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Message to Local, and all PSAC members working for the Federal 
Government: 

It is time for membership input for the next round of negotiations as our collective agreements 
expire in 2018. 

The PSAC's formal input call for these negotiations has gone to the ten PSAC Components 
with members employed by the Federal Government. The Components play a critical role in 
the input call process, by organizing the work of Locals, gathering input, and setting priorities 
based on that input. 

We have created this input call document to facilitate the work of the more than 800 Locals 
that will be invited by their Components to provide input. 

The process at a glance: 
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Key dates in the process: 

Member bargaining input: July to December 2017 
March 2018 Bargaining conference: 

Notice to Bargain: Served prior to the expiry of the collective 
agreement (Summer 2018) 

This input call is being issued for the four following groups: 

Group Full Name 
PA Program and Administrative Services 

sv Operational Services 

TC Technical Services 

EB Education and Library Science 

Expiry Date 
June 20, 2018 

August 4, 2018 

June 21, 2018 

June 30, 2018 

This document contains an initial "Program of Demands" which is intended to assist Locals in 
engaging members in discussions about bargaining demands. Some of these demands have 
been selected from the list of unresolved issues from the last round of bargaining. Others 
reflect issues that have emerged during the life of the current agreements or reflect long-term 
objectives. We believe these provide a solid foundation for our bargaining demands for the 
next round of bargaining. If you agree, submit one or all of these proposals in addition to 
bargaining input from members in your Local. Membership input is critical to the process, and we look forward to receiving your proposals to amend these collective agreements. 

You will see that an overall limit on the number of demands has been established. 
Components are being directed to submit no more than 20 demands in total to the 
PSAC per bargaining table. 

We thank you in advance for your involvement in this process. We are confident that through 
membership solidarity we can achieve important goals in the next round of bargaining. 

In solidarity, 

~'tr~ 
Robyn Benson 
National President 

~ A"--fi=-w-ar_d ____ ,___, 

National Executive Vice-President 
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Program of Demands - Global Objectives 

Job Security 

Public services, Privatization and Contracting Out 

Proposal: Prevent privatization/contracting out by strengthening contract language with 
respect to privatization and contracting out. 

Rationale: Privatization and contracting out is rampant throughout Canada. The new federal 
government has made many commitments to respect the public service, and to restore some of 
the services and programs cut by the previous Conservative government, however there is still 
a great threat of privatization, particularly through Public Private Partnerships. For example, the 
government is planning a new public-private infrastructure bank to facilitate privatization projects 
and Public Private Partnerships. 

Temporary Agencies and casual employment 

Proposal: Propose language that will restrict the use of temporary agency and casual 
employees. 

Rationale: In many departments, the growing and concentrated nature of outsourcing has 
created a shadow public service that works alongside the real public service. 

Reliance on temporary agencies and casual employees circumvents regular hiring requirements, 
reduces institutional knowledge, constrains flexibility, and heightens privacy concerns. When 
public service work is offloaded to temporary agencies and casual workers, the quality of work 
suffers. We want to restrict the employer's ability to use temporaries' agencies and casual 
employees and bring formerly outsourced services back in house. 

Term Employment 

Proposal: Include Treasury Board Term Employment Policy in our collective 
agreements 

Rationale: The TBS Term Policy says that "There are valid requirements for using term 
employment, such as backfilling temporary vacancies resulting from indeterminate employees 
on leave and acting/developmental assignments, short-term projects and fluctuating 
workloads." It goes on to say, "This option should be used, however, only in situations where a 
need clearly exists for a limited time and is not anticipated to become a permanent ongoing 
need." The TBS Term Employment Policy goes on to specify that "where a person who has 
been employed in the same department/ agency as a term employee for a cumulative working 
period of three (3) years without a break in service longer than sixty (60) consecutive calendar 
days, the department/agency must appoint the employee indeterminately at the level of his/her 
substantive position." 
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The intent of the Term Policy isn't that three years is an appropriate length of time during which 
an employee should remain in a term status. Instead three years is an arbitrary length of time 
after which misuse of term employment can no longer be tolerated. 

