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When you get m~~ried, you'll h~ve to work too, 
Juat so the rich will hav~ nothing to do." 

,· (from a labour song book) 

• . 



I YOUR RIGHTS AS A STEWAPJ) . .., .... ,,:www-

A. Leaves From Werk To Proce~s qricvanc_g§ 
·, .. . ' 

. ,, 
' 

Yocr riehts as a steward to in~., .. e_st=4.g.at~ .and ·p~c;,ces ·s ·· g'rievances at work 
depend . on. t~1e .. lang .ua-ge in _; y'our · co .ntr~ ·ct. :. ThtR . can j be· found in the Articles 

:.,\ ··:··. enti°tled. "Stewards" . as well as und~r '.'Grievance Procedure" or "Adjustment of 
, ... Complaints!~. if you· are a me~b~r ... of. _.SORWUC you . · may not be eligible to take 

,, 
I 

the time _off .with ·· pay-; so ·you sb.o.uld proceed ds in the next section, and 
: t."9ke t)ie · t .i:me ·without · pay under "Uni.on Act i.vity" · or "Leaves for Union JJusiness". 

. ~f . cfo -not'··"·ha-ve:-·the ·rig~ts, you m.ust be sure to invea~igate gi:ievanceo 
·.'.' · ·on ·the = pn,one, at coffee, lunch or . somewhere where yo ·u won't get ca~gb.t. It 

•• · 1 · · · .. · . . ··.is .too had . that some ··contracts · reot.rict the rights . of SORWUC stewards like 
, · · · this .-:-. but ,it also goes ·to sh,Jw .'how aware cJn ea-:.ployer ·is of the effective 

·.· . ' ,.··; . 
' . 

· role a , :_steward can play ·in keeping ._ a union going in an o{fice. 
. , ' 

B .. ~e.av:es From Work For Union Busines.§ ; , 

AUct··· ~nd .. SORWUC ·contracts have Articles which allow union reps. to take 
short term lea v es of atsances to attend to union business. ·If you are a 
SORWUC m_~n1ber and ·do· not ha 1vc right to take time .off under your steward 

, .ClciUJe ·; ?rith pay,. ycu can llSet,thia clause to e.rgue your rigt~t to process a 
.. ,• _grievance., /1 unton -rep. is ' ·qui.te . loosely defined in most c_ontracts, and 

. . r.- pres"..lmal?ly. {f. yva are ·.· electec.1 or appointed (by committee) to pe:rform a 
· · ·. j~b ~r .~ep :ceaent yc;ur ·union somewher~, then you are a union --r -ep. }1embers 

fl• .• 

'·: . can t?k~ t~n,_9._off tinder thi.s · c_laus~ to help publish newsletters ., ottend 
c_om.tnitt~e meet .ing,s,; .confer-eii.'ces, go leafletting ·etc. USE THI~ CLAUSE -
it was ·or{gi.nnlly .-.·ncgotict :ed ,~ith the idea of allowing pe ·ople to take time 

'of°f · ·so tr~at. the-.·r 11i"ining of the union and participE!tion in u:iion affairs 
was not . l.:tmited .-to a. few ·· pcopl~ • 

. . .. 
. .. . : . 

. II . YOUR RESPONSIBil:tTIES AS .A STEWARD * S011E G·E~lERAL RULES 
... . . . --------------

. . ' 

. . 

. You~ m~jor ·respbnsibility ,is t .o assist your co-workers to get satisfaction 
._..for . their gri.cvances. To do this, there is a whole range of things you 

need to remeraber. The thing to reme;riber first is .that you have help. 
In AUCE there are Grievance Committees set up for·the ·Locals, in SORWUC 

I • , 

t~ere is- an outside person, a member of the Local Executive, who ie assigned 
. to a.ssist your uriit. ~n both cases there · is a unio.n . office full of (hopefully) 
referenc .es to ·other grievan~es, and som:eone who can help you. 

