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Do we have your home
e-mail address?
Thanks to all members who
responded to our request last
month to provide us with, or
update, your personal or home
e-mail address. As we
continue to prepare for bargaining, it is important that
we are able to contact you
outside the workplace.

About to retire?
Consider taking out a retired
membership (only $25.00 per
year) to continue your
ServicePlus and other benefits, including receiving this
newsletter, after you retire.
Please print off a Retired
Membership form from our
website and send it in with
your cheque.

Missing new website
postings?
Sign up on the website if you
would like to receive e-mail
alerts whenever we post news
on the AMAPCEO website.
Don’t miss any more announcements; sign up today!
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After Fine Words, It’s Time to Judge Actions

W

Drummond Commission Report and the
Provincial Budget, both of which
paid tribute to the important contributions of
public servants and public services. Indeed,
the Finance Minister, in his Budget speech,
made a commitment that “respect will be the
watchword” in labour relations as the government moves forward to implement its
financial plans. The Premier has also
stressed the importance of respect, fairness
and balance in how the government treats its
public servants.
While we welcome the noble sentiments
inherent in the words of the Premier and the
Minister, we now look to see just how those
sentiments will actually be applied as we
prepare for bargaining in the OPS, OPACY
and HQO. Actions, of course,
always speak louder than words.
The landscape appears grim, for three
major reasons.
To begin with the Budget, the government is seeking a two-year wage freeze, although it is not clear if this will also extend
to a freeze on merit and pay-for-performance.
Apparently ignoring the fact that collective
bargaining is a constitutionally-protected
right in Canada, the government has threatened to legislate a freeze if we do not agree
to one at the bargaining table. I have difficulty understanding how a legislated salary
freeze is respectful or fair, especially when it
is threatened before we even start bargaining.
It is also difficult to understand how a
salary freeze makes any sense. The Drummond Commission recommended against an
across-the-board freeze, which only puts the
public service at a competitive disadvantage
with the broader public sector and the private
sector. The fact is, as third party studies have
consistently shown, professionals in the OPS
have fallen up to 20 per cent behind in total
compensation (including wages, benefits and
pensions), when compared to similar
E HAVE NOW SEEN THE

positions in the BPS and the private sector.
Wage freezes result in short-term savings
for the government but hamper the competitiveness of the OPS for years to come.
Incidentally, while the government relies
on an examination of an eight-year window
(2003-2011) to argue that public sector
compensation has grown dramatically, that
snapshot shows only part of the picture. In
fact, when reviewed over a 20-year period
beginning in 1993, AMAPCEO across-theboard increases have actually not kept up
with the Consumer Price Index .
As I noted when the Budget was presented, AMAPCEO is not afraid of a conversation about transformation of public
services, but that conversation must be
open, honest, evidence-based and transparent. We made extensive recommendations
to the Drummond Commission on ways to
modernize and reform the OPS without sacrificing the public services that our fellow
citizens continually say they value.
One important way to help create a more
modern workforce is to complete the joint
Job Evaluation Project, with which AMAPCEO and the employer have been engaged
for almost a decade. By the time we sit
down at the bargaining table in July, we will
finally be in a position to negotiate the salary ranges for our eight new classifications,
and we hope to find a willing partner to join
us on the other side of the table. (For more
information on the JE Project, please see the
article inside on page 4.)

T

concern is
that we have received notice from
the OPS employer of its intention to
negotiate an Essential Services Agreement
before we begin bargaining this Summer.
To understand the significance of this, you
need to know that, under the legislation
HE SECOND REASON FOR