The PSAC opposes all forms of precarious employment and believes that all workers should 
have timely access to indeterminate employment in the federal public sector. 

Student Employment 

Proposal: Negotiate language which more clearly defines the appropriate use of "student 
employment programs" in the federal public service. 

Rationale: Each year thousands of students are hired into term positions under the Federal 
Student Work Experience Program (FSWEP) and other programs including coop placements, 
research affiliates, and international exchange. While many of these are legitimate student 
programs, in many cases government departments and agencies are using student employment 
as a low cost alternative to the regular workforce. Often, students are hired into work contracted 
out to temporary placement agencies. By hiring students in these cases, the employer may be 
giving students the complete range of job functions without being paid the same as regular 
employees. With inadequate training, students often end up working under poor conditions or in 
dangerous or unsafe situations. While ultimately we would like to organize all students into 
collective agreements, the Public Service Labour Relations Act currently excludes from the 
category of "employee" any "person who is employed under a program designated by the 
employer as a student employment program." By negotiating stricter conditions for the use of 
student employment, we seek to eliminate employer abuse of the student exclusion, ensuring 
that student hiring programs are appropriately used. 

Workforce Adiustment Appendix (WFA) 

Proposal: Propose language to update, strengthen and improve the language and 
protections in our Workforce Adjustment Appendices. 

Rationale: In the previous round of Treasury Board bargaining the PSAC achieved significant 
improvements in the WFA appendix. Changes that will reduce involuntary layoffs by allowing 
volunteers to come forward to leave the public service during times of workforce adjustment, 
longer alternation period, more union involvement during the process, limits to contracting out 
and improvements to the monetary provisions, including the education allowance, the 
counselling allowance, and the transition support measure. 

As a union we will always strive to make job security improvements to our collective 
agreements. Recognition of years of service should be negotiated into the WFA for lay-off and 
recall. The recognition of years of service in the context of job security is standard in the 
labour relations world. It is also commonplace within the broader federal public sector, from Via 
Rail to Canada Post to the Royal Canadian Mint to name a few. The current WFA practice 
threatens more employees than is necessary with potential displacement and forces 
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employees to interview for their own jobs. This practice is unfair, unnecessary, and represents 
bad human resources management. 

Fair Wages 

Wage Market Adiustments and Allowances 

Proposal: To achieve terms and conditions that are more in line with other workers in 
similar occupations. 

Rationale: A crucial responsibility of the government is to recruit, hire, and retain strong 
candidates to serve in federal public service. For better or worse, the experience and talents of 
federal employees will determine the government's success in executing policy and delivering 
its programs. The government's ability to recruit talented employees depends on the overall 
compensation package offered to the people who serve in these positions. Good candidates 
rarely accept government positions solely, or even mainly, out of a desire for personal wealth. 
However, many people may be deterred from public service if they are asked to make a large 
financial sacrifice in order to serve. 

Certain federal employee's groups' and classifications' have experienced a widening gap in the 
wages they are paid in comparison to their private-sector counterparts. Often, salary gaps also 
exist between PSAC members and some of their federal public sector counterparts. PSAC 
always bring forward concrete evidence of those wage gaps in negotiation, either by 
conducting pay studies or by examining other available data on actual wages paid for 
comparable jobs with other employers. Where we can show that PSAC members are 
underpaid for the work they do, we seek prompt remedy so that the federal government can 
fully deliver on its mandate to Canadians. 

Inflation protection 

Proposal: Ensure that negotiated general economic increases keep up with inflation 

Rationale: The rate of inflation plays an important role in collectively bargained wage 
settlements. We always strive to achieve settlements where wage adjustments keep up to the 
prevailing inflation rate and ensure that wage adjustments do not fall behind the anticipated 
rate of inflation over the length of the contracts. 