A. !nQ~~Lg~t'._~ontra~~· - Keep it in your drawer, along with some extra copies 
: an.cl ·refer 'i:o it often so that you get to know it. It . will ' become clear 

B. 

to you as you assist with gr:f.evances what e:tactly some of the language 
means, but i~ will help if you build· ·up a good idea of what it . does and 
does · not· permit· you to do,, A good way to figure it out is to get hold 

. · of · some other con.tracts and ·read them · o_ver for c_omparison. 

Sign tTe.~i-1_:f11J1pl,:rx:§.~·~ - Meet these people as soon as ·.yo~ .. ··c·a.n· ~ ···introduce 
yourself and give t~em a copy of -the contract • . You may or may not have 
a clause ·:in your .contract which allows you take ,-time .off to talk to them , 
about the union, &o ~heck . this - out~ If you . dq.n't, then take th~m out for 
coffee or lunch. Your contract · will have a section for new or probation-
ary employees and it. cover? their rights, when they can jofn : th ·e Union 
(c;ifter 2 ··weeks or 3.0 daya or som.e such) and , the responsibility ··.:~f the 
Employer toward.a them. I ·Make sure they understand this section· : that 

\ , .. . . . . . 
they _still hav~ the .'right, even if they. -:are pr..obationary emplo)"ees, to 
_grieve· scniet ·h{n ·g _if .. · it unfatr .. ·and not· ex ·plicitly excluded from th~m as 
a right. You s11ould . also C:{plain the Union to .. ~-hem "." what t-he .. ·dues are, 
how the Union got start .e.d, . what else it doe ·s_., etc;.. Give them ·a · copy of 
th·e Constit~t -ion anq lly~·Jatvs~ Remember;':~ou' are their first contact 
with the Union . . 

\ 

\ 

' 
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.fu!lletin Bon!d~ - Keep it up to date. Inform members about the status 
_of g~ieyances. Tell them wh3t is going on in other offices or units 
paiticularly if it has a wide application. Post ycur .·newslett~r, ·minutes 

.. o~ ·meetin~s and notices of and agendas for upcoming meetings. Make sure 
that icb vecancies nre posted and then put up anything else you think 

·is · of-·· i .ntereut to the members. Encourage your co-workers to use this 
board too. _ If you use it and make it interesting it can be a very effect-
tive ·way ··of communic,'3ting and making a point. Items from papers etc. 
ar c good too - reme~ber, our unions don't exist in a vacuum. Try and 
en a~re that it is a good location so that people will have time to look 
at it. . Encourage people t~ add items to agendas, especially if it is 
for your o~n office µ-ieeting - remember, this ' is the firs~ way ~.hat they 
le.~r .n · the sk:tlls of participating in meetings and speaking up about 
~hin~~· .·. · · 

~etj.:ngs ~-- . Try __ a-q.d ensur9 that your office holds regular meetings -
· every ot _her ;~veek. or onl'.::e a . m.onth. . Choose a convenient tim .e and place . . . . 
a:nd cir~ul~~ -e - notices about it by mouth ·, the ·bulletin · beard s.nd/or 

· mnr~1os. -At the n~e~tings, be C'!ire that · there ate repor ·ts on ¾1hat is 
· happ~n~ng ·with the 1"'2st cf . the Union AND on what i3 happening in your 
ow~ o~~~ce. :· 11emLers C(?uld be encouraged to discuss the bu~incss that 
th~ E~~cutive doen and make suggestions and/or criticisms. Talk shop 
too - the _~~ meetings ara a good pJ.ace to find out what is going on with 
people 1 s job3 and with their Supervisors. This m~eting is often where 
a,n un not::.ced grievance could come out. Ensure that vacation lists, 

.. .. - ......... - ' 
... t _i.tn~--.of f ; .. -schedules, mat ·ernity le.ave, sick leave, replacement staff 

etc. are beir:.g pr _operly de3lt wi~h ,by management.- For e_:,camj?le, · if 
I • : ,. · Mary :hes -be~n -sLck ·f'or ·2 ··weel<~, has anyone called her; who is replaci.ng : 

her .'·o·r · w:f.11 she have a r.elapse · when she comes back cause -it is all piling 
up on -her desk; or 1.a s ·:ie _do{ng all :Mary's work plus her own?'l? · Try 

· and fig 1.i-re out th~se thing~ am~ng yourselves before ~hey beqcme serious 
gtievahces. · 

' ' :. ,: . ' ... 