(Continued on page three…)
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Board and Council News
At four meetings held in December, January, February and March, the Board of
Directors made the following appointments:
To AMERCs (AMAPCEO-Ministry Employee Relations Committees) in the
OPS: BRADLEY SHAW (OMAFRA); KELLY ANNE BRANCO (Labour);
DOMENIC FRAGALE, RON BURWELL and LINDA ST. DENIS (MCSS/CYS);
BILL GIBSON and DARLENE JACKSON (MTO); VALERIE RUSSELL (MOHLTC);
and LISA KITCHEN (MCSCS). An AMERC is established in each ministry, consisting of AMAPCEO and employer representatives, to address local issues and
perform specified functions under the Collective Agreement.
To the Employee Relations Committee in the HQO bargaining unit: KRISTEN
MCMARTIN and JACOB FRANEK.
To the Workplace Relations Committee: DAVE BULMER and ANGELO
DIGIACOMO, joining continuing and/or re-appointed members KEN BOTARI,
CETTINA CUFFARO, JOHN LIPCSEI, DAVID MCGOWAN and DENIS NOEL, with
DAN SKWAROK as committee chair and Board liaison.
To the Health, Safety and Wellness Committee: DEBRA MCCRACKEN, RICK
SMITH and MARTIN BARCLAY, joining continuing and/or re-appointed members
LESLIE BARBER and MARCO MERUCCI (chair), with HAROLD HAYNES and
NELLA BELCASTRO as Board liaisons.
To the Pension Committee – all re-appointments: KATE AZURE, RICK
BERTOZZI (chair), BILL COLEMAN (retired member), DOUG CROSKERY and
MARCO MERUCCI, with DAVE BULMER as Board liaison.
To the Diversity Committee: BRENDA SEDGWICK and PARMOD CHHABRA,
joining continuing and/or re-appointed members JULIAN KUSEK, TJ SAROYA
(chair) and SADDEIQA HOLDER, with BARBARA GOUGH as Board liaison.
As Chair of the Board: DAVE BULMER, who was unanimously re-elected to his
second term.
The Board thanked the following members whose terms ended on committees this
year: JAYNE SMITH (Health, Safety and Wellness); TERRY PETERS (Workplace Relations); SIRKKA TOSSAVAINEN and MARTIN MEDEIROS (Diversity); and JEFF
EVANS (Pension).
Consistent with our strategic communications plan, the Board agreed that
AMPACEO should join the Public Policy Forum and should become a sponsor of the
Ontario Legislative Internship Program.
The Provincial Council, which consists of all Board members plus the 23 Chapter
Chairs, met twice -in January and February- and made the following appointments:
To the Member Reward and Recognition Committee: BRYAN CARD (as a Chapter Chair representative) and NELLA BELCASTRO (as a Board rep), joining continuing members SHARYN BIR and DONNA DAVENPORT (both Chapter Chairs)
and MURRAY GAUDREAU (Board rep and committee chair).
To the HQO unit bargaining team, ratifying the Board’s recommendation:
KRISTEN MCMARTIN and JACOB FRANEK, plus AMAPCEO staff ROB HARRIS
and legal counsel ELI GEDALOF.
To the OPACY unit bargaining team, ratifying the Board’s recommendation:
RAWLE ELLIOTT and AUDREY WANDOLO, plus AMAPCEO staff ROB HARRIS
and legal counsel ELI GEDALOF.
As Council Chair and Vice-Chair: CHRIS GOETHEL and DARLENE JACKSON,
respectively. Chris served as Vice-Chair last year.
The Council noted the following elections by acclamation to fill vacancies on two
ADC committees: DEBRA MCCRACKEN to the Elections and Credentials Committee
and BRUNA CASTROGIOVANNI, RENEE LECLAIR and MARIA SANTOS to the Resolutions Committee. Both committees are now at full membership.

Brief Updates
Bargaining Surveys. Surveys to
determine bargaining priorities are
being sent this month to members in
OPACY, HQO and the Ontario Arts
Council.
A post-Drummond Commission
survey was sent last month to our
OPS unit, following our first OPS
bargaining survey in October. The
purpose of this second survey was to
find out what members thought of the
Drummond recommendations and to
take the temperature of members
with regard to a number of bargaining issues.
The survey results were very supportive of our direction and reconfirmed a number of priorities
(such as the continuing importance of
job security provisions and the need
to complete job evaluation).
We received many helpful suggestions for events and activities that
members think we should take during
bargaining; please watch as we
announce some of these initiatives
during the coming weeks.

Bad Faith Bargaining. As we were
preparing for the next round of bargaining, we received in January the
Ontario Labour Relations Board decision on our bad faith bargaining complaint arising from the last round of
OPS bargaining in 2009.
The decision, as reported on the
website, was a resounding defeat for
the OPS employer, with the OLRB
Vice-Chair finding that the employer’s conduct, in trying to conceal
its secret 1% deal with OPSEU, was
an attempt at “deliberate misrepresentation”, and constituted bargaining
in bad faith. A separate hearing will
be scheduled on our request for
remedies.
Unfortunately, the employer has
rejected the ruling and has announced
that it will file for judicial review of
the decision. Full details, including
the complete text of the OLRB decision, the employer’s response and
various media reports on the issue,
are posted on the AMAPCEO website: www.amapceo.on.ca.
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Fine Words, But It’s Time to Judge Actions
(Continued from first page . . .)

governing OPS labour relations, a strike or lockout is possible
only if the parties have an ESA in place (an agreement that
specifies which employees are designated essential and therefore
unable to participate in a potential labour disruption).
We haven’t negotiated an ESA for almost a decade; in the
last three rounds of bargaining, we proposed, and the employer
agreed, that since neither side was interested in a labour disruption, it was unnecessary to waste time negotiating an ESA, so
we simply sat down and started bargaining.
The employer and OPSEU liked our idea so much that they
agreed not to negotiate an ESA in their 2009 round of bargaining.
Now, however, the employer wants an Essential Services
Agreement, which we can only assume is because it wants to be
able to move to a strike/lockout position quickly after bargaining
starts. Once the parties are in a strike or lockout position, the
employer is able to unilaterally impose some or all of the provisions in whatever it has tabled as its last offer (which happened
recently in negotiations between the City of Toronto and its outside workers).
It is difficult not to view this as an ominous sign, since
AMAPCEO has no interest in initiating a labour disruption,
unless provoked. It certainly seems at odds with the fine talk
from the Premier and the Finance Minister about respect and
fairness. But it does come from an employer that has been
found guilty by the Ontario Labour Relations Board of engaging
in “deliberate misrepresentation” and bad faith bargaining with
AMAPCEO during the last round of negotiations in 2009.

