[image: image1.jpg]CUPE





April 4, 2005

TO: 

Resident Affordability Task Force

Resort Municipality of Whistler

CC:  

Mayor and Council

FROM:  
CUPE 2010, Whistler Municipal Workers

RE:  

Brief for Submission, WHISTLER LIVING ALLOWANCE

BACKGROUND

The purpose of this submission is to highlight ongoing concerns with the affordability of living in Whistler and the effect it is having on its residents.  

We, first of all, wanted to thank the Resident Affordability Task Force for the draft Residential Affordability Strategy.  It outlines some longstanding issues in Whistler, which need to be addressed for the long-term viability of its residents.  We believe in a Whistler community for everyone, not just for those who can afford it.

As your research points out, Whistler’s resort economy generates $1.035 billion in tourism spending, accounting for 11% of BC’s total tourism revenue of $9.47 billion in a study commissioned by One Whistler in 2000.  Whistler’s peak winter season population is expected to grow from the current 14,100 to 17,650 in 2020.  The number of employees living in Whistler will grow to 13,200 and the number of commuting employees will grow to 4,450.  There is an estimated need for up to 7,400 bed units or 1,800 dwelling units.  There is clearly a need to deal with the long-term housing situation in Whistler.  

Whistler is also Canada’s most expensive municipality.  The average price of a home is $1.3 million.  

EMPLOYEE WAGES AND BENEFITS: CUPE 2010

CUPE BC is the BC Division of the Canadian Union of Public Employees, the national labour union representing more than 460,000 members across Canada.  CUPE is BC’s largest labour union and represents more than 110,000 workers in BC including the Hospital Employees’ Union.

CUPE 2010 represents 29 water, wastewater, utilities worker and bylaw officers, which provide quality public services to the Resort Municipality of Whistler and its citizens. 
Employee wages and benefits are a contributing factor in recruitment and retention of employees.  We acknowledge the Task Force’s efforts in researching this issue and outlining it as a long-term concern.  CUPE 2010 wages are largely set to GVRD rates (except for specific positions) but the cost of housing, goods, services and food in Whistler is 30% higher than other areas of the province.  Over half of CUPE 2010 members cannot afford to live in the community where they work.  For example, some bylaw officers only earn $14/hour, which is not sufficient to afford an $800 apartment. 

In order to retain qualified workers, concerns over livings costs need to be addressed immediately.  Communities need strong and stable infrastructure supported by a stable and experienced workforce.  A living allowance will provide a living wage for Whistler employees and deal with some of the effects of high living costs.  Whistler residents spend 28 percent of household income on housing, compared to the Canadian average of 17 percent.  They spend 14% on food while other Canadians spend 10%.

Whistler’s population is projected to grow at an annual rate of permanent residents by 2.29% for a total projected municipal population of 15,000 by 2020 and 22,234 in 2031.    Whistler’s objective is to house 75% of its employees within the resort community according to its Comprehensive Sustainability Plan.  In 2003/2004, Whistler experienced an overall employee shortage of 330 FTE’s.

Whistler municipal workers should be able to afford to live where they work.  Whistler’s own Resident Affordability Strategy is focused on “making Whistler more affordable for community members to live and play here.”  Municipal sustainability plans have set affordability as a priority.  The members of CUPE 2010 are looking for a living allowance at a similar level to other employers in the region.

Senior management at RMOW earn as much as some of the management in large cities in the GVRD, but at rates far above other cities of similar size.  The RMOW acknowledges the high cost of living for its senior staff and its importance in recruitment and retention, but does not do the same for its other employees. 

“MADE-IN-WHISTLER” AND OTHER ALLOWANCES

Many private employers in the RMOW such as the Royal Bank (12% after gross), North Shore Credit Union and BC Hydro ($5,000 per annum) offer living bonuses to their employees.  A number of employers in the region offer subsidized rental housing to employees.  Senior staff at the Resort Municipality of Whistler earn wages which account for the higher costs of living in Whistler while rank and file employees are not treated equally.

In similar resort municipalities such as Banff and Canmore, there are provisions made related to employee salaries for the purposes of retention.  There are numerous other models where the high cost of living in regions is accounted for through Isolation, Northern and Remote Allowances:

CUPE Local 459, Sooke School Board Employees (clause 25.24) Isolation Allowance Port Renfrew:  “Any non-teaching employee who lives and works in Port Renfrew shall receive an isolation allowance of 4% per annum of their gross salary.”

HEU Facilities Subsector Agreement (page 30, paragraph 37) for River Haven, Pouce Coupe; Tumbler Ridge Health Centre; Stikine Health Centre, Dease Lake; Mills Memorial Hospital, Terrace;  Terraceview Lodge, Terrace; Wrinch Memorial Hospital, Hazelton:  “An isolation allowance of seventy-four dollars ($74) or its hourly equivalent shall be applied to all pay rates.”

CUPE Local 2403 Dawson Creek Municipal Public Library Board (letter of agreement):  “The parties recognize that Dawson Creek is within an area designated by the federal government as eligible for Northern Allowance Deduction.  So long as this designation applies, the parties recognize that a portion of the employee’s wages are provided to allow for travel outside designated area.  Accordingly, the employees T-4 slip will show seven percent (7%) of gross earnings (to a maximum of $2,3750) in Box 32, as eligible to be used to offset travel costs.”

CUPE Local 2332 Kenora-Patricia Child and Family Services (clause 26.07)  “The Employer will issue a Northern Allowance of $1,250 per annum to every employee employed at the Sioux Lookout and Red Lake offices as compensation for living/working in a Northern community.” (n.b. does not apply to new hires).

CUPE Local 4293 District of Cochrane Social Services Administration Board (letter of understanding):  “In addition to the base salary, Moosonee employees will receive a Northern Living Allowance per annum as follows:  Step 1m 2 and 3 Case Aides - $4,000…”

These examples show a variety of options and creative solutions to addressing high living costs in a way that it can make living in the community we work in affordable and sustainable.  Though many of these examples are related to “northern” or “isolated” communities, there are parallels with Whistler related to the problem of affordability.

CONCLUSION

We support the work of the Resident Affordability Task Force and hope to find a solution to this situation, which clearly affects thousands of citizens in Whistler.  We believe in working for a long-term solution to deal with the unique circumstances of Whistler by working together as a community and supporting a living wage for Whistler’s workers.

We ask the Task Force to support the need for a Whistler living allowance and urge the RMOW to implement recommendations from the Resident Affordability Task Force.  We believe that the RMOW should emulate the example set by other employers in the region by supporting a living allowance for Whistler workers, as has been factored in for senior management.
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