•t 

. . 

You should . also try and find out, either in these office meetings} or 
i.n private diacusGior.. r-;, how things ere between people. __ Sometimes a 
person , -will coma to you with a grievnnce which is not' something that 
can ·be .. won under the contract as · it is between ur,ion members - a situ-. . . 

- ·; · ation that is - to be discouraged as it ~an create d{ffi~ulties for the 
working : situation. Firot t~y a~d figure orit · if _ th~ problem J~ result 
o_~ :~on!,licting job descriptions o'j: co _nflicting ·i_n,stru9tions _issued by 
a supervi .s ,:tr. : A : contr-acti· is signed by nanagement and the union, and 
a griev&nce can only be lodged by one against tiJe other - there is no 

. recourse for on:e· l'nion member against . 'the other un _Q~!' . the c<;>n.tract . and 
if the problem is bad you sh6uid tcrisul~ yqu~ _by~laws and constitution 

. .' if there . is no solution ttirough . changing the work situation. 
. . . 

. E.: .Your Co'!'"w_q_rjcers-:~--·Keep up qn ·what i$ happening with them. Who is pregnant, 
who Ytants paternity · le ·ave, · who needs to _take time qf f for a citiz -cnship 
·hearing, . who ·-.. is ' having ·· trouble wt't 'h a ·supervis .o.r or,_ co- ·worker. If you 
keep on -top of theefe · ·th'ingti," you ··mc:iy be t.1ore: ef f_ect ive _when a grieva!lce 

· :Sit ,uatiort _arise ·s =-· you ·wil1 ha·v·e more knowledge ·· of :a~d c.on.fidence in your 
. w.orkma;tes ,, · -and -'-they · iri :ybu, --It . is _in1portan ·t .fq ·;r; tt.n.it solidarity .. that 

! . . , . p,eo.ple know wh~l:t -is' · hap 'pe n-ing· with e~ch. ot.her .,:· bot,µ . 0~ . ~n·e. ·, job,· and some~ 
;: _time ·-s .-.o.n .a - :pers.onal ·lev·el.- ·' · Thi's · _can cut .. out··.or red.tice· -the ·'office pol-

F. 

• • ' .. • • I 

. it .icki:ng~l .. or.· --.!'.backs ·tsbbing" -..thift 'sometime's · goes on. 
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F. ~~£Ord,.! - If you keep good records of issues discusses at meetings nnd 
of . Y91:lt grf:e~~n~es you a.nd _your offie~ _will ··b.e in a ··good position to 
talk 'a b out :· ·w11at you wQnt . added' taken out or changed in the · next con- . 

. :: . t~ ·a.cJ :~-· .· ·f .~u should ke_e_p _.n9tes _ about th~$e things in a separate file 
. . ·$.Q,_J·t · wlil . be handy ~when· you star .t negotiations come up. Your office 

. ! . < • • • • 

·· s hot 1ld have its own small set of union files , - grievances; minutes 
of yo ur office raeetings including records of elections ·of stewards, 
convention dele g ates (if you are in SORWUC), mot~-0 .ns and/o .r d_~rections 
passed from your unit to the Executive; and a future negotiations file • 

. ' _Ill _RO~~--=T:...::::0--=:..;PR:::::.O.::...C::::..:'.E=..::S~S~G~R~I~E..!..:VA~N::::..:C~E'.:::'..!S:::.__ _ ____ _____________ _ 

