
Brothers and Sisters, 

        Before I get started with my report I would like you all to read the 
following document: 

                  CUPE National òEquality Statementó 

         Union solidarity is based on the principle that union mem-
bers are equal and deserve mutual respect at all levels. Any be-
havior that creates conflict prevents us from working together 
to strengthen our union. 

        As unionists, mutual respect, cooperation and under-
standing are our goals.   We should neither condone nor toler-
ate behavior that undermines the dignity or self-esteem of any 
individual or creates an intimidating, hostile or offensive envi-
ronment. 

        Discriminatory speech or conduct which is racist, sexist, 
transphobic or homophobic hurts and thereby divides us.  So 
too, does discrimination on the basis of ability, age, class, relig-
ion, language and ethnic origin. 

        Sometimes discrimination takes the form of harassment.  
Harassment means using real or perceived power to abuse, de-
value or humiliate.  Harassment should not be treated as a 
joke.  The uneasiness and resentment that it creates are not 
feelings that help us grow as a union. 

        Discrimination and harassment focus on characteristics 
that make us different; and they reduce our capacity to work 
together on shared concerns such as decent wages, safe work-
ing conditions, and justice in the workplace, society and in 
our union. 
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         CUPEõs policies and practices must reflect our commitment to equality.  Mem-

bers, staff and elected officers must be mindful that all sisters and brothers deserve 

dignity, equality and respect.  

          We have had some incidents recently that the Union finds very disturbing and if members con-

tinue to attack each other your Union will have no choice but to enforce our By-laws up to and in-

cluding suspending your Union card.  Several members are on our radar at this time and if they do 

not cease and desist they should expect to receive very firm repercussions to those actions by the 

Executive of CUPE 4500.  These actions within our group are detrimental to CUPE 4500 and are 

unproductive.       

 As some of you may already know I am in the last few weeks of my term as President.  It has 

been a steep learning curve with some bumps along the way.  As of May 15th Rob Woods will be the 

new President of CUPE 4500 and I will resume my role as Recording Secretary which I held during 

the last term prior to my Presidency.  I have had some highlights and lowlights through this term in 

office and have learned a lot in this time.  I leave the position in very good hands and will continue 

to work closely with Rob and the Executive Board on the issues that plague our group.  I am confi-

dent that there is indeed some light at the end of the tunnel on some of these issues.  Some will be 

concluded in the foreseeable future.   

          I have many to thank for all their support during my term as your President.  The cooperation 

between all the Executive Board members has been vital in these somewhat trying times of late.  

Along with the help of our CUPE National Representative, David Fleming, we have dealt with 

problems collectively as a team.  Many meetings, on many occasions, huge sacrifices were made, 

even Annual Vacation time has been sacrificed by some.   Make no mistake we are under attack by 

the Employer in many areas and we have been fighting back with the help of the National and some 

of the other Unions within CMBC.   This Executive Board is dedicated to guarding our Collective 

Bargaining Agreement and will continue to sacrifice when the needs arise.   

 With contracts up next year and the Company apparently struggling along financially; I re-

mind everyone to prepare for tough times.  Other unions in CMBC are wrapping up their contracts 

as of March 31st 2011 while CUPE 4500õs contract ends on December 31st 2011.  Please keep in 

mind though if CAW and or COPE are out then we will undoubtedly be out as well. 

 



Victoria Transit (CAW) is currently working without a contract since April 1st 2010 and last I heard 

there were no talks taking place, we are watching this closely as our members in Victoria will be af-

fected by this.   Talks between BC Transit and CUPE 4500 have not started as of writing this letter. 

 One thing that I will say is that with recent issues in front of Labour Relations and their reluc-

tance to respect Collective Bargaining Agreements and their members  - It is very alarming. 

Things of Interest  
    1)     The verdict has come back from WorkSafe and was not in our favor.  To be quite honest I am a 

little disappointed in several members that had serious incidents that happened and were not docu-

mented with WorkSafe.   Remember, if it is not documented then in the Companyõs eyes there is no 

problem.  We preach this to our Operators yet we donõt heed our own warnings!   This decision from 

WorkSafe was very disheartening; I canõt help but think that if they had all this information of these 

none documented issues there would have been a different ruling in regards to this lousy radio sys-

tem.  Since this verdict I have noticed a definite decline in morale amongst the Transit and T-Com  

Supervisors.  

2)       We have a problem that has been identified in regards to Road Services taking pictures out in 

the field.  Cameras have been purchased for all the Road Services trucks and they have been in-

structed to take pictures of previous damage when Operators report it.  It has been stated to us that 

by doing this on the road it saves 30 minutes in the shop.  This is further erosion of the Transit Super-

visorsõ workplace and is unacceptable.  This has always been part of  the duties done by the Transit Su-

pervisor group and has been pushed through with absolutely no consultation with CUPE 4500.  This 

directive is coming from high ranking exempt management staff.  We are hugely opposed to this ac-

tion and have voiced these concerns to Labour Relations with no reply to this point, and they wonder 

why we have started hitting them with Grievance after Grievance.  The tail is definitely wagging the 

dog at this point. 
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3)        Some of you have made some inquires about one of our members at T-Com that is on adminis-
trative leave.  I can assure you all that everyone including the National is involved in this case, the in-
vestigation is ongoing and to be fair to the member this is being kept between Executive Board mem-
bers and National reps only.  I understand long time friendsõ concerns over this issue, and I have 
fielded many calls of concern but I assure you all of your Executive is working diligently on this issue. 

