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When yoc get m~rried, you'll h~ve to York too, 
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, (from a labour song book) 
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! YOUR RIGHTS AS A STEWARD 

A. Leaves From Wc:::-k To Process Gricvanc.£§ 

Yot:.r riehts as a steward to in,;e5 .tigate and process grievances at work 
d~pe.nd on, th e language 1.n your contract. This can be fou nd in the Articles 
entitled "St ewardsu as· well aa ·under "Grievance Procedure" or "Adjustment of 
Complainte". If yo~ ar.e · a member of SORWUC _you . may not be eligible to take 
the time off with pay, so you · should ·proceed as i .n the next section, an<l 
take the time without ·pay under "Union Activity" or "Leaves for Uni~ri Uusiness". 
If ,f>~ d·o not ~--have . the . r~ghts, you m.ust be s1.1re to i.nvestigate grievancea 
on the phone, rit coffee, lunch or ~bmewhere where you wnn't get caught. It 
is too bad that s·oma contracts te Dtrict the rights of SORWUC stew::q:<l_f:! like 
this - but it also goes to Ghow how aware an employer is of the ef fe ·ctive 
role a steward can play in keeping a- union going in an office • 

. B. ~~a1!:.e..s.,...From W~rk .For Union B~sinees 

AUCE a'nd SORWlJC ·contracts have Articles which allow union reps. to take 
short term leav es of abs ences to attend to union business. If you are a 
SOR'WUC mcmb~r and do not have right to take time off under your steward 
c}aµae wi~h pay, yc-u can m3e1,this clause to e.rgue your right tq process a 
grie-v:cmce. . /·1 un t on rep. is quite loosely defined in most contracts, and 
pres".ltI!ably' if yvu 'are elected or appoin t ed (by committee) to perform a 
Jo _!l or rep -c.ea,ent your union somewhere, then you are a union rep. Members 
can take tir o.~ off under · -~h:i.s' clauee to help publish newsletter s , attend 
commit.tee meet i ng3> _conferences, go lea'fletting etc. USE THIS CU USE -
it was ori ginally ncgcticted ·with the idea of allowi ng people to toke time 
off so tt,at the runni ng bf the union and participation in u~ion af£airs 
was not limited to · a :few fCopla . 

II YOUR RESPOt~SIBII-ITIES AS A _STEWARD * SOME GE~lERAL RULES 

Your major reoponsibility ia to assist your co-workera to get satisfaction 
for tbe:tr grievances. . To do t ~1is, there is a ~hole ran ge of things you 
need to rer..iember. The thing to reme.nber first is that you have help. 
In AUCE there are Gr:f.evance Co!Ill!littees set up for the LocalD, in SORWUC 
there is an outside person, a member of the Local Executive, who ie assigned 
to assist your unit. . In both cases there is a union office full of '(hopefully) 
references to -other grievances, and someone who can help you. 

A. K.nqw Yqur Cont!'act;, - Keep it in your drawer, along with some extra copies 
and refer to it often so that you get to know it. It will become clear 
t6 you as you asRiet with grievances what e:cactly some 9£ the language 
means, but it 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 contracts and read them over · for coi&parison. 

B. Sign tTp N.ew EmPloye~~ - Meet these people as soo'n as you can - introduce 
yourself and give them 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, EJO check this out. If you don't, then take them out for 
coffee er lunch. Your co ntract will have a section for new or probation• 

·ary employees and it covers their rights, when th~y can join the union 
(after 2 weeka or 30 daya or some such) a~d the responsibility of the 
Employer towards .them. Make sure they understand this section and that 
·they still have the right, even if they .-are probationary employees, to 
- grieve scmething if it unfa i r and not explicitly excluded from them as 

a right. You ehc,uld al .~o -oxplain ,.~he.·Yn.ioµ to :~h~m - what t~e dues are, 
how the Union got started, w~at else lt . does, ete. Give them a copy of 