Acting Pav 

Proposal: Move acting employees up the increment scale for their acting positions 
based on "cumulative employment" at a particular group and level and amend the 
language so that member receive acting pay from the first shift of acting worked . 

Rationale: When an employee goes on acting assignments, that employee is placed at the 
step in the grid which is equal to what they would have received if they had been given a 
promotion. Employees on acting assignments are eligible to receive pay increments for their 
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acting assignments, but only if they are in that new position for a continuous period that is long 
enough to qualify for the pay increment. Many employees are rehired numerous times for the 
same acting position, but often not long enough to receive a pay increment in that acting 
position. Members at the Canada Revenue Agency have the benefit of accruing cumulative 
service towards a pay increment in their acting assignments. This should be standard for 
Treasury Board employees. 

Members should also start being paid acting pay from the first shift of their acting assignment 
(already the case for the SV group). 

Work Life Balance 

Child care 

Proposal: Propose child care support systems for employees with children under the 
age of 12, including but not limited to: 

• Expanding the number of subsidized high quality day cares located in federal 
buildings and workplaces, particularly in communities where there is a 
shortage of affordable and inclusive child care; 

• Initiating programs to assist employees with accessing short-term child care 
(for example, when a child or regular caregiver is sick). 

• Other support systems that are identified through the newly formed Joint 
Committee assessing child care needs of employees. 

Rationale: In the next ten years, the federal government and its agencies will be hiring 
thousands of new, younger workers, many of whom have, or will be starting, young families. 
They will join a large number of existing employees who often have unique child care needs, 
given the organization of work within the federal government and the relatively frequent 
requirement to work shifts and other non-standard hours. Treasury Board already has a policy 
supporting the creation of workplace child care, and several federal worksites already have 
operating workplace child care facilities. However, the growing needs of our members far 
exceed the current capacity. Also, some of the original workplace centres have closed and 
others put under threat of closure. We need more subsidized high quality day cares located in 
federal buildings and workplaces, and employees need access to flexible child care 
arrangements to meet the challenges of work-life balance. 

Compassionate Care leave top-up 

Proposal: The creation of a "compassionate care allowance" to top-up the 
compassionate care benefits provided for under the Employment Insurance Act to 93 
per cent of income. 

Rationale: Some employees face the challenge of providing round-the-clock care for 
terminally ill family members. Compassionate care leave is available to employees who 
provide care for a family member who has a life-threatening illness. In January 2016, the 
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federal government made changes that extended the time period of compassionate care leave. 
Employment insurance now provides eHgible employees with compassionate care benefits for 
a maximum of 26 weeks (increased from six), following completion of El waiting period. This 
change also allows multiple family members cariflg for the same person, to share the 
increased maximum number of weeks. 

We believe that the goals of the compassionate care program would be enhanced by a top-up 
allowance of El benefits to employees on compassionate care, identical to those in existence 
for maternity and parental leave. The PSAC bargaining unit at the Royal Canadian Mint 
achieved this provision in their 2011 round of bargaining. 

Maternity and Parental Leave Allowance 

Proposal: Extend the current 12 months Maternity and Parental leave top up to 18 
months. 

Rationale: In the 2017 budget, the Liberal government announced plans to allow new parents 
greater flexibility over parental leave. The proposed changes "will allow parents to choose to 
receive El parental benefits over an extended period of up to 18 months at a lower benefit rate 
of 33 per cent of average weekly earnings". Those who prefer to take 12 months of parental 
leave at the existing benefit rate of 55 per cent will continue to be able to do so. 
Under our collective agreements, members receive an additional top-up from their employer, 
which allows them to draw 93% of their salary during the parental leave period. The top-up 
period is currently limited to 52 weeks. 

Maternity and Parental Leave Allowance pay-back 

Proposal: Eliminate the requirement to pay-back maternity and parental allowances in 
cases where the member is not rehired or does not complete the return-to-work period. 