4)        We now have Overtime language, thanks to the Overtime committee and Rob Woods.  There 
have been some growing pains though as was expected and we continue to work with CMBC on this 
issue when challenges are made. 

5)        òThe CUPE 4500 newsletteró that Joy Horan and Rob Woods bring us four times each year.  
Kudos!  To those two and the many individuals that submit their articles, jokes and comics to this re-
port.  Well done, and keep those articles flowing.  A big personal thanks to Joy as she has always been 
very patient with late submissions especially mine.  Sometimes delays are due to Executive Board 
meetings or other Union or personal business.  We are all familiar with prioritizing.  

To end my report I need to make you all think about a few things. 

 We need to modernize and adapt.  Training will need to be provided by CMBC. 

We may have some duties modified and/or enhanced. 

We need to entertain new opportunities and improve our relationships with other groups within 
CMBC. 

Work with other Unions to fight for common goals (Up coming CBA negotiations, Conflicting Job 
Descriptions, Job Erosion, Radio Issues and many more) 

In Solidarity, 

Karl Dvorak   
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 Itõs been a busy Spring, and there have been many issues keeping us busy.  I will list some of 
them, in no particular order. 

Supervisor Shuffles:  

Lots of movement, in both Service, and Shops.  Some were caused by sick replacements, a retirement, 
and some expansion. There will be a new ET Supervisor at VTC.  There are meetings to discuss shifts 
at VTC, and whether the twelve hour day is workable in a unique shop. 

Supervisor Issues:  

Proper record keeping - shop diaries, bus records, work orders, CVIP paperwork, AV sheets, overtime 
tracker, and a million other things.  It is a constant source of frustration that the pile of paperwork we 
face every day keeps us from having the shop presence we need to have. 

Translink Issues:  

We have heard from Translink that there is no money, that there is no discretionary money, and that 
funding is going to continue to be a huge issue.  We also hear from them that Smart Cards and Fare 
Gates are coming, and will cost a large fortune.  Mixed messages?   Yes.  So far we have only heard 
vague outlines of this huge project, and we have no certainty as to who will be providing this technol-
ogy, or whether it will be delivered through a shared service model, a Private Public Partnership, or as 
a simple contract.  We will be staying tuned on this. 

Whose job is it anyway?  

We are working on determining what the various groups are doing in dealing with bus problems on 
the road.  As everyone is aware, the Road Services Fleet has expanded, and there is worry among the 
Transit Supervisor group that work traditionally done by them may go to others. Our approach has 
been to make sure that we make it clear to everyone that the support of service on the road needs to 
be focused on keeping things rolling, that everyone has a role, and we need to keep monitoring this 
situation.  This and many other topics are being discussed with both CAW locals. 

TMAC/ T-Comm Issues:  

Without getting into some of the personality issues, I will say we are paying attention to issues at T-
Comm. We are hopeful that the new Manager will be a positive change. It is certain that there will be 
difficulties for some time. 
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Bargaining:  

Translink has been very outspoken about their financial situation, and they are making noises about 
zero percent being a hard line that they will not cross.  Because we bargain last among the Unions at 
CMBC, we will have some very clear precedents as to what we are facing.  We will be meeting with 
our bargaining committee to determine what options we may have.  We expect to see CMBC come 
to the table looking for concessions, including attacks on our benefits - see the article from CUPE 
on flex benefits, and how they are an attack on the viability of our plans. 

In Solidarity,  

Neil Pepper 

 

 After driving 800,000ñ900,000 kilometres, conventional 
and articulated coaches get an overhaul at our vehicle maintenance 
centre, Fleet Overhaul 



 Flexible benefit plans are an attack on traditional benefit plans. Calling them ôflexibleõ makes them sound bet-
ter than they really are. Flexible plans are also referred to as òcafeteriaõ, ôsupermarketõ or ôsmorgasbordó plans.  

 In time, flexible benefit plans result in fewer benefits and an erosion of benefit levels. For employers, they are 
a way of not only containing costs, but also of shifting the burden of cost to employees. They remove the employer's 
responsibility to negotiate good comprehensive benefit plans, and instead place the onus on individual employees to 
choose some benefits over others.  
 
How do flex plans work?  
 Flex plan participants select from a menu of insured benefits up to a specified òcreditó amount. Once all the 
credits have been used up, employees can either purchase additional coverage, or pay directly for needed services. 
Those who cannot afford either of these options go without.  

 There are commonly two types of flexible benefit plans: òcore-plusó and òmodularó.  
 