T

is the reference in the
Budget to a review of public sector pension plans. While
we welcome a conversation about ways to protect the
retirement of all Ontarians, we need to be clear that the Public
Service Pension Plan, to which most AMAPCEO members belong, has only a small, very manageable funding shortfall, much
of which can be attributed to the government’s withdrawal of a
large surplus in the 1990s, as well as employer-mandated contribution holidays. The Hospitals of Ontario Pension Plan, to
which some of our BPS members belong, is also well run and in
no financial trouble. All AMAPCEO-represented employees
pay 50% of ongoing pension contributions. We will not stand
by and let our pension plans be attacked as part of an agenda of
misrepresentation and scapegoating of public servants.
As we prepare for bargaining, I encourage all members to
continue to visit both our regular website and our new bargaining site, which will be announced very soon. We will be rolling
out updates on a regular basis to keep you informed and educated about the issues. Please also keep in touch by sending
your comments and suggestions – to your elected representatives or to the e-mail addresses indicated on our websites.
Although the bargaining climate appears difficult, it is far
from hopeless, and we believe we have a strong case to make –
if we receive a fair and respectful hearing by our employers.
With your continuing support, we will make sure they hear our
message loud and clear.
GARY GANNAGE,
President and CEO
HE THIRD REASON FOR CONCERN
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FSCO Outsourcing is Just Plain Wrong
If Finance Minister Dwight Duncan wants to save some
money, he can start with cancelling the outsourcing of mediation and arbitration services by FSCO.
AMAPCEO represents OPS employees who work in the
Financial Services Commission of Ontario (FSCO), an agency
of the Ministry of Finance. Members there include mediators
and arbitrators who work to resolve disputes between automobile insurance companies and customers who have been turned
down for accident benefits, such as income replacement, medical and rehabilitation expenses and death and funeral benefits.
Mediators attempt to resolve disputes informally, with the
parties reaching a mutual agreement. If there are issues remaining in dispute following mediation, the customer is entitled to apply for arbitration at FSCO or proceed to court. As
with a judge’s decision, an arbitrator’s ruling is binding on both
parties.
The mediation and arbitration program was established in
1990 as a cost effective and speedy alternative to the courts.
There are strict timelines for both mediation and arbitration.
The volume of applications to FSCO has grown each year,
with the result that there has been a large backlog of cases for a
number of years, creating serious workload issues for mediators and arbitrators. The backlog came under fire from the
Auditor-General, who noted that cases were waiting up to 10
months for mediation rather than the mandated 60 days.
Because of the government’s FTE constraint policy (an
overall reduction of OPS positions announced in the two previous budgets), FSCO has been unable to get approval to hire
additional unclassified positions to deal with the backlog.
The proposed solution? To outsource mediation and arbitration to the private sector. A Request for Proposals was issued
in January, targeting the very law firms and other professionals
who appear now before FSCO on behalf of customers and insurance companies. Under a two-year “pilot” project, additional mediators and arbitrators will be appointed who will
operate outside the OPS on a fee-for-service basis.
AMAPCEO registered its objection to this course of action
as soon as it was first raised with us over a year ago. FSCO
has informally acknowledged to us that the outsourcing will
cost more than simply hiring unclassified staff to deal with the
backlog, but the government is not willing to budge from its
FTE constraint program. The public response of FSCO, as
reported recently in the Toronto Star, is that the agency decided
against hiring more staff because “the best solution would be to
engage a number of companies that provide high volume services”. High volume, perhaps, but at what cost?
Quite apart from the absurdity of the financial costs, this
arrangement raises a host of questions about the quality of mediation and arbitration to be provided by these “high volume”
providers; potential security issues (since the services will be
provided offsite); and conflict of interest concerns.
We call on the Finance Ministry to reject this wrong-headed
and costly decision. It is not in the interests of the clients who
rely on an independent and impartial dispute resolution system
and, frankly, it is an insult to the professionalism and quality
standards of the mediators and arbitrators who work as public
servants at FSCO.
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Why is the Job Evaluation Project so Important?
This is an updated summary of a document first posted on the
AMAPCEO website in March 2009.
1. Introduction – what is Job Evaluation?
AMAPCEO members and their employer, the Government of
Ontario, have been engaged in a joint Job Evaluation Project for
almost a decade, with the goal of developing a new job classification and evaluation system for the approximately 11,000 AMAPCEO-represented positions in the Ontario Public Service.
During the last round of bargaining in 2009, we emerged with
a revised Job Evaluation (JE) timetable and a re-commitment
from the employer to complete the project. Specifically, the parties are committed to negotiate the rates and salaries of the new
classifications and any other monetary consequences in the 2012
round of bargaining scheduled to begin this Summer.
In fact, at our suggestion, the employer agreed to a threemonth delay in the start of bargaining so the parties can complete
the final steps that will allow us to begin those monetary discussions.
AMAPCEO members and their employer have invested much
time and energy in the JE Project and, as we explained in our
December 2011 brief to the Drummond Commission, we believe
the successful completion of this project is critical to the modernization of the OPS workplace. JE will be a central issue in
bargaining, so it is important for AMAPCEO members to understand its history and what is at stake as we prepare for negotiations.
2. How Did the JE Project Start?
In 1995, AMAPCEO began advocating for reform of our job
classification system during the first round of collective bargaining, as the existing system was already out of date – something
explicitly acknowledged at that time by the employer. In fact, an
employer document from 1995 described the classification standards of the time as “outdated and [they] do not reflect the evolution of work and technology during the last 20 years. This forces
‘creative’ classifications against inappropriate standards and becomes the source of internal inequities and potential grievances”.
In other words, seventeen years ago, the employer described
our job classification system as 20 years out of date. In 2012, we
are still operating under that system, which is now almost 40
years out of date. It is an anachronism that should embarrass a
government that wants to transform the OPS into a modern, efficient workplace for the future and whose vision is to be an
“employer of first choice”
3. Why the JE Project Is Important
The current system, with over 200 different classifications, is
simply inefficient and confusing, as well as non-compliant with
pay equity factors. A significant number of employees are treated
unfairly, classified and paid differently for the same level of work
and even the same work. The system encourages rapid turnover,
as employees, dissatisfied with the unfairness of their classification or having attained the maximum of their salary range, seek
opportunities in other ministries or branches, applying for jobs
that take them out of projects sooner than they or their managers

