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Welcome to the Retail Wholesale Union

Greetings:

Welcome to a Union that is dedicated to helping you find, success, security, and satisfaction at work.  This Union believes very strongly in the dignity of each member.  We understand to gain your loyalty and respect we must earn it.

We are proud of our history and accomplishments.  This Union has faced many battles supporting its members over the years.  Unionism is an important worker right.  Collective bargaining and collective agreements are the main means that workers have to improve the conditions and benefits of their work.  We are at our best when we consider and act to do better for all the members in our group.  

Union members should never serve their personal needs by sacrificing the welfare of others.

It is very important to remember that there are advantages, disadvantages and two sides to every problem.  You must always consider the long-range point of view.  Ignore the temptation of letting the future take care of itself.  Guide yourself by remembering that the Union must continue serving long after we are gone.

This does not mean a Union member should be reluctant to make demands of the management.  It does mean however, that demands should be well founded and just. 

If you are a long-term member of the Retail Wholesale Union lend a helping hand to new members.  Talk about the Retail Wholesale Union proudly and urge new members to be supportive. Real Union members are helpful and easy to talk to.  They never forget they were once beginners. 

We hope that you continue to have faith in yourself, your co-workers and your Union.
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SPECIAL NOTE

1)
Read your Agreement carefully. Ask the Union or its committee for clarification if needed.

2)
Carry an Agreement with you at all times.

3)
Keep all paperwork issued by the company.

4)
Check pay stubs carefully for accuracy. Keep them for future reference.

5)
Submit payroll complaints in writing. Make sure they are dated and signed.  Include days, hours of work (shifts) and department worked in the last pay period. Always keep a copy for your own records.

6)
Do not accept working conditions, hours of work, shift schedules or rates of pay other than outlined in this agreement.

Notify the Union immediately if you:

●
Are injured on the job.


●
Are having difficulty obtaining short-term or long-term disability insurance payments.


●
Have questions regarding eligibility or coverage under your health and welfare plan.


●
Change your address or phone number.


●
Change employers.
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If you need to contact the Union office:

●
The address is #203 - 129 Columbia Street East, New Westminster, BC  V3L 3V7


●
Our phone number is: 604 777-2991


●
Our toll-free number outside the lower mainland is: 



1 877 798 6466


●
Our web page address is www.rwunion.com.

What your Union does for you:

●
Negotiates and enforces the collective agreement.


●
Settles your grievances.


●
Organizes new shops to ensure strength in community.


●
Prepares necessary paperwork, insurances, etc.


●
Keeps you informed; holds monthly meetings. Posts monthly general meeting notices in shops. Discloses all monies coming in and going out of the Union.


●
Supports fair Labour Legislation.


●
Furnishes legal protection when needed.


●
Acts in your interest with the community as well as the management.
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Where do your Union dues go?

●
Rent, administration supplies, and equipment.

●
Affiliation fees.

●
Salaries and expenses for full time Representatives.

●
Salaries for support administration, and pension administration staff.

●
Printing, postage, and educational materials.


●
Labour Board and arbitration expenses.

●
Other legal expenses.

●
Cost incurred in labour disputes.

●
Organizing expenses and negotiating expenses.

●
Expenses for continuing education of members.
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INTRODUCTION
This manual is intended to help members of Retail Wholesale Union to orient themselves to the basic structure and activities that the Union is engaged in.

For those who are organizing and trying to become members of the Union, this manual will help you to see how the Union is run and give you the basics of how the Union operates.

HISTORY
The Retail Wholesale Union is an Industrial Union.  This means that every worker engaged by a common employer may participate in the collective bargaining process with that employer for the betterment of all.

Historically, in April 1947 the Industrial Union of Sugar Workers, a chartered local of the CLC, was aligned and chartered as Local 517 of the United Retail, Wholesale and Department Store Workers of America, CIO.  The Sugar Workers formed the nucleus of this International Organization in B.C.

Local 535 was established in September 1947, comprised of members employed with hardware companies serving primarily the logging, mining, fishing and retail industries.  The membership of this Local grew to be in excess of 1,000 members during the 1950's.  Radical changes occurred in these operations.

By 1965 nearly all the hardware certifications were extinct.  Local 535 eventually merged with Local 580 which had been organized and was chartered in 1950.  Wholesale Food Units were the starting core of Local 580.
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Local 470 was chartered in May 1964 as embodied by the employees of the Surrey Co-Operative Association and this Local grew to include other Fraser Valley Establishments.  Eventually most of these operations closed out and the few remaining members merged with Local 580 in 1985.

