Crown corporation as a model employer and Canadian job creator

Canada Post is one of the country’s largest employers, present in every community. In this age
of increasingly precarious work, Canada Post as a Crown corporation can serve as an anchor for
stability and can regain some of its brand value as a model employer, recognized for its highly
skilled workers, high standards of employment and working conditions.

To this end, Canada Post could be doing more to invest in its people by offering decent jobs
with sustainable wages, good working conditions, and stable hours consisting of full-time work
with benefits and retirement security.

CUPW represents the vast majority of Canada Post’s 64,000 employees. * As of 2015, in our
urban members’ workforce, the employment breakdown was as follows:

Full time 26,941
Part time 5,997
Temporary 9,022

Over the past decade, there has been an alarming shift towards more precarious work inside
our sortation and delivery facilities. Full-time work for inside workers decreased by 37% from
2005 to 2015 while part-time work increased by 16%. The number of hours worked by
temporary workers increased by 42%.

Canada Post has also relied more on overtime hours, including forced overtime, to get the mail
and parcels moved.? This is both wrong and unnecessary.

Canada Post can better plan its operations by using all the means at its disposal, including mail
and parcel volumes analytics, to maximize full-time work. By combining part-time jobs to create
more full-time positions, Canada Post can save money, if only for the reason that the benefit
load for part-time employees is higher than that of full-time employees.

! Canada Post Corporation, Annual Report 2015,
https://www.canadapost.ca/web/en/pages/aboutus/details.page?article=annual_report
’CPC, Group 1 staffing reports, 20015-2015



Many other post offices that had, in the past, moved towards a part-time employment model
have now concluded that such a model affects their quality of service and are backtracking
with a commitment to a greater emphasis on full-time employment in the years to come.’

While most of Canada Post’s outside work is full-time day shift work, delivering mail is not easy,
and in some cases can be considered precarious. In some parts of the country, particularly
where the economy is growing and where postal transformation has increased the difficulty of
the delivery routes, there is a high turnover rate of letter carriers and Rural and Suburban Mail
Carriers (RSMCs). The latter, a female-dominated workforce, are paid on average 28% less than
their urban counterparts, the majority of whom are male, and do not have as good benefits and
pension plans.

New hires at Canada Post are not given enough training and on-boarding and often quit within
a few days. Without the support they need and at a newly lowered starting wage of slightly
more than $19/hour, many new hires cannot manage the juggling of early morning starts with
the special childcare arrangements required for their work. > With high turnover, delivery
routes are left uncovered, leading to mail delays. °

Canada Post currently contracts out work in many areas of its operations:
e Real estate management and maintenance
e Group mailbox installation and maintenance
e Delivery of parcels and letter carrier support in some areas
e Maintenance of forklifts and other equipment outside major sortation facilities
e Parcel delivery in many cities and towns, including Fort McMurray
e Some of the maintenance of delivery vehicles
e Private retail postal outlets
e Call centre support and customer service
e Information Technology
e Transportation of mail between cities

*See p.7-8, “Should the postal sector change its social model to succeed in its transformation?” Bailly, Dominique
and Margaux Meidinger. Presented at the 24™ 24th Conference on Postal and Delivery Economics. 2016.

> See appendix A Jane Beach: Overload A study of the impact of Postal Transformation on the Work-life balance of
CUPW members.

® http://www.citynews.ca/2014/02/24/minister-of-transport-admits-to-canada-post-delivery-problems/



http://www.citynews.ca/2014/02/24/minister-of-transport-admits-to-canada-post-delivery-problems/

The problems of contracting out are well known: high (and costly) turnover, creeping contractor
costs, service quality issues and erosion of the trusted brand’. By contracting in this work,
Canada Post could maintain better control over all its operations. Contracting in also allows
Canada Post to improve the diversity of its workforce and provide opportunities for
advancement to existing staff — an attractive prospect and tool for staff retention.

The cost of contracting out: High turnover, uneven service and poor working conditions

Long-serving staff in public post offices know the inner workings of the postal system and they
receive training and ongoing support to keep up with frequent changes to the service offerings.
In addition to possessing detailed product and service knowledge, retail staff are required to
learn over 60 complex transactions.

As mentioned in the section on retail services, workers in private postal outlets are often paid
at unsustainable minimum wage and receive little training or ongoing support, which leads to a
high turnover and service quality issues.

As discussed elsewhere in this submission, CUPW strongly believes in the possibilities of new
services for Canada Post, such as postal banking. These services will create a high demand for
skills and place value on qualities such as precision, timeliness and personalization. As foreign
postal operators such as Post NL are finding, a model based on a part-time contractual model
reaches its limits.® Ever-increasing parcel volumes and new services cannot be met through
precarious temporary and part-time staffing.

The role of good jobs in a changing Canada

Full-time, stable employment also entails that state institutions are not forced to shoulder the
costs (whether those be personal such as increased personal stress or environmental, such as

higher emissions and more traffic congestion) of workers balancing multiple jobs and shuttling
between them.

As an ever-greater concentration of new jobs with relatively better conditions become
clustered in a select few major urban areas with higher housing costs, the rural and “have not”

7 https://opseu.org/information/better -cheaper-fairer case-contracting-public-services-ontario/

¥ See p.7-8, “Should the postal sector change its social model to succeed in its transformation?” Bailly, Dominique
and Margaux Meidinger. Presented at the 24™ 24th Conference on Postal and Delivery Economics. 2016.
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regions are seeing a hollowing-out of decent employment prospects for the future. This creates
a Catch-22 situation, where prosperous regions continue to experience skyrocketing costs of
living and people from have-not parts of the country are trapped in a downward spiral.

Canada Post, by contracting more of its work in and creating better conditions in rural and
urban areas alike, could have a real impact in terms of offering decent employment
opportunities more evenly throughout the country — especially for disadvantaged groups such
as women and Indigenous workers.

Recommendations:

That Canada Post maximize stable, full-time employment, especially for women and Indigenous
workers, by contracting in its work.

That Canada Post should use all the means at its disposal to maximize full-time, regular hours.
For example, analytics and technology should be used to better predict volumes and staffing
needs for Group 1. Mailers could be supplied with incentives to bring their mail in at certain
times.

/bk cope 225
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1 BACKGROUND

Since the initial implementation of Postal Transformatien (FT) in 2010, the Canadian Union of Postal
Workers ([CUPW) regularly heard from members about increased stress, increased overtime, loss of day
shifts, changes to work hours, and fewer opportunities for job rotation, transfers or promotions. Asa
result of these changes to the workplace, the union heard from locals that many members indicated
they were unable to exercise contrel over their work environment and schedules, and that balancing
wiork and family responsibilities had become increasingly difficult.

In fall 2013, the wnion launched a third party study to identify, document and analyze the positive and
negative impacts arising from the introduction of FT. The findings are intended to provide the wnion
with guantitative information needed to explore if and how it can help reduce identified work-life
conflict and minimize the challenges arising from PT.

This report presents the findings from the study, which explores the impact of PT on the work-life
balance of CUPW members. The study was undertaken between September 2013 and September 2014
in five locals: 5t. John's, Montreal, Scarborough, Winnipeg and Edmonton. It included a literature review,
16 focus groups, and a survey of members in the five locals. The survey was also conducted via
telephone interview with members who are part of the union’s Special Needs project in all parts of the
country where PT had been implementad.

11 Tne ConTexT: POSTAL TRANSFORMATION

The 2008 Carada FPost: Blueprint for Change announced a need to invest in building replacement and
upgrades, replace sorting equipment to reduce manual sortation and update information technology, as
well as address work process change management and training needed for large scale change. Postal
Transformation (also known as Building the Modern Post) planning had begun three years earlier. The
52 .5 billion undertaking was first implemented in the Winnipeg local beginning in 2010, and is gradually
being implemented across the country owver a five- to seven-year period. Canada Post estimates a
savings of 5350 million per year, once PT is fully inplemen‘l:ed."

Some of the key features of PT are as follows:*

=  New mail processing plants have been built and letter carrier depots and mail processing plants
have been consolidated.

=  Upgrades have been made to each major mail processing plant, including the installation of new
sortation equipment. This new equipment sequences much of the mail for letter cammiers, which
was previoushy manually sorted by the letter carriers in the depots before they delivered the
mail. Mail is sequenced to each address according to the letter carriers’ line of travel along their

* canada Post: Blueprint for Change Submission to the Strategic Review 2008, Accessed August 25, 2014 from:

S hana £ ST B

Se hittpo/ yw.canadapost a3/ cpo/mec/aboutus /corporate/postaltransformation/news. jstrnewmodel? for
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route. The new equipment has resulted in changes to the way the inside workers perform their
duties and the nature of the tasks.

=  Maost letter carmier routes have been motorized; letter carriers have been provided with vehicles
that enable them to deliver and collect parcels and collect mail along their route. The vehides
are parked at defined locations along a letter carrier's route while he/she delivers mail on foot
to a specified number of points of call. Letter carriers also are equipped with personal data
terminals (POTs) to scan and track packages on route.

= Most mail service courier [M5C) jobs have been eliminated; letter mail and parcel mail are now
both handled by motorized letter carriers, as well as collections from commercial customers and
from street letter boxes and retail postal outlets.

= A "two bundle” method of delivery was implemented, requiring letter carriers to carmy the
electronically sorted mail im the hand, and a second bundle of hand-sorted mail horizontally
across the foream.®

=  Start and end times for letter carriers have been changed to allow for two shifts or “waves”,
with carriers from Wave One and Wave Two sharing the same AB2 sortation case.The second
wave of letter carriers begins after the first wawe has left the depot to begin delivering their mail.
Depending on the depot and local, Wave 1 letter carriers typically start work between 06:30 and
08:00, and Wave 2s between 09:15 and 09:45. In some lecations, a "Wave 3" has been
implemented, with that group starting work at approximatehy 11:00.

= Changes have been made to the process of structuring routes.

1.2 THe CONTEXT: WORK-LIFE BALANCE

Ower the last 20 years, numerous studies have been undertaken on work-life balance and its impact on
both employees and employers. There is no single definition of work-life balance; the literature suggests
that it depends on an individuals’ priorities, and family and socio-economic cincumstances. Definitions
include “having sufficient control and autonomy over where, when and how you work to fulfil your
responsibilities inside and outside paid wnllc,""and “those measures required to create an environment
where all workers, without discrimination, are able to choose employment arrangements that allow
them to fully take part in paid employment and family, secial and cultural life.”*

Work-life conflict is associated with poorer health, anxiety and depression, higher levels of stress,
decreased job satisfaction and increased turnover and absenmteeism. For employers it can mean higher
absenteeism, lower productivity, increased use of medical benefits, reduced customer service and

* in October 2013, an arbitrator found the two bundle method created additional risks of workplace accdents.
Interim measure have been put in place. At the time of the survey, however, this methad was still in force in most
depots.

*visser, F., & Williams, L 2006. Work-life bolance: Rhetoric versus reality? An independent report commissioned
by UMISON. Accessed from: Ly theworkf Li i [docsp i [ f
15, 2014

* it's About Time! A Union Guide to Work-Life Balance New Zealand Coundil of Trade Unions
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route. The new equipment has resulted in changes to the way the inside workers perform their
duties and the nature of the tasks.

= Most letter carmier routes have been motorized; letter carriers have been provided with vehicles
that enable them to deliver and collect parcels and collect mail along their route. The wvehicles
are parked at defined locations along a letter carrier's route while he/she delivers mail on foot
to a specified number of points of call. Letter carriers also are equipped with personal data
terminals (PDTs) to scan and track packages on route.

= Most mail service courier [MSC) jobs have been eliminated; letter mail and parcel mail are now
both handled by motorized letter carriers, as well as collections from commercial customers and
from street letter boxes and retail postal outlets.

= A "two bundle” methed of delivery was implemented, requiring letter carriers to carmy the
electronically sorted mail in the hand, and a second bundle of hand-sorted mail horizontally
across the forearm.?

= 5Start and end times for letter carriers have been changed to allow for two shifts or “waves",
with carriers from Wave One and Wave Two sharing the same AG2 sortation case.The second
wave of letter carriers begins after the first wawve has left the depot to begin delivering their mail.
Depending on the depot and lecal, Wave 1 letter carmiers typically start work between 06:30 and
08:00, and Wave 2s between 09:15 and 09:45._ In some locations, a “Wawve 3" has been
implemented, with that group starting work at approximately 11-:00.

= (Changes have been made to the process of structuring routes.

1.2 THe CoNTEXT: WORK-LIFE BALAMCE

Ower the last 20 years, numerous studies have been undertaken on work-life balance and its impact on
both employees and employers. There is no single definition of work-life balance; the literature suggests
that it depends on an individuals’ priorities, and family and socio-economic circumstances. Definitions
include "having sufficient control and autonomy over where, when and how you work to fulfil your
responsibilities inside and outside paid wnlk,"" and “those measures required to create an environment
where all workers, without discrimination, are able to choose employment arrangements that allow
them to fully take part in paid employment and family, secial and cultural life”*

Work-life conflict is associated with poorer health, anxiety and depression, higher levels of stress,
decreased job satisfaction and increased turmowver and absenteeizm. For employers it can mean higher
absenteeism, lower productivity, increased use of medical benefits, reduced customer service and

* in October 2013, an arbitrator found the two bundle method created additional risks of workplace accidents.
Interim measure have been put in place. At the time of the survey, however, this method was still in force in most
depots.

* Visser, F., & Williams, L 2006. Work-life bolance: Rhetoric versus reality? An independent report commissioned
by UNISON. Accessed from: Livrvew theworkf Ly ! /docs/publicg ! i
15, 2014

* it's Abowt Time! A Union Guide to Work-Life Balance New Zealand Coundil of Trade Unions
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= nezative impact on the bottom Ene.”

& 2004 rational sureey of the Caradisn workforce asked
responcents it balancing work and family had been
[Eetting =asier or harder in recent years. Twenty-nine
pero=nt of respondents indicated balanong work and
family ar personal life has been metting easier, 37% the
same and 34% harder. The survey also found that heving 2
good reletionship with one’s supervisor made sasier to
mchimve waork-ife balamce

A review of cata from Statistic's Canada General Social
Survey m 1954, 195% and 2004 show=d that the
seroentage of workers somewhat or wary dizsatisfied with
waork-life balance rose from 16.7% to 20%, with highest
inCreases among women and workers over 40

“We all play many roles: empioyes,
bass, subordinete, spouss, parent,
chiild, sinling, fri=nd, and community
member. Each of thase roles imposes
demands on us that require Gmie,
energy and commitment to fuliiL
Work-family or work-lifie confict
DCours when the cumulstive demands
of thes: many waork and nor-work life
rodes are incom patible in some
respect so that participation im one
rode is made more difficult by
particioation in the other role.”
[Duxbury and Higgins 2001°]

The Canadian Policy Research Networks |OFRM) comipiied

data job quality ingicators for Canads, the United States, and 13 Ewropesn countries. Canada ranked
fourth among 17 countries in the percentage of workers who feel their health or safety is at sk from
their job, 2t 31.7%, and ranked first in the percentage of workers who report working at high spesd =ail
of the time,” ot 16.8%."

Recognizing the importance of & healthy workforce and the impsct of work-lite conflict on an
organization's operation, many employers have imolemented family-friendly policies and berefits that
SupDort work-life balance. A number of unions keve negotisted for provisions that support work-ife
salance. These include child cars, 2lder carz, personal and family leave, employes funded pre-paid
bemves, flavible schEdules and reducsd work wesks.

The current CUPW Caollective Asreemient includes provisions far:

=  Paid personal leave of 1D to seven days a year [which in 2043 replaced the previous 13 days per
yEAr Sick leae antitiements)

= Short- and lors-term disability

= Special leave with pay for “croumstances rot directly attnisutakis to the employee” induding
Tamily ilinass [this kave must b approsed by the smpdoyer snd cam only b sooessed onoe
personal days hawe DEen b shed)

=  Paid maternity and adoption l=ave, and unpaid care and murturing beawe

= Seif-funded “sabobatics™ lemve

* Hommnson, C. Work ond Ly The Baloncing Act. The Corference Board of Cansds. Movember 2011,
" Duoebury, L =nd C Higzins, J000. Wionk-Lifie Solonce in the Mew Milmrium: Whas one we” Wians oo we nend io
gar Dismuszion Paper Ko Wif1Z. Crtasec Cansdian Ressarch Policy Matwaoris.