·. the : Constitution and By-l aws. Remember, you ~re the .ir first contact 
e Un on 
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}h1llet.in Bc,a:,:ds - Keep it up to date. In fo rm members about the ststu& of g!'..ievenc ·eE;. Tell them what is going on in other offices or units part~culariy if it · has a wide application. Post your newsl ette r, minutes of meetings and notices ·of and a3endas for upc oming meetings. Make sure th at ;cb vzcancies are pooted and then put up anything else you think io · ~f- intereut to the members . Encourage your co- workers to use this board too. If you use it and make. it ir.t ere ·sting it can be a very effect -tive wny of cou:munict3ting end making a point. Items fr.om papers etc. 
arc good too - remember, our unions don 't exist in a vacuum . Try and ensure that it iR a good location so that people will have time to look at it . Encourage people to add items to agendas, especially if it is 
for your own office meeting - remember, this is the first way that they le arn th e ski .lls of participating in meetings and speaking up about things. 

Me~tings - Try and ensure that your offi c e hol ds regular meetings -every othe r week or on-:e a month. Choose a conv en i en t time and pla ce and circulate notices about it by mouth, the bulletin be ar d and/o r m~~os. At the ruc~tings, be cure th at there are reports on what ia happening wi ~h the r .2at of the Union AND on what i3 happ ening in your own· o'ffice . _MemLers could be encouraged to discuss the bu~ i ncss that the Executive dc~n and make Guggestions and/or criticisms. Talk shop t?o - th~ _$e rneet1.nz2 a:o:a a·.gooci pJ.ace to find out what is going on wi th people' s job3 and with their Supervioora. Th is meeting is often where an unnct ::.ced grievance could come 01Jt: . Ensure that vacation li sts, ti me o£Z, sche<lulP-s, maternity leave, sick l eave, r ep lace ment ataff etc. nre bei c ~ properly dealt with~ ~anageruent. For example, if Mary has been s i ck for 2 weeks , has any one called her; who is replacing · . _b.~-~ or will she have a rela pse when she comes back cause it is all piling up on her deok; or ic S~e dcin 6 all Mary's work plus her own??? Try ar.d ~igure out these thinga among yourselvea before they beco me serious grJ.evances. 

You should also try and find out, eithe r in these office meetings , or in private diacussionR, how things ere between people . Sometimes a . person will come to you with a griP.v ance wliii:h is not something that can be won under the contract as it is be tween u~ion members - a situ -ation that is to be discouraged as it can create difficulties for the working situation . Fi ~ot tr.y and figure out -if the problem is a result of conflicting job descriptions or conflicting tnst r uctions issued by. a supervisor. A contract ,· is signed by management and th e union, and a grievn nce can only be lod ged by one against the other - there is no ·re co"1rs 1: for one t1nion member against the other und er the contract and if the problem is had you should ccnsult your by-laws and constitution if there is no solution through chan ging the work - situation. 

_Your Co-Wq_~~ -- K~ep up on what is happening with them. Who is pregnant , . wh:1 wanto paternity· 1eav-e, who neeQO to take time off for a. citi zenshi p -he aring , who is having trouble with a superviGor or co- worker. If you keep on top ·of thes e 'thingo, you may be c,.::>re effec tiv e when a gri eva:1ce situation arises - you will have more knowladg..e of and confidence in you r -wo_rkmates, and . they in yo u. It is itnport an t fo r un it solid£Jrity t hat people know--·what is happening with each other, both on the job, and some-t :imes on a- perso nal l evel. This can cut out or reduce the ·'offi ce pol-iti .ck i ng" or "b~~ kflta~bing" that : sometimes goes on. 

