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Minutes -  110th JCC March 25th 2022 

DATE:   March 25th, 2022 

TIME:    9:30 AM  
LOCATION:   ZOOM Videoconference 

 
IN ATTENDANCE 

 
Chairperson: 

Jean-Francois Houle, Vice-President, Engineering 
 
Representing NRC: 

Jean-Francois Houle, Vice-President, Engineering 
Emily Harrison, Vice-President, HRB  
Amy Campbell, Director Labour Relations and Compensation, HRB 

Ben Nadeau, Labour Relations Officer, HRB  
 
Representing Professional Institute of the Public Service of Canada (PIPSC):   

Cathy Cheung, President RO/RCO Group  

Stephan Grosse, RO/RCO Group Executive  
Pat Loder, Atlantic Region Steward 
Dejan Toncic, Employment Relations Officer, PIPSC (absent) 
 
Representing Research Council Employees’ Association (RCEA): 

Cathie Fraser, President 
Joan Van Den Bergh, Negotiator 
Marvin Zaluski, 1st Vice-President 

Michelle Lévesque, 2nd Vice-President 
 

ITEM 110th JCC - MINUTES – DISCUSSION ACTION 

 

110.1 

 

Approval of Agenda 

The agenda was approved without any request for additional items.  The RCEA 

commented that there were quite a few follow-up items.  

 

110.2 Minutes of the 109th Meeting of the JCC 

Minutes are still in draft at the time of the JCC meeting, due to late changes 

received. Minutes will be approved secretarially, once translated and re-

circulated by Ben in the coming weeks. 

 

 

 

110.3 Follow-up Action Items of the 109th Meeting   

 91.6 – TERMS – Workforce Reporting and EDI 

Prior to the January 13th 2022, JCC there had been a question on the statistics 

raised by the RCEA.  The discrepancy was reviewed and addressed offline 

with RCEA.  
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The RCEA asked for confirmation on the parameters of the statistics. 

Management advised that the information is generated based on new hires in 

the quarters that are reported.  

Emily confirmed that the numbers represent new hires in those quarters.  

 
 

 
106.4 Terms of Reference  

Management would like to change “Director General Ontario Region” to 

“Director General” as well as change “One Regional Director” to “One Director”.  

No objection was raised. Ben to resend Terms of Reference.  

 
 
 
 
A.Campbell 
 

 102.6 Parental Leave Posted to MyZone or Echo  

Management informed the bargaining agents that two articles previously 

requested were posted to Echo in the past two months. The first was a full 

rerun of the Parental Leave article originally posted in July 2021. The article 

was rerun on March 24, 2022.   

PIPSC asked if that was the original article because it had not provided much 

information and the RCEA asked if the email address and questions that 

employees have go directly to their compensation advisor or the generic 

compensation mailbox. Management confirmed that questions should go to the 

generic mailbox to ensure that questions are responded to.  

 

 
 
 
 
 
 
 
 
 
  
 

 
105.9 Mental Health Training for Managers – Update 

Management provided statics relating to the number of managers and 

supervisors who attended the Mental Health Crisis Response training. 

Management shared that over 6 sessions in January and February 2022, 177 

MGT’s attended the training sessions.  Additionally, from October 2021 through 

to February 2022  over 9 sessions 561 supervisors attended training sessions, 

which had been extended to HRG’s and Bargaining Agents.  

 

 

 

 
109.6 - Disclosure of Standardized Tests  

No discussions have occurred to date between Management and the 

bargaining agents prior to this meeting. Management advised that they would 

schedule a meeting. 

 

 

A.Campbell 

 
108.5 Accommodations for Nursing Mothers 

Management advised that the lists of rooms was recently reviewed at an 

NCOSH meeting and is moving forward. Most of the discussions are at the 

NCOSH level and the work is moving forward there.  

The RCEA wants to ensure this information gets posted to MyZone as it’s the 

easiest way for members to find the information rather than having to find 

information through NCOSH.  

 

 New Business   

109.4 Vaccination Policy Updates    
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The NRC has 4747 employee who are fully vaccinated, 41 employees are 

currently on administrative leave without pay of which 20 are as a result of 

denied accommodation requests. The NRC has also received 23 vaccination 

related grievances.  

The RCEA asked if the NRC determined how they would be proceeding with 

audits. The NRC responded that it had not but was working on it and the 

intention was to keep the audit process as simple as possible. 