Rationale: The actual maternity and parental leave provision is compelling employees to re
pay their maternity and parental allowances if they change jobs during the return-to-work 
period following a maternity or parental leave. The employee shouldn't have to repay the 
maternity and parental allowances. Employment Insurance Act does not require any post-leave 
service in order to keep the benefit, so neither should the employer. Indeed, this top up should 
not be seen as a privilege or a bonus that must be subsequently "earned back" by the worker: 
it is a legitimate compensation for lost income at the time when the parents are taking care of a 
newborn child, and when they are most in need of their full income. If a member has a right to 
a maternity and parental allowance under the collective agreement, it should be an actual right, 
and not singled out as a benefit that is contingent on future service. 
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Family day 

Proposal: Add Family Day to the list Designated Paid Holidays in the Collective 
Agreement. 

Rationale: Most provinces proclaimed have a provincial holiday in February known as Family 
Day were the vast majority of workers in those provinces are on holiday including teachers, 
day care workers and provincial and municipal public servants. Family day is a provincial 
holiday in Ontario, British Columbia, Alberta and Saskatchewan. Prince Edward Islanders also 
have a provincial holiday called Islander Day, Manitobans have Louis Riel Day and Quebec 
also has a similar provincial Holiday on January 2nd. 

Because Family Day isn't a statutory national holiday it is a regular working day for federal 
employees living in those provinces. Many members are parents, and the fact that schools and 
daycare centres are closed on Family Day causes tremendous inconvenience to employees as 
it is a regular working day for these employees. PSAC members should be afforded the same 
holiday as other workers in those provinces 

At least one federal employer under the PSLRA, National Energy Board, has included it in its 
collective agreement. PSAC has also been successful in negotiating family day in many of its 
federal collective agreements. 

National Aboriginal Day 

Proposal: Add National Aboriginal Day to the list of Designated Paid Holidays in the 
Collective Agreement. 

Rationale: In 1966, in cooperation with national Indigenous organizations, the Government of 
Canada designated June 21 National Aboriginal Day, a celebration of Indigenous culture and 
heritage. This date was chosen because it corresponds to the summer solstice, the longest 
day of the year, and because for generations, many Indigenous groups have celebrated their 
culture and heritage at this time of year. This is a day for all Canadians to recognize and 
celebrate the unique heritage, diverse cultures and outstanding contributions of First 
Nations, Inuit and Metis peoples, consistent with the final report of the Truth and Reconciliation 
Commission. 
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Leave improvements 

Proposal: Improvement to various leaves provisions. (i.e. Family-Related 
responsibilities, Compensatory leave, Pre-retirement transition leave, Leave with 
income averaging, Self-funded leave, Vacation leave) 

Rationale: We know that a big part of being happy on the job is maintaining a fulfilling life 
outside of work, which is why we always strive to negotiate flexibility options and work/life 
balance opportunities that allow our members to shape their workday to match their active 
lifestyle. There are various paid and unpaid leave options to provide members with the means 
to manage their personal needs: 

• Annual leave 
• Family-Related responsibilities leave 
• Compensatory leave 
• Pre-retirement transition leave 
• Leave with income averaging 
• Self-funded leave 
• Carry over 
• Etc ... 

Hours Of Work Issues 

Proposal: Propose language that clarifies who is a day worker, and who is a shift 
worker within the bargaining unit. 

Rationale: In past rounds, Treasury Board has tried to make changes that would allow them to 
make traditional day workers into shift workers. There should be clear language that protects 
the interests of members, whether they are day workers or shift workers. 

Alternative Working Arrangements 

Proposal: Where operationally feasible, the Employer shall grant employee requests to 
carry out regularly assigned work duties away from the Employer's premises. 

Rationale: In 1999 the Treasury Board introduced its Telework Policy. The policy states that 
its objective is to "allow employees to work at alternative locations, thereby achieving a better 
balance between their work and personal lives, while continuing to contribute to the attainment 
of organizational goals." It also states that: "the employer recognizes the opportunities that 
flexible working arrangements such as the telework option can present, and encourages 
departments to implement telework arrangements where it is economically and operationally 
feasible to do so, and in a fair, equitable and transparent manner." 