. :·~(' .. C'!. ~- c. .. ~--- ... _... . T. f . :~ ... a ~,rj • . ,··• )'.""'' • ., ' f • ,. ...... ;-, .. ' . . .. . .. 
··<'i.,: . :.: J 'CY~·. • ., i · > ,;i, 

· . ·1· P10C< ' .-~Ii i' ,· 
· : ; ·he ., · :-: · t ·: ,~, a 1 . •' ·. ,:··.,· . 
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R d _ If you keep good records of issu es discusses at meetings and ecor s 11 b i d po~iticn to Of ·your gri evan c es yo u. and you ~ office wi . e n a goo N · h d i the next con-talk about what you want added ·, , take n ont ox.: c ange n tr act. You sho ul d keep notes about the se things in a separate f il e so it will be handy when you start negot i ations _ c~me up. Your -office 
sh ould have its own small set of union fi l es - gr i e~ances; minute~ of your office meetings includi ng recorcs of elections of st ~war ~' convention delegates (if you are in SORWUC), motions and/o: directi~ns 

E · • d future negotiations file. pass ed from your unit to th e xecutive, an a 

III _ _HQ.~J TO PROCESS GP.IEVANCES 

A. 

1. 

2. 

3. 

4. 

5. 

Some General Rule.B 

KtWW YOUR GRIEVANCE PROCEDURE. This includes knowing ti.me li mits; when t he gri evance h~3 to be filed with w~nagement in writing and who you sh ould see in the ~nagement h i erarchy at the d if fere~t s:eps of the pr cced ure . A ti~e limit is the number of d3y s specified in the pro -ce dur.e which yet are all0wed for each step, including th ::? amount of time you qav~ from t he occurence of the alleged grievance · befcre you file it with management . If y0u miss the time period, they can r efuse the grievance on tho se grounds . For example, if your contract says a grie vance has to be filed within 14 dayo of its oc~urence , ~h~n t hat ic ~h3t it means! Remember that you take up your grievance with th e fi:i:-,:;t managrcent person - that i s, someone who is outsid: the union. Read your g~iev~nce pr o~edu re oYer each time you st&rt a gr:evance and refer to it ai..c1.g the way. Time limits are one reason that it is im-portant for you to know w~at is going on in your office as a grievan ce might happen and the time pericd elapse before someone got around to 
telling you abc~t it • 

KEEP ACCURATE RECORDS - You may discover a patt ern in a particular supervisor's attitude to certain employees or to the union. These r ecords are valu~ble to you and to f ut ure stewards as well as to 
stewards in other off~ces. 

INTRODUCE YOTJF.S:ELF - to your co-work ers and to your supervisor or direct employ er . This inclu de$ en~uring that a formal letter goes from the union office to the employer if ycur contract so requires it. This help s l et the union office know you are a oteward too - the information a0 es not come to it by osmosis. Get in touch with other stewards or 
former stewar ds and keep thei r phone numbers handy. Two brains are 
often better than ·one! 

R~FORT - To ;our grievor and to ·the union about the process of :he grievance. You could repo rt to other stewards and your own off!.:e too, provided that your grievor doesn 't mind her grievance becomin g 
public knowledge. 

NEVER CONSULT WITH MANAGfil'.ENT - about how to hand l e the grievance in any way. Reme~ber , you are the representative of the union in that person ' s eyeo. If yo~ have to consult with them about how they are interpretin g language for cxa~ple, take someone in with you, or do it by l ette r . Your intentions when you go to ta l k with managment may be the best in the world, but ycur co-workers will be wondering a bit and private talks can prejudice th ei r trust in you and your ability to be a good steward. It is flattering to be app r oached by management with a "let's talk" line, but it is dan ger ous for you and 
the Union • 
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6. . TRY AND SET'I'LE THE· GRIEVANCE .EARLY - Whil~ you should not accept .less 
than the grievor deserves it ;s good to re~emb~r that justice .delayed 
·is justice deni~d ao you ohould be persu~sive, polite and firm. . Give 
manegecent a chance to correct the probl2m before you jump on them. 

1. 

2. 

3. 

4. 

5. 

First, find out all the facts: 

Record all this information and 

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

relating to it? 