PIPSC requested if the NRC policy were to change what would happen to 

those grievances to which management responded that the decision to move 

forward with a grievance would be up to the grievor.  

PIPSC also requested to know, if the policy is reviewed in the core public 

service would the NRC immediately follow suit or would the NRC wait for the 

six month review period before implementing the changes. Management 

indicated that they assume if there were changes communicated to 

departments and organizations that they would be applicable to all, though at 

this time NRC Management has not received any such indication.  

Discussion on union dues clarified that there are no dues collected for periods 

of LWOP including under the vaccination policy.  

 

 

 

 

 

 

 

 

 

 

 

 

110.4 Telework/ Future of Work  

Dale MacMillan provided a presentation to the JCC on the Telework Policy and 

the associated timelines.  

The new Telework Policy formally took effect on April 1, 2022 with a six month 

implementation period. Underpinning the new Telework Policy is a set of 

guiding principles to help guide decision making about telework  

PIPSC inquired what would happen if employees are currently working from 

home and a telework request is denied by the supervisor, would the employee 

have to go back to work immediately or would they only return in August when 

employees would be required to have a formal telework agreement in place. 

Management responded that first and foremost, all dates associated with the 

return to the work site are planning dates only. Under the plan, whether offsite 

full or part time an employee will need an approved Telework come September 

1, 2022. In the interim management is not expecting staff to be back between 

now and August 1, 2022, though this decision is up to management if there is a 

need for the employee to be onsite.  

PIPSC asked about the flexibility in the scheduling of the on and off site time.  

For example, would an employee be able to change onsite work schedules 

from one week to the next? Management responded that how a schedule is 

established is completely flexible and can be day by day, in accordance with a 

lab schedule, based on a percentage, etc. It is up to the supervisor and 

employee to discuss and document what makes the most sense.   

PIPSC asked about recourse rights an employee may have if a request is 

denied, will there be a specific appeals process rather than a grievance 

process? Dale confirmed the standard NRC grievance process applies. PIPSC 
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expressed concern that employees have successfully been teleworking for two 

years but that management teams may no longer support some of these 

requests. Dale noted that the NRC expects RCIs to set the tone from the onset 

in terms of what will be expected for their organization and this should guide 

supervisors and employees in determining acceptable work arrangements. 

Amy noted that authority to approve the telework agreements is at the DG level 

and if an agreement is denied by the supervisor the employee is not precluded 

from sending the agreement along to the DG for review. The process stipulates 

that the supervisor makes a recommendation to the DG along with the 

employee’s request. 

PIPSC enquired if with the Hybrid model a large percentage of employees 

would be returning to office but also be able to travel again.  Management 

specified that considerations are being made with regards to how to best 

support some of these changes in the administrative components. We find that 

a lot of employees are missing people interactions, and we want to make sure 

that we respect the needs of those who wish to stay at home and those who 

wish to return. We have for that reason specifically stayed away from position 

based models.  

The RCEA is anticipating some challenges from some members and expects 

grievances. They asked if the NRC would be willing to consider allowing the 

telework to continue while the grievance is going through the process.  Further 

to this the RCEA hopes that the organization keeps telework agreements to be 

focused on the role and not the position. RPPM tends to have a very black and 

white view of telework and deny even request for a day. The RCEA would want 

to see more openness.  

Amy held that with regards to grievances we could not make a blanket 

statement to have denied telework agreements continue while the grievance is 

being heard, though as with most situations in labour relations it is case by 

case. Management is hopeful that enough has been done to allow as many 

telework opportunities to be supported. It’s the old 80/20 rule, and we are 

prepared to address those more challenging 20 percent to look at ways of 

making this work. It will take some time to change the culture. Management 

emphasized that telework is not a privilege or a right.  

The RCEA requested more details on portions of the Telework Policy 

specifically regarding the employee’s connectivity and if it cannot be 

maintained. Management advises that where it’s an isolated event of 

connectivity issues then there is no problem. Where connectivity becomes an 

issue that could justify ending a telework arrangement is where connectivity 

issues occur on a regular basis and cause productivity issues.  

