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R S M C  R A T I F I C A T I O N  V O T E

A Message 
from the 
RSMC 
Negotiating 
Committee 
At the beginning of this 
round of negotiations, the 
two negotiating committees, 
RSMC and Urban, worked 
together as one commit-
tee. This decision was based 
on our original mandate 
to try to achieve one col-
lective agreement for both 
units. We would like to 
share some thoughts about 
this process and the tenta-
tive agreement that you are 
being asked to vote on. The 
members of the committee 
had to face an employer that 
refused to seriously negoti-
ate with us. This went on 
for months. We had many 

important demands that we 
had to attempt to achieve. 
Our Union has a proud his-
tory of standing strong in 
the face of adversity and this 
round was no different. We 
were negotiating with the 
same CPC management team 
that orchestrated the lockout 
of the Urban Operations unit 
and return to work legislation 
in 2011 and they acted like 
the Harper government was 
still in power. This severely 
limited our ability to force 
CPC to negotiate seriously 
with the RSMC bargaining 
unit in 2012. Canada Post 
came to the table with noth-
ing to offer the RSMCs other 
than minor changes to the 
compensation model, which 
included gains and losses, 
rollbacks in physiotherapy 
coverage and an attack on 
our pension plan. CPC kept 
using the same “key” words 
or phrases, such as: flexible, 
affordable, self-sustaining, 
competitive advantage and 

the favorite when respond-
ing to our demands, “that is 
not our destination point”. 
CPC was not at the table to 
discuss equity or equality for 
RSMCs, they were there to 
maintain their “competitive 
advantage”. In spite of all 
this, we achieved a tentative 
agreement with improve-
ments and no rollbacks.
CPC continued to repeat its 
mantras about RSMCs being 
a “competitive advantage” 
and that pay equity was not 
its “destination point”. For 
months we went back and 
forth but made no progress 
based on CPC’s refusal to 
answer our questions and 
take our demands seriously. 
We fought hard to protect 
our pension plan for all new 
and current plan members. 
Since we have been in nego-
tiations we have unions in 
our country lose defined 
benefit pension plans for 
new employees.

The NEB is submitting the tentative agreement to you for your consideration 
because we believe that it represents a major advance in our struggle for full 
equality for RSMCs.

From the very beginning of negotiations we were determined to achieve pay 
equity for RSMCs prior to the end of the collective agreement. At that time 
we anticipated a four year agreement which would expire at the end of 2019. 
We chose to negotiate pay equity because of the lengthy time delays that had 
been experienced by other unions which used the complaint process under the 
Canada Human Rights Act. The PSAC complaint took 29 years and the CPAA 
complaint has taken 23 years and has yet to be resolved. 

In the bargaining process, with the assistance of a government-appointed me-
diator, we negotiated a Pay Equity Review Process which involves 13 months of 
investigation, 3 months of negotiations and, if necessary, a three month arbitra-
tion process. In other words, the result should be known by the end of March 
2018. Compensation awarded through this process will be retroactive to Janu-
ary 1, 2016. The advantage of this process is that the  federal pay equity process 
accepts a very broad definition of the concept of “pay”. The Pay Equity Review 
Process has been agreed to by the parties and is not subject to this ratification 
process. The Review is already underway.

The tentative agreement contains several very important gains for RSMCs. The 
extended healthcare and dental plans have been improved and finally active 
RSMCs will have all of the same benefits as urban employees. There are im-
provements to the short term disability plan which will now be covered by the 
collective agreement. There are new transfer rights, seniority provisions and 
some very significant improvements in activity values for drive time. The  
maximum weight limit has been reduced to 50lbs and the employer will be 
responsible to cover all absences, in offices with 5 or more employees.

Like the collective agreement for urban workers there are no concessions in this 
agreement. CPC had wanted to eliminate the defined benefit pension for future 

We, obviously, did not get 
everything that we want in 
this collective agreement, 
but when you look at the 
big picture and the way that 
this round went, we were 
successful. If this tentative 
agreement is ratified we 
will begin negotiating with 
CPC in approximately one 
year. By then we will have 
the report from the Pay 
Equity Committee and we 
are optimistic that there will 
be changes in the Canada 
Post Board of Directors or 
upper management, or both. 
We believe in the Pay Equity 
Process and we are optimis-
tic that we will be successful, 
which would change the 
next round of negotiations 
dramatically.
We achieved, new seniority 
rules, the right to transfer 
anywhere in the country, 
the same healthcare benefits 
as Urban and several other 
gains that are detailed in this 

tabloid. The committee studied 
the tentative agreement thor-
oughly and had some very diffi-
cult discussions before we voted 
unanimously to recommend that 
the National Executive Board 
accept this agreement. The key 
factors in our decision were: pro-
tecting our defined benefit pen-
sion plan, the Pay Equity Process 
and the fact that this is a two 
year deal. A two year deal puts 
us in a very good position for 
the next round of negotiations. 
The public review of Canada 
Post will be complete and we be 
able to negotiate based on the 
recommendations of this review. 
This tentative agreement is a big 
step and the correct step towards 
achieving what the RSMCs 
deserve.