Over the last decade many Departments and Agencies began unilaterally revoking alternative 
working arrangements such as Telework. Many members who had been working this way for 
years were forced to come back and work in the office. Alternative Working Arrangements 
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should be recognized and protected in our collective agreement rather than the subject to an 
arbitrary Treasury Board policy. 

Human Rights (Including Health and Safety) 

Domestic Violence Leave 

Proposal: Include provisions designed to protect and support employees who are 
experiencing domestic violence. 

Rationale: The impact of domestic violence against women doesn't stop at home. It affects 
workers and their workplaces. One in three women have experienced domestic violence in 
their lifetime, and for many the violence follows them to work. A recent CLC survey confirmed 
that victims can: 

• be disciplined for lateness, absenteeism and poor work performance that is a result of the abuse 
• lose their jobs and financial independence 
• continue to be abused and threatened by email, phone calls and stalking at work 
• suffer from isolation because co-workers don't understand what is happening 

Work can be a safe haven for someone who is experiencing violence at home. The financial 
security of a job and some time away from their abuser can help a person experiencing 
violence seek support or make a plan to leave the relationship. 

We need to achieve new language that addresses domestic violence as a workplace issue. 

This new language includes supports like, workplace safety planning, paid leave for victims, 
protection from discrimination or adverse action, and access to a women's advocate or other 
designated support person within the workplace. 

It can be challenging for members to speak up when they see warning signs of domestic 
violence at work. This is why it's vital that we take initiative to address domestic violence at 
work by building awareness and making it a bargaining priority. 

Protective Reassignment 

Proposal: Amend the agreement to provide for leave with pay where protective 
reassignment is not possible. 

Rationale: Our current collective agreements require employers to, where possible, modify 
the job duties or reassign pregnant and nursing workers if they cannot safely perform their 
regular work. However, the article only provides for leave without pay if reassignment is Knot 
reasonably practicable." Many Canadian workers are covered by laws or collective agreements 
which provide pregnant and nursing employees leave with pay if no reassignment is possible 
and all federal public service workers deserve no less. 
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lniury-On-Duty Leave 

Proposal: Amend the agreement to provide injury-on-duty leave for the length of time 
certified by a Worker's Compensation Board. 

Rationale: Our current collective agreements give employer's discretion as to the length of 
time they can approve injury-on-duty leave. This results in some employees being taken off of 
injury-on-duty leave (which gives them 100% salary) and being put onto WCB benefits, which 
can vary to between 75% and 90% of net income. This discretion can lead to situations where 
some injured members will be financially disadvantaged relative to other members. In some 
other federal workplaces, language provides that the injured employee will be approved injury
on-duty leave for the length of time that the provincial or territorial worker's compensation 
board certifies their injury, giving the worker some financial protection. 

Violence In The Workplace 

Proposal: Add an additional clause on harassment in the agreement to cover concepts 
such as bullying, psychological harassment and other forms of violence in the 
workplace. 

Rationale: Currently, harassment language in our collective agreements does not cover many 
forms of harassment. In other parts of the public sector, the concept of harassment has 
already been expanded to include such things as personal harassment, abuse of authority, 
bullying or mobbing, and psychological harassment. Some provincial jurisdictions (including 
Quebec and Ontario) have amended their labour standards or health and safety legislation to 
include definitions of psychological harassment and violence in the workplace. Workers in the 
federal public service also need their workplaces to be safe and free from harassment and to 
ensure that investigations are conducted by competent persons as provided for in legislation. 

Workplace Surveillance 

Proposal: Propose language around workplace surveillance to protect the rights of 
workers. 