Rethinking Work, worker surey, 2002, in Lowse, E.II]J?.I!'&nmeru.ba.m'itF.ﬂmhrirg What Cangdions
Wont. Resesrdh Report 'Wi/37 Work and Lesming. Oftmwa: Canadisn Rasesrch Polioy Metworks.
¥ Brishais, R. 2003. How Consdc Stocis Uer The Quaiy of Wk —Ar Intemationa! Parspectve. Resesnds Faper
W23 Work Metwork. Oittewe: Canadizn Ressarch Policy Mebaorks
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= & varety of unpaid leeves of absenoe

An employer-funded child care fund that provides supports to members with children with
spedal needs, and provides some supoort to commaunity-oased child cane programs in sslect
COMmanities in order o acoommodate the child mne peeds of membsrs. The fund also

supports ressanch and the development of materiaks that provide information on child cane and
related supoDors.

Az well, Carade Post provides an Employee Assistance Program, with resources and oourselling
available to employees.

Page | 4



2 ABOUT THE STUDY

2.1 Memopoway

The shudy began in September 2013, with invitations to five locals to participate, taling into account the
need for & yariety of ools, including lange and smailier locals, thaose that hed fully implemented FT and
those that wene in the process, and &ngiophons and Francophone locals. With the support of the
Mational Office, locels districuted information about the project to their members. They also identified
individusals wha took responsibility for organizing the foous groups.

Frior to the design of the questionnaire, 8 smn of the literatune on work-family balance took placs,
including previows work-ife surieys, 2 well 85 previou s related studies undertaken and information
collscted by CUPW. This was followed by eight foous groups, held in Edmonton and Winnipeg in
Mosember 2043, to help identity the iszses to address in the survey, and understand some of the
different im pacts affecting Group 1 and Group 2 workers.

Sased on our Eerature review, discussions with National Office staff, and the foous groups with
members, 8 Oraft survey was oested. The sy items covered mine areas: job-related charscteristics,
demographics, work schedule, impacts of schedule changes, life at work, impacts on heakh and
relationships, special requests (e.g., sccommodation, medifed duties, specal leave, com pensakory time
off], opinions on CUPW and PT, future plans, and job likes and dislikes. The dreaft sureey was pretested
oy membsers in the Ottawa local ower the courss of & day in January 2014. Eased on their sugsestions,
the sureey items were finalized in February 2014 ldentical paper and on-fine versions of the survey
were then created, in both English and French. The English version of the survey can be found in
Appendix B.

Prior to the distribution of sunneys to members in the five locals, the survey was conduct=d by
tel=pheane with all members who participate in the union’s Specisl Needs project, provided that they
worked in & inoal that kead undergone FT. In total 246 imterviews were conducted in Feoruany and Barch
2044 by the project's Spedal Needs Advisors and the data entered directly into the on-lne vwersion of the
survey.

Following these telephone inkerviews, paper surveys were mailed to the homes of all members in the
five lncals at the beginning of March 2014 Based on CUPW information on prefemed Bngusge of
Cofrespondencs, either am English or French sursey was mailed. The paper surveys provided both a UEL
ink and 8 QR code for membsrs who prefemed to complets the surdey on-ine. The Enk and OF code o
thie onHire survey were also dreulated b members on the work floor using pre-printed, promational
cards. The package with the paper surveys included @ busiress reply envelope addressed to the
researchers” post office bo.

Reminder cards were droulated gt the workplace dunng the third week in Mandh. The surveys specified
an earty Agril deadiine for completion. Returned paper Sureeys were aocepbed until sarky May, at which
ooint the returns had essentially stopped.
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& todel of eight folow-up foous groups wers held in 5t John's and Scarborough in lsbe by, snd in
Montreal in June. The purpose of the follow-up focus groups was bo ewplore some of the trends
=marging friom the survey data ard to sesk inpwt from mambers on possible solutions to the challenges
ideniitied.

The online dets wens downloaded dinectly into an 3PS5 (Statistical Pacisge for the Sodal Scences)
datafile. The information in the retumed paper sureeys was entensd by hand, by & professional date
=nkry company, inko & paralis] SPSS datafile. The online and paper datafiles were merged, allowing for
the analysis, using SPEE, of all of the responses.

The closs-ended it=ms did rat requine any additional preparstory work before conducting anslys=s. In
contrast, the numerous open-ended “comment” items could not be analyzed until several preparatony
steps were accomiplished. For ssch commient ikem, thess steps incduded: getting 8 sense of the
CmmERts by reviewing all of them, creating combent categaries, and attaching up to five cstegory codes
o =ach omment in the datafile. Dwe to the Bbour-intensive nature of this sk {in addition to the actual
date entry of this informiation] ard the azsocisted moretary and time costs, it was decided to chocse 8
random 20% sample of comments for thess item s, The resulting rumber of comments to be analyzed
was still lange snough o represent sl respondents, withina small confidencs interval. For some
subgroups whene taking 2 sample would not be appropriate, such as respondents from the St John's
local, all comments were reconded, categorized, and analyzed.

Once all of the close-ended and cpen-snded it2ms were ready for analyzsiz, s dats deaning phase was
initiated. These claaning actidties were Imited to the close-ended respansas, snd incleded such things
a5 tryingg to interpret “outiier” responses, and disaliowing responses that should ot spply (e.g.,
responsss to guestions about child care by people reporting mo children|.

After this ﬂt!l‘lil‘E ohaze, &l of the snalysas raporbed Delow could b= concucted.

2.2 RESPOMSE RATES

Taole L shows the numaer of CUPW members in 2ach of the five kocals who were mailed & questionnaire,
=z well a5 the estimated number delivered (baking into scoount the surveys that wers retumed o
semder as “undeliverable”|, the number of returned surveys (either paper or onlires], and the caloulsb=d
response rates. Oweral, the response rate was 22%, mnging from 12% in Edmonton o 29% in
Sicarborowgh.
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Tabde 1. Mail-out and responses, by local

Deirvered
Edmizniton 123¢ 1521 319 iz
Winnipeg 1343 1337 234 12
Soarborough 1238 1217 32z =
KAontreal =402 5,350 1 185 F 73
5t kohn's 3E 03 B4 21
Toksl 10,747 10533 324 Zr

The actual tokal number of walid reburns was 2,438; this incledes 102 respordents who resorked their

Epeographic work location as “other” and 10 who did not ansaer thet question. Mast of the “other=
responses were from the CUPW members involed with the CUPW Spedal Meeds Project, wha

participated by way of telephone intervies for this projedt, regardiess of their peographic location

There wene an sdditional €5 returns |24 paper and 43 cnlire] that were rot counted a5 valid beoause
they were judged to be too incomalete. To be valid, a returned survey had to include st l=ast one
compileted item in Sections Cta )

Remponse rates could also be eshmiated for each local by work En:up.“'hc:l:d on actusl wark grown
counts for each local; these were provided by CUPW. Az shown in Table 2 below, response rabes overs
were highest for Srowp 2 workers |265%], followed by Group 3 |22%), Group 1 [17%|, and lowest for
RSMC warkers [10%). In the Scarboroupgh and 5t John's lools, over 30% of those in Growp Z took partin
the survey. Montreal was the only local where the response rabe was over 20% for thase in Srowp 1.

Tabie 2. Besponse rabes, by local, by job group

o Percent Compéeted |Number Completed)
Group 1 Sroup 2 Group 3 REMAC

Edmanton 163113 MG |175) 2255 5.5(12)
winnipeg 145 (73) 20,0 {140] 13.3 4] 144 (15)
Smrborough 24 [5E) 325|425 . 5625
Montreal 17 2 [a04) 6.0 |705) =8 (37 14328
St. Johm's 114 [13) 312 ja3) .02 105 (%)
Total 17.0(585) 26.2(1,851) 215 |45 10432

fLreup £ Intmrisomugh essenbally mneshber

* Group 15 are siso lnown 25 inside workers, and indude postal cierks, retail derks and mail dispebchers: Group 23
are also Enown as outside workers, and imchuds lether oemists, mail senvios couriers and assistants o the lettar
CEFTIEr Supenisor; Group 35 indude mechanics and tedhricans; RSMCS are the Rural and Suswrban Mail Couriers,
who work outsios urtan areas.
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Repressntativeness of respondents

The owerall return rate of 225% is guite respectabie for 2 long mai-out surey of members of a large
arganization. For this population of appraxdmately 10,000 members in the five lomls, 2 random =mple
of anly 371 would be suffickent for & precision of +/- 3%, 19 times of owt 20. For each local considered
separately, the number of respondents (see Table 2 abowe] was suffident to meet the =ame 3% crit=ron
for Edmanton, Montreal and Scartorough.

Howewer, We camnot be sure that cur samiple is not bias=d in some way. In particular, thers is the
concern that the sample may cver-represent thase CUPW members most negatively affacted by Postal
Transtormiation. Unfortunstely, we 0o not kese anmy information from those who did not respond; if we
niad enough information about sweryone who received a survey, we would b ables to best for
resresenkatiosness. Instesd, we have Do other sources of information, ore ndirect and one dir=ct, as
sOmE evidenos.

The indirect evidence oomes from & comparnzon of the respondents’ age, gender, and years of Serdice
with awailable data about the CUPW memoership as awhole [Le., aomoss all locals). Besides the
mismaktch on included locals, the populstion information is from January 2041, Thersfors, for the

oM panisons to e walid, we must asoume that the five looals in this study ans the same as the whole
population om these variabies, and thet the statistics for these variables have not changed appredanly
from 20411 to 2014. Tanle 3 shows sample/population comparisons for full-time and part-time members
separately. There are no differences that are lsrge enough to suggest Spnificant under- oF ower-
representation in the sample for any subgroup relBting to age, SEmRdEr, oF years of SErvice.

Tabie 2. Comparison of sample and population: age, gender, and years of senioe

Mde=n Ags Gandar BA=an Vesrs of Senvice
Easmpez | Popumbion | Sampie | Populntion | sample | Populaton
Fulk-time mies a3 476 B &7.3% 188 15.8
Fuli-time femalez &0 455 anak TR a4 156
Fart-time femaies a5z 4351 52 5% ek 5.8 TE]

The direct evidenos on representativensss comes from the special population that was included in the
study — CUPW members who are part of the Spedal Mesds projects. Almost everyone in this subgroup
was surveyed by telephore imterview, and so their nesults reflect the scores of 8 whole subpopulation
within CUPW. If we assume that this group has been affected by Postal Transhormation in similar ways
&5 okher CUFW memaers, then finding & consistent pattern of resutts oould be taien a5 evidence that
the gereral sample is not Diased. Indeed, this is precisely what the results show — that the Special Needs
aroject members wene affected oy Postal Transformation in much the same way 25 the rest of the
respondents. Some of the dempgraphic differences between those involed in the Speacial Nezds project
and others arne noted in & separate report prepared for Ehe Spring 2044 issue of the wnion's Member to
Memoer Connection, a publication for members in the Special Nesds project: Cur mambars work and
Jomily balonce after posinl Fonsormation.
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Three additional areas where the responses of the Special Mezds projects memoers wers different from
ather respondents are noted in the report: requests and approvals for accommodation, reguests and
=pprovals for special leave, and perceptions of supervisors.

23 5ooPEAND LBMITATIONS

It is Fmportant to rote that the study did nok include any information gatkered from Canada Post
Cornporation, other than from pudlidy sveilzole information on their website. Itwas cutside the scops
of thie study to =xamine the perspectives of supendsors or of other management.

Timing of the study

Coincidin g with changes resulting from the implementation of PT, were thanges to the 2041 Cobackive
Apres=ment that may also have kad an impact on work-lite balance. In particular, the replacement of sick
lzave with seven personal days and @ short-term disanility plan appears ko hgwe resulted in impacts on
work-life balance and related health issues. Respondents provided numerows commentsin the open-
=nded survey questions about the uallenges of heving to exhawst il personal days before reguesting
special lesve, having to take unpaid sick deys, and of members who hed wsed their personal days,
Coming to work sick i they could nok afford to take unpaid leave. The perceived result is sn increass in
the spresd of illness in the plunts and depots. While some of the reporbed pezstive impacts of FT on
health, sudh a5 anaiety and fatizue could result in inoreased iliness, the impsct meyDe sxsosroated oy
the changes to the sick lsaws provisions.

In December 2013, Canads Post Corporation relsased its Five-Point &ction Plan, which indwudes the
annourcemeant of & phassd-in =nd to door-to-door delivery snd measures for 8 learsr and less costhy
workfore. " Membears bacame sware of thess announced changes shortly bafors the distribution of the
survey; information in the five-point plan may have also had an impact on members” view abouwt their
job and perceptions of their workplace.

‘While reported impadts of FT on work-lifz balance may be influenced by changes to the Callective
Apresmant and by the Fire-paint Plan, the apalysis of the sursey deta sxamined perceived changes sinoe
PT against, for example, members” job group, gender, schedules, kowrs of work, and in some instances,
aresence of children in the home. From that analysis, 8 number of patterns emerged that were
reporied to be lnked ko changes resuling specifically in reference to “since PT."

A niote sbout the report

Thers wens numercus open-ended questions throughout the Durvey, and meny respondents wrote
substentisl responses. Some attached sdditional pages of comments to the paper survey. The opsn-
=nded responces wers mrouped coded into major and more detailed caterories to quantify the resufts.
In order to present some personal storbes to some of the responses, sslected quotes from commEents
have besn included in the impeds sections of the report to better illustrate some of the respondents’
wiews.

Ta all the guestions about changss to life at work and life at kome, respondents were asked ifa
particuler aspect of work, health or relstionships had got better, stayed the same, or gotten worse since

*\Canada Fost's Fhee-point &ction Flan: Reaady for the Future. December 2013 Accessed March 15, 2044 from:
bt e canacapect cn epo Mo fpeeate pat iaboutuei's =0 por
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PT. Since these responses are &l bas=d on subjective peroegtions, the results were oross-tabulsted by
objective details, such as job grown, by gender, by full- snd part-time employment, oy hours of work,
and where relevant, by other demogrphic varnables. In doing 50, some ciear patbems emerged; far
exampls the frequency of overtime worked and whether it was voluntary or foroed was the most
significant predictor of respondents indicating that aspects of life at work, health, or family life had

Eotten worse.

In responses bo all guestions abowt impacts of PT, a small percentage of respondents indimted that
some aspect of charges to life 2t work, health or nelstionships, khed gotten DECter. Since 50 many mone
respondents indicated that aspecks of lite 2t work, health, or family §fe had gotten worse since FT, the
focies of the following nesults has been to etermine which categories of respondents ars negatively
impacted, in order for the union to consider possible remedies. More detailed oreakdowns of the
percentage of respondents who indicated that & partioular impact of FT hed gotten better, stayed the
same, or gotten waorse ane sho'wn in tables in Appendix A.

for ease of reading the rumerows tables and charts, all percentages in the report have been rounded t
thie neanest wihobe num ber.
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3 ABROUT THE RESPONDENTS

emographic characteristics

In Table 4, the demaographic characteristics of the respondents are summarized, first for all respordents
and then braken down by pender. Just over tawo-thirds of respondents were male. There was little age
differamce betwesn men and women, both averaging 45 to 47. Whila 72% of all respondents were in s
couple relationshio and 11% separated or divorced, female employees were more likely to be in the
Iatter cxtemory snd less likely to be in the formear. Fully 25% of famals respondents with & Spouss were
oart of = dual Cxnacs Post couple, comipared to 11% of msle respordents. A small minjority of
respondents had children &t home; the men tended to have younger children than the women. About
five out of siv respondents were born in Canada. Educational stiainment for Doth males and females
was the same; one-third with no post-secondary edumtion and about £3% with a post-secondary
certificate, diplome or degres. Median Y household inoome was slightly lower for women than men, but
ooth were in the 550,000 to 580,000 range.