Discu ss the grievance with the grievor. Determine with her/him, which 
Article or Articles of the contra ct have been violated. Remember, while 
it - me.y be an .inj\latice that -ha s occured, ycu are grieving a contract 

·violation - and t~1.e meae~1re of a good contract is how well it can pre-
vent ·-the occt1;:tence o::: :!.njtrntices. Also, what may be an injustice to 

:·an employee n!a~, . he the working out on that person of bad contrac~ language. 
If -you cannot f:,:r!d an ct:f.cle to fit your grievor. 1 s complaint, consult 

-someon~ el se. .!:l~er.e may b~ more than one Article u!lder which you can 
grieve, and ·th~Te rnay lur."e been a similar case somewhere else before. 

Aeoess yo~': ~rie 1ro~ and . tbe gr ievance. You should try as ha!"d as possible 
to .be rea .. _.J.s:cic . >.ou::-gr.t e:vqr may not have c1 c t.se , but you must help he;:/ 
him to establi nh it. BUT, don't be afra:td to advise her/him that it mioht 
not work . If you don't try and help the gr:i.evor, the union and the con: 
trDct will st~rt t~ l~o~ we8k in the eyes cf the members. Aok questions 
of. other em? lo:,ees, i i: ?~rt in<;nt, t o ensure that your griever haa not 
om~tted some d~t ail whi 9~ s/he assumes you will know or which may weaken 
t he case. 

Work out an ~c~8ptable settlemen t. What does your grievor want and what 
ehoul d m,~magem~nt have c!one, acco rdin g to the contract, in the situation. 
Often your con tract :!.ts~J.f · will tell you what the right thing is, but 
it ~ay not. This process will involve an effcrt on your part, and on 
the part of ~ricvor to asacos the employer and their attitude to the 
Union. 

Wk t 11 1" T or ou a game Pan. ry and figure out, with your grievor and perhaps 
with another steward if the grievance is not stra1.ghtforward, what your 
management's reaction is going to be. If you sQy "X", and they say"Y" 
the~ you settle. If th~y say "Z", then you go to etep 2. What might ' 
the4r reaeons for refu ea l be - pride, ignorance, vendetta?? This will 
help y~u figure out what step it will be mostly easily settled at. Then 
you wi_l not have to cpend too much time figuring out how to get a 
settlement from a management person who cannot or will not help. 

: ; · ... 

,. 
: • • • • , ~* • . . -· .!. . . • . . • ,: • .'. 
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C. lt?F th~ Step..§...J:!ork 

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 s~t of guidelines to h~lp you follow your 
own particular .c.ontract. RE.AD YOUR OWN CONTRACT to know exactly how 
its ste~s a:::-·e w<,rked out. 

St~p One 

. Thia · is ueually a verbal meeting between yourself, the gri .evor and the 
grievor's im~~dW~ supervisor (unless that supervisor is the person against 
who!!l the grievance is being laid, in which case you go to Step 2). 

Diocuss your notes etc. with the grievor when you go in to the meeting. 
. Tell the Supervicor that the Union and the Griever allege violation of 

the Article :::o and so, cl!tu3e such and such of the contract, and ALL RELATED 
A..~TICLES. This latter phrar,e covers you later on if you discover another 
and better way to fight the griegance. Take a copy of the contract With 
you. 

Ask why the grievan~e happened and sugge!3t what you would like to see 
in the way of aettlE:r.ient. J .. isten to the r easons giv~n by the Super, ,isor. 
Insi s t politely but firmly on :reasons and ask for ev:f.dflnce if the aituation 
calls for i~. Do not let yourself or ~he grievor be browbeaten or accept 
le oa th fjn what y0u honeAtly feel the griever deserves. If it looks like 
nothi ng is going to har,pen, t~ll the Superviaor th at the meeting is over 
and that you are g~i ng to proceed to Step 2 (if your contract allcws this 
this noti fication to be ve~bnl). Keep notes of the meeting and write them 
up afterwards. 

If y0ur contract calls for Step 1 to be a written step, then write it 
out like thia: 
"Ms. grieves violation of Article tfo, Section {fo, and all other rel ate d 
Articles." 
Not like this: 
"Ms grieves that her superyisor won't pc.y her overtime but insists that 
she take tim'3 off i;:i l:i.eu of p3y as ther e is no money left i:i the Dept. 
budget, but 11s. usr.ts the money." 