A. .§ome General Rules . 
. . . -

1. KNOi~ YOUR GRIE~lANCE PROCEDURE. This includes knoi;ving time limits; when 
. _the grJevance h<"1s to be filed with management :· in writing and who you 
· :_.:··shou .ld s··e,e in t ·r~e m~nagem€nt . hierarchy at the . different steps of the 
· · procedure. ·A ti.rne lirait is the nu1nber of days specified in the pro-

·ced\1t·e wh_:i~h you are allowed for each step ., i.ncluding the llmount of 
·· ti rrie yot~ hav~ fr orn · the .occurence of the alleged grievance befcre you 

file if . ·With man a gement ~ . If y0u miss the :tin1e ·period, they ·can 
refuse ·t .he gi.~ievance o.~ those . grounds. · Fer example, if your contract 
says a ·grievance has ~o be filed ·within 14 dayo of its occurence, then 
tha ·t ·:tc TtJhEtt it means! Remember· that you take up your griev8-nce with 
the f:t r~Tt manegment peraon - that is, someone who is outside the union. 
Read your 3rievc1nce procedure oYer . each time . you stcirt a grievance and 

· r~fer · to it alcr ,g the way. Time limits are one reason that it is ·im-
portant for you to know what is g_oing on in · your office as a grievf.lnce 
might happen and the time pericd elapse before someone got around to 
telling you aboqt it. 

2. KEEP ACCURATE RECORDS - You may discover a pattern in a particular 
supervisor's attitude to certain employees or to the union. These 
records are valuable to you and to futur.e stewards as well as to 
stewards in other offices. 

3. INTRODUCE YOURSELF - .· i;o· your co-i1orkers and to your supervisor or direct 
employer. This inclu des en~uring that a formal letter goes from the 
union office to the employer if your contract so requires it. This 
helps let the union office know you are a steward too - the information 
does not come to it by osmosis. Get in touch with other stewards or 
former stewards and keep their phone numbers handy. Two brains are 
often better than one! . . 

4. REPORT - To your griever and to the union about the process of the 
grievance • . You could report to other stewards and your own office . 
too, provided that your grievor doesn't mind her grievance becQming 
public k~owledge. 

5. 
. . . .... 

NEVER CONSULT WITH MANAGEMENT - about how to handle the grievance in 
any way. Reme~ber, you are the representative of the union in that 
person's eyes. If you have to consult with them about how they are 
interpreting language for example, take someone in with you, or do 
it by letter. Your intentions when you go to talk with managment 
may be the best in the world, but your co-workers will be wondering 
a bit and private talks can prejudice their trust in you and your 
ability to be a good stei-,ard. It is flattering to be approached by 
management with a "let's talk" line, but it is dangerous for you and 
the Union. 
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6. TRY AND SETTLE THE. GRIEVANCE EARiY - While you should n_ot accept less -
than the ·· grievor deserves · it is good to ·remember that justice delayed . 
is justic~ denied so you should be persuasive, polite and firm. Glve · 
management -~ chance to· .. cQrrect the problem before you jump on them. 

B. ]'be Ac~_ltal'Grievance 

1. First, find out all the facts: 

.. . 
Record all this information and 

What happened; 
Who was involved; 
Were there any wi'tnesses; 
When and where did it happen; 
Are there any written materials 
start a file on it. 

relating to it? 