Tabie £. Demographic chamctenstics of the 2,436 respondents, overall and by genider

Overall Winmeemn Mien
Ender 3% 5%
Age
L 47 45 47
MAnritsl Status % BT T
mrriad/Linvinge with partrer 145% 148% =
Separwted divoroed 1% 18% 15%
Singie 1% 1% 1%
Widowead
Spouse/partner works st CPC 1R 2% 11%
Children =% home
o 1% a48% 42%
Wiz, ful-time vl S00% =
¥ees, shared custosy 1% F. 3 &%
Frowvides reguiar hedp or support i 1% 12%
o somenne obher than a chikd or
SpoUsE
Ape groupes, children ot home
Unidiar & i ¥ 0%
&toi2 3% 33 T
3t i? % 35 3%
12 mnd olidher 4% 4%% 0%,

™ The mesian rapresents the middis valus of 8 21 of nuMbers or daka poinks; half the fizures will il Daiow the
meGian and haif sboses.
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Orvernll Womni Fen
Eoemi i Caneda 6% BE% 4%
Highest lewvel of education
Hizh cchool sradustion or bess 4% 33% E
Some post-secondary L 23% 3%
Poat-seoncary medential 4% a5 s
Household inoonme
Uncier 340,000 (= % %
$A0,000 to 235,999 pae 7% 5%
$E0,000 to 375,859 Bk EF %
$20,000 to 255,999 15% 1E% e
400,000 and over xh 28% %

Job-related characteristics

Tailes 3 and & summarize job-related characteristics of the sample, both overall and by gender. Female
respondents who work full-time, on sversge, kad worked st Canads Post for 16 years, about one gear
j=s5 than their maks counterparts. Most respondents were full-time empiloyees, but women were taice
2z likaly 2z men to work part-time. About two-thirds of permanent employess were clssified az Srowp 2,
and 25% a5 Group L. Howeyer, Women respondents were less ey than men to have 8 Group 2 job,

and more lkely to kave & Srown 1 job. Women in Group 1 were mare likely than Group 1 men to be
part-time. Of the 2% overall that were dassified as Group 3, almost all wenz men. IR contrast, of the

4 3% classified as REMC, most wens women. Among t=mporary workers, femsle respondents were mare
ikely than male nespondents to work inside jobs.
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Table 5. Job-releted charscheristics of the 2435 respondents, cverall and by gender

‘fenrs at Canada Post
Mizan, Full-tirme
MAzan, Part-time
Kizan, Temporany

16
1
3

17
10
3

Lioecal
Edmoitoen
Winnipeg
Saarborough
Féoarvireal
Bt John's
Ot

553

54§

BREESE

Employment statuz
FulFtime
Part-time
Temporany

33

B3k
Bk
&%

[ 3ok Growp, by Emphoy. Status
Sroup 1, Ouwerall
Sroup Z, Ol
Group 3, Cwerall
[FSRAC, Crawmrall
Sroup 1, Full-time
Sroup 1, Fart-time
Sroup 1 Temporary
Sroup 2, Ful-time
‘Sroup 2. Fart-Gme
Group I Temporary
Sroup 3, FulHime
‘Sroup 3, Fart-time
Sroup 3, Temporary
FEMIC, FulHtime
FERAC, Fart-time
FEMIC, Temporary

Eﬁﬁgﬂﬁﬁﬁﬁﬂﬁﬂﬁﬁ

4

FPEEFRERIEERR RREE

‘Workpiace (Termpsmary oniy)
Insice
Ourtside
Bath

3y (288995998 5up 95y (55 |220ups [ov |f

#E G

a1
58k
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Shift-relsted charscieristics

More than three-guesrters of full-time =moloyees worked the day shift, with relatively minor gpender or
job group differerces. Afternoon and midnight shifts were much more common &mong part-time

=mployees; part-time women were more licely than part-time men to work the day shift, reganiess of
job proup. For =il Sroug 2 respondents, women were more el than men to work Wews 2 or Wawe 3

shifts.

Tabie &. Shifts, by employment status and group, oeerall and by gender

Owerall ‘Women Plen
Full-Time, Orversll
Cays =% TE% B1%
Aftemoons 10% 17% £
Midnights 11% 12% 10%
Full-time, Sroup 1
Cays 2% 3a% =
Aft=nioons ELE sk I5%
Midrihts s 3% £
Full-time, Growp 2
Days 3% a3k 93%
Aftzmoons E- 3% 2%
Midnights % 2% P
Wave [Group 2 oniy]
Wave 1 nat 47 %
Wiave I &% 43% E =)
Wimve 3 P EL 1%
Ciher =% 6% %
Fart-time, Croaral
Days I 4zr% 3%
Aftemoons % 30% 3%
Midnights =% 28% =%
Part-time, Group 1
Cays % 7% 17%
Aft=noons a4r% 38% a5%
Midrihts £ a5k Ere
Part-time, Group 2
Days 355% Ba% 506%
Aftemoons 22 18% £
Midnights 15% 18% 14%
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4 LIFE AT WOREK

Memoers” life &t work was examined from & numoer of perspectives. The Survey guestions aoout wark
fiell into three main categories:

1. Work schedules and changes since the implementation of PT

2. How members viewed various aspects of the job and of life at work at the time they compieted
the survey

3. PFerceptions sbout how)/if life at work has chenged since the implementation of FT

in each of the thres mtegonies, there were differences between Group 15 and 25 in response toa
number of the questions, and thess are syamined in some detail. Since Group 35 and RSMOs compise &
smaill propartion of the oversll workforos, detsiled anslyses of these Froups was not feasible. However,
responses from these two groups are incudesd whene relevant and when cverll group dats ans
provided.

41 5ScHEDULES AND HOWRS OF WOEE

4.1.1 Full-tims worisrs

The majority of raspondants employed full-time were scheduled for shifks that started and ended at the
same time e2ch dey and were on the same days of the wesk, akhough there were variotions by group.
A5 to be expected, 85 shown in Taole 7, & lower percentage of Group 15 worked & day shift than cther
‘Srowns. Group 1 respondents were distributed among the three scheduled shifts, with 31% working
derys, 33% working sfternoons and 33% working midnights.

Tabile 7. Shift schedule by group |[hk-time)

Goupl Group? Group3  RSMIC

Works @ day shirt® % =% 3% E6%

Remular work shift ic on the same cays of the wesk 255 =% =% LINF%

B pulnr Shitt has same Start and &nd Gme every 0oy 00 EEED EEN 1%

*The Collectie Agreement define o day $5iftas ore Beginning ard ending between 08450 and 1800

Among Group 25, 33% worbed Wase £, 37% Wave 2, and 2% worked Wasve 3 or had no wase [such as
MESCs or ALCSs). As Tabde 2 shows, a higher percentage of women worked Wave 2 companed to men.

Tabie & Group 2 wave by gender

Girouap 2 W 1 Wz 2 e 3 ther
hen TR % 1 =
Whorren aTh a3k = %
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Ax Figgune 1 shows, Sroup s have sxperienced significantly more chanrges ta their kowes of wark since PT
than GEroup 1s. Only 14% of Group Zs have the same scheduled shift sinos before FT, 51% are working
more hours (overtime| and 53% ane starting (snd ending| waork later

Figure 1. Ohamges to hours and shift since FT, Groups 1 and 2 |fuli-time)

b changes b srif: F L
Wors frequent shift charges -’-“Im
et e e | — s
Earier start e g 5%
e e | —

s wh % 30kh ofk 0% e 0%
Hhroapl HGmowd

Changes to job dassifications and group

Some of the changes to start and end times are likely the result of 8 change in dassificstson or job group.
Overall, 14% of respondents have charged job Cassification smo= #T, with 8 slightly higher proportion of
men —13% - changing job classification compared to 13% of women.

Of the respondents who changed job dassifications, B1% currently in Group 1 were previously in Sroup
I [65% of the women and 27% of the men). Of those currenthy in Group 2, 12% were previously Group 1.

Thirty-ffee peroent of respondents indicated that they kave changed work inoation since FT. They were
niot asked why they changed cassification, group ar locxvtion, Dut discussion from the fodus grouns
Suggest that, apart from o plant or depot reloceting or amalzamating, ketter carriers were Didding into
depats that had yet to mo through FT, or bidding into & Srowup 1 job in order to avoid & Wave 2 schedule
2z & l=ter carmier.

Extra hours and overtime

& perocentage of all groups worked =xira kours beyond their regular shift in the previous week, however
the percentegs that worked extra hours and the nrumoer of times in the wesk they worked extra hours
waried oonsiderably by group.

Ewen though the median number of extra hours worked was kess for Group 25 than for Growug 15 and
RSMCs (and considerably k=ss than for Growp 35), the percentage of thoss in Group 2 who worked extra
hours was far grester than in the other groups, and was more than 3 times greater than those in Group
1. Table 5 shows the amount of additional time worked in the previous week by group, and kow many of
the exbra howrs were counted as overtime. Maost or all of the extra howrs worked were counted as paid
overtime, with the exception of extra hours worked by RSMCs. Among Sroup 15 approsimately one
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hour of additional work in the wesk was not counted as overtime, and among Group 23,
=pproximately 4 hours were not cownted.

Tabie 3. Extra hours worked by group [Full-time)

Group 1 GroupZ  Group3d | RSMC
Wiorkes metma o Eyore renulen shit % ) 35 F
M trmes exirs houts worked 2 times Itmes  3tmes  3umes
Mzdiar number of extra hours worked & hours Jahours 15hous G hous
Numiber of extra howrs that counted as overtime. 7 3 15 0

The frequency of owertime has besn an issue among Group 25, even before PT; however, as shown in
Figune 2, B3% of Group 25 reported working more overtime since PT, compan=d to 24% of Srowp 15

Figure 2. Changes in frequency of overtime worked since PT, Groups 1 and 2
N e
Lesz oftem o~

About the mme e

n=

I -
M e N 5%

e M A IM #m;A MmA HMA AR B A

Hidmmuz1 Elrcupl

Taiole 10 shows the rumber of times overtime was worked in the previous week oy groug. Thirty-four
percent of all full-time Growp 25 worked overtime four or more times, compared to 4% of full-time
Sroup 15

Tabde 10. Frequency of owertime worked by group (full-time)

Times overtime worked in the previous week  Groupl  Growp?  Group3  FEMIC
Hone TER 206 Ed¥y Th
1-3 times 12% 5% 7% 7%
4 or more times 4% 2% 118 18%

The frequency of overtime worked also waried by local, with the highest in 5t. John's and the lowest in
Edmonton. Taole 11 shows the medion number times overtime was reported in the week pricr to
completing the suneey.

Tabie 11 Kumber of times overtime worked in e previoss wesk, by local

Lol 5 johats  Monbreal Smrborough  Winnipeg Edmonton

Tirres owertime worked 3 El 4 3 2
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Type of overtime

There was & consideranle differsnce in the nabure of the overtime worked soross groups. As shown in
Figure 3, most of those in Group 1 and Srowd 3 who worked overtime did =0 on & voluntary basis;
howeser anly 2285% of Group s indimted that the overtime worked was all on a voluntary basis.

Figure 3. Type of owertime worked by group (Tull-time]

Sroup 1

Hivzlusiary BEioreed [ Bzt volurtary and foroed

& number of US studies” hawe found thak:

= ‘Working in jobs that reguire regulsr overtme higve been associated with an increased risk of
cooupaticnal injury oriliness

*  Rerular pvertime often results in increased errors, decressed quality and redwuced productisity

*  Mamdatony, of forced overtime has s partioulsrly detrimental effect on worker fatizue and stress,
ard can result in chronic health corditions, especially cardiovascular disease

®  The social cost of overtime on work-family balance i increased with mandetory overtime

Segeral unions, including the American Postal Workers Unicn and the Mational Aszocation of Letter
CArtiers heve negotisted for imits on mandatory owertime, and protections for memDers whe wish to
Emit overtime or not waork overtime at ailL"

4.1 2 Part-time

Parttime Group 1 workers had more vanability in their work hours and schedule than in Group 25, as
shown in Table 12, & should be noted that a consideraly lower proportion of Group 25 worked part-
time than Group 1s. Twenty-five percent of Group 1 respondents worked part-time, compansd to 3% of
‘Srown 25 It is important to keep in mind that a gy shift is Sefined as work thet starts and ends between

“Dizouszed in Demibe & ; Ericksan, ) and 5 Banks. The impact of overtime and long hours on oooupetional injurias
and ilinesses: new evidenoz from the United Sates, Docupa Ervron AMed. 2005; 52:-328-357.
A:IA:I-:I.D.:I.:HIS.I'l:Iﬂ'nM.EI!.EE-E-T

* Golden, L; and H dorpensen. 2002 Time Aftar Time: Mandatory Cvartims in the LLE. Economy. Economic Policy
Fetihte Amscced Sephernber 2, B4 froe oo eoi poepubli cetion e fnepaners podof

Fage | 1B




0&:00 and 18:00. Usually the part-time Sroup 25 not categorized as working & day shift, waork mast of
their time within a typical day shift, bt start or =nd somewhat earler or later than the offidal day shift
hours. Part-time Group 1swho are not waorking & day shift are generally working within the kours of &
typical afternocn or midnight shift.

Table 12 Shift schedule by group (pare-time]

a—-l Group 2
‘Works a day shift ¥ 5%
Femular work shift iz on the same days of the wesk B2 -
Reguler shift has same start and end Gme sery dey i B

The mecian number of hours worked by part-Sme workers per week was 22.7 for Group 15 and 22
howrs for Group 2s. As shown in Taole 13, a similar proportion of both growns wers asked to work
extended hours. Both groups worked a similar number of xtra howrs in the week; howeser, Sroup 1s
Wark the samie numaer extra howrs in two deys a5 the Group 25 worked in 4 days.

Tabie 13. Howrs and times worked by group |part-time])

iGroup 1 Group 2
bedtinn, neulsrty schduled hours 22 7 hours 220 hours
Azl o weork extendied hiours E2% [
Miedian tires worked extended hiours I times 4 times
demcdinr mxbandesd hours worked b hours 5 hiowrs

Figure 4 shows the changes to the regular hours of work for part-time Sroup 15 and Group 25, Thase in
iSroup 2 are thres times mors Ekely than thoss in Group 1 to report an inorease in negulss work hours
since PT.

Figure 4. Jhanges bo hours of work sinoe FT, Gnomp 1 and Growp 2 part-time

Pircus 1 parttime ] Ureus 2 part-time
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4.1.3 Temporary workers

&5 Table 14 shows, thers was considerable varistion in hours worked betwesn Group 1 and Group 2
temporary workers; Sroup 2 temporang workers worked twice 25 many hours as Group 1s.

Tabde 14 Median hours and times worked by group [femporany workers]

Group 1 Group 2
btadinm hours worked 20 hdrs 40 hours
Wumoer of tires called o work 4 times 5 timas
Actusl number of times worked 3 times 5 times

Figure 3 shows how hours of work heve inoreased or decreased for t=mporary workers since PT. While
4% of temporany Group 1s have ssen 8 gecresss in hours, 65% of temoorary Group 25 hayve sean &n

inorease.

Figure 5. Changes bo Rours of work sinoe PT, Growp L and Group 2 bemmporany workers

M 1M s H&a 4 Y s O o

Birouwp 1 temporary [ Lroup £ BEemporary

4.2 ViEWS ABOUT ASPECTS OF WORE
Satisfaction with hours and shifts
The majority of full-time, Sroup 1 workers were very or somewhst satisfied with their shift schedule,

with ttle differ=nce betwesn senders. A5 shown in Figure 6, Growp 25 wers mone sy to be wery or
somewhat dissatisfied with their shift scheduls, snd Srown 2 women were more dissatisfisd tham men.

*1 must admit the only posities Sing about the Modem Post is that we have 2 trud to et
mround in, and get wanmesd up when it's cold. One biz negative asped is that the plesssnt
stmosphere we ised to have has totlly dissppesned; peoois no. longer take their bresks
beyuse they don't wank to finish at 7:00 pum. The human slizment that made us wiat we truly
e is gone. Biow, | truly fieed ke 1'm just s romder.” [(Snoup 2 lether carmiar, Montrei]
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Figure . Satistaction with shift, by Groups 1 and 2, and by gender (full-time]

Grous 1 =emen

Lrmap 1 men

Lirous 2 ssmen

Lorap £ men

e e 3R J0N el S B TON B B L

Wvery sathifed Hiomeshatiatisfed Esomessat dbsatisfied vy dissrthfied

Within Srowp 2=, those working Wave 2 were mone dissatisfied with their shift schedule than thoss
working Wawe 1. As can be sesn in Figure 7. only 3% of Waee 23 were very satisfied with their schedule,
mnd 25% somewhat satisfied.

Figure 7. Satistaction with shift, Group 25 by Wene 1 and Were 2 |hull-time)

e Urs 2% E e =% EHrs i s ok plaicd
M Very satisfied W Someshet sathlied Bsomeshat dbhselafied wery dhaathfied

&5 shown in Figure 5, Group 25 were much more dissatistied with the amount of overtime worked, and a
higher peroantaze of Group 2 women were “yery dissatistied™ than Sroup 2 men.
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Figure B. Satistmction with cwertime woried, by Groups 1 snd 2 and by gender [full-time]

Limou 1 =zmen

Lrmap 1 men

Lirou I emen

Lrmap £ men

e M MR 3% &M HM B AR 3R R DR

W very satisfied  Eiomewhat sathfied Esomeshet dbsatisfied wanny dist b

“Mo social [P dus o everyday overdmes, very sressed by superdsors for puiing
FESSUNE o6 Me dus bo doing overtime, and geting Treated Bos a thief and liar becaus:s
| do cvertime, and | brmg that stress home o =y family and FHends_ ™

(Gmup 2 kether comar, Montra

Satisfaction among part-timers with schedules, hours of work and opportunities for working additional
|extended) hours were more mixed than amaong full-time workers, Just over haif were very or
somewhat sytisfied with their reguiar schedule and coportunities to work extended hours, but
somewhat kess satisfied with their negular hours of work [see Figure 5). Tabée 13 indicates prefiemed
hours of work and schedule for part-time workers, where there were s number of gender differenoss.