might wish, often disrupting important government work. As a
result, the OPS experiences constant turnover, wasting too
much time and energy on too many internal job competitions or
on unnecessary re-classifications as managers game the system
in order to keep good staff from leaving.
The goal of the new system would be to rectify these problems, creating a process that is adaptable, fair, transparent, consistent, simple, and pay equity compliant, with fewer job descriptions and the consistent use of multi-incumbent positions
across government.
A new job evaluation system would support true human
resource modernization in the OPS and transform our workplace for the future.
4. Convincing the Employer to Agree to Job Evaluation
The employer finally agreed to reform of the job classification
system in 2002, committing to a joint review requiring six
weeks to complete. Instead, until AMAPCEO could focus the
employer on the decisions required, it took almost two years to
negotiate a detailed agreement specifying the project timelines
and process.
5. The November 2003 Agreement: Four Phases
The November 2003 Memorandum of Agreement established
four phases of the JE Project. The first two phases (selecting a
classification and evaluation system, and testing and customizing the system by using about 80 sample or reference jobs)
have been fully completed. We are now in the final stages of
Phase III, under which the employer was to prepare job descriptions for all positions, evaluate them and assign them to
one of eight new classification levels. Separate deadlines were
established for jobs in existence up to December 31, 2007,
which were to be completed first, and jobs created after December 31, 2007, which were to be evaluated later.
During Phase III, AMAPCEO insisted that, before starting
its evaluation process, the employer provide an opportunity for
each employee and his or her manager to review and comment
on the new job descriptions. Only in December 2008 did the
employer advise AMAPCEO of the completion of this part of
the phase.
The employer then proceeded to evaluate the job descriptions and to assign them to a classification level. As part of
this process, however, AMAPCEO also conducted its own
evaluation of the jobs (we seconded ten AMAPCEO members
into the Association’s office to do this work), since finalization
of the evaluation of each position requires AMAPCEO approval. The seconded members ended their work last December.
We are currently reviewing with the employer, position-byposition, those jobs on which AMAPCEO and the employer
came up with a different classification level. We now expect to
be finished Phase III by the time we begin bargaining for a new
Collective Agreement this Summer.
In Phase IV, the final phase, AMAPCEO and the employer
will negotiate the rates and salaries of the eight levels and any
other monetary consequences.
(Continued on next page. . .)
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6. Why has this taken so much time?
Both parties did underestimate the complexity and time required for completion of some
tasks. However, until relatively recently, the basic problem has been the refusal of the employer to provide adequate resources to staff and manage its end of the JE Project. The unwillingness of the largest employer in the province to commit the resources necessary to do
the work has been frustrating and disappointing at times, although we have been encouraged
by the serious efforts of the Joint Working Group to complete the final stages of Phase III.
7. What are the Benefits and Risks of JE?
Given the delays and uncertainties as we attempt to finish Phase III, and in light of the government’s current agenda of fiscal restraint, should the JE Project continue? We believe the
answer is a resounding “yes”, for the following reasons:
The alternative to pursuing the JE Project, given that OPS employees do not have the
right to arbitration for classification disputes, is to challenge the constitutionality of the
no-arbitration legislation, which has the risk of being even more time-consuming and
expensive than JE.
The JE Project will require the employer to pay the costs of compensating people appropriately, which should result in a significant increase in overall bargaining unit compensation, if not overnight then at least over time. For any positions whose classification
level may end up being lower, AMAPCEO would, as per current practice, seek to extend
salary protection (e.g., red-circling).
We have invested considerable time and effort in the JE Project to date, and have managed to achieve consensus with the employer on a number of important issues. All of