~tep T~o 

If Step l does not resolve the grievance, or if you have to start at 
Step 2 beca us e your grievance is again~t th e supervisor, you should have 
told the eu?e~visor this, preferably in writing, keeping one copy for your 
ow-n file. You should say, in mos t cases that the results of completing 
Step 1 were not satisfactory end that you intend to proceed to step 2, 
cJtin3 th e allege<l viol ati9n and ~rticles of the contract etc. 

The second step is ..!!Q_ualli the initial written step. Reduce the 
grievance in writing, addin g documentation if poss .ible, an9 submit it 
to the person , ne1u~d. ~s t;he management rep. for .. that step _. in your 8rievance 
proc ed ure. ~xplnin th e t i me lengths etc. to both the grievor an~ the 
su?erviaor. Give the supervieor the required number of copies and give 
the griever one too. Keep one for yourself. For yourself, only, keep 
a personal history of the grievance which will include alternative settle-
ment proposals end extra eviden~e. 
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Steo Thr~ 

Again, this ste _p depend s on yot,tr own particttlar contract. Sometimes 
it may be a meeting of a u~ion 1 s grievance ccmmittee and the emp.loyer's 
labour committee . . By the 'time you have reached this step, yotlr .employer 
sh~uld have been informed (if he has not already been informed), of the 
IlqUes of your representative~ on the grievanG:e committee (if your contract 
calla for this to b ~ a part of grievance prccedure). Altern~tively, ._ this 
step may be more !e tters, or a meeting with the s enior management people 
or wit h. ~n individual. . 0:r it mig ht be a rep. from the board which supervis es 
your unit's work if you _are a SORWUC unit working for a board. 

· This stage is an important one (as they all are) because at this level 
you can br _ing _in out _EJ_iders _. Be certain that all parties have all the 
docu~entat:!- ·on _and t hat YOUR side meets befcre the meeting so that you can 
go ove= th~ . g~ne!a l histo ry of the particulsr grievance and fill in the other 
r epc. · and ~e.r~ies on th e nature of the err.ployer' F- de 3lin g wit.h your office 
or unit (-IS wei°l ao qn the part:! .cula-z-s of the grievar.ce. Go over your pro-
pos ed sett l e,"P.~nts again and di r:icuss what m1.ght happen in the meeting. Aseess 
yon:;:-opposition . AgrP.e to ge t her at what point you will ask for a caucus 
and at what _ po:!.n~ yoil wi l 1 announ~e your i ntent ion to leave thiD stage. 

F'OR ·ALL STE:r?~ Hake S'.lt'~ th.c?t you ~re awa.re of the time limits! The ti me 
li m!.ts go~1e;:--c the tim-:? within which you mt.mt file t he griev anc~ and t he tim e 
limits ycu have fo~ t he co~plc tio n of ·eech st ep . FAILURE T-0 C011PLY WITH 
Trtffi LTI~ITS, ..Qf;, FAJ_LTJ:IB TO AGUEE TO EXTENGIONS OF TI!ffi LIMITS IN WRITING 
CAN IWlA:;:. IDATE TEE GRIEVA.~JCE. 

so ..• KEEP ACCU:-?..P,7~ RE-:o-ans !, OF hLL CORRESPOl\TDENGE A:SOUT TiiE GRIEVANCE AND 
WRITE ALL IMPORTAI·;T .'.\.GRE~~!t"'.NTS OH PAPER WITH COPIEB. 

When the griev~nce is settled, have the settl ement put into writing and 
si.gned by your 9el~ , the gi-:f.cvor and th 8 management person with whom you 
made the 2cttlem er.t . 3~ nd a copy to yocr union office. REl-IBMBER, yo!1 
cr:nnot v iolate you:· own co!1tr.ect in a sett l ement. The contract is a 
document ~hich is interrel~ted - you can not r ecd one cl cuse wi th out ensuring 
tha t defin i tionr- et c. do net encompRos other art i~les aa well. For ex-
ampl e : Sandy grieve3 tha t che was denied a promot ion and the se ttle ment 
is that she is offered the job BUT the job in question was never pooted 
as per the con tr act, so the really correct settlement would have been to 
re-open the j ob by po_st in g i t. 