Fegular s2ft schedule

Feguler Fouss of work

OpporteniSm for edended bours

e 1R MR 3% 4R S0 &R AR B NN 1IOrR

Wiy aathfied  Wiomewhat albfed  Bemewhal S bfed wery dhsabisfied
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Tabde 15. Prefenred howrs and schedule |part-time)

[Praferred hours of sk, soh el Whmeri AbiEn
Same as cumently working 8% 17%
Fulktirme 2% 30
hdiore hiours Dut niok ful-time 1% 20
SamiE hodrs Ut cifferent schasuls 1% 17
Fewer hows o s,

Views about the job — all respondernts

Almost 2l respondents T2k productive at work anrd tao-thinds enjoyed their job. Two-thinds feft their
job was hard, and fewer than half felt they had enough time to get their work done or that they were
ainle to work Bt 8 reasonable spaed. Views about aspects of wark ane showmn in Figure 10 balow.

Figure 10. Views about 2spects of work, all respondents

I am produritee ot work

25%

| wejony reey wowk

TUE——
The ipewd ot which | hove o work & e@ooaiie _ 45%

R 10% M 30RO SOR B PR Bl SR DODR

There was little cifference smang groups or betwesn senders on views on productivity. As shown in
Figure 11, the percentage who enjoyed their work was considerably higher among Group 35and RSMCs.

Figure 11. Perrentage of menmbers who enjoy their work, by group, all respondents

3
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B
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Fage | 23



Sroup 25 reported bess enjoyment of their work tham other groups. Even though mone than 0% of
Srowp 25 imdicsted that they enjoyed their job. & high proportion indicated that it had gokten worse
since PT. Eighty-four parcent of full-time Group 25 indicated that =njoyment of the job had gotten
waorse, comparnsd to E65% of Srowp 1s, 40% of Sroup 35
and 37% of R5MCE.

“1loved my job in kthe oid system. | was

proud of my work. | lowed being in the
Thisre wars siso rotable cifferances betassn Eroups -:’I Maw my cust "E“

with respect to otter aspects of the job. As Figure 12 LrhapEy. my hieakh has suferss, there iz
shows, & considerabiy higher percentage of Snoup 2 o o much weight on our badcs
respondents found their work hard than did others, ang a | without the freguent grey box stops...
consigersbly lower parcentaze thought they had tme g | |S70UR 2 W@imar comar, Calgary

et thieir work dore, or could work T 8 reasonanle spEed.

Figure 12 Views on seieched aspects of work iy group, =il respondents
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work by rewa onatle
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Rezpondents were asked if they felt safe st work, felt angry ot work or feared potential violer<e at work.
Oymrall:

“Safety has decreased
& 33% felt safe ot work e S oo mnd
= 33% feit angry ot work haowrs. &nd all around it's
*  33% feared potential wiclence st work BN Engry Endinonment.”
. . (Group 2. ietter comar,
Thizre wers driferences bebween full- and part-time workers and P |
netween different groups.  Figure 13 shows thet part-time workers

Epenerally feft safer, less angry and feared violence ak the workplsoe less
than full-time workers,
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Figure 13 Feslings sbout ssfety, anger and potential viokence ot wor by tull- snd part-tims

. e
Ft )
| e polential viokres ot work -

o 1A 2N MR a SR e TR BOA

W Fari-trs |l Full-tHme

Among full-time workers, Snoup 25 felt the least safe apd the most angry 8t work. Ac shown in Figure 14,
there was less differenos among groups in fears about potential violsnos, bt mons than one-third of
noth Sroup 15 and Group 2s feared potential violenoe sk work.

Figure 14. Feslings sbout safety, anger and potential vickenos st work by group | Pull-tinme])
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There was Ettle difference bebween men and women aoout feelings of anger or fears abowt potential
wiclence; however, 37% of Groun 2 women felk safe st work compared to £7% of Group 2 men. A higher
sercentage of women are working Wase I than men, which could acoount for part of the difference.
This finding is consisbent with concems raised by & rumber of Wave Z women in the foous groups, who
=xpressed CONCErn about ety unioading theirwork vehicles and delfsering mailin the dark.

Another key factor shown to make 2 differenos among Group 25 in their views about Eheir job was the
frequency of overtime worked and whether that owertime was foroced or veluntary. Figure 13 shows &
clear pattern of ned uoed enjoymient of the work and inmeased feeling of anger and fears of potential
winl=nce with incresses in the frequency of overtime. The responses of Group s who reporbed working
forced overtime werns wery similarto those who worked overtime four or maore times 8 week, regardiess
of how many times the former worked overtime, with one exception —erjoyment of the work itsel.
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Figure 15. Viess of life at work by frequency and naturs of overtime worked, Sroup 2
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Respondents were asked whether these aspects of e at work had got better, stayed the same or
gotben worse since FT. Thers wene differences betwesn genders and Oy group, with 8 highsr
oercentage of Group 25 incicating that these aspecks of life ot waork hiad gotten worse, As Figure 16
shows, in both groups a higher peroentage of full-time women than fulktime men indicated that they
feit lesx safe at work and fesred potential vinlemoe more, while 8 higher percentage of men than women
reported fezling mare angry at work than before PT.
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Figure 16. Percentage reporting aspects of life 2t work that hawe gotben worse since FT, by group and gender,
TulFtime
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&z shown in Figure 17, the greater the freguency of overtime worked among Group 2s, the more
respondents feft thess aspects of life ot work had gotten worse; as well, 3 greater proportion of those
whose overtime was foroed reporbed these aspects of life ot wark had gotten worss, compared ko those
whi worked overtime on 8 soluntany basis.

Figure 17. Percentage reporting asperts of life at work that hsve goften worse since PT, by freguency and hype

of owertime, Group 2
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Perceptions of supenvisors

& Canadian National Work—Life Conflict Study fownd that supemdzars play an important roke in belping
=mployees achisve workdife balance. Supervisor Dehavicurs found to help employees cope with work-
ife condlict include: ™

=  asking for input into decisions that affect their work
s making expectations cear

= piving recognition for & job well dons

=  supporting their dedsons

®  being mesilaole to arswer questions

Farticipants in 8 rumber of the focus groups rased conosrn about the gualifications and abilities of their
sup=rvisor. They noted that newly-hired superasors often lacked an understanding of the job ard had
iittl= Or N0 MANAEement superisnce. A5 @ result, several particpants indicated thet the oupervisors had
unrealiztic expectations of whist could be sccomplished in an B-hour dey, did not understand wihy
changes to work methods were difficult for many workers, and tensions on the work floor were
inoreasing. Many sxpreszed that they experisnced bullying by supenvisors and felt degraded by the way
they were trested by them. CUFW memoers ranely choase o apply for & position 85 8 supensdsor,
=NCEpt in very spedfic droumstanoss, because those in the bargaining unit who waork in 8 management
position {=ven in an ading basis) lose their seniarity.

Respondents were asied & number of questions sbout their visws of the supervisor, including
perceptions of their supervisars in their supsriisory role, as well as their relrbonship with them. Views
about aspects of supervisors' lesdership and Dupersizion showed littie varigtion oy group and gender.
Part-time workers wers sightly more positive i their vizws than thase working full-time.

Figure 18 shows thet 29% of all workers belieyved their supenvisor followed established work proczdures,
and tewer than 30% thought their supsrisor provided 8 good el of PupsrimDon, 8 Supportiwe work
envirorment, or had good leadership skills. Fewer than 40% belisyed that their supervisor took their
opinion iho aocount or consulted them about deenges at work.
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Figurs 1B. Peroeptions of supendsors, all respondents
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Respondents were also asked if these pero=ptions had got better, stayed the same or gotten worss sinos
PT. Im each of the categories, Group 2 perceptions wers particularty negative, with more than 50%
reported A Worsening in ssch of the mteporiss.

Members who are part of the union's Spedal Needs project had somewhat mons positive perceptions of
their supervisors than either those without children Iing =t homie ard those who had children with ro
special nesds. Figure 19 shows the mone positive perceptions of supervisors for Ehase members who ane
part of the umion’s Special Meeds project

Figure 19. Perreptions of supervisors, vy memibers who are part of the Spedal Needs Project
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Relxtionships st work

Rezponses to questions about relationships 2t work indicated “Superdzons have bacome
oositree relationships with both co-workers and customers. The rich miore sEEreszive,
relationship with supsrvisors was less positive. Sewenty-one Crenting an LUnComiorkabie

perc=nt indicated thet their supervisor treated them with respect, | work place 've Deen bulled
but fewer than half feft they communicated well with supervisors | 258 child; | never thought I'd
ar that they and their supervisors trusted s=ch other. Figure 20 Pl ke = child Dullis in my

shows the views on different aspects of relationships with WF‘EL {Group 2 iattar
oy, Esmonton |

SUPEMASONS, CO-wWorkers and customers.

“Finding myself vary sreszed st work Very deskillad work. Dumbed dosT to the point that very it
thinking invokesd. Fzal ke lrvestock that are herded to 2n area to do mindiess things. Fesl totally
urimportant 2z &n employes. SUPerdsors and Maragers - SHMe Yery incompetent, others bindly foliow
oroers. Mircless rules, ignonng of isoses, monstant preszure bo get rurmbers makes it veny stressful. Their
philosophy is that we have to be wetched constantly, Baery SECOnd oF W Won't produce.” ({Group 4 Po-5
il dispatcher. AMontraal)

Figurs 20. Refationships at work with supenvEsrs, co-workers and customers, all respondents
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[ with pach cther with sach cther harros me
W uperduors B o-wormra Custormem *

* Qi inchudn mapumes from taooe who resulacly inberes with costomes. Mote rmponderts were not aubed about.
eommunicetion betwesn themeben snd cndomen

Zlightly more than half of Srowd 2t indicated that they f=it isolated from their co-sorkers. Foous group
participants mentioned the wrp-sround design of the new sortation cases made it SR to see
codi=aEues, that many depots had banned music and discouraged consersation, and that the inoreased
speed at which they had to work had signiticently reduced the camsradernis among oo-worksrs. Figure
21 shows the pero=nkage in esch group that felt isolated from their co-workers.
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Figure 21 Percentage indicating Ecdation from oo-sorkers, by group
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=1 can truly nok choose a positive impadt. Ry stress has ineased prestly. Dustomers are not pleased with the
CfangEs and increases. Wiy SUpETVESINS Show pOOr scamples tofollow. The fasoritizm on the work foar is
cisgusting. Supeny sors frauculenty entering hours for their favorites. Those whio question it for the sake of
equalkty and the Coliertive Amresment sre then hamssed. | heve no tnast or respect of my supersisors sxcept for
a few, but those would be the abused supersizors who gt bullisd by to do the work of thase whio have sef-
infited sEos and lils to oo nothing but bully.” [Sroup 1, FO-4 posto! cienk, Winmpeg)

4.3 (GREATEST CHANGES TD LIFE AT WORK
kembers wers asked an open-znded guestion about the one or two biggest changes |positive or

negakive| to e at work since PT. Owerall, the most frequently neporbed changes were:

=  Megative chamges to work howrs or schedule: 25%
=  Mepmative chamges to job satistaction: 23%

= Megetive impacts of workload: 21%) gvertime 2rc portors of rosies that
=  MeEative chamges in refationship with supervisor: 18% gon't pet daliversd Customers ars
=  MeEative chamges to physical heafth: 16% niot receRing the serdce they

8y contrast, very few reported positive changes. The most commionly
reported positioe impacts were:

“They don't staff the routes propersy
mrd it CaLmes kots of owerti e, forosd

deseryes Sunendisors sy they ane too
busy wihen you bring a probiem for
tham to aodress. it sormekimes takes

*  Positive changes towork methods: 3% weesks to get probiems in your pay or

*  Pasitive changes to wark hours/sohedule: 15% hours worked o get fiasd.
KManagzment often misnfomms or

*  Pasitive changes to relstionship with co-workers: <1%
put-right lizs about everycey

There was ittle diffarence amaong groups and Oy mander, with the ciumtions to oower for thsir srmors or
following exceptions — responses from Growp L5 and Sroup 25 abowt bed dedsons.” |Group 2. LO-1 Aethar
job security ard workload: cormier Winmipag)

= 4% of Group s reported negetive efects of changes to
worklcad, compared to 15% of Group 15,

= 17% of Group 1s reported Regative &Mects dus to changes 1o job s=ourity compared to 5% of
Group 25
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5 PERSOMNAL AND FAMILY LIFE

E.1 IMPACT OF SCHEDULE CHAMNGES

Sewenby-two perosnt of all respondents indimted they had & schedule change Snce FT. Those wisa had

experienced & scheduls change were asied “What hawe Deen the one or two bigmest Fnpacts | positiee or

negative| on your ife because of changes to
your schedule or hours™ As shown in Figure 22,
the mast commonly reported impact of the
schedule changes resuling from PT was &
negative effect on family lite. Only E.5% of all
respondents poted any positive impact

resulking from schedule chamges.

*1 am unable o do any of the things | did before FT,
like go o the myrm, schedule dental appointments,
ek dinner with Tamily, Erocery shop. Shress levels
e high. Body aches, kair falling out, unaole to relx
and enjoy life” {Group 2, roelif kethar cormiar,
Ecarborough)

Figure Z2. Most frequently reporied impads of schedule deange, all respondents

Megathen efect on family [He
Megrtree wffect on phyalzal health
Megalkee effecl =n pereznal Bre
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Megative impacts related to child cane and schood, and time for family
and seif were feit more strongly oy Grown 25 than Group 15, even
thowugh mast Group is indicated thet these aspects of ife kad gotten
worse. Figure 23 shows the impacts due to schedules change that
have gotten worse for Groups 1 and 2, and Figure 24 shows that
muost of the negative impacts on Sroup 25 are inmeased by
the frequency of cwertime worked. Morne than 90% of thase
who worked overtime 4 or mons times in the previous week
indicabed that each of the impacts due to 8 schedule changs
had potten worse. Interestingly, there were virbually no
differences between the percentage of men and women reparting that time-related challenges 2t bome

and with their children had gotten worse.

“Ho: sieep, no sating properiy,
no e gt home” Grewg L PO-4

postol derk, Montrea

=1 am tined, have kots of injuries: sone
fmat sk mmin, tendoritiz, etc And |
ot et to see my children anymone.
(Group 2 ietter camier,. Afontreal]




Figure 23. Impacts tise bo schedule change that heve gotben worse, Groups 1 and 2, il respondents
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Figure 24. Impacts dee bo schedule change that hsve gotben worse by frequency of meertime, Group 2, =l
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Prior to being Asked specific questions about their kesith and reationships, responoents wene asksd:
“What have besn the the ons or two bigmest impacts positive or regative] on your heaith or personal
relationships becauss of changes to your work schedule or life st waork®

=  34% reported negative impects on their physical health

=  30% reporied negative impacts on their mental health

=  28% reported negative impacts on tamily life

=  27% mace negative comments about their work schedule
= 7% reported negative impects on personal time

= 3% indicsted there had be=n o impact
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= 1% misde positive comiments abouwt their work scheduls
= jess than 1% reported positive impacts on family e

A5 shown in Table 16, a higher precentage of Srowp 2s reported negative impacts on health, family life
and personal time than other groupsThe exception was mental health, where & higher proportion of

Sroup 1s reported negative impects.

Tabde 16, Nagstive impacts on hesih, family life snd personsl time by group, sl respondents

Negntive impacts o Groupl  Group?  Group3  RSMAC
Prysical hesith % 55% 2% ==
Mderrtal Fiealtt 34% 3% [i-3 13%
Famiy ife 3% ETC =N 13%
Parzonsl trme 7% 1% 11% o

=  Among Group 2s, 39% of those working a Wawe 2 shift reported negative
impacts on family life, compered to 23% of those in Wawe 1.

= 3% of respondents with children under the age of 12 reporbed negative
impacts on family life, compared to 18% of those with no chikdren Bving
at home.