The RCEA noticed that the Telework Policy had changed and the RCEA did 

not recall that this was the last version they had reviewed. Management 

indicated that all consultation had been done, and the following the transmittal 

of the documents on January 13th no further feedback had been received by 

the bargaining agents. Management indicated that they are open to engage 

with the RCEA and PIPSC on the list of changes.  
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PIPSC enquired with management if they would entertain circling back on any 

highlighted challenges with the policy through its implementation, and review 

specific challenging cases. Management agreed to put a follow up discussion 

on the next JCC for June.  

 

 

A.Campbell 

110. 5 
102 RT.1 Management Consultation Activities  

PIPSC brought forward this item to highlight the importance of communication 

to get more recognition and support for employees who step up for committee 

consultations and union steward activities. The union indicated that a letter to 

all employees had been sent out by management in 2019 to show support and 

recognition for the importance of the steward/committee role.  

Given recent challenges that PIPSC has encountered they are enquiring if 

more can be done as some employees are hesitant to join and participate due 

to a perception that these activities as career limiting.  

Management confirmed that it’s important that there be a common 

understanding of the amount of time that can be spent on these activities and 

perhaps a better management appreciation for the amount of valuable work 

performed by union representatives. Emily appreciates that we have strong 

working relationships with bargaining agents and recognizes that it can be a lot 

of time for all parties. Emily is happy to discuss and look at different strategies 

to work better together.  

A PIPSC representative shared that she has been in situations where a 

percentage of her time working on valuable committees inhibited some of her 

promotion cases. She suggested that there isn’t enough recognition across the 

management community of the benefits of union participation on consultations 

committees for the organization. The representative also shared that at the CBI 

level their involvement is not supported”.   

Emily Harrison recognized that the union involvement is not just on labour 

relations matters but also on Equity, Diversity, and Inclusion as well as other 

policies and initiatives.  She considers that as we embark on a new fiscal year 

and setting up expectations perhaps now is a good time to get that message 

sent back to the supervisor community.  

Management inquired with PIPSC if at the corporate leadership level steps are 

being taken to have more senior members on a corporate side to balance out 

the work load with local members? PIPSC responded that part of the challenge 

of having more central PIPSC member’s play a role on some of these 

committees is a lack of understanding of the NRC as compared to the Core PA 

model.  This was echoed by RCEA as well.   

PIPSC expressed hope that by bringing this agenda item forward to get more 

commitment from management with emphasising the NRC values and 

commitments made to certain project through things like the President's 

Research Excellence Advisory Committee (PREAC).  RCEA suggested that 

with some priorities, such as Pay Equity, that perhaps a note from senior 
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leadership indicating which union representatives have been assigned those 

committees would help support their involvement.  

Management advised that they would look at ways of getting some 

communications on these matters.  

 

E. Harrison 

110.7 Employment Equity via NRC Hiring Practices  

Keith Blundon,  Director Human Resources Programs highlighted the 

importance of the Equity, Diversity, and Inclusion (EDI) work that is being 

shared in through staffing programs space have highlighted some significant 

gaps and that progress is not moving quite fast enough. The goal of EDI 

committee is to increase focus on representation in these spaces and we are 

aware of talent that exists in these communities. Over last three years we have 

hired an additional 14 people with disabilities but have lost 15 people with 

disabilities from the organization in the same period of time.  

The EDI group is looking to increase representation through preferred hiring on 

staffing posters and focusing on partnerships with groups outside of the 

organization to improve identification of equity group candidates. It’s important 

that when we have vacancies that we bring EDI into the fore front.  

PIPSC has emphasized that they are happy to see this plan and shared an 

experience where from the researcher side they have had to convince 

colleagues that with all things being equal in a group of five candidates, we 

absolutely have to give more consideration to hiring a female student 

researcher, and it’s a difficult conversation to have. This representative feels 

that CBI’s are waiting so long to start staffing that managers just want to rush 

through the process and not completely review the job details. Keith shared 

that communication had been shared directly with EXCO to communicate 

priorities down to hiring managers, and to ensure it gets funnelled down 

through all of the levels.  Keith’s team will also be doing some supervisor 

essential sessions to get the information out to those running the boards.  

The RCEA shared that there is sense that in order to have a diverse pool of 

candidates the challenge is education, and access to education in some of 

those communities is difficult. What can we do to encourage more interest in 

these communities? Emily shared that we want to pursue this as much as 

possible but the labour market availability is telling us that there is a diverse 

pool of candidates available and we want to do more outreach to schools to 

promote the NRC. PIPSC further echoed that we are making great strides but 

still work needs to be done in the indigenous space because there is more 

capable talent out there. Perhaps it’s time to have an indigenous advisor in 

every CBI to support changes.   