2. Discu _sa the grievance · ·With ' the grievor. Determine with her/him, which 
Article or Articles ·.of t .he contract ·have been violated. Remember, while 
it rnay . be an injustice that has occured, you are grieving a contract 
violatio~ - and the measure .of° .a good contract is how well it can pre-
vent the occurerice of injustices. Also, what may be an injustice to 
an .. employee n~3y ·· he the working out on that person of bad contract lariguage. 
If 

0
y.,, u canuot £1.nd an ctj _cle to fit your grievor' s complaint, consult 

s9~eone else. 'rhere may be more than one . Article under which you can 
g~~_eve _, and th€ .re may· have been similar case somewhere else before. -

3. Assess yo~r grievor and the grievance. You should try as hard as possible 
to · be rea t i.stic. ·:-'. ~>:our grievor may not have a .case, but you must help her/ 
him to establinh it. BUT, don't be afraid to :.advise her/him that it might 
not work. If you don 1 t try and he lp the grievor, the union and the con-
tract will stert to loo~ weak in the eyes of the members. Ask questions 
of other emp16yees~· if: pertinent, to ensure that your griever has not 
omitted · some det ·-ail which s/he assumes you will know or which may weaken 
the case • . 

4 • .. Work out an acceptable settlement. What does your grievor want and what 
J should · management · have . done, according to the contract, in the situation. 

Often your contract itself ·will tell you what the right thing is, but 
it may not. This process will involve ·an · effort on your part, and on 
the part of grievor to asa~ss ~he employer and their attitude to the 
Union. 

5. Woxk out a "game plan". Try and figure out, with your grievor and perhaps 
with another steward if the grievance ia not straightforward, · what your 
management's reaction is going to be. If you say "X", and they say"Y", 
then you settle. If they say "Z", . then you go to step 2. What might 
their · reasons -for refuBal . be - prid ·e, ignorance, vendeti: .a?? This will 
help you figure out what step it will be mostly easily s~ttled ·. at. Then 
you will not have to spend too much time figuring out how to get -a· 
set~l~ent ·from a man~gement person who cannot or will not help. · 
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C • .li2Y th~ St~P.S Work 

All AUCE and SORWUC contracts differ .in the exact number of steps, whom 
you see at the different steps and how long eech step lasts (time limit). 
The following is a general . -set , of gui.delines to help you follow your 
own particular contract. READ YOUR OWN CONTRACT to know exactly how 
its steps are wc.,rked out~ . ·-; .··, 

! ·: ·· _St~P. One 

This is _!l __ OJ::lallJ~ a verbal meeting between yourself, the griever and the 
-. grievor's immediate supervisor (unless that supervisor is the person against 

whom the grievance is being laid, in which case you go to Step 2). 

; ,Discuss your notes etc. ~,ith the grievor when you go in to the m2eting • 
Tell the Supervicor that the Union and the Griever allege violation of 
t .he Article so an.d so, cl~u3 ·e such and such of the contract, and ALL RELATF.D 
ARTICLES •. This latter phrase covers you later on if you discover another 
and better way to fight the griegan.ce. Take a copy of the contract with 

. you. 

· Ask 't.;rb.y the gr:i.evance happened and suggeot what you would like to see 
in the way of settle~ent. Listen to the reasons giv~n by the Supervisor. 
Insist politely but firmly on reasons and ask for ev:f.der1ce if the nituation 
calls for it. Do not let yourself or the grievor be browbeaten or accept 
less th~n ~rr1at y0u honestly feel the griever deserves. If it looks like 
nothing is going to happen, t~ll the Supervieor th~t the meeting is over 
and that _you are going to proceed to Step 2 (if your contract allows this 
this notification to be ve:rbnl). Keep notes of the meeting and write them 
up afterwards. 

. : 

If your contract calls for Step 1 to be a written step, then write it 
t 1 ., tl . . OU l.Ke .. ll.3 .• 

"Ms. grieves violation of Article 1fo, :Section 1ft, and all other related 
Articles." 
Not like this: 
''Ms grieves that her supervisor won't pey her overtime but insists that 
she take timG off in lie~ of p~y as there is no money left in . the Dept. 
budget, but lis. ·w~r!ts the money." 

If Step 1 does not resolve the grievance, or if you have to start at 
Step 2 beca~se your grievance is against the supervisor, you should have 
told the ~upe~visor this, preferably _in writing, keeping one copy for your 
ow~ file. ._,Y~ti should sc1y, in most cases that the results of -completing 
Step 1 were not satisfactory end that you intend to proceed to ste~ 2, 
citing the alleged violation and Articles of t~e contract etc. 