Local 604 was chartered in October 1973 to provide a home for the distillery workers following a disruption in that industry.

Local 580 grew to include many members from various locations throughout British Columbia.  Initially this was relative to the branch plant structure of some of the wholesale operations.  Between 1960 and 1980, Local 580 grew to be the largest Local, holding certifications throughout the province of B.C.

The B.C. District Council as comprised of and by the Locals was established in 1963 to coordinate the efforts and activities of the Local Unions.

An association of retired members meets quarterly to maintain an avenue of expression and communication for members in the Union.

RETAIL WHOLESALE AS A CANADIAN UNION

In 1981 the membership of the three active Locals of the Union (Locals 580, 517, and 470) finalized their disaffiliation from the International Retail, Wholesale and Department Store Union and formed the Retail Wholesale Union in B.C.

The Retail Wholesale Union remained unattached for a year while some of the options were investigated.  The Saskatchewan Retail, Wholesale and Department Store Union and the B.C. Retail Wholesale Union joined in discussions with each other and with the Canadian Area of the ILWU as to the abilities of these bodies to form a mutually autonomous affiliation. 
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The Retail, Wholesale and General Division of the Canadian Area of the International Longshoremens and Warehousemens Union was established with our Union and the Saskatchewan Joint Board RWDSU forming the membership of this organization.  In turn this division then affiliated with the Canadian Area of the International Longshoremens and Warehousemens Union.

The Constitution of the International Longshoremens and Warehousemens Union allows for greater autonomy in Canada and the Canadian Area of the ILWU has given support and understanding of our concerns while providing the means for our affiliation to the B.C. Federation of Labour and the Canadian Labour Congress.

The current Constitution of the Retail Wholesale Union and Local Union Bylaws was adopted May 1st, 1991.

Our Union currently has two active Locals. Local 517 is the original B.C. Sugar Local.  Local 580 is the larger Local having members in a number of areas within B.C.

STRUCTURE:  THE OFFICERS
Each Local Union has an Executive consisting of the seven officers elected within each Local Union. The table officers are the Union President, Vice President, Financial Secretary and Recording Secretary. These officers conduct the Local Meetings with the help of the Inside Guard, Outside Guard and Guide.  The four table officers of each Local combine to form the Retail Wholesale Union Council.

The President of the Local Union presides at all meetings of the Local Union and attends to such other duties as may be assigned by the Local Union.

The Vice President assists the President and during the President's absence performs the duties of that office.
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The Financial Secretary oversees the financial affairs and membership records of the Local Union.

The Recording Secretary keeps the minutes of all meetings, conducts correspondence and attends to such other duties as are prescribed.

These four "Local Union Table Officers" represent the Local Union at all meetings of the Retail Wholesale Union Council which is the assembly of officers designated to direct the Union.

The Council elects a President, Vice President, Financial Secretary and a Recording Secretary to attend to the duties of the officers of the Retail Wholesale Union.

The Retail Wholesale Union Council meets every second month to review what has happened in an overview of the Union's activities and to recommend projects or directions to be taken.

Nominations and elections are held every two years for the Executive Officer positions of both Locals.  Any member in good standing for the three years preceding the election is eligible to be a candidate.  If more than one candidate runs for an office, then the election is decided by a ballot of all the Local Union members in good standing.

STAFF
The Union employs seven non-elected full-time staff members at the East Columbia Street office who attend to the daily business of the Union, administration of the Pension Plan, Dental Fund and associated activity.

The Local Unions usually regularly hold a General Meeting once each month except for July, August and December.
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The Office Supervisor and an Assistant, handle the daily finances, correspondence, contract changes and printing, and any other office business that the Union may need done in the course of a day.  They administer the Retail Wholesale Industry Dental Care Fund and coordinate the Plan function with Pacific Blue Cross.

The Pension Plan Administrator and the Assistant Administrator create and maintain accurate Plan records in addition to the processing of the members Pension benefits and attending to a variety of duties for the Pension Trust Fund and the administration of the Plan.

The Retail Wholesale Industry Dental Care Fund, Employee Assistance Program and the Retail Wholesale Union Pension Fund attend to the administration cost that they respectively incur.

We have a Provincial Representative, Assistant Provincial Representative and one additional Representative.  

Union Representatives are responsible for organizing new members, negotiating and administrating collective agreements.  Each bargaining unit (shop) will have a staff representative assigned to be the main spokesman in the contractual dealings with your Employer. The Representative will work with the members, their Shop Stewards and Committee people on a daily or as required basis including the grievance process.