Should the grievor .wish to withdraw at any st age in the procedu re, t he 
common formulae is: "We request th at the grievance ____________ _ 
be withdrawn without prejudice." Again, ge t this i n w-riting, and si gned 
by all parties. 

There are some aample grievance forms attachad to this handbook which 
you could consider using as the f orm for your records and for your s ett le-

·ments . 

- 7 -

Rand form ula is when all employees must pay duea, but not al1 are 
actu c1l union members since they will not jo1-n the Union. SORWUC h~a 

. ' " °2 units with Union · cl: rn~es such ao · this. The Uni on ie ·still under a 
LEGAL obligatio~ to r epresent th~se non-m~~ber a in a gr i evan ce (Se~tion 
7 of the B. C, Lebcur c~)de.) If t he Union does not repre sent all employees 
for whom it is authorized to bar gain under the certification, it can be 

.. .. left cpcn to cha rge s of unf air representation from that employe e , whether 
or not 3/he is · a paid up union member. Interest and concern for these 
non-members could convi nc e th~~1 to join the Uni on ~nd support it. 

, ... . 
~, I ' . . ' 
IV AUBITRATION AND SECTION 96.l OF THE LABOUR CODE 

The B."C. Labour Code req uir es that every collective agr eement contain 
a provi s ion for "f inal and conclusive sett l ement (of a contract differen ce) 
without a stoppage of W•.:>rk ". Legally speakicg, every di3pute not resolved 
·at; th~ ~arlier otages of grieva~ce muot either be abandon ed er take n to 
a fd~m of a~~it~Etion. 

Ther~ are many forms cf arbitr at ion: 

a) Section 96.1 of the Code FrovideR th at an employer or union may 
make an af? lic atlon und er th:i .J cc ction J?.~fcg:_g a ·gt·ievance. is t aken 
to !:o :.:7.~a l ar bitration. The Board appoin ta an 1.nvestigator who con-

sults i 1ith b1)th part :~ef! and either recorom8nds a settlement or repo:-t s to 
th e Board to.at i t cannot ,:·ecom;nencl · a settie~ent. In t!1at c.:?se, t!l.e · Board 
can call a he i~ring or 1.osue a ~--rittcn deciFJion or give the matter b3ck 
to _· the p:irtics invoived. 

b) forma l arbitr ati 0n: There can be single arbitr atora, permanent 
arbitra tors or 3- p•.:mel arbitrP.tors. Your ccntr Act tells y~u what 
kind of a7.bi trction procedure you have. 

The arbitrat crs or the officer appointed under Section 96.1 will 
investigate and decicie on the i oaue . Manag•1;.uetit is he ld to have all 'r igh ts, 
unl ena specifi~ally limited by l aw, by the cont r act, or (to a limited 
exxtent) by stron 51y cs~abli ~h~d precedent . If the employer has not 
exceeded his r ights und er th e cont ract, the arbit r ator would rul e in his 
fa vour. This l egaliGt ic spproach makes arbitr ~tion very t~chnical and a 
l ega l ruling i s not necessarily a "fDir" r 11ling from the point of view 
of the gr ievor . This is not ·to say that arbitrat i on is not useful or 
good for y0ur side. · It is a tactic that should be employed with care 
and the issue should warrant it. 
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A BRIEF Sill•11ARY 

L. As a steward you should investigate all grievances referred to you; 
.You should seek them out too, and encourage members to talk over 
problems. 

2 . . De impertial. Learn to recognize legitimate grievances and head off 
phony cnes. BUT, don't brush people off. 

3. Never meet with management on your own, or make deals with them alone. 

4. Determine exactly what Article of the contract is being violated, 
and that the grievor wishes to grieve under this Article. 