these changes that could benefit our members, and the OPS at large, risk being lost if
abandoned at this stage.
If the costs of implementing the new JE salary ranges are too high, the government will
try to force members to pay for JE by offering too little for the new ranges and increases.
This is a risk worth taking and dealing with, however, since the alternative is continuation of an inequitable and unfair system.
Realistically, there is no better alternative to holding the employer to its commitment.
We cannot litigate salaries; we can only negotiate them. Clearly, part of the negotiating
process requires the mobilization of the membership, but AMAPCEO members have
shown in the past that they will stand up for their rights, a reality that has influenced the
employer in previous negotiations.
If we do not proceed with JE, we will be required to negotiate a pay equity plan for the
bargaining unit, a process likely to be as complicated and time-consuming as JE, without
addressing the administrative inefficiencies or antiquity of the existing system, redressing
all salary relativities, or implementing as comprehensive a system as the completion of
JE. (The prospect of having to negotiate a pay equity plan is another incentive for the
employer to finish the JE project.)
The alternatives to the completion of the JE Project, in other words, would be more unacceptable than holding the employer to its commitment to complete the current project.
There is no doubt that this is a challenging time to be bargaining salary increases with a
public sector employer, particularly the provincial government, but we believe the employer
will ultimately see the value in implementing a new system as a means of achieving its transformation and modernization agenda. Ultimately, job evaluation will result in a more modern, efficient and rational workplace and that has to be in the interests of everyone, including
the public that we serve.
8. What are the Next Steps in the Process?
The JE Joint Working Group, consisting of AMAPCEO and employer representatives, is
meeting twice weekly to review those positions on which the parties reached different conclusions on classification level. The work is proceeding at a pace that should enable the parties,
as previously agreed, to negotiate during the next round of bargaining (scheduled to begin this
Summer) the rates and salaries and any other monetary consequences of the new job evaluation and classification system.
Your continued support for these efforts, and your willingness to demonstrate that support, will be crucial in achieving the desired results.
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Is AMAPCEO work
being done by
non-employees in
your workplace?
AMAPCEO is looking for member
assistance to monitor whether the OPS
employer is continuing to use non-OPS
staff to perform AMAPCEO bargaining
unit work. Information collected will
be used in our ongoing Bargaining Unit
Integrity (or BUI) dispute to stop this
practice and convert this work into bargaining unit positions.
The employer currently uses individuals across the OPS to do the work
that is normally done by AMAPCEOrepresented employees. These nonpublic servants are brought in under a
variety of guises: as transfer payment
agency employees, secondees from
other public organizations, fee-forservice consultants, contractors, retirees, temporary help agency employees,
etc.
This widespread practice of using
non-public servants creates a
“phantom” workforce that misleads the
public and the Legislature. The employer does this in part to evade the
FTE limits and FTE reductions currently in place in the OPS. The employer often pays non-public servants
significantly more than AMAPCEO
OPS employees doing the same work.
The jobs being done by non-public servants were never posted and members
do not have the opportunity to compete
for them.
The use of non-public servants also
has a negative effect on AMAPCEO
job security entitlements. AMAPCEOrepresented employees who are facing
layoff are entitled to be directly assigned to vacancies for which they are
qualified; searches conducted by MGS
for such vacancies do not include the
work performed by non-public servants
and these positions are also not subject
to bumping by members for whom a
direct assignment is not found.
If you have information on onpublic servants in your workplace,
please contact MATTHEW HILL,
Labour Relations Specialist, by phone
at the AMAPCEO office at ext 2701 (at
1-888-AMAPCEO or 416-595-9000) or
by e-mail at hill@amapceo.on.ca.
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Member Profile:

Senior Client Representatives and Investigators at the
Office of the Public Guardian and Trustee

T

OFFICE OF THE PUBLIC GUARDIAN AND TRUSTEE
(OPGT) is organized as part of the Victims and Vulnerable Persons Division of the Ministry of the Attorney General, and the name of that division is an accurate
shorthand for describing the work of the office, which is responsible for protecting mentally incapable people, defending
the public’s interest in charities, searching for heirs to estates,
investing perpetual care funds and dealing with dissolved corporations.
With approximately 400 employees located in six offices
throughout the province (Toronto, Hamilton, London, Ottawa,
Sudbury and Thunder Bay), the OPGT is committed to improving accessibility for the citizens of Ontario with disabilities.
In this member profile, we’ll take a closer look at the roles
of two AMAPCEO-represented positions in the office:
Senior Client Representative and Investigator.
The role of a Senior Client Representative in the OPGT is
to protect mentally vulnerable and incapable adults and to try
to maximize their quality of life through proper management
of their financial affairs. In this role, which is called
“guardian of property”, the OPGT makes all the financial decisions and conducts transactions for individuals who lack the
capacity to manage their own affairs. This includes receiving
and depositing income, making investments, maintaining and
selling property, applying for benefits, filing tax returns,
paying bills and acting in any legal proceedings that may be
required.
DAN SKWAROK, a Senior Client Representative who
works in Sudbury, explains his role in more detail: “Imagine
you are hospitalized, being treated for mental health issues in
a hospital and the doctor has concerns about your capacity to
manage finances. He or she finds out that you do not have a
Power of Attorney and under the Mental Health Act they issue
a Certificate of Incapacity to manage one’s property. Instantly, the Public Guardian and Trustee becomes the statutory guardian of property. Of course, the Mental Health Act
protects the rights of patients and the Substitute Decisions Act
provides rules on what we do and how we do it, but essentially, we become the decision-maker of last resort.”
Skwarok’s colleague, HAROLD HAYNES, a Senior Client
Representative based in Hamilton, is also responsible for the
day to day management of the finances of mentally incapable
adults. “Some of my financial responsibilities,” he says,
“could include acting as a detective to find out the client's
sources of income (pensions, investment income, etc.); redirecting monthly expenses such as hydro or cable;
and reviewing financial plans on behalf of clients and making
recommendations to accept plans prepared by financial advisors.”
While Senior Client Representatives look after the ongoing
management of vulnerable people, the role of the Investigator
is to conduct an extensive range of investigations into allegations of existing and/or potential harm to the vulnerable and
incapable population of Ontario.
HE

“Severe self-neglect, physical abuse and financial exploitation of these individuals are some of the issues I deal with,”
says LYNN LEROUX, an Investigator based in Ottawa. “The
goal of the investigation is to try and facilitate solutions and
interventions that will serve to protect the individual without the need for a formal court process. Depending on the
investigation, a court application may be the only viable
option.”
There are twenty OPGT Investigators across Ontario.
Client Representatives and Investigators face unique challenges when dealing with the public or visiting clients at
home. While conducting physical searches, Client Representatives and Investigators often face hazardous conditions, which may include extreme temperatures, travel to
remote locations, poor housing conditions and angry or
violent clients suffering from behavioural issues, psychiatric illnesses or alcohol addictions.

B

ESIDES HAZARDOUS CONDITIONS,

there are also
challenges of time constraints, constantly changing
caseloads and concerns about the ability to satisfy
the clients or adequately meet their needs. “Meeting the
demands of approximately 60-70 clients, while balancing
those needs with the auditing demands and policy requirements of the organization can be exigent,” according to
Haynes.
Despite these challenges, there are many rewards to taking on the role of guardian. “I enjoy finding ways to facilitate a client’s lifestyle without being overly obtrusive, and
at the same time, satisfying our mandate to protect our clients from financial mismanagement,” says Skwarok.
“The strength of the OPGT comes from the dedication
and dutiful work of its workers’ overtime”, says MARIEDIANE DODD, a Senior Client Representative in Ottawa.
“My colleagues are some of the most dedicated and hard
working people in the OPS. The success of our organization, in spite of recent budget constraints, has been the ability of our workers to do more with less.”
Our colleagues at the OPGT work to protect and promote the interests, rights and dignity of the most vulnerable
citizens of Ontario. We are pleased to be able to profile yet
another group of AMAPCEO members who add significant
value to our society. We really do “make government
work”.
This is the 17th profile in a series of occasional articles on the
work of AMAPCEO-represented employees in our many workplaces across the province and in ten cities outside Canada: the
Ontario Public Service, the Office of the Provincial Advocate for
Children and Youth, Public Health Ontario, the Ontario Racing
Commission, Waypoint Mental Health Centre in Penetanguishene,
the Medical Advisory Secretariat at Health Quality Ontario and,
as of February, the Ontario Arts Council. To view previous profiles, please visit our website (www.amapceo.on.ca), where our
past newsletters are archived.
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AMAPCEO Mourns Loss of Three
Former Activists

New Workplace Representatives
Appointed

ROBERT BARNES passed away suddenly on September
30th, 2011. Rob retired last year after 36 years with MTO
in Toronto. He was an active AMAPCEO health and
safety representative and also served as a member of the
central Health, Safety and Wellness Committee.

The AMAPCEO Board of Directors has appointed the following
15 AMAPCEO members to two-year terms as Workplace Representatives following their successful completion of workplace
rep training.

th

MARCIA MACKS EDWARDS passed away on January 25 .
Marcia was an active member in the Ministry of Health
and Long-Term Care, originally in Kingston and later in
Toronto. She served as a member of the Board of Directors for a number of years while in Kingston and, after
starting to work in Toronto, was seconded into the
AMAPCEO office as Senior Staff Officer. Marcia retired
from the OPS a few years ago and was living with her husband in Waterloo at the time of her death.
NEIL HUMPHREY, who was a former Chair of the Sudbury
Chapter, passed away on February 22nd. Neil retired from
the OPS in 2006. He was an early activist when AMAPCEO was first established, was a long-time Delegate to the
Annual Delegates’ Conference and also served a term on
the Constitutional Review Committee.
AMAPCEO extends our sympathies to the families,
friends and former colleagues of Rob, Marcia and Neil.