. . . . . . . 

The second ste _p. is ·.BQ..\!9..lli the initial written step -. · Reduce the 
grievance in -writing, adding documentetion if possible, and submit . it 
to the person n~d as the ·management rep. for that step in your 8rievance 
procedure. ~}tplain the time lengths etc. to both the grievor and the 
supervisor. Give the superv:l.sor the required number of copies and give 
the grievor one too. Keep one for yourself. For yourself, only, kee? 
a personal hi.story of the grievance which will include alternati.ve settle-
ment proposals and extra eviden~e. 
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Again, this step depends on yoQr own particular contract. Sometimes 
'it mav -be a meeting of a union's grievanc .e comm.ittee and ·the ·employer's 
labou~ · committee~ By .the time you have r ·eached this step, your employer 
sh~uld have b~en informed (if he .has not ~lready been 1nfo;med), of the 

·. µqnes of ·your · representatives on · the grievance committee (if your contract 
calls for this to be a part of grievance procedure), Alternatively, this 
step may be more letters, or a meeting with the senior management pe~ple 
or with an individual , Or it ~ight be a rep. from the board which supervises 
your unit's work if you are a SORWOC unit working for a board. ·. . . . . . . . 

. - .· This stage is an important one (as they all are) because at this level 
you ·can bring ·in outsiders. · Be certain that all parties have all the 
doc11ment ation and that YOUR side meets before the meeting so that you can 
·go over · the - general history of · the particular grievance and fill in the other 
repif. · :and ·pa·rties on the nature of the employer's . dealing with your office 
or unit as ··well an on · the particulars of the grievance. · Go over your pro-
posed settlements a3ain ' and di l3CUSS what m:tght .happen in the meeting. Assess 
your opposit.ion. · Agree together at what point you will ask for a caucus 
and at what point you · ··will announce your intention to leave this stage~ 

-: • 't 

. . 
FOR ALL STEP.S '.Make sure that you are aware of the time limits! The time 
.limits govern · the time wi~·hin ·which you must file the grievance and the time 
limits ·you have · for the completion of ·each step. _FAILURE TO COMPLY WITH 
TIME LL~ITS, -OR, FAILURE TO AGREE TO EXT~NSlONS OF TIME Lll~ITS IN WRITING 
CAN .INVA~IDATE-THE GRIEVANCE. . 

SO •• ~KEEP· ACCU:9.ATE RECORDS 1, OF ALL CORRESPONDENCE ABOUT THE GRIEVANCE AND 
WRITE ALL IMPORTANT· l\GREEMENTS ON P.APER WITH COPIES. 

f • To Settle Or Withd~RW the Grievance - '. --..... ---~------------
When the grievance is settled, have the settlement put into writing and 

signed · by 1y6ureelf, the gr:f .e·vor and the management person with whom you 
made the eettlement. 3~nd a copy to your union office. REMEMBER, you 
cnnnot violate your own contract in a settlement. The contract is a 
document -~hich is interrelated - you cannot recd one clause without ensuring 
~hat · definitionff etc. do not encompass other articles as well. For ex-
ample: Sandy grievea that she was denied a promotion and the settlement 

, is that she is offered the job BUT the job in question was never poated 
as per the contract, so the really correct settlement would have been to 
re-open the job by posting it. 

S.hould the grievor wish to withdraw . at any stage in the procedure, the 
.common formulae is: "l-ve request that the grievance ___________ _ 
~e withdrawn -without prejud~ce.'' . Again, get this in writing, · and signed 
by all parties. · 

There are some sample grievance forms attached to this handbook which 
you coµld consider using as the form for _your records and for your settle-
ments. 