The Representatives provide assistance to members in a variety of job related events or circumstances such as assisting members with Workers' Compensation Board presentations or appeals.

The Provincial Representative heads this team and has the responsibility to allocate duties and to administer the Union subject to the approval of the Retail Wholesale Union Council.

The Union Officers work with the Provincial Representative and the staff to ensure that affairs of the Union are properly conducted.
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CONFERENCE MEETING
A Conference meeting comprised of the Executive Boards of all Local Unions may be called by four of the Council members.  The practice has been to call such a meeting every two years.

A full reporting of the affairs of the Union is made to the Conference. Each shop will be represented at this Conference together with the Executive Officers of the Locals and the full time staff of the Union.  This procedure is to ensure that the members in each shop have more involvement in the direction and running of the Union.

The full time staff employees are paid out of Union funds.  All but the Provincial Representative who has an individual contract with the Union are covered by the terms of a Collective Agreement with the Council.  Some of the Local officers receive a small stipend.

When you pay your Union dues, sixty percent (60%) of your dues go to Union Council funds and forty percent (40%) of your dues go to your Local Union funds.  All of your Union's funds are monitored regularly, reported monthly and audited annually.

HEALTH CARE BENEFITS

Every contract in the Union has a slightly different set of Health Care Benefits with different carriers.  Your Collective Agreement will spell out what the levels of benefit are, but in most cases, it is advisable to get the pamphlets explaining the benefits and your entitlement to them.

For instance, the orthodontic coverage in the Retail, Wholesale Industry Dental Plan does not begin until a member has had continuous dental coverage for six months.  Eyeglass coverage will be a specified amount payable annually, or in some cases every two (2) years, from the date of last purchase.  Some medicines that are prescribed are not covered by the drug plan.
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There are also some medical procedures that medical plans will not cover.  Asking your physician or dentist to establish whether your plan covers a proposed medical procedure is always a good idea.

Finally, some medical practitioners will charge in excess of the fee schedules set out by the B.C. Medical Plan and the health plan carriers.  If you do not want the surprise of being over-billed it is wise to ask your physician or dentist whether his/her fees are within the schedule.

WHAT HAPPENS IF I AM LAID OFF

Please refer to your collective agreement for recall rights.  If you are seeking alternate employment, please contact the Union office at 604-777-2991 and request an address list of all the companies within our Union.  Please note that it is NOT mandatory for the other companies to offer employment due to the fact that you are currently a member of Retail Wholesale Union.

THE UNION AT YOUR PLACE OF EMPLOYMENT
Your place of employment is called a Shop.  The Union is the collective strength and consensus of the members.

When your Union has been certified by the Labour Relations Board of B.C. or the Labour Relations Board of Canada, the Union becomes the exclusive bargaining agent in the workplace.  The Union will bargain on your behalf to establish and maintain the terms and conditions of the Collective Agreement with your employer.  The employer must recognize and bargain with your Union.  Normally the objective is to continue the operation of the worksite in a mutually rewarding manner.
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The workers at each shop elect a Negotiating-Grievance Committee.  These people are also called Shop Stewards.  This is done at the expiration of each agreement.  In this way, the new contract that is bargained will be maintained by the same committee that bargained it.

The Collective Agreement that the Union has with each employer runs for a term, usually some number of years.  Four months before the end of the term the Collective Agreement is "opened".  This is done by a letter of intention from the Union to bargain a new agreement.

Questionnaires are given to each member to relate to the Committee what changes they would like bargained.  The Committee takes these questionnaires and from them drafts the proposals for renewal of the Collective Agreement.  The Committee then calls a membership meeting to ratify these proposals which when ratified are put to the Company and dates for bargaining are made.

The Committee bargains with the Company trying to get a recommended settlement.  Once this is achieved, the Committee will call another membership meeting to approve the settlement.  When the settlement is ratified, the terms and conditions of the new settlement are incorporated to the Collective Agreement and a new Agreement is signed.

If the Committee cannot get a recommended settlement they may eventually call for a strike vote.  At this point they will inform the membership of what the settlement terms of the Company are and why they cannot recommend a settlement.  The membership will be asked to support a strike vote and if they do, a vote is held at the worksite if possible.  If not, the Union will make suitable arrangements to conduct the vote.  If the vote is in favour of a strike, then strike notice is served.  In some cases more than the required seventy-two (72) hours is allowed the employer for an orderly shut down of business.  There could be perishable goods or other considerations to be met.
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The Union would determine the time to strike once these requirements are met and the strike would begin until a recommended settlement can be reached.

Labour disputes (strikes or lock-outs) get a lot of publicity but are not the focus or objective of the Union.