Rationale: Workplace surveillance takes many forms in the modern workplace, including such 
methods as internet and email monitoring, electronic security pass technology and surveillance 
cameras. While there are some legitimate business and health and safety reasons for some 
forms of surveillance, employers should be limited to what is reasonable while protecting the 
rights and dignity of employees, and employees should be informed of the monitoring and 
surveillance that occurs in their workplace. 
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Recognition of Service (Seniority} 

Proposal: Propose language to provide PSAC members working for Treasury Board 
with the same basic seniority rights and protections as other unionized workers in 
Canada. 

Rationale: In previous round of negotiations, we achieved significant breakthroughs with 
Treasury Board in our FB and PA bargaining units which resulted in collective agreements with 
Treasury Board that provide shift workers with a direct say in when they work and when they 
take vacation based on their seniority. In the past, these decisions were always made at the 
discretion of management, giving them the power to pick and choose who works when and 
who gets vacation when. This is still the case with most of our other agreements. 

Respect for employees' years of service is standard in private and public sector collective 
agreements. Moreover, there is well established PSLRB jurisprudence concerning seniority 
recognition. The PSLRB issued a number of arbitral awards in which seniority was introduced 
for hours of work scheduling. 

It is now time that we are afforded these same rights and protections, so that we might have 
more control over our working lives and have our years of service recognized by our 
employer. 

Social Justice 

Social Justice Fund 

Proposal: Propose a direct employer contribution to the PSAC Social Justice Fund 
equal to 1 cent per regular hour worked per employee. 

Rationale: Hundreds of employers have negotiated contributions that fund the international 
development work of Canadian unions. These employers' contributions are making a concrete 
difference in supporting anti-poverty and labour rights work in developing countries in Asia, 
Africa and South America, while also supporting anti-poverty and social justice work in 
Canada. PSAC is one of many national unions who have such a fund and more than 60 
employers have already agreed during negotiations to make regular contributions to the PSAC 
Social Justice Fund. With this demand we will call on federal government employers to do the 
same. 
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No Sweat Procurement 

Proposal: Include language on "no sweat" ethical procurement practice for goods 
provided to workers in the Treasury Board collective agreement. 

Rationale: "No Sweat" initiatives are spelled out in the Declarations of the United Nations (UN) 
and the Conventions of the International Labour Organization (ILO) and include these core 
values: no forced labour, no child labour, no harassment, abuse or discrimination, maximum 
hours of work, the right to organize and bargain collectively, payment of a living wage and 
health and safety protections. Different levels of government in Canada have already 
recognized the importance of procurement. in line with these core values. By including 
language in collective agreements whereas the employer engages itself to buy goods provided 
to workers following this ethical procurement practice, the federal government would become a 
leader amongst employers in Canada and would set the pace to better represent the values of 
the Canadian taxpayers. 

Workplace Democracy 

Union Orientation 

Proposal: Language that creates an opportunity for union stewards/representatives to 
meet and discuss the function of the union with all new employees in the workplace on 
work time (as close to their start date as possible) as part of their orientation process. 

Rationale: The goal is to introduce new members to the union, so that they understand what it 
is, what it does, and why it is in their interest to be a part of the union. Specifically, it is an 
opportunity to educate new members that as a union employee, you are in the bargaining unit 
and your conditions of employment are governed by the collective agreement. It is also an 
opportunity to encourage participation, and foster the relationships necessary to make the union 
an effective voice in the workplace and in the broader community. 

This is critical to building our union at the grassroots level as it: 

• Introduces the new employee to the union and the steward as the workplace contact 
• Educates members as to union basics - where to go if you have questions, problems, 

want to get involved, etc ... 
• Introduces members to the basics of the collective agreement (don't leave it to the 

employer) 
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Whistleblowing 

Proposal: Propose that our collective agreements contain language which protects 
employees agatnst reprisals when they blow the whistle on wrongdoing. The language 
should provide that employees shall not be disciplined or penalized because they raise 
concerns about wrongdoing. 