Alana Duncan, EDI Advisor, shared that the NRC is starting to access more 

grassroots groups and looking at ways of supporting them as another avenue 

to get the NRC name out there.  

PIPSC expressed the need to push more on the self-identification side of 

things, and we may see more of the numbers increase, perhaps pushing this 
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through the CTE conversations could help. It will be important to make sure 

employees feel safe in doing so.  

Keith highlighted that through various information/consultation sessions some 

problematic reasons highlighted were systemic, and sometimes it is at the 

individual manager level where they are not well equipped to have to the 

discussions. This is an area where we want to improve some of the systemic 

issues and balancing out the skills space. Keith’s group is starting to focus 

more on reasons why visible minority members are staying and looking to use 

surveys to ask specifically what makes employees stay.  

Keith shared a few upcoming initiatives through EDI such as looking at a 

refresh of self-identification forms to look at questions not related to 

Employment Equity. Also next fiscal year the group is looking at a sponsorship 

program for employees who identify at the MGT minus one level.  

110.8 Harassment and Violence  

Erin Skrapek, Executive Director Corporate Secretariat, was invited back to the 

JCC to continue dialogue surrounding the processes involved in notices of 

occurrence of workplace harassment and violence, including allegations of 

reprisals and timelines regarding complaints filed with the Corporate 

Secretariat.  A full report was shared with JCC prior to the meeting.  

RCEA enquired based on the information on the report how long delays in 

investigations are allowed, and is there a point at which we are no longer going 

to entertain discussion with a particular witness. Erin indicated that it is a 1 year 

timeline for completion of investigations based on Bill C-65, but the concurrent 

investigations involving the Code of Conduct may add time to the process.  

RCEA enquired if given that the new Policy has been in place for a year now if 

there are any plans to review the Policy, in particular around the requirement to 

investigate every claim, and any ambiguity around what a complaint means. 

Erin shared that there are ongoing discussions among the government-wide 

Designated Recipient in the week of March 28th 2022 there is a consultative 

meeting on the policy and she’ll presenting some of the options being 

considered moving forward.  

The RCEA shared that they are aware of CSPS training courses on the Policy 

and Erin indicated that more can be done to promote the training. Erin shared 

that they provide that information with employees every time someone comes 

to speak with them.   

The RCEA believes that some employees get the violence and harassment 

process and supporting information confused. Members often leave Erin’s 

office and say that they have filled a complaint just because they spoke with 

someone. Employees don’t seem to understand what constitutes filing or what 

will happen as a result of the policy/report.  

PIPSC requested to know based on the statistics shared how long should 

these investigations should take. Erin responded that for harassment and 

violence it is 1 year as per the legislation and that includes the workplace 

restoration piece, and this is truly where the emphasis needs to be. Under 
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research integrity it’s about a year from the time of notice to report, but these 

are NRC set timelines. Disclosures of wrong doing are more open ended and 

each case is different. As a follow-up, PIPSC requested to know what the 

average cost of these investigations are, and in particular, how would a CBI 

address costs that rise due to delayed investigations. Erin replied that it’s a 

cost recovery process and the costs could range from 5K to 60K, and 

investigators only charge for the time they are actively working on our cases.  

When we put this office in place in 2019 we had hoped that these processes 

would help reduce some of these costs.  

PIPSC requested to know how investigators are required to treat client 

information that they may access through investigations. Does the NRC put in 

place non-disclosure agreements?  Erin responded that there are clauses 

included with regards to which information is required in the course of the 

investigation but that they have the security mechanism in place, and these are 

considered when bringing in investigators. Within the policy standards of 

protection of personal information there are clauses on disclosure in the case 

of investigations. PIPSC refined the question to more specifically determine if 

the CBI should be advising clients about an investigation that is taking place. 

Erin advised that this should perhaps be an offline conversation.  

PIPSC sought further understanding if it is possible to extend the restoration 

process, and if there is any follow up to make sure that the restoration has 

been instituted and that recommendations are addressed. Erin indicated that 

there is a specific part of the tool kit for restoration as well as resolution. The 

toolkit also includes information with regards to responsibilities to address the 

recommendations and restoration suggestions.  