5.2 ImracT oF PT oN HEALTH

“1 cEnnot gt the
shesp needec. The
ik of sleep, the long
drive, the harmssment
Trom sunenisors haee
cmused Eraat strec |
haree mirssdy usad ail
my persorel “'F‘"'F'
&5 of todary, 21 unpaid
sick days.” (Sroup 4,
PO-4 postal cieri,
Smrtonough)

The impacts of FT on heakh reporied by Group 25 wers considersbly greater tham in other groups,
shown in Taole 17 below. A lower percentage of part-time Group 25 reported that variows aspects of
health had potten worse than fulktime Group 25, but 8 higher percentage of part-time Group 1s
reported that aspects of health had gotten worse than full-time Group 15. While the number of part-
time Group 15 was rot lrge snough o conduct further breskdowns with confidence {R=1BE],
qualitative infiormation from part-time participants in the foous groups suggest that reduced howrs of
work and inconsistent scheduled days of work increased stress, changes to the shift start-times to very
wnrly (3am) orend-times (finishing at midright or Ister] contributed to loss of sheen, which in turn

mifected other aspects of heakh.

Tabie 17. Aspects of hesith that have gotien worss since FT, by group

Group 1 Growp 2 Group3d  ESMC
Ful-time  Part-ime | FulMbime  Part-tme
L] o Patime 3 LS EEEY £3% ey 7%
Level of stresx 5Et 3% BT 7a% 3% 51%
e of ansd ety 52t % B 5% 3% a7%
Leae] of imitability 5% 2% BE% % % 35%
Sap-ashaam 4% = A 3% 4% FE=
Amount of skesn =% B B3 a3’ 21% 4%
Embirg Fabits [ 500 E3% 1% % 3%
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Group 1 Growp 2 Group 3 RSMC
Ful-time  Part-time | Fulbime  Part-ime

Artss and pains (7 BT B Ik e 8%

Frequency of worlolaoe injuries 3% I5% BE% a5k 13% 3%

Sevarity of workpiaos injuries e EL 55 1% [ 28%

Among ful-time Group 15 and 25, there wers consideraole cifferences in reported impacts on kealth by
men and women, and by the freguency and nature of overtime. Figures 23 and 26 show the perosntage
of respondents that reported am inorease in a variety of aspects of heakh oy group and gender.
Inoreases wens consistently higher for Group 2 and for women. Figures 27 and 22 show the same

aspects for Group 2s, by the frequency and nature of overtime worked, with increases associsted with
muore frequent and more forced overtime.

Figure 25. Asperts of hesfth that have gotten worse singe PT by group and gender | Bul-time|: sches and pains

and injuries
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Figure 26. Acperts of heslth that hawe potten worse since PT by group and gender |full-tinme|: = Sing habits,
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Figure 2B. Aspects of heslth thet have gotten weorse by the frequency and nature of cvertime: exting habits,

stress and fatigue, Group 2
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& number of respondents reported an inorease in the use of druzs and akcohod and frequency of
gambding since FT:

= 41% r=ported &n increase inthe use of prescription dnsgs

= 35% reporbed &n increase in the use of non-prescription drsgs
= 31% reported an increase inthe use of akkohol

= 14% reporbed &n increas: in gamoling

Ax Figure 29 chows, differences were found in the reporbed increases in the wse of driggs and aicohol for
Eroup Is, by the freguency of overtime worked. Overtime made no difference ko the frequency of

gambding.

Figure 29. Inreased use of drugs and sloohol by frequency of owertime, Groop 2
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of alenkesl of reen-precoription d of d .
Lz Usm rugs  Use of premeviplion drugs - 5 I1'3||

pREEEED

EMoowmrtime E-2lHmeiwhk 4 or meome Smemiiwk

forosd overtime made litthe differemos to the inoreased use of aloohkol and non-prescription drugs
compansd to thase whose overtime was voluntany, but it did make a differenos to the use of
presription drugs.
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=  45% of those who worked forced overtime reported an increass in the use of prescription dnags
compared to 33% of those working voluntary overtime.

53 Ispact oF PT ON RELATIONSHIPS
A5 Fipare 30 shows, approdmately 30% of all respordents reported that personal relationships had got
worse since FT; bebween 3%-8% reported that they had got better.

Figure 20. Changes to personal relationships sincs PT
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&z shown in Figure 31, the impacts on relstionships were srester smong Group 25 than Srowp 15, and
were grester among women than men in both growups. Approximately 70% of Group 2 women reported
negative impacts on relationshins with their partner, with their children, and with their family ang
friends.

Figure 31. Personal relationships that heve gothen worse by group and by gender [full-time)
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Among Group 25, as Figure 32 shows, impacts on relationshins wers worse for
those working Wawe 2 than Wawe 1, and in both waves, worse for women than men.
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Figure 32. Personal relstiorships that heve gotten worse inGroup 2 by wave and by gender
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preater the frequency of owertime worked, and if the owertime was voluntary or forosd. The fmpads of
T on relstionships by the fraquency and reture of avertime worked are shown in Figure 33,

Figure 33. Personal relstionships that heve gothen worse by frequency and type of owertime woried, Group 2
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“Working long hours heve impacted my 2bility to sieep 2nd est property. Ky relastionshizs st home have
suffened Ereskly. Wy wife 2nd child esve had o et used to me not baing horme. This has cused me grest

emgtional stress. Work sround the house fes had o be constantty postponed dus to extended work hours.”
[Gmoup 2 cosual, 5t dodrs]
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& SUPPORT AND INFORMATION

Overthe years, CUFW has negotiated Tor & number of provisions amd messunes thst help support
membsars' work-life balancz. They are gesorioed below, along with informstion abowt member use, and
where relesant, the percentage who applied for and were aporoved for particulsr leaves and
BCCOMMmOction.

6.1 LEAVES AMD ACCOMBAODATION

Requests for sccommodation

Accommodation not due to & medical condition (that necesstates modified duties) is not covered by the
Colisctive Amresment, and approval for requests depends on op=retanal requirements and @ perdisor
approval. Reguests for sccomemodation ane ussally related to an employse’s schedule and can rangs
from & one-time reguest for 8 specfic day, to & request for & slight sdjustment to an employes's start
and end tims, to a regulsr scheduls change due to a pressing family pesd that cennot be met in any
other way.

The Concdion Human Rights Aot protects ageinst discriminstion, bassd on seversl grounds, inckding
famiily status. Employers may have & duty to socommodets an employes whos= obligations to care fora
famiily member affect his'her abilty to partidpate inwork under the employsrs exstng polices and
orocecures. The employes is requined to show that all reasonable afternytioes have been exploned and
thiat they have a real oblization ko provide care,™

In 2043, 12% of all respondents indicaked that they requested accommodation not due to 8 mediosl
restriction. Thers was ittle difference in the perosntage of reguests between Srowp 1 snd Sroup 2

= 44% of Sroup 1 reguests wers prambed and 23% partially granted

= 5% of Group Z requests wers prambed and 31% partially granted

=  33% of Group 15 and B0% of Group 25 indiceted that it had becom s harder to hsee neguests for
accoenim cdation approsed since FT

Mot unexpectedly, a higher percentage of members who havwe children with special needs requested
sccommaodation than thoss who kad mo children 8t komes, or kad ohildren, none of whom had 2 spedal
need. As Tabie 15 shows, while fewer than haif the reguests wens pranted, & higher percentams of
mequessts from members with & child with specal needs were sranted than the other two groups.

* Cansdian Human Rights Commission. 2044, A Guide fo Solemang Work ond Conegiing Odigabions:
GoNaborotive ceproaches fior 0 supporhive and wei-saiming workpiace. Accessed Aumest 71 204 from:
- e -Hp e % Fijasim mi -
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Table 12 Percentage of reguests and approsals Tor sooommicdation by presence of children at ome, with and
withowt special meeds

e who reguested % whose most recent
sccommodation requesh wes fully granted
Haza child with spedel nesds % 4%
Has children, none with specal needs 106% Bk
Haz no dhildren iing 2k home 11% 0%

Undier Article 34 of the Collective Agre=ment, when an employ=e becomes permanently or tempararily
disabded ard the reed for sccommicdstion is supported by 8 madical certificate, the employses” duties
may b= modified or they mey be reassigned to work identified as rehanilitation assignments for the
MECESSANy period

In 2013, 1E% of Srowp 1 and 22% of Group 2 respondents reguestsd sccommodation due to 8 medical
restriction

= 38% of Sroup 1 reguests werns prant=d ard 33% partaly pranted

= 33% of Sroup 2 reguests wers pranted and 43% parbally pranted
54% of Group 15 and 59% of Group 2s indicated that it has become harder to have reguests for modified
duties approved sinoe FT.

Fersonsl leawe

Ehorthy after FT began to be implemented, & new Collective Agreemient came inkto affect Changes to
the some of the lave provisions heve 2iso had snimpact on smployess, &5 well 85 some of the alrasdy
ensting provwisions related to owertime.

Frior to January 1, 2013, fulktime “The Sigmest canges hayve esn the inceased wark loed
employees wene entitled to accumulate sick ‘et iz mxpectas with bess employess. | hawe receioed
imave ot & rate of 15 days/month, ard part- | geromstory ketter on oy carser S becuss in the sy of

time employees at a8 rete of fee the employer, | 8T not doing Enoush. My B kour job
hours/month. Employees wha had used all descripkion fad changsd to indude the expectation of 3-4
sick lmEye sptitements anc who wens hour additional duty. | am nushed and | had no ssistaction in
unable to retum to work, were = pbited to proveiding the serice | once was abke o, Thene are mone

superdsors on the floor Eing care of less peopke and their
tirrez is largely spent sodalizing with each oiher and
targetingbullying employess who know how o do their jiobs
wal] without the micomanagement. The other change that
MEnEhs. I'm fimding b be detrimenial to myseT ars the changes to my
A5 of Jaruary 1, 2043, sick bewes sick hezve. To Feen the 7 personal deys per year is
insuffident. Ferfaps for some it is enough, howesver, | am
sumrouncied by those wiho come into work il and | gt ill fom
them berause they oo not wank to take the pay ot~ [Goug
Fulk-time employees are sllocsted seven 1 P-4 postal dark, Winnipeg)

sick leave without pay for & pericd of up to
five yenrs, subject to & medicsl certificabs
and assessment, i required, svery sx

enkitlements were replacsd by personal
days ard & short-term disability pragram.

perzanal days at the beginming of each
calerdar year; un to five unused personal days misy be camied over to the following year, for s masimum
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aof 12 days in any given year. The ameunts are pro-reted for part- time employess. Fersonal days may be
used for iliness or smergencies (relting to the empioyse or immediste family member), or may be
olanrezd akead of time, with preapprosal of the supersizor.

= Im 2013 the medinn number of personsl days tsken among the surdey respond=nts was 3 for
men and & for women.

Employees who are hospitalized or have &n injury for which they sought medical sttention may be
eligiole for Short Term Disability (STD| benefits for & maximum of 30 weeks. S5TD benedfits may be also
oe used for iliness, onoe an employes’s personal days have been fully used.

= Im 2013, Z1% of respondents applied for STD. There was Bttie differsnce betwesn Group 15 and
Group 2 men, but was somewhst higher among Sroup 2 women ot 26%
=  Of those who appled, 50% of Sroup 15 and 286% of Group 25 received STD

During the focies growps and in writben responses o the sunoey, members taked sbout the challenges
encountered a5 & resul of these changes. Often due to the amount of overtime being worked by Group
Zz, personsl days are often tmken for sppointments and meetings that can ro longer be taken during the
wark day. I & child is ill or there are family emergendes, all personal days must be used befor= an
=maloyee can apoly for spedal lesve. Previously, sick leavwe and specal leave were handied separately
and were for different purposes. Seyveral members spoke about coming to work Sick because they hsd
exhisusted their personsl ke days and oould not sfford to take the time off without pay. Some did
take deys off without pay and others used vacation time for apocintmeants. Im 2013, £4% wsed vacation
days for illness, family needs or appointments; this was higher for members with children, particutarky
those with & child with special nesds, a5 shown in Taole 15

Tabie 15, Fercentage of members who e vacstion days in 2003 for illnes, tamily nesds o appointments by
presence of childnen in the home, with and withoot spedal nesds

‘% who used vacation days for iliness, tsmily needs or

Haz & child with spedal needs

Hazs children, none with specisl nesds

Eiﬁ-ﬁl

#as o children Ifwing &t kome

= 27% took unpaid deys dues to illness, for an aversge of 3 days
= 15% took unpaid days far family ressons, foran average of 1 day
= 14% took unpaid days for other neasons, for an average of 1 cay
Zpecial leawe
Employees may be sligible for paid soecial l=zve. This includes:

= Up to fee days for maminge leave
=  Batween i-4 deys bereavement keawe, depending on the emiploysss relstionship to the
claceased
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= Legye for other reasons, inchuding ilimess in the immedigte family. Since the STD program came
into effect. before an employee can apply for this particular type of special keave, all personal
days must be exhausted.

Overall, 17% of respondents applied for specal leave in 2013 and approximately half of those reguests
were granted. The msin reasons for requesting lesve were:

=  32% for personal reasons, including illness ard other health related issses, and appointments
= 20% for the needs of family members, primarily dss b iliness or other medical reasons

= 21% for Dereavement
= 34% for of thase with children under 12 requested special keave for childnen's needs, primarily

due to iliness or other medical ressons

&5 shown in Taole 20, & higher percentage of members with children with special nesds than okhers
made & request for special lesve, but & lower percentage of those requests were granked.

nmmmumqwmwmm lezve by presence of children at home, with and

withouwt specisl needs
T whio requested speaal a whiose Mot necent
e Teguest WS Ao
Haz = child with specsl needs 2% 42%
Has children, none wikh special neads 17% =5
Haz no children living =t kome 1% mk

= 42% of nequests for special lesve not due o bereavement wene granted
=  E3% of respondents indicated thet it was more diffioult to have specal leave granted since FT:
this roze to 2% for families with a child with spedal nesds.

Compensatory ime

Employees may reguest that some or all of their avertime hours be comeerted into com pensatory time
instead of being paid. This request must be approwed by the emiployer, provided “servioe standands are
TaiRtainec” |6 the fooss growns 8 rumoer of Group amployees talked sbout Deing unable to et
requacts for compensabory me approved. A can be ssen in Teoke 24, fewer than half of the Group 2
ragquasts far comoensabory me wers mranbed.

Tabie Z1 Reguests and appnossls for compensatony time, Group 1 and Group 2

Growp 1 Group 2

% requesting compen satory time for overime worked 2% 28%

% of nequests pranted = 41%

= 31% of Groun 1z and B2% of Group Zs indicated that PT had made getting reguests for

compensakony time approved more difficult
=  10% of Group 15 and 3% of Group s indicated that it had become easier
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Employee Assistance Program

Whille not & leave provision or a negotinted berefit, Canada Post offers employess and their family
members soiess bo an Employse Assstance Frogram (EAF], with counseding and health informstion
servioes. Group 25 wens mare likely to use EAF then other growns, and members wha kawe a child with
spedial nesds were mone kely to use it than other families.

= 1E% of responcents accessed the EAP in 2013, with zome differences betwesn those with and
without children and among groups. EAP was accessed by:
o0 14% of respondents with no children at home
o A7% of those with children, none of who has & so=cial need
o 23% of those who have a child with specal needs
o 13% of Group 1s, 18% of Group 2s, 3% of Group 35 and 9% of ASMCs

6.2 Omeaen UsioN AND EMPLOYER SUPPORT
In addition to berefits ard lesves pegotisted through colisctive bargaining, information ard support
from both the union and management can help emaloyess manage aspects of work-lifz baknce.

For example, informetion ard regular updstes sbouk PT, and opportunities for discussing and resolving
isswes mg they arise, can help employess feel beard; the union ard mployer can better understand the
isswes employses are facing and help then work towards effective solutions. As well as faoe-to-faoe
contact with supervisors, shop stewards and local unian officials, members FECEHE NUMErCUS
publications and comemunications from the union and from ManagemEent.