For all of the above reasons, 
your negotiating committee is 
unanimously recommending 
that you vote YES for this  
tentative agreement.

hires and reduce benefits for physiotherapy but the union successfully resisted 
these demands.

Reaching a tentative agreement also enables the current Canada Post Review to 
focus on its work without being distracted by the impact of a postal lock-out or 
strike. There can be no doubt it would be difficult for us to promote improved 
and expanded postal services in the middle of a major work disruption.

 
The tentative agreement does not address all of our demands. There are still 
several important issues that must be resolved such as pay for all hours worked 
and guaranteed minimum hours. We intend to address these and other  
injustices through the negotiations which will occur as part of the Pay Equity 
Review Process. Other important issues can be addressed when we will be back 
at the bargaining table in just over one year from now.

The gains in this agreement, and the negotiation of the Pay Equity Review  
Process could not have occurred without the tremendous mobilization of the 
entire CUPW membership. Working with our allies in other unions and the so-
cial movements we were able to stop the conversion of home delivery to CMBs 
and we played a significant role in the struggle to defeat the Harper Conserva-
tives. We continued to exert pressure on the Liberal government to honour its 
commitments to promote pay equity and defend the middle class. There can be 
no doubt that it was this active mobilization of postal workers which convinced 
the federal government to stop CPC management from locking us out in early 
July and then pressure Canada Post to negotiate a good collective agreement 
and initiate a process to achieve pay equity..

The NEB is recommending that the membership vote YES to accept the  
tentative collective agreement. The NEB is also recommending that all  
members vote YES to authorize the National Executive Board to call strike 
activities if necessary in the event that the tentative agreement is not  
accepted by the membership.

 

 

A Message From the National Executive Board



Duration of the Collective  
Agreement
• 2-year collective agreement ending  
December 31, 2017.

Compensation: Pay
• All employees will receive a 1.5% increase in 
the activity value amounts retroactive to  
January 1, 2016. There will be an additional 1.5% 
increase in the activity value amounts effective 
January 1, 2017. 

• Effective January 1, 2017, there will be activity  
values for the following: high POC CMB sites, 
parcel locker (outgoing mail) clearance, business 
exterior, business special, RPO clearance/other, 
RPO drop, pickup street level and pickup other.  
The preceding values will be implemented as routes 
are updated. 

• There will also be new sequenced activity values 
for sorting on routes that receive sequenced mail. 
These new values will only be applied following 
the implementation of a restructure. Routes that 
currently receive sequenced mail will continue to 
maintain their current values until a restructure is 
implemented. 

• There will be new drive time activity values effec-
tive January 1, 2017. The calculation will be based 
on the total number of Points of Call per kilometre 
instead of the current stops per kilometre. There is 
also the introduction of two lower per hour speed 
rates (20 km/h and 30 km/h), which will increase 
the drive time for routes with more points of call 
and lower kilometres. There will be some routes 
that will see a reduction in drive time based on the 
new calculations. However, these new drive time 
calculations will not apply to the incumbent route 
holder. Where the current drive time is worth more 
than the new drive time, the current drive time 
will be maintained until the route is restructured, 
the route becomes vacant or the new drive time 
is worth more than the current drive time. In the 
situation where work on the route is performed by 
anyone other than the route holder, the new drive 
time will apply. 

Compensation: Other 

• Recovery of overpayments over $50.00 to 
be made at 10% of an employees’ pay, excluding 
amounts paid as vehicle expenses, per pay period.

Benefits 

• No change to any aspect of the pension of  
current or future members of the plan. All members 
of the pension plan will continue to participate in a 
defined benefit plan.

• Paramedical services now have the same  
limits as in the Urban agreement. This doubles the 
maximum amounts for the majority of these  
benefits which includes: acupuncturists,  
chiropractors, electrologists, massage therapists, 
midwives, naturopaths, osteopaths, podiatrists, 
chiropodists, psychologists, social workers, speech 
therapists and speech pathologists.

• Physiotherapy will continue to have no maximum 
amount per year.

• The maximum amount for major dental services 
has been increased to an annual maximum amount 
payable of $2,000.