A mutually beneficial relationship through collective agreement and practice is a more appropriate description of the approach of the Union.

WORK STANDARDS

Many worksites under contract with Retail Wholesale Union have work standards that must be met in order to avoid eventual disciplinary actions by the Company.  These standards will be set jointly by the parties through the Productivity Program.

In some cases the Company will set them and the Union will agree to them if they are fair or adjust them with the Company if they are not.

These standards have been difficult to set in the beginning but once the majority of the workforce accepts them and achieves them there are many benefits reaped from them.

The first is that each worker knows what is expected at the worksite.  If their performance meets the standards set by the parties then they know their job is not in jeopardy.  Then if everyone on site meets the standards the whole group can feel that they are doing well and that they have a good measure of job security.

Often these standards have daily or weekly measurements and this ensures for everyone that each is being measured for performance.  If these measures are actually being implemented by your Company then the complaining that inevitably occurs about who is working and who is not will disappear.
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Finally, these measures or standards, if properly enforced and achieved by a worker, ensures that worker that he/she will have a good work record should they have to seek employment elsewhere.  If there are real standards on the worksite and you have met them for your term of employment, then you have an actual credential you can show to your next prospective employer.

DISCIPLINE
If you don't follow the work rules at your jobsite you will no doubt end up with discipline of some sort.  The Union and the Company may have a Code of Discipline agreed to and posted at your site.  In addition, many companies have rules that are published and given to the workforce.

Discipline at work is best described as progressive and corrective.  This means that the purpose of giving discipline is simply to get a worker to cooperate with the rules that everyone has to follow.  If the worker persists in breaking the rules then the discipline will progress from coaching to verbal warnings, written warnings, suspension and eventually termination.

At each state of discipline, the supervisor will have to be clear about the reason for discipline.  Once the coaching sessions are over you will have a Shop Steward in the meeting.

If the facts giving rise to the discipline are clear the discipline will stand and the worker will be given instruction on what needs to improve.  If the facts are disputed the Shop Steward and the Union will try to settle the nature of the incident so that both parties can agree.

It very seldom happens that a worker will progress to the more serious forms of discipline - letters, suspensions and terminations - without having knowingly violated the rules.
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The further down the road of discipline a worker gets, the tighter the system becomes.  Each new incident of violation could trigger another step, where it once took three or four incidents to begin it.

It does not work well to ignore the beginning stages of discipline and wait until the big guns start firing.  Each step in the discipline procedure means something and should be taken seriously so that the serious stages of discipline are avoided.

There are some incidents that are not treated progressively in discipline.  Fighting will lead to suspension at most jobsites.  Proven theft will mean termination.

Your employer has most likely oriented you to what is expected at work.  If you are unclear about what is expected ask your supervisor or your Shop Steward.  You have a right to know and an obligation to find out what is expected of you and your employer has an obligation to be clear about it to you.

The Union Committee together with the Union Representative would continue to be the bargaining agents for the group on the worksite during the life of the Agreement.  They would be involved with the Company in settling any issues that arose during the course of the Agreement.

A member has the right to file a grievance when there are situations or complaints that cannot be resolved as a matter of course in the daily operation at the shop.  A grievance will state the nature of the dispute and the remedy that is sought.  In many cases the Union Committee will file the grievance.

Once filed, the grievance will follow the steps outlined in the Collective Agreement with the Company.  This process continues through the steps, involving various people from the Union and the Company as they look for a solution.  If a solution is reached the grievance is settled.
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The Grievance may be withdrawn if circumstance warrants but the process should not be treated lightly or in a frivolous manner.  If a solution is not found the Grievor and the Committee must decide whether the dispute should be processed further.  Arbitration is the final stage of the grievance procedure.

Arbitration involves a third party decision on a worksite matter.  The Arbitrator will be someone that both parties agree can hear the matter in dispute and rule on it.

Often lawyers are hired by the parties, dates are set, and a hearing held.  The Arbitrator writes the decision that is binding on the parties and the disposition of the grievance is completed.  The decision becomes a matter of public record.  Anyone is entitled to relate recorded arbitration decisions to a current or future case.  Such precedents may help, hurt or defeat the grievor case.

It is always a good idea to talk to your Shop Steward if you have concerns or problems with what is occurring on the worksite.  The Shop Steward may be able to solve your problem or give you a good reason as to why things are the way they are at the worksite.

Some aspects of your worksite may be very distasteful to you.  These may be very hard or impossible to change.  Usually your Shop Stewards will be able to give you the history as to why some things cannot change.  Remember your Committee is there to bargain the best deal they can for your group and they must consider the entire operation of the worksite for any of the problems that might arise.