Work-relsted informstion

Wembers were asked which sources among &
izt were the five most important to them far 'I'n.'imtl'mt?:l'm Woukd = mare t"'""ﬁ!“m
reebiorel regional and some local offices in regards to
arything Feppening on the work ficor.
Unfortunately it s=ems s thoush we sne not petting
encush and a kot of workers then fum b

infarmation about PT, rating 1 2= the most
important source, 2 as the mext most
|"11p-clrtunt. ard 5o on. ThE S00res weans

derived oy first weighting the actusl ranks TarazsTert anc mansgsmant wil datritey ister
|1 weighted a5 3, "2" as 4, =tc.], then ot weorker s it bumns bo Rim sway from the
summing the weighted ranks and uniion_sad bt b ™ [Groug 1. PO-4 postal dlank,
transforming the sums so that the highest Egmonion)

ranked source has s score of 100, and the
othar sources hawe soores relative to the too score of 100,

Local management and supervisars and CPC letbers mailed to their homes ranked Tirst owerall, foliowed
oy local shop stewards. Table 22 shows the ranking by group and by gerder. For all groups ard both
pendars, the most important source of information about PT was from CPC menagement and
Sup=risors and letters from CPC.
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Tabie 22 Maost important scurces of information about PT by group and gender

Al Groupl Gromp2  Female  Male
Loal CFC management, superdsars 100 52 100 o5 100
OPC etiers bo mmy home 100 100 95 0@ 54
Shop Zewand =38 7B B3 -1 7B
LLocsl Union CHfipers 7 b i g1 T4
Linion: bulbstins 7B 74 TE 78 71
CUFW |ethers o rey home 71 ES T2 78 B2
OUPW"s publication [Perspeckie| 52 30 53 =4 30
RT3 putiiction |Performence) FT] az T3 41 am
Sodal media (Faceoook, Taitter] 3B 43 33 1] 33
OUPW s wehsits 33 31 33 33 30
OPCs weensite 3 20 28 3 24
Hane of Hhese choiees 1 21 21 FI] 19

Views on support from the wnicn

FoDUs Eroup participants wers asked if and how the unicn
has kbelped them navigate difficult moments in alandng
work and personal matters ansing from FT. Therns wens
mixed responses; for some thare was & perception that
the national office in particular was too far removwed from
daily realities to undersiand memoers’ conoerns, as well a5
a senze of abardonment during the difficult adjustment to
the changes resulting from PT. Others felt that the wnion
had dore what they could, but wens fadng an wahill battle
in sddressing members’ CONCErRS. Some EXpressed 8 sanse
of sepamaticn from the urion, whils others indicat=d thata
sense of URity was essential.

Oy Lnion ness to stand up for it
workers and share in the media wheat iz
Fappening to the workers. The public
Ul (e horrified to see wiet hanoens
there every day, mail just sits, not being
dalfmra fior weskcs, CAMiErs ars mads ko
arTy bo by of loads, tnucks innot
Feoiid =nouzh of the meil, veorkers off with
o replscemeants. The work conditions
are terinke. " [Sroup 2, ktfar ooy
Special Needs Project)

The survey ashbed mem bers their aEnesment on whether thens was someone in the mnion to Bk to
albout their concerns and their views on kow differsnt levels of the union hardied FT. A majority of
respandents strongly or somewhst agreed that Ehere was someane in the union to =k to about their
ConCErns, with some slight varistions betwesn grouns and gender (s=e Figure 34].
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Figure 34. Agreement thest there & someone in the union totalk to sbout osnoenms, by group and gender

szren [N
el s - e L
s - s L
Sroup 1 women 1 b 1% "l
o i ELi i S LT i b i L ST

Witrenaly mires Wiomswhitagrer  Wlomewhat doagres W Srengly dhagnes Mo ozinlon

*1 ressilly wiish Bt CLUFW weould push for trersparsn oy with Canace Post. There nesmds to be s voios thek
il msie Canacs Post scoountablie for the mew dhanges. Cutting costs snd incnessing Se&ings on the
tack Of your Bbar fOrcE i such &N axtrerme way is wrong. Cansda Post should be hald scosuniabie to
= higher standend and | think that CUPW reeds b present this point in 8 strong, friendly mandner,
pemuEe we e all ans mmpany " (Goup 2 ietter comiar;, Winnineg)|

Recpondents were more divided on their level of sgresmient on kow well warous evels of the union
nendizd FT, &5 sheown in Figane 35, There was very Iittie difference by Eroup or gencer.

Figure 35. Lewed of agresment om hosws well the union handed FT, all respondents
| beliren the local wnion handled PT o well @ B could  [BFL)
| belewr the regonal uskon hardled PT as well o B could

| belmve the national unicn handled T o well @ B could

i
§
i

e 1% PR HIR MM XM & A6 B% W% LIPS

Witrongly mree Eiomewhataprre B lomeshet dbagrees Wi tongty desmres Mo apinian

“1 don't lonona that CUPYW coukd e “1 truly befieve pur union is out of touch ard | fully
dione anything different, OFC will just do sUpPOrt CPC in wiakever it reads to diobo bepome
wiahewer they want and tie things up in strong and secure my fubore. |'werk hard, have a8 good
the isvance proc=ss for years. Mo mttituie and sEree My Cushomer to e best of oy
oono=ms for their empioyees = (Group 2, ninility mno belmes vk no mather what CPC doss, | 'will
reiiaf hattor coviar, Edmortton) heree = plsoe in this company.” (BSkAC. Somanton)
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7 FINAL THOUGHTS

Respondents were asied apen-=noed guestions about what they Bied best and least about their job.
The sample of Srowp 35 and REEMICS was too small to provide mesninghal resulks, but results for Sroupls
and Group 25 Show considerable differencss betwesn sroups, and some sender ditferenoss within
Eroups. As shown in Teble 23, customers and oustomer satisfaction rapie=d kigh with both growos,
particularly AmMonE women, with over half of Sroup 2 women mentoning ivterscting with customers as

the best part their job.

Table 23 What memibers lioe best sbout ther job, Gnoups 1 and Z, by gender

Group 1 Group 2
& Women  Men AN Women  hen
Fmy ENG DENETS 26% L% Z7% | Customers EL T EET
Corworkers 1k 2% 18% Working outdoors 34k 3% s
Custorer Stifaction ik % 13% Physml mesrrise 27% 3% 1%

=1 reszily Enjoy the amaradene of my mo-
workers. I've found of group of diverss snd
talenb=d peopie. Wiy union has Desn unfailing
opportunities. The happy oustomers wiho
apprecisbs the hand work snd serdoe Deing
gione by caring employess.” Group 4, PO~
Postnl Ciark, Winninag)

=1 like Deing part of the communities | delperin. | ke
pride in my Cansda Post uniform. | enjoy being s mested
person in the neighborhood. ™ [Gowp 2 Aethar cormiar,
Edmaonton)

“Thee fact Hhst if | work sctrs hours | get paid for therm, |
Nt e bo work from hoene. | e s Union o support
me. | lowe working with people. | baliswe in the serioe
thetwe offer.” (Groug 1 casual, Egmorton)

&5 Table 24 shows, thers was more monsist=ncy between groups with respect to what respondents liked
l=mst mbout their jobs, Ehough the fems wene ranked somewhat diferenkhy.

Tabie 24 What members like keast about their job, Groups 1 =nd 2, by gender

Groug 1 Group 2

Al Women  Men All Wommen  Men
W anszEmet 41% 4 ar¥k Hours of work a47% 45 4T
Hiowrs of work 2% % 21% Mizragement 33k EL L EF
Work methiods 4% o 0% Wiork: methiods ¥ 15% 4%
“Lybe stArting Gme. Length of route. | heand they oo the 55 “1 dislilo= ey work scheduls, long hours,
roubes st 27 but | have 35! They just kess aoding ko your work SEEInE Ty Co-wOrkers et injured,
load and no ane mnes if the noube is too long or ok They sy mansgement's stiitude and disespedt
ey will look: imba it buk nothing ever happens. R's frustrating for our contract snd how tined | &m after
and | just sl hopeies thet the bosees will fin 2ll the problems™ s dey” (Group 2 iehter comis, St
(Growp 3 ietter ey, Scovhorough) Johmrs)
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“ the mrire pivgsical work, being fiorossd to do owsrtire being foroed oo for the b
being forced o take on additional work, her arms ans very sore oo much to hold unaiie to
s mheac with all that they are holding.” (Sroup 2 iefter comier, Adontraai)

Respondents were asied, “Given that Postal Trensformation is a reality, tell us one change that would
make your work life better Table 25 and Table 25, show the most freguently made suggestions for
improvement by Group 15 and Sroup 25 respectively.

Table 75, Most freguently mentioned suggestions Tor making work life betber, Group 1

Cabegory of suggestion H who Most frequent comments
mentioned
Changes to hours of work 3gk = Improve schedules

= hore day and sftEmoon Shifts

= Better houwrs for pari-timers
Changes to manag=menk 1k =  Improve oo uncetion

= Treat workers with respect

= Apply the nulss consistenthy

= |Lish=n o employss input

“Imredistely implementabie empioyer scoountabiity . That would mesn MO workers on
e diocis Ll the: Cnd RogEnic rmeberials ane remosed oF comtEined. MO MLOCRS running
ot high spesd. Froper rotetion of duties o yeliing = staff on the work Soor; Bo making
LI ORI WA MLk ] (oresicings sl Hhe others =tc~ (Sroup 1 oeswo. Somonton|

Table D5, Maost freguently mentionsd suggesions Tor making work life better, Group 2

Cabegory of suggestion & who Mot frequent comments
meentioned
Changes to work methods ITh = Allow sorting of sequenced mail

*  |Biminate the double bundle system

= Improve stonomy

*  Reinstabe parcel deliverny
Changes to work houwrs ek *  Elirminate Wees 2

=  Stop fonced owertime

= iSive ime velues for paros] deliveny
Aridnens noubs jsmmes 22% = Improve noubs MEssurEmenk

=  Ensure more equitable roobes

»  Shorben some loops

“H weorkars weere consuled Defiore changes were put indo place. What looks good on &
piso= of paper in someone’s office is weuwally not neaifty on the Strest or o the work Soor. ™
[Enown 7 hethar corriar, St Jodnrs)
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Future plans

Owverall, 265 of respondents said they were “very liksly™ to choose to keave Canads Post within the next
three years ard 15% smid they were “somewhat Bkely™ to beave, Tor @ total of 42% overall ingicating they
are likely to leave. As Figure 36 shows, there was some wariation amang groups, with Sroup 25 being
the maost liksly to choose to keave ard RSMCS the least Bkely,

Figure 36. Likelihood of choosing to lemee Canada Post within the mext thres pears, by group

Gous 1
Groug 2 o . 154

Goug

H
d
: H

Il 14 3 2%

ra 1% A e s M [ % Hf% e IO

Every kel Biomewhat lioely B iomeshet uniibely  Bveny unlibo by Rk surm

= 77% of those who responded that they were “wary likely™ or “someashst liksi™ to lesve Cansda
Fost within the next three years, indimted that FT affected that dedsion “completely” or “guits
B bit”. This rose to 83% for Growp 2s. Figune 37 shows the impact of FT on those lipely to chooss
to leawe in the next three years.

Figure 37. The Degres to whidh PT afected plans of those ikefy to choose to ke Canads Post within the next
thres y=ars, by group

Goug 1
o 2

Goug &

-
B
]

Il 3 L3

Lie ELE % Hi% L e % bl N B e R

Wicmzietely WOulealbit W AlHEe ot at al

“All drenges ars nesabive. Morske st the affeched stabions is st rock bottom and shouting matdhes
it sUperdsors ane OXTron. ['m constantly strecced snd habe petting un in the moming b go b
work. Fmitoo ciose to 8 pension o quit but now fes like Me gone from one of the best jobs in the
wnrid bo absolubely ore of the wors:. P.T. isa dissster = [Group 2, ietor mmior, Edmonton
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Duringg thex foaies Frowns, some particpants indicated that they were likely to stay at Canada Post
secauzse their kck of post-seoondary educetion would make it difficult to find a joo with comparable
wages and bemefits. However, the survey results shosed littls difference Detween tho == with and

withiout post-secondary educakion:

= 47% of those with no post-secondary education indicated they were wary or somewhat likely to
dhoase to leave
= 33% of thome with post-secondany education indicated they were very or someshnat liiely to

choase ko leave
&5 might be expected, at 54%, the highest proportion indicating they are “wery likely™ or “someshat
hkery™ to leave are those with 23 years or more serdority, 2nd who may be eligible for pensions. The
next highest proportion indicating they are “weny likely™ or “somewhst lkedy™ to =eve, st 275% are those
with fewer than eight years senicrity.
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& CoNcLusioN

The cojectine of this study was to identify, document and arakyze the positive and negetive impads
arizing from the introduction of FT, and to provide the union with guantitative infarmation reeded to
explore if and how it an help reduce identified work-life conflict and minimize the challenges arising
from FT.

In this report we attempt to prowide the cats that will be useful ko the union in understanding the issues
of itz members. Itis owtside the scope of DUr ENpeErience and sxpertise o attempt to interpret the
findings within the context of the OUPW =nyironment, the context of the Ristorically dETicul union-
e=moloyer relationshin, or within the provisions of the Collective Agreement. We do, howewer, provide
some gereral comments for the union to consider, that stem dinzctly from the findings.

It iz evident from the results that a significant propartion of CUPW memoers in the locals surveyed have
experienced negative impads of FT on their health, their life ot work and their ife ot home.

Thes= findings ane consistent with the reseanch literature that found the smount of overtme worisd
and if the owertime is mandatory, 25 well &5 non-mansgement staffs relationship with their superasar,
are two determining factors impacting work-ife balance. With increasss in work-ife conflict comes an
inorease in workplace &rrars and injunies, an increass in chropic iliness, alcohol corsumption ardiety and
depression, as wedl as increased difficuity meeting family responsibilities.

In this study, cvertime was a key predictor of work-life conflict. The more frequently overtime was
worked, and the more freguently cvertime was foroed, the graster the increase in reported negative
impacts related to physical and menkal health, and inreasesin anger and fear of potential viokence ot
work a5 well a5 peroeptions of reduced safety ot work.

‘While CUPW members face mary of the same challznges in balarcing work and family life a5 other ron-
marag=ment employess, the extent of work-life confiict of many members, partioalarky thase working
s Group 23 should be cause for concern of both the union and management. In addition to the personal
health ard work-life conflict issues members are experiendng. the proporticn of members wha fezl
angry a1 work, fear violenoe at work and who do not fzel safs at work is especially troubling.

