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ADM (Mat) Group Report

The next ADM (Mat) UMCC will be held on January 16th, 2026.
Management Co-Chair Ms. Nancy Tremblay and Labour Co-Chair Mr. Adam Gray.

The President of UNDE Local 70602 had raised a concern in December 2024 about parking at the National Printing Bureau Building in Gatineau, QC. He also wrote a letter to the Director General for Real Property at Public Works and Procurement Canada, which was very well received. This situation remains extant, as all explored courses of action to date have been unfruitful. Parking issues are widespread, especially in the NCR, and the employer has mixed feelings concerning their obligation to provide reasonable parking.
Some solutions that were explored include:
- Adding 20-25 more spaces immediately with an ask for more to be created where there is currently grass
- Monthly passes for NPB staff as a priority
- Exploring the possibility of parking in the 555 Boul de la Carrière unused parking lot 
- Providing a shuttle from the Casino area parking and making arrangements for NPB staff to park there
 	We continue to work with local and divisional management on improving the local parking situation. How they're going to accommodate up to 150 more staff at NPB, with the eventual move of staff from 975 St. Joseph blvd in Gatineau, remains to be seen. To date, no solution has been found. Any increase in return to office policy will only compound the situation.




Health and Safety Committees

	Concerns have been raised that some subordinate units do not have functioning Health and Safety Committees. This will be addressed at the National Health and Safety Policy Committee meeting in December and then followed up at the GLMC in January to ensure that actions have been taken.

Official Languages

	ADM(Mat) has worked in close collaboration with HR-Civ and Official Languages (OL) to implement initiatives that support the policy change, thereby facilitating a seamless transition for both employees and managers. One key initiative to support this policy is the Modernization of the official Languages Act (MOLA). In May, MOLA was launched across the department and ADM(Mat) has participated in all 3 phases and ensure that the steps were correctly taken. 

· Phase 1: The linguistic profile of positions where incumbents were meeting CBC in a BBB position or less was validated to be upgraded to CBC. Employees impacted will notified through the DND 2345 form.
· Phase 2: The linguistic profile of vacant positions will be raised to CBC.
· Phase 3: Validation of positions where incumbents do not meet the CBC requirement (“legacy positions”), which will remain unaffected until vacated or subject to certain staffing actions.

Phases 1 and 2 have been successfully completed, with phase 3 anticipated to conclude by the end of June. Enhancements to the linguistic profile are scheduled to commence shortly.

HR-Civ has confirmed their capacity to accommodate the anticipated increase in second language training requests. Additionally, HR-Civ is developing a pilot project to offer part-time language training options.

It was noted that employees affected by non-imperative staffing actions or position re-identification will be prioritized as Priority 1 and 2 for Second Language training. For personal development, priority will first be given to employees with a BBB linguistic profile who hold supervisory duties in bilingual regions and self-identify as members of an EEDI group. The second priority group includes employees with a BBB profile and supervisory duties in bilingual regions.

ADM(Mat) has developed a tool featuring free Second Language resources, which will be distributed within Mat Group. Stress has been caused by the language policy change and we were assured that ADM(Mat) is working closely with partners to ensure a smooth transition and continued support for affected employees.

Impact of Various Initiatives on Public Service Positions

	
There are 3 ongoing initiatives that may be of concern in potentially causing impact to Public Service positions. These initiatives include:

· The foreseeable or planned impact on PS positions resulting from the implementation of Automatic Identification Technology (AIT) across the Defence Supply Chain (DSC) and the associated business functions;
· The foreseeable or planned impact on PS positions due to the expansion of services provided by Logistik Unicorp Inc.; and
· The foreseeable or planned impact on PS positions related to the 202 Workshop Technical Trades Succession Project.

AIT aims to enhance Defence Supply Chain (DSC) in preparation for the G7 Summit, with a focus on reducing response times to under 100 days. The current supply chain model is deemed insufficient, prompting the need for a more robust and reliable system similar to commercial distribution centers like Amazon. The initiative includes comprehensive barcoding (the most secure option), automated monitoring of fuel distribution across the country, and a reduction in manual processes. The overall impact on Public Service positions is not expected to be significant as the proportion is about 95% CAF and 5% PS involved in the DSC. Automation will allow personnel to focus on higher-value tasks. It was also noted that chip-based identification, which broadcasts signals, is not being pursued due to CAF security concerns. The ADM (Mat) Group asserts that the overarching goal is to reduce manual transactions, enhance performance, and reallocate resources to more strategic functions.

The Operational Clothing and Footwear Consolidated Contract initiative aims to expand on the inclusion of operational clothing such as combat and flight suits, which has already begun. The goal is to enable CAF members to actively engage with the online platform, eliminating the need for traditional clothing stores. ADM(Mat) states that the legacy clothing store system has been a point of contention, particularly due to inefficiencies and long wait times. Modernizing this process is expected to significantly improve time management and service delivery. One of the key challenges has been staffing shortages in supply technician roles, which has impacted the ability to meet demand. The new contract addresses inefficiencies by reducing the workload by approximately 50%, recapturing time previously lost to in-person service, and easing the burden on existing personnel. This shift will also reduce manual inventory tasks and lower the volume of front-counter interactions.

Some clothing items, as well as most personal equipment, will continue to be distributed and received via Clothing Stores. This arrangement provides an opportunity for Clothing Stores to deploy their personnel more effectively and efficiently, to focus on priority tasks and other areas of responsibility.

No staffing reductions are planned. The focus is on improving efficiency and reallocating existing skill sets to support next-generation operational and strategic needs. With a shortfall of 10,000 personnel, the CAF aims to reduce workload pressures and strengthen base supply structures. The Army faces the greatest strain due to high operational commitments and shortages in combat service support. Institutional solutions are needed to ensure sustained deployment capabilities.

202 Workshop Depot currently has no initiatives planned that will impact Public Service positions within the unit. There is a Human Resources succession plan for the technical trades, taking into consideration evolving requirements and the need to balance demand based on deployed equipment and available talent, though this plan has yet to be shared. There is also the mention of the Integrated Human Resources Plan, which is shared across 202 by the management committee, in collaboration with the union, to prioritize the allocation of incoming resources.

Respectfully submitted,
James Potts
Vice-President – UNDE Ontario Region
Alternate UNDE Executive Vice-President
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