The bargaining agents shared that they invest a significant amount of energy 

getting members to bring forward claims, and it is upsetting having to follow-up 

on the restitution and recommendations. The bargaining agents would like to 

work with Erin and perhaps Emily to get these elements looked at.  

The RCEA requested to know more about the processes surrounding the 

current administrative investigations that Erin’s office is dealing with. Erin 

shared that these investigations are primarily under the code of conduct and 

they are a mix of things. In some of these cases management has asked the 

investigation to be initiated, and Erin advised that we often bring in an external 

investigator to conduct these investigations.  

PIPSC requested to know what could be done to improve the climate 

surrounding the restoration process as this can often lead to an increasingly 

tense and uncomfortable work environment while the investigation is being 

conducted. Erin acknowledged that this can be challenging and that those 

involved are reminded that they can contact the Ombuds person, union and 

EAP. Erin shared that she is open to suggestions on how we can help in these 

situations, other than just try to be there for the employees and give them 

people to talk to.  

PIPSC suggested that what might help is that most employees don’t 

understand the process and what the outcomes might be. People get more 

suspicions about others but if it can be clarified up front and higher level 
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messaging around the outcomes. Further to that they suggested that perhaps 

the information needs to be built into the toolkit. There has to be a balance 

between the secrecy and communication.  

RCEA indicated that the idea of restoration of the workplace is fairly new and 

perhaps there is no way of actually restoring the workplace and sometimes we 

may need to look at other solutions and sometimes these things are beyond 

restoration.  

Erin acknowledged that there are some very basic things in all cases but in 

some cases it can be operationally challenging, the manager could however 

work with HR for help.  Management added that the ability to move employees 

from one team to another can be challenging and is dependent on the niche 

they work in. We are aware of some files where the relationships have been 

stretched and sometimes it really comes down to exploring other possibilities in 

how to proceed.  

RCEA expressed concern with a complaint where the respondent is involved in 

the consultation around the remedy and what can be done. There needs to be 

dialogue of how to bring employees back especially if it’s been a long process. 

Management acknowledged that we want the most out of resources and how 

best to support them in that and moving people around is always going to 

depend on what the reports says.  

PIPSC indicated that where a member is the principal party there is almost a 

whole process for what gets communicated and a letter on file. It does not 

seem to be the same on the management side. Plans for returning individuals 

back to the workplace, understanding management styles, and succession 

plans for the management team should be addressed in the toolkit.  Where is 

the ownership and accountability on the part of management? Erin suggested 

that perhaps this is more of an HR approach to address files that have included 

behaviours of specific managers. Emily stated that it is challenging to respect 

individual privacy to just declare what is being done.  

PIPSC clarified that when someone is a victim there needs to be some 

communication to help employees know what is being done. How can we 

protect people who in the future may be reporting to those individuals.  

Emily noted that the challenge is a misconception that people cannot change 

but if we can’t be open to that then we have a lot to change everywhere. To 

say someone who was at one time at fault could never manage again is 

making quite a statement.  

 

 

 

 

110.9 Update on STEM 

The RCEA wanted additional information with regards to discussions that may 

be ongoing with regards to STEM. The RCEA has 2 consultation groups 

established for TO and CS career progression and they recently learned that 

PIPSC may have had discussions with NRC on this topic focusing initial 

discussions with RO/RCO groups.  

Management advised that there has been a project going back to 2017, and a 

community was pulled together based on 9 recommendations. One of the 
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groups following the 9 recommendations is working specifically on how the 

distribution of funds across groups is being done and how to manage that gap.   

PIPSC advised that similar work is being done on the data side to get a better 

understanding of the experience of women in STEM at the NRC. Emily shared 

that one of the piece is to examine if women researchers were advancing in 

their careers at the same or at a similar rate as their male counterparts.   

RCEA asked is it specific to RO-RCO or all NRC women. Emily advised that a 

copy of the report and recommendations would be provided to the RCEA.  

 

 

 

 

 

E.Harrison 

110.10 
Team Lead Prerequisites and Selection 

PIPSC brought forward this agenda item following the last JCC, as they’ve 

heard that in some CBI’s they hire specifically for the function of Team Lead. 

Wondering if there are any rules to follow when hiring a team lead? 