• I • . . 
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E. 9,r._i!!v_gnces in a · .R§nd. Formual Sh~ 
t •, • ,> • • 

• I , • • • 

' ,. , I ,._ • • ., _. - ,., , • • • 

Rand formula is when all employees must pay dues, but not all are 
actur1l uuion members since · they .will ··not join · the · Union. SORWUC h~s 
2 units with Union cli?suoe·s· such ao th:i.no The Union is still under a 
LEGAL obl:i.gation to represent th~se non-m2:nbers in a grievance (Section 
7 of the B.C$ Lebcur Code.) If the Union does not represent all employees 
fol;' -,,,;,horn it is authorized to bargain under th ·e certification, it can be 
left open to charges of unfair representation from -that employee, whether 
or net 3/he is · a paid up union member. Interest and concern for these 
non- .m.emhers could convince th~m to join the Union and support it . 

. IV ARBITRATION .AND SECTION 96.1 OF THE LABOL-ra CODE 

The B~C. Labour Code requires that every collective agreement contain 
a provi$ion for "final and conclusive · settlement (of a contract difference) 
w:Lth01.1t ·a . stoppage . of work". 'Legally speakir. .g, every dispute not resolved 
at .t .he _-e-arl,i-er · __ ota. .ges of grievar..ce must either be abandoned er taken to 
a form of arbitration. 

... . - .. . ' 
There are m2ny forms of arbitration: 

.a) Section ~6 ... 1 of the Code provides ·that an employer or · uri.1on ·may 
make an ap!)lic ,at .ion ,ut:1,~.er thia oection !~fs>_rg a grievance is taken 
to for2 ~8 l arbitration. The Board appoints an investigator who con-

sults v,it h both rart _ies and either - recommend9 a settlement or -reports to 
the Board - that . i.t cannot reco!Th-nend . a eett lement. In t!1ot case, the Board 
can call a- he~ring or 1asue a ~written decision or give tl1e matter back 
to _:_the p3:rties involved • 

b) fo~mal arbitration: There can be single arbitrators, permanent 
arbitrators or 3-p2nel arbitr2tors4 Your contrAct tells you what 
kind of a~bitrstion procedure you have. 

The arbitratorD or the officer 9ppointed under Section 96.1 will 
investigate and decide on the issue. Manag~~ent is held to have all rights, 
unleea specifically limited by .law, by the contract, er (to a limited 
exxtent) by strongly established prececlent. If the employer has not 
exceeded his rights under the contract, the arbitrator would rule in his 
favour. This l2galistic approach makes arbitration very technical and a 
legal ruling is not necess~rily a "fair" r11ling from the point of view 

. cif the gri~vor, . rhis ·~S not to say that arbitration is not useful or 
good for y~ur side. It is a tactic that should be employed with care 
and the issue should warrant it. 
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A BRIEF SUMI1ARY 

L. As a s.tewa.~d · yqu -should investigate all grievances referred to you. 
You should seek · them out too, and encourage members to talk over 
problems. 

2. Be impartial. - Learn to recognize legitimate grievances and head off 
phony ones. BUT, don't brush people off. 

. . 
3_ Neve~ ·meet _. with .management on your own, or make deals with them alone. 

. . ' .. 
4. · Determine exactly what Article of the contract is being violated, 

5. 
. · . . . 

•. .. .. . ·-
! . 

, . 6 
• 

7. 

and that the -. grievor wishes to grieve under this Article. .·. 

Put the minimum. of necessary information in the written grievance. 
In ·clude date, . name, article(s) violated, related articles (in quotes) 
an~ .. your . own and .the . grievor :' a· ·signature. Keep things in lvriting. 

Make ev~ry attempt to settle the grievance as early in the procedure 
as possible (without compromising). 