Rationale: For over four decades, PSAC has called for legislation that provides guidance, 
support and protection for public sector workers who wish to speak out against wrongdoing. 
The federal government enacted the Public Servants Disclosure Protection Act (PSDPA) in 
2007. Its intent was to protect most of the federal public service from reprisals for reporting 
wrongdoing. The Disclosure Act has been failing public service workers from the start as it fails 
to protect whistleblowers from reprisals, and is incapable of punishing those who retaliate 
against whistleblowers for coming forward. It is undisputed that workers are reluctant to come 
forward. When they do. they often experience great sacrifice in their personal and work lives. 
This sends a powerful message to others to remain silent. 
Protection for whistleblowers against reprisals should become a permanent part of all of our 
collective agreements. PSAC has successfully negotiated whistleblowing language for 
members at the Government of the Northwest Territories. 

PSAC-TBS Joint Learning Program 

Proposal: That language be introduced which would ensure the program's long term 
viability and appropriate funding. 

Rationale: The objectives of the Joint Learning Program (JLP) are to improve labour relations 
and increase the understanding of the roles of the union and management in the workplace. 
The JLP achieves its objectives by providing workshops in areas of mutual interest for which 
the employer does not already have a legal obligation to provide training. One of the unique 
aspects of the program is the partnership that it forges between the employer and the union. 
The program is co-managed by the parties, learning materials are co-developed, and 
workshops are co-delivered. 

Participants in the JLP are overwhelmingly satisfied with the outcome of their learning 
experience, and repeated entreaties from both union and management about the need to 
renew funding to the JLP are clear indicators of the impetus to maintain a Program that will 
continue to have a positive impact on union-management relations in the workplace. 
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INSTRUCTIONS FOR RESPONDING TO THE INPUT CALL 

~ Members wishing to propose bargaining demands must do so through their Local. 

~ All feedback and bargaining input from Locals must be submitted to their Component. 

~ A deadline of December 1st, 2017 has been set by the PSAC for the receipt of 
bargaining proposals from Components. 

~ Each Component will set the deadlines for receipt of input from their Locals. 

Please utilize the attached Proposal for collective bargaining input form: 

~ Fill out one (1) form for each proposal 

~ Originals of the form must be signed by an officer of the Local, normally the President. Forms submitted electronically must have the name and contact number of the Local 
officer typed in. 

~ Locals should submit input electronically. Both English and French versions of the 
Proposal for collective bargaining input form are available from your Component or PSAC Negotiations Section at bargaining@psac.com. 

~ If filling out a paper form, please type or print. 

~ All input must include the name, telephone number, email address (when 
available), Local number and location of the Local executive member in charge of submitting the bargaining input. This information is required for identification 
purposes, and will help Components and bargaining teams contact you should follow-up be required. 
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PSAC: PROPOSAL FOR COLLECTIVE BARGAINING 
Note: Use a separate page for each subject or proposal. All proposals must be approved at a Local level 
and submitted to the relevant Component, not directly to the PSAC. 

1. BARGAINING UNIT/ COLLECTIVE 
AGREEMENT 
Include sub-qroup if applicable. 
2. SUBJECT MATTER 
(E.G. Article title) 
3. AGREEMENT REFERENCE 
If applicable, provide Article number 
and paQe reference. 
4. PROPOSAL 
Briefly outline your proposal. You do not 
need to provide actual language. 

5. RATIONALE 
a) If the purpose of your proposal is 
simply to clarify wording, give examples 
of problems of misinterpretation of 
current agreement. 
b) Briefly describe problem which 
prompted your proposal and give 
arguments to be used at bargaining 
table to support your proposal. Name 
other employers having similar practice 
and/or mention or attach other union 
agreements containing similar 
provisions. 
c) Keep the rationale brief. Any longer 
documents or descriptions should be 
referred to and attached. 

LOCAL AND COMPONENT APPROVAL 
Name, phone and email contact information for Local 
Executive in charge of input: 

Signature: 

Approved by Component Executive in charge: 

Signature: ____________ _ 

Component, Local Number, and Location: 

Date: 

Date: 
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