LTIP Members Back on Seniority List
Thanks to an alert AMAPCEO member, a flaw in the OPS
seniority list is being fixed. The OPS employer has not
been routinely including all members on the seniority list
while they were on LTIP leave; JOHN PAUL, a member in
Finance, drew this to our attention and the employer is
now in the process of reinstating those on LTIP to the list.
Members on LTIP always remain, however, in the
AMAPCEO membership data base and we continue to
represent them while they are on long-term sick leave.

From the Website:

New Members at the Ontario Arts Council!
AMAPCEO welcomed its 7th bargaining unit in February
when employees at the Ontario Arts Council voted overwhelmingly to join us. Our newest unit includes granting,
communications, research, outreach, administrative and
finance staff, all but two of whom are located in Toronto.
The OAC is an independent agency funded by the Ontario
government.

Workplace Representatives are trained colleagues who assist
members on site with questions about the interpretation of the
collective agreement. Workplace Rep training is also required
for AMAPCEO representatives sitting on AMERCs
(AMAPCEO-Ministry Employee Relations Committees). The
new appointees are:
CHRIS BAILLIE

Health and Long-Term Care,
Toronto

GARY COLERIDGE

Health and Long-Term Care,
Toronto

ELIZABETH D’OLIVEIRA

Transportation, Kingston

DAVID FERGUSON

Natural Resources, Peterborough

JUDY GRANT

Finance, Oshawa

RON GRISBROOK

Training, Colleges & Universities,
Toronto

BARRY HUTCHINSON

Finance, Oshawa

HEATHER MYERS

Tourism and Culture, North York

SALLY PARDAENS

Finance, Oshawa

PHILIP ROBERTS

Finance, Pickering

BOB SHERMAN

Attorney General, Toronto

LINDA ST. DENIS

Community and Social Services,
Newmarket

DAMIAN SUFFOLETTA

Finance, Toronto

FRANK TANG

Government Services, Toronto

THOMAS TELFORD

Transportation, Kingston

A complete list of AMAPCEO’s 179 Workplace Representatives appears on the website at www.amapceo.on.ca - click on
“Contact Us”. Anyone interested in taking Workplace Representative training is encouraged to contact INESSA PETERSEN,
Labour Relations Officer, at 416 595 9000 (ext 2742) or by email at petersen@amapceo.on.ca. An application for
Workplace Rep training is posted on the website under
“Documents and Forms”.
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AMAPCEO Office Staff News
The AMAPCEO office was sorry to say good-bye in February to KAREN CANTONI, Labour Relations Specialist, who resigned to
spend more time with her family. Since joining AMAPCEO in June 2007, Karen has been instrumental in building up our membership development, activist recruitment, Chapter liaison and mobilization capacity. We wish her all the best.
Succeeding Karen will be JENNIFER SHERWOOD, formerly a Labour Relations Officer, who has worked at AMAPCEO since 2009
on membership development, Chapter liaison and health and safety policy analysis. She will continue this work in her new position
and will also support OPS bargaining. Jennifer, who has a Master’s degree in Social Work, has worked as a media relations officer
and a researcher in the House of Commons and was a chief steward for the Saskatchewan General Employees’ Union (SGEU) when
she worked as a case worker and counselor.
ROB HARRIS was appointed as a Labour Relations Specialist in February. Before joining AMAPCEO as a Dispute Resolution Officer in 2007, Rob worked as a research consultant for CUPE Local 79, with previous experience as a constituency assistant for an
MPP and as chief negotiator for an OISE bargaining agent. Rob has a law degree from the University of Windsor and articled at the
Ontario Labour Relations Board. He will work on a range of labour relations issues, including bargaining (HQO and OPACY), job
evaluation and personnel security checks.
BERNADETTE KING joined AMAPCEO in January as a Workplace Advisor. Bernadette majored in human resources management at
Ryerson University, where she earned a Bachelor of Commerce degree and she is completing a Masters in Industrial Relations and
Human Resources at the University of Toronto. She worked most recently in labour relations at Seneca College and also has worked
as a Human Resources Advisor at HR Ontario serving three different ministries.
INESSA PETERSEN joined AMAPCEO in March as a Labour Relations Officer, succeeding Jennifer Sherwood. Inessa worked most
recently as an organizer at the Elementary Teachers’ Federation of Ontario. She has also been an organizer with the Service Employees’ International Union and worked as a project co-ordinator at the Workers’ Arts and Heritage Centre in Hamilton. She is a
graduate of the Labour Studies program at McMaster University and of the Nova Scotia College of Art and Design and has been
active as a steward and lead negotiator for CUPE Local 1281. She will work on organizing, membership and activist development,
Chapter liaison and member mobilization.
BENJAMIN ROSSITER will join us as a Labour Relations Officer on May 1. A graduate of Osgoode Hall Law School of York University, Benjamin is an Associate at Cavalluzzo Hayes Shilton McIntyre and Cornish, a labour-side law firm, appearing before
courts, administrative tribunals (including the OLRB) and arbitration boards on behalf of unions and individual members. He also
has worked in the offices of a federal MP and two Ontario MPPs. Ben’s responsibilities will include personnel security checks, BPS
bargaining issues and jurisdiction and exclusion disputes.
We are also pleased to announce the arrival of two new babies. Congratulations to Dispute Resolution Officer FATIMAH KRABI and
her husband, Ali, on the birth of their daughter, Hania Maryam, and to Labour Relations Specialist JENNIFER PACHECO and her
husband, Junior, on the birth of their son, Michael Jose. Jennifer began her maternity leave on February 10th and, as reported in the
last edition of AMAPCEO Member News, Fatimah began her leave in November.