Your supervisor, in the grievance procedure, refers to the first 
itn~1edi ate supe:-:io:t: OUTSIDE the bargaining unit. 

s·. · _I f ·::i..::p1?~1ei:r1&r1t . ·is not going r·o budge on a grievance, take control and 
_terminate _ the interview, indicating that you will be going on to the 
nexxt step~ . ·Al~vcys gi·~e · them the chance to change their mind, but 
be firm aed don• t ma l~e~ deale .. : · 

9. NEVER agree to a nrnage:r.ent "offer" without consulting your grievor 
and ensuring th~t : the·agteement i~ noi itself a violation of the 
contract. 

10. Keep good recordc of meetir .. gs, conversations .. an~ .re .search • 
. ' ... . .. ' 

11. Pl~ri your strategy early, keep notes of it ahd up-date it if necess2ry. 

12. When in doubt, consult . someone else. 

· :O. You are the representative cf -_the union in your office, how you deal 
with your co-workers and with ·management will have an effect on how 
Y.~ur co-workers feel about the · union. 

"I 

.. 



-

.... 

C" ~Mt;' r. . "q"!"':! TNT TI O'f\.TS ~r., JJ;_,J! :-:.:.:·~;.!.:-:.:..-·:::..=~1.~,:.;::__ _________________________________ _ 

ARBITEATION: The last step in the grievance procedure. It is a require-
ment of the BoC. Labour Code that all contracts p~ovide for a settlement 
of differences witho ut a stoppage of work and that pro~ess is called ar-
bitretion. It involves calling in a person outside managrnent and outGide 
the union to hear both side3 of the dispute _and recommend a settlement. 

GRIEVANCE: A violsti.on or alleged violation of the contract. The first 
words in any section of the contract dealing with complaints or grievances 
will define a eYievance for that contract. An employee or the Union can 
lodge a grievance. 

QRIEV~9_E__CO~ITTEE: A stage in the grievance procedure. It is a cornmitte 
of the Union which includes at least the steward nnd some other union rep-
resentative(s). It usually meets with a Management labour committee. 

_G-8..TilY~P~E PP::QQEDURE: The entire article of your contract which lays out 
how you proceed with grievanceo. It includes all steps and time limits. 

LABOUR/~AN,~GEJ·'i~NT CCi~.fI'I'TE~: A manag€mcnt committee of one or more senior 
m-::1nagf:':ment to meet with the union's grievance committee as a step in the 
grl.•e:v~~,-~ ~~o-A~u-o C4 ,. ' ...... t;". _;._.1 . t , . ...... - ... . '- (.":, • 

§JJt?S: TlH~ prog·ression laid out in the grievance article by which you 
proce~1s the s:a:-ie ... :rance. They go fro~ verbal to written stages, and from 
one level l:i the management hierarchy to another. 

STEWARD: A person elected by th~ people thats/he works with as their 
union representative in the office'e admini~tration of the contrnct. It 
is one cf the most vital positions in the entire union from the point of 
view cf the merrj)e:rs}:ip' s relations to m.anagement. A good steward can 
anchor the trait and mi1ke the union and the contract meaningful to the 
members and to the e~plcyer. 

TIME LIMITS: The length of time set out in the introduction and steps of 
a grievance procedure >which tell you how long you hnve to process a griev-
ance and how long you heve to achieve a settlc~ent at each step along the 
way • 
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SAMPLE GRIEt~lu'lCE FORM (USE REv"ERSE~·:srDE IF NECESSl1RY) • 

HAY..E 3 Ccipies 1 f!)r your .local 
1 to be returned to shop steward with supervisor's reply 
1 t:J be forvn1rdsd by su.per ":1isor to next manage .ment pe r son 

in procedure if nccess3ry 

1. Gri.evor' s Dept _. ----------- Name -------- Date;_ ______ _ 

Signatures of grievor & steward 

Departments/Supervisor's Reply: 

Signature of supervisor 

Referred to St~, 3 on _________ _ hY. _________ (steward) 

2. Step 3 or 4 Written Decision: 

• 
S:f.gn(lture of grievnn~e committee 
Signaturf: o.f labour/management committee 

THIS IS NOT A SETTLEMENT OR WIT1IDRAWL FORM 