The wnion may wish ta:

= explore more effectiee ways to communimte with members

= examine ways for ful-ime officers o have 3 greater presence in the plants and depots to betber
understand issues facng rank and file members

= review the articies in the Collectiee Agresment on overtime, and explone mechanisms ko reduce
the amount of farced owertime, as well 8z ways to improve the ability of members to tske comp
time

* consider ways address the nesd for accom modation of members, particutarly those with
Caresiving responsioilities

= distwss with the employer, cutside of negotiaktions and outside of the grievance prooess, ways to
ersure a wel-trained supsrdisory workforoe with appropriate managemient skills as well 2 an
understanding of the work methods and processes in order to provide & supportive workplace
that can meet operational semands and kelp reduce the work-lite conflict and support the
heaith and well-being of Emoloyess.
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APPENDIN &. Detailed brezkdown of impacts of PT by job group

Table 27. Erenkdown of impads of schedule dhange on life since PT, for those who had a schedule change,

try group, Tul-time only

Whork-life cabegory iSOt bether  Stayed the same Got worse
Time for appointments Group 1 1x% 40 4%
Group X e 5% =%
Group 3 ok 3% 5%
RSMC 18% i =k
oo nartimyg with partnes’s schedule GEroup 1 ™ ™ [
Group X 3k 17% 0%
Sroup 3 11% pra 7%
RSMAC 5% 4% 3%
{hild ane-nefaked isnmes Group 1 13k 13% %
Group X 3% 7% =0t
Group 3 o % 6%
REMIC 0% % %
Schiool dron-off or pick up Group 1 i 33K o
Sroup X 5% 1% =%
Sroup 3 ok 100 o
FSMAC ok 4% B0
Time o spend with family Group 1 &% 7% 7%
Sroup X Ha 1% =%
Sroup 3 Bk 1% T
REMIC g% 15 ST
Time for woluntesr achrdties Group 1 4% =% 7%
Sroup X ok =% =%
Group 3 ok 425 555
FSMAC 5% 0% 3%
Time to take of yourszi Group 1 &% 3% =
Sroup X 1% 1% =%
GEroup 3 2% 31% 5%
REMIC % 5% T
Time for sle=n Group 1 11% i s
Sroup X 7% % (5
Eroup 3 Bk 3% 5%
FSMAC ok 0% i
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LAPPEND &. Detailed brezfbodown of impacts of FT by job group

Tabie 2. Erenkoran of impacts of FT on heslth by group, full-time onlky

Health cztegony Gotbeter | Steyedthe | GOEworse
SAME
Lewe| of fatigue Grouo 1 4% 3% =L
Gnoiap 2 1z 1% =%
Gnouap 3 % e 125
REMAC % 4% %1%
Arhes =nd pains Group L 3% R 57
Grown 2 1% 1ot =%
Grown 3 o 5% =%
RSMAC 4% 0% 5%
Frequency of workplace injuriss  Group 1 % 50 %%
Gnoup 2 1w 3% 555
Groun 3 % 5 13%
RSRAC % &t %
Severity of workpksces injuries Group L 4% 55% 0%
Groun 2 L 0% %
Grown 3 &% =% &%
RSRAC L 5% S
Emting hebits Gnoup 1 b, ' S
Gnouan 2 i ES 53%
Gnouap 3 % TER 1%
REMAC % 52t 3%
Leve | off stress Growp L a% 0% 55%
Groun 2 % 17% 75
Grown 3 L (=51 3R
RSkAC E L 4% =%
Lewe| of anety Group 1 4% £ 5%t
Gnouan 2 b 1% 225
Gnoupn 3 0% o 3
RSMAC 2% aTH 1%
LEvel of ImiEDi iy Groun 1 3% i B
Groun 2 L 1% =
Groun 3 L 555 3%
RSRAC L £2% 5%
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APPENDIX A. Detailed brezkdown of impacts of PT by job group

Tabie #3. Ereskdosn of impsds of FT on reltionships by group, fulktime only

Retationship Got better  Stayed the same 1508 waorse
"With sposuse/parmer Group 1 £ &% Th
Group 2 1% 42 7
Group 3 &% Ti% 3%
[2a2 % 7% 3%
Wikh chilidren Group 1 4% 5% 4%
Group 2 1% £ &%
Group 3 4% 3% 13k
RSMAC i 7% I
With other family/friends Group i Ha i LEL
Group ¥ 1% ES 60%
Group 3 % T 24%
RS e E= 16%

Tabie 30, Changes to sedacted aspecks of the job since PT, by group

Aspect of the job % of nespondents indicating how aspedts of the job changed
Gorten Steyedthe | GottEn wore
better EBITE

Enjoyenent of the job Group 1 g% 3% SE%

Group ke 14%: 4%
Group 3 &% Lt a0
RSMIC 1% I3 37
Productive ak work Group i ] T oo
Group 2 2% 7% 21%
Group 3 £ TE %
FShAC e 73% e
Thae work is Ferd Group 1 g% 0% 458
Group 2 1% 17% 3%
Group 3 E5) T 7%
RSMIC 13% 65 31%
Suffident time to gt the job done Group i ] 258 2%
Group 1% 16% 3%
Group 3 ] 5X% 8%
FEAC 1 438 21%
Thee spmer of work is reasonabe Group 1 i 1% W5
Group 2 % 15% i
Group 3 E5) 7% 14
RSMIC 5 Sy Chie
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APPENDIX &. Detailed brezhdown of impacts of PT by job group

Table 31 Changes i perceptions of supersisor snce PT, by group

Perosptions of sLpervisor % of nespondents indicsting perception of supenison had..
Gotten Stayedthe | Gotienwome
better SEIME

FolioaT estabished work procedunss Group 1 i el 428

Group 2 % Ll ¥3%
Groun 3 ES) 575% 1%
RSMC 6% 67 5%
Prosides & good bege] of superdsion Groun 1 £ 238 a7
Group 2 2% 43% 730%
Group 3 E 5% 4%
RSMC il =% 3%
Frosicies B SUpPOrtive work srnimnment Groun 1 1% 4z Lz
Groun 2 ES 37% 51%
Groun 3 E5) st 3
BSkAC B% S0% 3%
Has mood eadership skills Growun 1 1 1% 438
Group 2 Fr 255 2%
Group 3 E 4% 3%
RSMC 6% 7% P
Takes my cpinion into account Groun 1 -5 Lt 21%
Groun 2 i, 4r% S5
Group 3 Ee s1% e
FSMC 11% St %
Consults me about dhanges Group 1 T 25 258
Group 2 Fr 3% 3%
Group 3 % 1% 5%
FSMC L 3% 3%
ETaores mry problems Groun 1 ES) 5% 40
Group i 3% 3%
Groug 3 E 5% E
FSMC - SO0 3%
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Appendin B: Survey questions i
JaneBeach! Associates

S ey FaEsaen ek LT g

Survey on the Impact of Postal Transformation on Work and Family Life 2014

Introedudtion to the Sy

You are one of 11,000 members receiving this survey from S locals scross the country. The gquestions in
thie sy ask abowut your work and amy changes thet heve tsken place since Postal Transformation, as
well 5 hiow those changes msy have §ffacted your §fe — sither ot home or st work. The survey should

taioe about 20 minwbes to complete.

Pleasze note:
= Al information collected for this study will be amonymous, and the informetion you provide will
onily be svailanle to the project researchers. The information will be used for ressanch purposes
onily, mnd rothing thst could identity you will be us=d in ary publication or pres=ntation of the
study nesuls.
* Participstion in this stsdy is voluntary. You may choose not to participate, answer only some of

the guestions, or stop the sursey abany time. A0 responses and comments will b2 proceszed by
Jane E=nch and Associsbes. Meither Canada Fost, mor CUPW will know if you dedde mot bo

participate or rot to Bnswer some guestions.

Theare sre two ways to complete the sunney.
1. You cencomplete the paper sureey sttached to this kether and return it to the researchers in the

pre:paid epvelaps provided.

2. You cen complete it online, using any computer or modile device (05, Android or Windows). The
link to the online sureey is provided at the end of this letier. i you choose to complete the survey
onliine, you AR SEVE YO BRSWErS 85 YoU B0, making it possible to legwve Bnd come back multiple
timies if peeded. However, if you wish ko withdreaw from the study aft=r completing the survey, your

daka canrat be removed, since the survey is anonymous.

Please retum your completed suneey oy March 24, 2044, We ook forward to hesring about how Postsl
Transformistion has affected you and your life. We will be providing & summary of the key findings to
CUPW members oy late spring / eariy summer of 2014,

if you have any guestions about this survey, please contact the project

researchers at TR FTQuesstionnaire Srmsil.oom. i you wish s complebe E E
the suraey cnline, please anter this link
o sy Thuidpureeys comy s/ FTsurey on your comparber, OF Soamn the 9

0OF oxde inte your smart phane: othanaise turn the page to begin the
survey. Thank you!




SECTION A: Your JoB

How many years have you been employed ot Canads Post™

Piegse write 07 [ you hove worked of Corodo Post for kess thow ong year.

e

Winnipeg

Kanireal
5t hokam's
) Other (pieazs specify i

Has your cusTent workplace undergone Fostsl Transformation™
D e

)
)
) Searnorough
o
]

D He 7 Hotsure

Have you changed your workplece locstion &z & result of Postal Trarsforrsation™

e

JHe ) Notsure

&t Canada Post, is your work Tull-time, part-time, or tempaoneny/cesusl™

1 Fulk-tims= IFurt-ﬁmz 7} Temporary/Casusl—

Sa. 'What s your curment job classification or group ot Carads
Post, somonding tothe Coliectise Apresment™
Pipgse chack one bow only

[ I e T e R

FO-4; Fastal Cherk

PO-4: Retsil Clerk

FO-3: Mail Dizpatcher

LC-1: Letber Carrier

LC-1 Relisf Letter Carmer

MEC-1: Mail S=race Cowner

MEC-1: Ralia? Mail Service Courner
MSC[HV}-3: Mail Service Courier [Heavy Vehicle|
KLAM 10: Fostal Systems Mechanic
MAM 11: Fostal Systems Technician
WHE 5: Wahichks Mechanic

RSMC: Rursl and Suburban Maeil Courier
Mat sure

Other (pieass spaciy|

5. Where do you penermly work?
7 Inside
2 Dutsige
2 Other (pieass specify]

W

Zhip to question 7, page 2

Page | 1
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SECTION A: Your Jos

-
da

Fage | 2

Have you changed your job dassification as a result of Postal Transformation?

(S

| | — S

=

]

Dwoes not apply to me

B2 Wewat was your most repent job dessification befone
Pl Tomrefoeremticn T

FO-4: Postal Clerk

FO-4: Rztaal Clerk

FiO-3: Mail Dispatcher

LC-1: Latter Carrier

LC-1 Amfied Letyasr Carrisr

M5C-1: Mail Ssrace Courier

MSC-1: Relief Mail S=rvice Courner

M50 HW}-3: Mail S=rvice Courier [Heavy Vehiclke]

RAM 10: Postal Systems Mechanic

MAPM 11: Postal Systems Technician

WHE 5 Vahick bachanic

FSEMC: Fural ard Suburbam kisil Courier

Mot surs

L I T O R O

Other [piease speciy)

Besides your job &t Cansda Post, do you heve other paid work?

L
D

a5 ——3H
MO

Ta. Oneverage, how many hours per week ot this other job?

2014 survey on the impact of Fostal Trnsformation on work and Samily life




SECTION B: Your DEMoaRAPHICE

i

Are you:
7 Female 3 Other
Hiow ald mre youT l:l years okd

Whet i your current maritsl sterbus?

i TEA

3 Mmrried or living with & partpes— 5/
3 separst=d or divorced
2 singe

2 widowed

3a. My pariner i (check ol that oppdy]

employed full-teme
employed part-time.
working om & casual basis

looking for work.

rok locking for wark |2z, sbudent, retined).
at kome with children/dependents

other |piease speciy

ab. Does your spods, riner work s Cansds Fost?

[

fes

J Ho

Do you heve ey children living ot home
with you?

2 yes, fulktime 2
2 ves, shared cusbody 3
2 ma

a8

4b.
T ymr— A
2 Ho
a0
L

How many children are in ssch gze Eroup®
| Wrrie in @ rumbery
[ crilgren under 5 years ok

[ ] crioenctoz WERT ol
|:| Childrer 13 to 17 years old
I:l Chilcren 15 years 2nd older

Doy of these: children heve 8 specisl need or disshility™

Vit ane the sges of the childnen with specal
REedsT

et i the Fashure of e specal needis?

D0 U participate in the union Specal Mesds
Projecks?

3 Y 2 Ho

5. Do you provide regulsr help or support o anyone other than your childnen®

Page | 3

D over
D Mo

Bm. Flmsse desoribe:
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SECTHIN C: Your WorK ScHEDULE

If pou are PERMANENT FULL-TIME, plecse continue compiste Swb-Section C1 Below.
If you @re FERMANENT FART-TIME, please siip fo poge & and compiete Sub-Section 2.
If pou are TEMPORARY/CASUAL, plecse ship to page & and complete Sub-Section O3,

SUB-5ECTION C1- For PESMANENT FURL-TIME WORKERS

1. Does your regulsr scheduled shift keve the sarme start snd end tiree every dey®

D Yes ——y
F ha LaWhet Gme doss your egularshitstart® 0 ODam Dpm
L. Whet time does your reguirshitena™ 2 Jam O pm

1C. v £ SasT Wl whet wee the Start and end Bmes of your nafulan scheduled shifts?
Do not include owertime.
Monday Starttme: _ : Dwm Dpm  Endtime_: Dam D opm
Tuesday Starttime: @ Diam D pm  EBndtime_ : Diam O opm
Wednesday Starttime: _ @ Dam dpm  Endtime:_ @ Dam rpm
Thursday Starttime: _ @ Dam Drpm  Bndbime__: Diam O pm
Friday Starttime: _ : Diem pm  Endtime:___ ;D am O pm
Saturday Starttime: _ : Dwm Dpm  Endtime_: Dam D opm
Sumdmy Starttime: @ Dwm Dpm  Endtime_: Dam D opm

Z. Isyour regoiarshift alweys on the same deys of the week?

Yies
Ma

Za. 'Which days of the week dio you work” [Check ol tnot copiy ).
2 Mon DTue. D wed 2 Thu DFi Dsan

O
O

2 sun.

3. How heEs your oement scheduls changed, compared bo before Postal TrensformationT
My schiedule has: [chack ol that oppiy)

stayed the same.

fEwEr Rours

o FOWrs.

ar =nriier start ime.

u lmter start time

an =arfier =nd tme.

u later &nd time

miore freguent schaduls changes.

lass fraquasnt scheculs changes.

other |pioose speciy]

Page | & 2014 survey on the impact of Foszl Tmnsformation on work snd Smily life




SECTHIN C: Your Work ScHEDULE

SUB-SECTION Cl: For PErmasent FuLL-miMe WorkERS [CoNTINUED ]

4. i the prsf Wk, did you work any extra howrs beyond your regulsr hift, whether they were caimed for
overtime ar not™

D yes—
D Mo

42 How many Hmes did you work extra bowrs lastweek? [ | times
4h. In total, how many extra hours did you work? [ | hours
4c. How many howrs of this extra work munted as overtime? [ |hours

4. Last week, my overtime was: 2 Woluntary 7} Forced 3 Both

5. Since Postal Transformetion, | now work onvertime:
¥ Lmszotten ) Asout thesame ) Moreoften D) Does not spply to me

6. 20T how meny times wene you affected persoradly by shift bids schedule changes or
restnactures?
Pipgsa wnite in o rumbaer, @ven i it is 0.

[ ]tmes ©O motsure O Doesnotapply to me

7. How sebisfied mne you with:
very Somewnat Somewnat Ny
savti e st e diszatistied dissaticfied
your regular shift scheculs? 3 T ! !
amount of ovartime worksd? 3 - o 2
the curnent shift bid system?® ! 2 2 2

If you howe hod ony schedwling changes since Postal Trensformation, piesse skip to pege 9, Ssction O.
If you hows NOT hed eny scheduling chamges since Pestol Trensformation, plecse skip to page 10, Sechion £
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SECTION C: Your WorK ScHEDULE

SUB-SECTION C2: For Permanent Fart-time Workers

1. How many hours ane you regularty scheduled to wark per week? Do not inciucs extenced Rours.

|:| regular hours perweek

2. Since Postal Transtormation, how has the rumber of regulsr hours of work changed?
) Decreased D Stayed about the same O} increased O} Does not apply to me

3. [Dwoes your regulsr scheduled shift keve the same start snd end time every day®

2 ¥es— 3 33 What Hme does your reguier shiftstart? - Dam Dom

7 ne Ih, What time does your regular shiftend? _ : Tlam Dpm

3c. In the past week, whiat were the start and end tmes of your regmtarly schicdubed shifts?
D0 ROt inCiluds ectnded houTs.
Monday Smrttime: _ : O am Ppm  Endtme__ . D am T pm
Tuesday Starttime: _ :  Oram 3 pm  Endtime_ . Dl am ¥ pem
Wednesday Starttime: _ ;. Oam dpm Endiime:___: O am O pm
Thursday Start time: _ : D am D pm  Endtime:___:_ Dram D pm
FridayStarttime: _ :  Oeam Dpm Endtime:___:_ O am OF pm
Seturday Starttime: @ Oram Tpm Endtime:_ @ D am rpen
Surday Starttime: _ :  Oram Tpm Endtime:_ @ D am Zrpen

4. Do you work the same number of hours every week [not including extended haurs)®
D ves O Mo

5. s your regoliarshift abweys on the same deys of the week?™

i Sa. Which diys of the week do you waorkT |Chack al! that appiv]-
2 Mao

DMon.  DTe=  Dwed, D Tha. P Fsat O sun

6. How hss your osmment schedule changed, compared to before Postal Trensformation?
My schedule has: |check ol thot appdy]

O steyed the samie.

fewer hours.

mizre howrs.

ani =ariier start ime.

u lster start e

mr =ariier =nd time.

m mter &g time

mions frequent scheduls changes.

less frequent schedule changes.

other piease speciy]
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SECTION C: Your Worr ScHEDULE

SUB-SECTION C2: For Permanent Part-time Workers [continned)

7. Whet would be your preferned schedwiehoursT

Samie as rdw
Fulktima
KAare hours, out mot full-time

The samie rumber of hours, but & differsst scheduls
Fawmr howrs

Orther [ pleass specify]

a0

E. In the past week, were you esked to work extended hours [Le., sterting eariier and'or ending later than your
regular shift]?
e —
2 Mo

2a. How mary times wene you asked to work exiended Fours? I:lr.i"nu
b, How maryy times did you actuslly work exbended hours st week™ I:lﬁmﬁ
8C In totel, how many exire hours didyouwers® | |hours

8, Since Postal Trenshonmetion, | now work extended howrs:
) Lessoften ) Aboutthe same D Moreoften () Does notapaly tome

10. n 2043, how many times wene you affected personally by shift bids schedule changes or
restrusctures?
Piegse winte in & rumber, even i it 5 "0

[ Jtimes 7 Motsure 3 Does notapplyto me

11, Heorw sertisfied mre you with:

verg Somestat Someatt yary
satisfied sakistied diszatstied diszatisfied
your remiar shift schedule? O O O 3
the numiser of rezulsr hours o o D 2
waorkedr
oppartunities for axtended hours? o O O -
the current shift bid system? (e D D 2

If you kove kad ony scheduling chonges since Postel Transformation, please skip o page 3, Sechion .
If you kove NOT had any scheduling chonges since Postal Trorsformation, please skip te poge 10, Section E.
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SECTION C: Your Work ScHEDuLE

SUB-SECTION C3: For Temporary/Casunl Waorkers

1. v e pasr weel, how many times were you calied to wark? |:|

|Phease write @ number, avan i it i “07).

| 1 ar e Hmes |

&

in. How many of these times dic you oome in fowork? times
I pour oid net work iest week, skip fo question 3.
L. o the pasr week, what were the start and end times of the shifts you worked®
Mordey Starttime: _ : “dam D pm  Emdtime:__: am D pm
Tuesday Starttime: _ ;. ram D pm  Endtmes_ :_ Tram 3 pm
WednesdayStarttime: _ 1 Oram D pm Emdtme:_: ram O pm
Thursday Starttime: _ : ram S pm  Emdtimes_ 3 am 3 pm
Fricay Starttime: __ :  Dam D pm  Emdtme:_ :  ram O pm
Satwrdey Starttime: _ ;. ram Srpm Emdtimes_ . T am 3 pm
Sunday Starttime: _ : Jam D pm  Erdtme:__: am O pm
3. On swverage, how heve your hours of work chenged since Postal Transfonmetion ™
) pecreassd ) Stayed sbout the same O Increased ) Does not apply to me
#. bn penersl, how setisfied are you with the:
Very Someatat Somewhat Very
satisfied satisfied dissatistied diszatistied
numiber of hours you are working? ] o 3 8
time of day you are scheduled to wark? o o - O

Fizase skip to page 10, Section E
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SECTION D: IMpacT oF ScHEDULE CHAMNGEE SiMcE PozTal TRANZFORMATION

This section is abowt the ways thet changes in your schedule [i.e., howrs, overtime, etc.) since Postal
Trarsformation may hawe impacted your life outside of work.