Second Annual Student Essay Contest on the Value of Public Service
AMAPCEO is pleased to announce the second annual essay contest to encourage secondary school students to think about the
value of public service in Ontario. Once again, the contest is open to all full-time students enrolled in an Ontario secondary
school. The contest features three cash prizes for the winning entries: $750 for first place; $500 for second place and $350 for
third place. Essays may be written in English or French and submitted by midnight on Friday, April 27, 2012.
This year’s topic is “The Value of Public Service in Ontario,” which could include one or more of the following questions:
Why is public service important to you?
What would you do to improve and protect public service in Canada?
Is it worth preserving – why or why not?
We are encouraging all AMAPCEO members to draw this opportunity to the attention of their families, friends and neighbours.
Last year, AMAPCEO member LINDA GRAHAM’S son, Brandon, of London, won the third prize of $300 for an essay on the
education system in Canada. Full details and contest rules can be found on the AMAPCEO website: www.amapceo.on.ca/
essaycontest.
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New Health and Safety Representatives Appointed
On behalf of the Board of Directors, the Health, Safety and Wellness Committee has appointed the following seven AMAPCEO
members to two-year terms as Health and Safety Representatives. Health and Safety Representatives sit on local joint health and
safety committees with employer representatives and members nominated by other bargaining agents. The new appointees are:
TINA BUCCI

Transportation, 77 Wellesley Street, 3rd Floor, Toronto;

SAM CURTIN

Community and Social Services, 119 King Street, 7th Floor, Hamilton;

JINI MARAJ

Attorney-General, 700 Bay Street, 3rd Floor, Toronto;

SHAZ MAQBOOL

Government Services, 77 Wellesley Street, 4th Floor, Toronto;

GLORIA MEUNIER

Government Services, 77 Wellesley Street, 5th Floor, Toronto;

JOANNE REY-REITER

Health and Long-Term Care, 393 University Ave, 21st Floor, Toronto;

PHILIP ROBERTS

Finance, 1550 Bayly Street, 1st Floor, Pickering;

PAULA VITAL

Intergovernmental Affairs, 77 Wellesley Street, 12th Floor, Toronto.

A complete list of AMAPCEO’s 190 Health and Safety Representatives appears on the AMAPCEO website:
www.amapceo.on.ca/health. Anyone interested in becoming a Health and Safety Representative is encouraged to contact LIZA
PAPANIKOLAOU at 416 595 9000 or 1-888-AMAPCEO (ext 2725) or by e-mail at lizap@amapceo.on.ca. For more information on
health, safety and wellness issues, please visit the health and safety section of the AMAPCEO website: www.amapceo.on.ca.
All of our health and safety representatives will gather for an annual conference on Thursday, April 19th, in Toronto.

AMAPCEO, established in 1992,
represents 12,000 professional and
supervisory public servants, most of
whom work directly for the Government of Ontario in every ministry and
in a number of agencies, boards and
commissions; in all regions of the
Province and in ten cities outside
Canada. We also represent employees in six independent agencies:
Waypoint Mental Health Centre;
Public Health Ontario; Health Quality
Ontario; the Ontario Racing Commission; the Office of the Provincial
Advocate for Children and Youth;
and the Ontario Arts Council..

2012 AMAPCEO Board of Directors
Executive Officers:

Directors:

Gary Gannage

Nella Belcastro

President

Robert Stambula

Dave Bulmer

Vice-President

Murray Gaudreau

Ian GlynWilliams

Harold Haynes

Treasurer

Barbara Gough

Dan Skwarok

Secretary

AMAPCEO Member News is published by the
Association of Management, Administrative and Professional Crown Employees of Ontario
1 Dundas Street West | Suite 2310 | PO Box 72 | Toronto | Ontario M5G 1Z3
Tel 416-595-9000 or 1-888-AMAPCEO | Fax 416-340-6461
www.amapceo.on.ca
Editor-in-Chief: MICHAEL MOURITSEN | Director, Operations and Planning
mouritsen@amapceo.on.ca | Tel 416-595-9000 | Ext 2724
Managing Editor: LIZA PAPANIKOLAOU | Communications Officer
lizap@amapceo.on.ca | Tel 416-595-9000 | Ext 2725
To receive an electronic copy of this newsletter instead of a paper version, please write to amapceo@amapceo.on.ca
from your preferred e-mail address and include “sign me up for an e-newsletter” in the subject line. en e-newsletter” in
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