òCore-plusó plans specify minimum amounts of coverage and employees must purchase anything over and above the 

minimum.   
A common core-plus model would be very basic, providing some coverage for drugs and vision care, though not 

likely any dental care coverage.  
Employees then would have to purchase additional or improved benefits through payroll deduction.  
For example, for an additional $70 per pay, the employee could increase the dollar amount for vision care cover-

age (e.g. from $100/2 years to $250/2 years) and buy some dental coverage.  
òModularó plans make employees choose among pre-designed benefit packages. 

Each modular package is aimed at a specific demographic (e.g. singles, families, older or younger members) and 
provides services most attractive to that target group.  

Unlike traditional benefit plans, where all members of the bargaining unit are covered for all benefits regardless of 
health status, once the employee has made a flex plan choice, it usually cannot be changed without the em-
ployee having to undergo a medical review to obtain òevidence of insurabilityó.  

Employees with diverse benefit needs may have to purchase more than one package, or go without.  
 
Why do employers like Flexible Benefits?  
Employers claim flexible benefits save costs. But the reality is that these plans are being aggressively 
marketed by consulting, brokerage and insurance firms looking for new sources of profit, and more  
customers to help pay for the flex plan administrative systems they already have in place.  
 

Employers may attempt to òselló flexible plans as an opportunity for their employees to choose benefits     that will 
best satisfy their individual needs and will thus òempoweró employees.  

Employers may also try to òdivide and conqueró by marketing modular 
plans directly to specific employee 
groups within their organizations.  
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What are the Arguments Against Flex Plans?  
 
1. There is no proof that flex plans save money.  

 Employers promote flexible benefits to cut costs, however, the actual dollar savings to employers are ques-
tionable.  
   In fact, flexible benefits can be an administrative nightmare. Administering numerous individual plans takes a 
considerable amount of time and technology. Most employers do not have the staff to administer flex plans so they 
either have to increase their staff (which increases costs) or they have to turn to the benefit management and insurance 
companies who are usually paid by the transaction, and include their profits in their fees (which increases costs!).  

 Over the long run, flex plans increase insurance costs. Why? Fewer employees in a plan means that the costs 
are higher for each participant, since the costs are spread among smaller numbers. And, employees will choose op-
tions that they are most likely to use, which increases the usage and subsequently the costs for those options. 

 

2. Flex plans put the onus on the individual to determine their own benefit plans. 

 Every time their circumstances change, employees have to re-examine their coverage.  
 Employees must add the job of deciding among various plan options in addition to their already busy and 
complicated lives.  
 Despite careful planning and consideration, employees may be faced with an unexpected need.  They will 
likely have to pay out of pocket if they havenõt chosen the òrightó plan.  

 Individuals are treated differently depending on their circumstances. Employees donõt choose to be involved 
in accidents or to contract certain diseases yet, with flex plans, they must pay more for circumstances beyond their 
control.  
 
3. Flex plans do not offer the same level of protection.  
 Unlike group insurance plans, flex plans do not eliminate the individual financial risk associated with illness 
and accidents.  

 Instead of a traditional plan that shares the risk among all employees, flex plans force individual employees to 
risk choosing one plan that may not provide either all the coverage they need nor provide coverage when their needs 
change.  
 Flex plans limit choices and can leave employees with insufficient coverage. Because employers are imple-
menting flex plans to save money, they are not likely to expand choices that lead to cost increases.  

 Lower wage employees may find themselves with little or no insurance. 
 Not only is extra coverage unaffordable for them, but some plans tempt employees by offering cash in 

lieu of benefits. Lower income employees, struggling to make ends meet, may find the opportunity for 
cash very appealing. As a result, a two-tiered insurance system will evolve.  

 

 Flex plans negatively affect women, the disabled and other equity seeking groups who are disproportion-
ately represented among lower wage earners. CUPE opposes flexible benefits that encourage inequality 
in an attempt to save money.  
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4.  Flex plans automatically pass on cost increases to individual employees.  
Annual increases in drug and dental costs are passed on to employees through higher premiums or less coverage.  
While unions can negotiate the total dollar amount for flex credits, it is unlikely that they can bargain increases 

that would cover annual drug cost increases in the 17% to 25% range and dental cost increases of around 15% 
annually.  

 

The basic principle of group benefit plans is that the group shares the cost of providing benefits to individual plan mem-
bers. This means that all plan members contribute to and support the benefit plan regardless of their current state of 
health and regardless of their lifestyle. In effect, a group benefit plan is an insurance plan designed to eliminate the indi-
vidual financial risk involved with illness.  
 
Flexible benefits are, in short, a bad deal for CUPE members. CUPE promotes good collective agreements that include 
comprehensive extended benefits coverage, 100% employer paid, for all bargaining unit members, not partial cover-
age based upon ability to pay. Flexible benefits are a direct attack on workplace health care plans. The more staff and 
members are aware of the real effects of these plans, the more resistance there will be to them.  
 
For further information on Flexible Benefits see: òFlexible Benefitsó in the Benefits section of the CUPE website 
cupe.ca.  


