


 
 

         
 

 

 

 File: 2122-911-3 

          March 14, 2018 

 
TO: ALL MEMBERS OF THE PSAC – PARKS CANADA BARGAINING UNIT 
 

RE: TENTATIVE AGREEMENT 

 
 

On February 16, 2018, after three and-a-half years of negotiations, our Parks bargaining 
team finally reached a tentative agreement with The Agency. Our bargaining team 

unanimously recommends ratification of our new agreement. 
 
If ratified, the settlement will improve our members’ working conditions in several ways. 

These improvements are the product of the hard work and dedication of both our team and 
the membership over the course of this round of bargaining. 
 

 
HIGHLIGHTS OF OUR TENTATIVE AGREEMENT 

 
Economic Increases 

 

The tentative agreement contains improvements to monetary compensation for members. 
This includes general wage increases, improvements to or introduction of allowances for 

certain occupations that mirror those obtained in Core Public Administration, and the folding 
in of others into the rates of pay (outlined below). 

 
The total compensation for all Parks group members’ amounts to a minimum increase of 
five percent (5%) over the four years of the collective agreement, plus extra increases for 

specific occupations as outlined below. 
 

 Effective August 5, 2014: 1.25% 

 Effective August 5, 2015: 1.25% 

 Effective August 5, 2016: 1.25% 

 Effective August 5, 2017: 1.25% 
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APPENDIX H – IN RESPECT OF CERTAIN EMPLOYEES OCCUPYING POSITIONS 
CLASSIFIED IN THE HISTORICAL RESEARCH (HR) OCCUPATIONAL GROUP. 

Renewed 

 

APPENDIX I – GROUP SPECIFIC PROVISIONS 

GL AND GS SUPERVISOR DIFFERENTIALS 

No change to the percentage amounts, only the amounts calculated in the Example. 

 

APPENDIX K – WORK FORCE ADJUSTMENT 

 

Voluntary Departures Process 
 

By allowing volunteers to come forward to leave the public service during times of work force 
adjustment, this new provision is designed to significantly decrease the likelihood of 

involuntary layoffs in the future.  
 
The new language has the following features: 

 

 The Agency must establish the process  

 The process must be the subject of ongoing meaningful consultation through a joint 

union-management WFA committee. 

 The process is initiated after all affected letters have been delivered to employees, 
unless the joint committee decides otherwise. 

 Volunteers need to be given a minimum of thirty (30) days to decide if they wish to 

participate. This time is needed so they can carefully consider their options. 

 Volunteers will have access to options B, Ci or Cii under the current section 6.3 of the 

appendix. 

 Finally, if the number of volunteers is larger than the required number of positions to be 

eliminated, volunteers will be selected based on an equitable set of criteria, which must 
be communicated to all in advance and must include years of public service.  
 

The union’s role in WFA situations 

 In clause 1.1.3, we have achieved agreement that the WFA committees are to be joint 

union-management committees.  

 In clause 1.1.34, we reinforced the employer’s obligation to ensure that employees 
have the right to be represented by the union in the application of the WFAA. 

 We achieved several improvements to the notice provisions of the WFAA. The current 

WFAA focused on notice when employees are made affected. The new notice 
provisions require the union to receive copies of official notices at several other critical 
stages of the process, including advance notice of layoff.  


































































































































































































