If pow howent hod oay chomges to pour work schedwie, pleose siip to poge 20, Section E: Lifle of Wark.

1. Whet hisve been the one or b0 biggest impacts |positive or negative| on your life becsuse of changes to your
schedule or hours?

Z. Foreach of the potential impects listed below, please indicabe whether they heve potten better, stayed the
sEme, or potben worse since your schedule changed.

_ ] Gotten Stayed the Gotten Does not
Your Life Dutssie of Canada Post Eefter SHITHE WOTSE apply o mae
Tireee for appoinkments 2 2 ] O
Coondireting with partner's schedule 2 2 * 2
Child care-redmbes izouss 2 o3 ¥ |
Tirme for housshold chores o3 o > o
School drop-off /' pick-up o o > D
Tirmie to spand with family 2 2 > 0
Tirme for wolunteer ackivities 2 o > 2
Tirme for recrestion /| hobbies 2 O | b
Tirme to kake care of yoursel 2 o > 2
Timme for sheep 2 2 * 2
Ability to pary your Dills 2 2 3 2
Ability to take on & semed job 2 o * o
Anility o attend school a 0 5] 5
Ability fior partner to work 2 2 > 2
Otther impacts [nieara speciyl: 2 2 ] (]

3. Do you heve any other comments sbout wark schedule isoues relsting to Postal Transformation™
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SECTION E: LiFe at Woar (Your Jog, Coworsxers, SuPERWIZORE AMD CusToMERS)

1. 'What hewve been the one or two biggest changes |positive or negetive | to your life ot work since Postal
Transformsetion™

Z. Foreach of the following statements sboat your current e st work, plesse indioste:
A whether it is true for you micst of the time or not, ard
8. ifit has gotken Detber, worse, or steyed the ssme since Postal Transformation

Fieora anaser hohlhy Codumne 4 and' B. 1s Ebi Ir:l = T e has this cha g H':Il Pestal Trasslbor—stan ¥
minil of the time
FwT
Stabements abowt Life =% Work faa Mo Gottan Staymd [FEE Dom sot
attar the 1a=a [EL ¥ apziyio =

| =njoy ey work. > 2 a3 & & &

| am productive in my work. > ) a 2 2 2

I e sufTicient timee to gk my work dione ] 2 a & & &
Kty work is complicaied > ) 2 ) ) )
Mty work is intenesting. 2 2 3 2 2 2
Pty ok is Feard. & 3 3 2 2 2
Thhe speed &b which | must work is ressonable. 2 2 a3 2 2 23

| ] ol mk o > 2 3 & & &

| mrmi mfraiid OF potential violence ot work. 2 2 2 2 2 2

| fe=] mngTy ot Wk - 2 3 2 2 2
Genemlly, my superisor(s] ...

consults with me about dhanges. %] 3 a 2 2 2
trwrestens harmsses me verbelly or physicaliy, 2 2 &) = = -
discrirmi rabes mERinst me. 2 2 2 & & 2
iZniores my probiems. & 2 3 2 2 2
provides 8 sunportive work amdronment. .l 2 2 2 2 2
prordides 8 mood ewed of supervision. > ) a 2 2 2
Tollows established work procedures. 2 2 2 2 2 -
takas ey opinion into sccount & 2 3 2 3 23
has pood leadership skills. 3 2 3 2 2 2
CoMTTLni Cbes Effectively. = 2 2 2 2 2
trests mie wwith nespect. 2 2 a3 2 2 23
mnid | trust anch other. 2 2 2 2 2 2
&nd | are often in onfict with esdh other. 2 2 2 2 2 3
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SECTION E: LiFs at Woas (Your Jog, CoworseERS, SUrPErvizoR: axD CusToMERS)

|5 thi |.':'l YT Firee b This chasges H':Il Pestal Trarafor—atan ¥
Fianss answer Both columns A and 5 st o e
Wt M || e e weme  wewmm
Semerally, nmy coworkers
brast me with respat ] ) ) ) D )
trrasten,harmas me verbally or physically. 2 2 2 2 2 2
giscrirminate BERInsT me. ] D ) D & D
anid | st each other. * 3 2 2 - 2
and | sodislize outside of work 3 2 2 2 o &
and | commruricake well with esch other > 2 3 2 2 2
amid | mre isolabed trom sach other. =] 2 = = = o
mnd | e often inoonflics with =sdh other 5 ] 2 3 2 a 2
Generlly, my cushomers_.
byt me with nespet. > ) D ) & )
thresten/hamss me verbally or physically. & 2 ) ) 2 2
anid | st each other. ] 2 2 2 2 )
mnd | mre often in mefics with =sdh other 3 a2 2 a2 a a2

3. Hawve you used eny new squipment thet was instaled as part of Postal TrensfonmationT

oy —————
Mo
Dont kraow

(S

3.

Ah.

AC

Please give an cxample of Bow the new equipment made it easier to de

your joh.

Please give an example of Bow the new equipment made it harder to do

your ok

Orverall, how satisfled are you with Ehe new equipmene?

2 VerySstsfied O Swtisfied D Dissatisfied

I Wary Diszatisfies

4. Do you heve sy other comiments about your e st work relating to Postsl Transformation”
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SECTION F: ImpacTe: oF CHaxoen Workr ScHepuLs, or LiFe am Wore, oM HearTH aup RELATIONZHIFE

This section is abowt the ways that changes in your work schedwle or e at work since Fostal Transformation has
impacted youwr hiealth or personal relationships.

1. 'Whet hewve been the one or two biggest Empacts |positive or negetive] on your health or personal
redntionships becsuse of chamges to your work schedule or life 8k wark?

Z. For each of the following espects of your health and personal relaticnships, please indicate whether it has
potten worse, better, or stayed the seme since Postal Transfarmation.

Gotten Stayed the Gothen Does not
Your Health betier SAME WA =ippiy to e
Lewe] of fatimus ) ) ) )
Amount of skeep 2 2 2 2
Ahes and [Jins you Epenenos ) ) ) )
Frequency of workplace injunies ) ) ) )
Seyerity of wiorkpince injuriss 2 2 2 2
Wiy eating haiits 2 2 2 2
Level of stress 2 2 2 2
Lewezl o mradisty 2 2 2 2
Level of imritmility 2 2 2 2
Saif-agfeem 2 2 2 2
¥our Personal Relstionships
Relationship with spouss/partrer 2 2 2 2
Relzbionsip with children ) ) ) )
Relationsnip with other
Tamitgfriznds

3. Fow has your use of akcohol, drugs, and frequency of gembling changed snce Posted Transtormation
[Please remember ol onswars ore conficantial and anonyrmows).

Desoreased Stayed the Imcreased Does not
same appiy to me
Use: of siicohol 2 2 2 2
L= of non-presoiption dngs 2 2 2 3
Use: of prescoription drugs 2 2 2 2
Freguency of Fambling ) ) ) )

4. i 0TS, die you scoess the EAP |Employes Assictance Plan)®
O ¥es O No

5. Do you heve sny other comments about impacts of chenges to your waork schedule or e 8t work on healtth
and relationships releting to Postal Transformation”
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SECTION G: Accomwopanos, Mooiren Dumies, Dave Taxes, STD, Serecial Leave ano Cowe. Tee

1. i 2075 did you make & formairequest for sccormmcdation that wes not dwe to 8 medical restrction ™

Yy —
Ma

[ R

Mok sune

la. 'Whatwasthe reasen for your most recent request for acosmmaosdation?

1k Was that reguest granted?

-} Yes, completely 'B Yes, partally 3 Ho :B Pending

Ic  Were you cver sent home (or denbed work) with pay?

2 ¥es 2 Ho
1d. Were you cver sent homse (or denbed work) without pay?
2 ¥es 2 Mo

lz. Inyour expericnoe, what effect has Postal Transfermation had on kaving
your requests for accommiodation granbed?

T Exsiar noww b Hender o O Mo &fact D Mot sure

Z. i 2075 did you make & reguest for modified duties requiring scoomm odation®

Za. Whatwas the reason for your most recent request for modified duties?

Ibh  'Was that reguest granted?

2 Yes, completely .i.b Yes, partially 3 Ho 3!1-:1'1! aramilanis

2o Were you ever sent homse |or denbed work) waidlh pay?
D¥es D Ho

2d. Were you ever senk home {or denbed work] without pay?
Dves D No

Ze.  Inyour experience, what effect has Postal Tramsformation had on having your
requeests for modified dutes granted?

) Emsiar noww T Herder o ) Mo effect O Mot sure

3. Do you heve sy cther comements about requests for scoommiodation or modified duties relating to Postal

Transforreerbon ™

If pou are o temperaryy cesual staffl. please skip to poge 16 SECTION H: CUPW and Postal Tronsformaticn.

If you @re o permanent feli-fme or permonent part-time shof]. please continee with queshion 4 on tie next

poge.
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SECTION G: Accomeopanos, Mooifien Dumes, Dars Taxes, STD, Srecias Leave anp Cowr. Tee

4. i AT S, how many deys did you teie for esch of the followingT Please write s number in esch speoe_ i pow
dig not doke ooy days, phease antar 0T

U

g

Vacation days

Fersonal deys

Unpaid days taken due ta iliness
Unpaid days tmken for family reasons
Unpaid days taken for other neasons

da.  Did yow use any vacation days for personal reasons, such as for
appointments or illness, or to care for a family member ebc.?

D ves— 3l 4h Please describe.
J Ho

fn 2073, did you apply for the short-term disability plan [STDF)T

o

Mo

s M sa  Didyou recetve it?

T Yas 3 Mo () Pending

Sh.  Did you appeal?
2 ves ) Mo

S5c Wasthe appeal successful?

2 wez O Ho

G, fn 2013, did you make a request for special leave?

| [ — S
Ma
Mot sure

(S

Did niot kreow it
wWas myailakie

biL
11

b

How many times did you request special beave in 20037 [ | times
What was the reason for your mest recent request for special leawve?

Was that request gramted?
D2Yes 3 Mo 2 Pending

Im your experience, what cflect has Postal Transformation kad on
having your requests for special leave granbed T

) Emsizrpow ) Haroernow O Mo eflect 0 Mot sure

Page
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SECTION G: Accomeopanion, Mooiren Dumes, Dars Taxes, STD, Srecial Leave anwp Cowr. TRE

7. In 2013, did you make a request for compensatory time off [for overtime worked) T
,.:: r';: Ta.  Was the mast recent request grambed?
) Mot sure D¥es T Mo D Partially
TB.  In your experience, what elfect has Postal Translermabon kad on
hawing your requests for compensatory tme off granted?
2 Emsiermow ) Hargernow O Noeffect T Motsure
8. Do you have any other comments about requests for days off, for short term disability, special
leave, or compensatory time off relating to Postal Transformation?
Fage | 13
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SECTION H: CUPY 2np PoztaL TRAMEFORMATION

1. PFlease rate your level of agreement with each of the following statemens:.

Strongly  Somewhat Somewhat  Strongty o
There is somaone in the wnaon that | can talk with = = oy ] 73
Bbout My COMCEMS.
| Dmlimye Lh-ut the locsl u1'-:-|1 hiss handled Postal oy oy 3 0 »
Transformation as well 2= it cowld
| belizve that the rz.;in:lnal'mi\:!n has hangies = = oy ] 73
Postal Transformation as wel as it could.
| beliswe that the rational union Fas kancisd ) ) 0 0 »)

Postal Trarsformation as wel as it could.

%, Which sources are most imporiant to you for information about Postal Transformation?

Pipazse ronk your fop five, by winting =L~ navt to your most important sownoe, writing “2° for the naxt mest
impartant, and 5o on dowa ho “F7

Shop Stewan

Lol CFC mansg=ment, superisors
Local Union Odficers

Uriion Bulleting

CUPW letters o mmy haomie

CPC letters bo my home

OUPW:s publication [ Perspective]
OFC's puibiicetion [Penformance )
OUPAFs websibe

OFC's weehsibe

Sodial media [Faczoook, Twikber)
Nione of the sbowe

: (00000000000

hawe mrTy other comments about CUPW and Postal TrensformationT
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1.

1.

2.

SECTION I: Future PLanz

How likely is it that you will choose to leave Canada Post within the next three years?

3 ery likely
Somewhat likely
Somewhat unlibely
Wery unlikely

[

Not sure

How muwch has Postal Transformation affected vour plans to stay at or leave Canada Post
within the next three years?

D Hotatall DAlitte O Quitesbit "> Completely

How muwch has the recent announcement by Canada Post Corporation to end urban door-to-
divor delivery affected your plans to stay at or leave Canada Post within the next three years?

J Wotstall D ANte O Quite s bit 2 Complately

Flease explain your reasons for your plans either Lo stay at Canada Post or to leave.

SECTION .J: Some FinaL Guezmion:

What do you like best about your job?

What do you like least about your job?

3. Given that Postal Transformation is a reality, tell us one change that would make your work

life better.

Page
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SECTION J: Some Final Questions

‘We msk these kst questions to help us understand whether some growns of CUPW membsers are
miore affected than others by Fostal Trarsformation. Your indisicual, aronymous ansser will only
b used fior thess group comparisons.

4. Were you born in Canada?

2 Yes
2 He

) Prefer not to anower

42 In what country were you born?

4h. How many years have you lived in Canada? [ | vears

5. What language(s) do you speak at home?

6. What is the highest level of education that you have completed?

Did mot complete high school

High schooi diploma or exquivalent
Somie college or university courses
College certifimate or diploma
Eachaior's cegres

Some post-graduate courses
Gracuate degres
Other | phaase spacify)
Prefer not to answer

QOO o000

i
|
=
:
B
¥
-3
*
:

Ureder 320,000

520,000 to 535,959

5S40, D00 to 555,999

SE0, D00 to 575,999

520,000 to 595,999

540:0,000 to 5142 953

54%0,000 to 5159959

520,000 or more

Prefer not to answer

8. Any other comments you would like to make?

QOO0 o000

Thank you s much for taking the time to contribute to this valssble research. Jane Beach and
BAssocistes will make the survey report availsble to CUPW in late spring 2014, Results will be
circulated to locsls a5 soon as possibile and the report will be available on the union website. CUPW
will use this report to improve your conditions =t work through disozssion and negotistions with
Camsda Fost.
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