· · · · · 5; · Put the minimum of necessary information in the written grievance. 
In~lude date, name, article(s) violated, related articles (in quotes) 
and your own a~d the gt'ievor's signature. Keep things in writing. 

6. Make ~very attcnpt to settle the grievance ao early in the procedure 
ae possible (without corepronising). 

7. Your nupervieo~, in the grievance procedure, refers to the first 
ir.or.iediate supe~ior OUTSIDE the barga ining unit. · 

. . 
8. _If man3gemant is not g~ing to budge on cl grievance, take control and 

termin ate t~e intervie~, indicating that you wil l be going on to the 
nexxt step. .Ah:ays giv.e them the chance to change their mind, but 
be firm · ar..d don 1 t .:na ke dealc. 

9. KEVER agree to a 
and enn~~ing tr. ~t 
ccnt ~.~ct . 

n~n: 'ge:r:-ent "offer" without consulting your griever 
the agreemen~ is not itself a violation of the 

10. Keep goo d recordr. of meetings, conve=sations and research. 

11. Plan your strategy early, keep notes of it and up-date it if neceaoery. 

12. W,qe,n in ·dqubt, consult scmeone ·else. 

J3. You ~re .the representative cf the union in your office, how you deal 
with your co-wo:-lcers and with management will have an effect on how 
y"our co-worken:; feel al:>out the unt on . 

,,,, - . -
SOME DEFINITIONS 

AR~ITRATION: The last step in the grievance procedure. It is a require-
ment of the B.C. LBbour Code that all contracts provide for a settlement 
of differences without a stoppage of work and that p~ocess ia called ar-
b:ltretion. It i nvolve s callin g in a person outside managment and out3ide 
th e union to hear both sides of the dispute and recommend a settlement. 

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

GRIEVANCE COMMITTEE: A stage in the grievance procedure. It is a committe 
of the Union which includes at l east the steward and some other union rep-
resentative(s). It usually raeets with a Management labour committee. 

GRIEVANCE PROCED~RE: The entire article of your contract which lays out 
how you proceed with grievances. It includes all steps and time limits. 

LABOUR/~1,:1'.UAGE:'i:mNT CCr~1ITTEE : A manag~racnt committee of one or more senior 
m~na?ement to meet with the unionts grievance committee as a step in the 
grieva r.ce pro~edu re. 

?TEPS: ThP. progression laid out in the grievance article by which you 
process the e~ ie? ar.ce . T~ey go from verbal to written stages, and from 
one lev e l i.n th i= managcme:nt hierarchy to another. 

STEWARD: A person elected by the people thats/he works with as their 
unio n repres ent ative :n the office'a administration of the contract. It 
is one of the most vital positions in the entire union fro~ the point of 
view of the merr:.bersh ii=,' s r P..lations to manage ment. A good steward can 
anchor the unit and m;ike the union and the contract meaningful to the 
members and to th e €~p l~yer. 

TIME LIMITS: The length of time set out in the introduction and steps of 
a grievance proced ure ·which tell you how long you have to process a griev -
ance and how lon g you hc:ve to achieve a settle:nent at each step a l ong the 
way. 
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SAMPLE GRIE\7ANCE FORM (USE REVERSE:·:sIDE IP NECE~SARY) 

H.~ 3 C~pies 1 for your .local 
1 to be returned to shop ~teward with supervioQr 1 s re ply 
1 to be for w.::ird~d by supcr,:1..aot' to next manage,ment person 

in procedu~e if ncceessry 

l. Grievor' s De.p t. ---------- Nmue 
;,..._ ______ _ 

Date-:------

Signatures of grievor & steward 

Depllr tments/Supervis ~r's Reply: 

Signature of supervisor 

Referred tu St~F 3 on;..._,,_ ______ _ by _________ (steward) 

2. Step 3 or 4 W~it tcn D~cision: 

S1.gnatu-::-e of grievance cotmilittee 
Si gnature of labour /management committee 

THIS IS NOT A SE'!'TLfil'-ENT OR WITIIDlAWL FORM 


