf. They are becoming more active and many have expressed their growing interest in union involvement. The risks we sometimes take garner huge rewards with the membership.
Labour Market Development Agreement

The Labour Market Development Agreement between British Columbia and the Territories finalized 1 February 2010 with the transfer of the members working in Whitehorse to the Yukon Territories. This appeared to be a smooth transition and was possibly facilitated by lessons learned during the Federal Government to British Columbia transfer. The numbers of course were fewer but the emotional attachment to the federal government was just as strong. Because these members continue their membership with the Public Service Alliance of Canada (PSAC), they did not suffer the pension insecurity that faced their counterparts who transferred to the Province of British Columbia.  Through their continued membership with PSAC, they also retain their union connection with the brothers and sisters across Canada.  At the component  level, they will truly be missed in the CEIU movement; in particular;  Brother Mike Nugent who has been a true activist for all brothers and sisters in the British Columbia and Yukon Territories region for many years.
Ongoing Resolution   
We continue to deal with one–off
 situations that may appear to be minor to those not involved but may be considered major issues to those affected on a personal level.  To date I have been successful in dealing with these situations with the Senior Director of the Business Line on a case by case basis and have achieved a positive resolution on behalf of involved members.   
A more universal issue that affects the membership in the region is one that remains unresolved at this point. Specifically, when Andy Netzel, Regional Executive Head for the British Columbia Alberta and the Territories made his tour to all of the offices and spoke with the membership, he was very clear on his belief that we are a solitary  organization and moving between the business lines would be seamless. He was adamant in that all opportunities would be open to every member no matter their business line connection.  I am now led to believe that when it comes to considering members for deployments from one Business Line to another, there doesn’t seem to be so much of a problem, however, when an opportunity for development occurs, the opportunity is only advertised to the given business line.  Although I have tried numerous times now to discuss this with senior directors and try to obtain an explanation as to why they aren’t honouring Andy’s promises, I have been unsuccessful. Unfortunately, this issue remains unresolved as Andy Netzel accepted an assignment in Ottawa immediately following my first being made aware of this trend.  Consequently, I have been unable to discuss it with him directly. This is not something the union will accept as it is detrimental to all of our young members who want to experience the wide spectrum of work involved at Service Canada. Further, my own credibility as well as that of Andy Netzel is at stake I will not allow the credibility of the union to be challenged in this manner.  So, stay tuned, the next chapter will be unfolding. 
Stress

Over the past months many members have reported that stress in the work place is becoming a serious concern. If we look at the statistics reported in the Ottawa Citizen we see that the number of Public Service workers on disability has increased substantially over the past few years.  Notably stress is seen as the major cause of these claims. 
I started asking members identifying personal stress what they perceive as the source(s) of these stressors.  I have received a number of different answers; for example, employer demands of constantly higher production, the team leader questioning every move they make, etc.  However, the majority of the answers start with “I heard” that all acting assignments are going to end, or all members will return to their substantive positions,  or there is going to be a huge reduction in staff, or many have already received their lay off notices. Unfortunately, we have control over probably only 10% of what happens in the work place; we can’t control the employer demands for higher productivity, although we can deal with that; we can’t control what the team leader does or does not do, but we can deal with that. What we do have control over is allowing ourselves to buy into the “Chicken Little Syndrome of the sky is falling”. Even when you are told the message is from “a reliable source” or “I know someone in Ottawa” the “information” ends up containing such a small amount of truth that one simply wouldn’t recognize the original message when the dust finally settles.  We work for the federal government; as such we know there are constant changes and must learn to accept them.  However, we can reduce the effect of these changes substantially by dealing with them when they occur rather than anticipating something that more than likely will never occur.   This quote illustrates what I mean quite succinctly:  near the end of his life, Mark Twain said “I am an old man and have known a great many troubles, but most of them never happened.”
  I believe we should all reflect from this statement and consider its validity.
Conclusion

This is my last full year as NVP for the region.  For the remaining time, I have made educating the locals and their officers my priority. I am working with the District Directors and locals to ensure we have a full executive in each local in the region.   Moreover once we have the local executive they must receive the appropriate executive training.  Sisters Kathy and Julie of the CEIU Regional Union Office have agreed to provide this resource.  I thank them for making themselves available to travel to the locals and facilitate this training.  Also, a shortage of local officers occurred as a result of fallout evolving from the Labour Market Development Agreement (LMDA) last year as many of those members transferred to the Province were also officers of local executives. We have many new members and indeed, some locals have tripled in size over the past year creating an additional challenge.  I am dedicated to meeting the goal of local education by year end and will work tirelessly to achieve it. 

I want to thank the staff at the Regional Union Office for all of their hard work and patience in providing service to the membership. You do a wonderful job.  I again need to thank the District Directors who make the work I do so much easier, my local executive who have worked hard with all of the changes that have occurred over the past year, and Sister Colleen for the work she does with our finances. Once again I want to thank Brother Bob Aplin for his dedication to our website. And finally, I need to thank Sister Dianne, my alternate for her never ending assistance in all areas of the region.                 
� Informal Conflict Management System, http://www.tbs-sct.gc.ca/gui/confli-eng.asp


� Access point (points of contact), which allow employees to readily identify and access a knowledgeable person whom they trust for advice about the ICMS in their organization.  http://www.tbs-sct.gc.ca/gui/conflgui-PR-eng.asp?printable=True


� Restoring The Workplace Following A Harassment Complaint: A Manager's Guide, http://www.tbs-sct.gc.ca/gui/rwfhc02-eng.asp


� a happening that occurs only once and is not repeated from wordnetweb.princeton.edu/perl/webwn


� Brainy Quote from http://www.brainyquote.com/quotes/quotes/m/marktwain108600.html