• The maximum amount for hearing aids has been 
doubled to $1,000 every five years.
 
• Effective the date of signing, the 2015 Dental Fee 
Schedule will apply. On January 1, 2017, the 2016 
schedule will apply.

• All of the above changes to benefits apply to all 
eligible members and their dependents.

Short Term Disability Plan (STDP) 
and Personal Days 
• There are improvements in the short-term  
disability plan including: having all of the  
provisions of the plan included in the collective 
agreement, a better final appeal process that  
ensures the Union’s right to provide a submission, 
the definitions of “hospitalization” and “accident” 
are protected and CPC cannot make any unilateral 
changes to the plan policies.

• There will be changes to when personal days will 
be allocated but the number of personal days will 
remain unchanged at 7 per year. Effective  
July 1, 2017, personal days will be allocated on  
July 1 of each year. There is transitional language 
that guarantees that all route holders and perma-
nent relief employees will get the correct number  
of personal days in 2017.

• The earnings for STDP payments will be calcu-
lated based on the following: For route holders it 
will be 70% of their activity values and variable 
allowance, for permanent relief employees, who are 
on a known absence greater than six months, it will 
be 70% of the activity values and variable allowance 
for the route that they are covering. For all other 
permanent relief employees it will be 70% of $60.00 
per day. 

• When filing an STDP claim you have 16 days to 
submit your medical documents and you will  
maintain your earnings. If you have not submitted 
your medical information within 16 days you will 
be put on leave without pay until your forms are 
submitted and then once your claim is approved 
your benefits will be retroactive to the first date of 
absence excluding any applicable qualifying period. 

• Any overpayment of STDP benefits and personal 
days, over $50.00 will be recovered at 10% of an 
employees’ pay, excluding amounts paid as vehicle 
expenses, per pay period.

Pay Equity Review Process
• There is a 19 month Pay Equity Review Process 
that began on September 2, 2016. The decision is 
binding on both parties and any compensation will 
be retroactive to January 1, 2016.

Human Rights
• Gender expression and gender identity are now in 
clause 5.01 - Discrimination.

Technology and Tracking
• GPS or other tracking or localization technol-
ogy will not be used to gather evidence in support 
of disciplinary measures unless such disciplinary 
measures result from the commission of a  
criminal act. No evidence gathered through watch 
or observations systems shall be admissible before 
an arbitrator. 

Absence Coverage
• Effective September 1, 2017, Canada Post will 
be responsible for the replacement of all ab-
sences for route holders in installations with 5 or 
more  
RSMC routes. 

Restructures
• When a restructure occurs in an installation 
with 6 or more routes, which impacts 50% or 
more of the routes in the installation, bidding 
will occur by seniority. All route holders and 
permanent relief employees in the installation 
shall bid by seniority on all positions in the 
postal installation.

Seniority
• All route holders and permanent relief  
employees who worked as contractors prior to 
January 1, 2004 and who became employees on 
January 1, 2004 shall have their time worked as 
a contractor recognized for seniority purposes. 
Their seniority date shall be their current  
ranking date.

• There will be a process that will allow RSMC 
route holders and permanent relief employees 
to request a review of their seniority date if they 
have evidence that would support the new date. 
The final decision will be made by the Union.

• On-Call Relief Employees who became or 
becomes a route holder or permanent relief 
employee shall have their seniority date recog-
nized as their first date of hire as an on call relief 
employee provided they do not have a break in 
service greater than 9 1/2 months.

Transfer Rights and Bidding on 
New Routes or Permanent Relief 
Positions
• All qualified route holders and permanent  
relief employees will now be able to bid on any 
vacant route or permanent relief position,  
located anywhere in the country, once it is 
posted.

• All vacant routes and permanent relief posi-
tions shall be posted for 10 working days.

• The successful applicant will be determined by 
seniority.

• If an employee obtains a new route or perma-
nent relief position that is 100 km or less from 
the installation that they currently work in, they 
will have up to 2 weeks to report to the new 
position. If the new route or permanent relief 
position is more than 100 km from their cur-
rent installation, they will have up to 4 weeks to 
report to the new position.

• An employee who obtains a vacant route or 
position using this process will be required to 
stay in their new installation for a period of one 
year, unless: their seniority allows them to obtain 
a route with a higher actual wage (actual wage 
does not include the vehicle allowance) or their 
spouse is permanently relocated and they can 
obtain a vacant route using their seniority.

Health and Safety
• No individual employee will be required to lift 
any object that weighs more than 22.7 kilograms 
(50 pounds).

Changes to the RSMC Collective Agreement