Management shared that there are differing approaches and philosophies 

around team lead selection, though the hope is that team leads are interested, 

and have the desire, and ability to lead others. Overall the important thing for 

senior management is ensuring that they have the right tools to support them, 

and from a succession point of view we want to ensure that we have longevity 

to those in these roles.  

PIPSC stated that the staffing policies surrounding these decisions are unclear. 

PIPSC indicated that there are people who have 20 years of experience and 

who are being bypassed for employees with a year or less experience. Feels 

like there is neglect of long term employees. PIPSC enquired as to how 

decisions are made when the Team Lead function is done on a rotational 

basis.  

The Management Co-Chair expressed that most CBI’s establish the rotation 

differently, some will communicate that a specific team member has been 

given the additional responsibilities.  Sometimes the roles differ and people get 

assigned based on specific skill sets. Emily shared that there may be a very 

specific situation here that should be discussed offline.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

E. Harrison 

110.11 11 109 RT.1 TO’s with Purchasing  

Following the last JCC, management had agreed to bring back additional 

context with regards to the updated direction on the distribution of acquisition 

cards through finitiative. As part of finitiative it was put forward that these 

acquisition cards could be given to TO’s for low value purchases. The decision 

stemmed from a review of the various steps in the process, with regards to 

making a purchase request, and opening a purchase order etc. Most people in 

the organization have expressed content with having reduced the steps in the 

process. When purchasers leave a CBI through attrition the positions are not 

re-staffed into the specific CBI, but rather the function is replaced in Finance.  

RCEA expressed that the process has been rather burdensome for most TO’s 

in BioTech given the volume of purchasing that is done and the challenges of 

the reconciliation process. RCEA feels that the training is not sufficient and 
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having access to more subject matter experts to provide advice on the process 

would be beneficial. The RCEA added that the issue is not just isolated to the 

one CBI, and that TO’s in other CBI’s have expressed similar frustration. 

Employees are still reaching out to former purchase officers who have left the 

CBI to get assistance with these processes.  

The RCEA requested to know if an employee could refuse to accept an 

acquisition card, while management confirmed that they could refuse the 

acquisition card they would be strongly encouraged to get it to assist with 

efficiency. Management indicated reaching back out to Finance to determine if 

additional aids are available to support.  

 

 

 

 

 

A.Campbell 

 

110.12 110.12  Pay in Arrears 

 This agenda was brought forward by RCEA who expressed concern with 

regards to information or advice being shared with employees who are 

planning retirement. Specifically the challenge of people leaving at the 

beginning of a pay cycle, and could the HRG community consider advising 

employees to leave at the end of a pay cycle to avoid negative financial 

impacts with regards to payment in arrears.  

Management advised that originally the decision (payment in arrears) had been 

made so as to avoid the interrupt of payments. Management expressed that 

they understand the subtly of the pay cycle and repercussions, and agrees to 

bring forward the message and ask HRG’s to advise accordingly.  

RCEA suggested that perhaps this would signal time for an organization wide 

communication to remind employees of all considerations that need to be 

made with regards to retirement.  Emily pointed out information already 

captured on MyZone that speaks specifically to the pay cycle considerations 

that the employee needs to make. Management indicated that they would 

ensure this is highlighted when Compensation completes their MyZone Page 

refresh. PIPSC highlighted that perhaps just a clear “Did You Know” type of 

heading would be helpful.    

 

 

 

 

 

 

 

 

 

 

 

110.13 

110.13 

RT.1 

 

 

 

 

 

 

110.13 

RT.2 

Round Table 

Cathie Fraser RCEA President took the opportunity to thank Joan Van Den 
Bergh for her years of service and dedication to the RCEA membership and to 
the NRC.  

Emily Harrison, echoed similar thoughts. Saying that she does not know the 
NRC without Joan, and that she has appreciated the time that they have 
worked together and Joan’s way of keeping dialogue open.  

PIPSC shared similar thoughts about having had the opportunity to work 
closely with Joan.  

PIPSC concluded with an additional piece of business in expressing continued 
need to have an offline conversation about Royalmount.  

Would like to have a follow-up discussion on the legacy network.  

 

 

 

 

 

 

 

E. Harrison 
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 The next meeting of the JCC will take place on the 22th of June 2022 and 

PIPSC will chair the meeting. 

 

 Meeting adjourned at: 2:51 pm  

 

 