The Committee or the Union Representative may call a shop meeting to discuss how to proceed with difficult situations.  The strength of the Union is in using the collective knowledge of the group to determine the best direction to travel.  This combined with the experience of the Committee members and the Union Representative usually results in a workable solution.
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It is the Union member's responsibility to abide by a majority decision of the group and this is especially so of a Committee member.  Committee members are volunteers.  They are elected to serve the interest of the group by the members of the group.  Sometimes the emotional content of the matters to be decided mean considerable stress for Committee people and those involved.

The Union cannot negligently ignore or willfully misrepresent an individual member.  An individual member has the right to file a Section 12 complaint with the Labour Relations Board of B.C. The charge must allege that the Union has acted in bad faith, arbitrarily, or discriminated against the complainant.  

ORGANIZING

An important event in the life of a Union is the organizing of new Union members.  It is unfortunate in a way that fewer and fewer Union members have been actively involved in an organizing drive to experience the accomplishment of Unionizing a shop.

The majority of the members in the shop to be newly organized are using their collective strength, perhaps for the first time, to establish their Union.  The fear of being unionized sometimes frightens the employer who in turn tries to frighten the workers with intimidations of one sort or another.

Fortunately for workers, the purpose and the intention of the organizing drive is a simple one.  The Union and its supporters in the unorganized shop must convince the majority of the workforce of the advantages of being in the Union.  Many workers will want to join right away.  Some may wait and see.  Others could be hostile, fearing the employer's response or perhaps feeling they already enjoy an advantage over others in the shop.
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The Union organizer and its supporters do everything possible to sign their supporters without involving those hostile to this purpose.  In any event, a majority of the workforce must sign Union cards and pay the current fee, two dollars, one for a membership fee and one for dues, if any organizing drive is to be successful.

When a majority of workers have signed cards, the Union organizer will make an Application for Certification with the Labour Relations Board of B.C. 

An Application for Certification will include a notice to the employer that the Union is applying for a certification of the business.  If more than 50% of eligible voters vote yes then the Union will be certified to represent that worksite.

Now everyone will know about the organizing drive and those who are hostile may set to work to undo the process.  The collective strength of the supporters may be put to the test by the employer and by some of the workers as well.  However, by signing your support for the Union and applying for certification you have already gained some recognition under the Labour Relations Board of B.C.  Unfair labour practice hearings can be brought before the Board if your employer's retaliation is more than just the usual moaning and groaning and threatening to close down.  No one can be fired without cause and your Union will defend anyone who is fired in this manner.

When the Labour Relations Board is satisfied that the conditions for a certification vote are met, the vote is held.  If the majority are still supporting their right to Unionize then the certification is issued and the parties begin their meetings to bargain a collective agreement.

RETAIL WHOLESALE UNION BURSARIES/SCHOLARSHIPS

The Union has Bursaries and Scholarships available to members or their dependents/wards on the following basis:
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Award 07939
Retail Wholesale Union Local 580 Stan Colbert Bursary - $1,250.00

Award 07672
Retail Wholesale Union Local 580 Bursary - two bursaries of $1,250.00 each

These three (3) Affiliation Bursaries are offered by the Retail Wholesale Union Local 580 to active members, or sons, daughters and legal wards of active members of the Local 580 in good standing.  The bursaries are offered to undergraduate students at an accredited publicly funded post-secondary educational institution in British Columbia, who are in a full program leading to a degree or equivalent in any field.  Candidates must have satisfactory academic standing.  In the selection of the winners, the basic factor will be the financial need of the candidates and their families.

Award 04779
Retail Wholesale Union Local 517 Scholarship $500.00

This Affiliation Scholarship is offered by the Retail Wholesale Union Local 517 to dependents or legal wards of active members of Local 517 in good standing.  It is offered to an undergraduate student at any accredited University or College in British Columbia in a full program leading to a degree or diploma.  In the selection of the winner the basic factor is the academic standing of the applicant.  Should there be a tie the financial need of the applicant and his or her family shall be the deciding factor.

These Affiliation Bursaries and Scholarships are administered by:


U.B.C. Awards and Financial Aid


1036 - 1874 East Mall


Vancouver  BC  V6T 1Z1
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These Affiliation Bursaries/Scholarships are listed on the U.B.C. Awards and Financial Aid Services website.  The Award office will flood all high schools in the province with applications for these awards in mid-February of each year.  The applications will have attached all the scholarships and awards available and the Retail Wholesale Union Bursaries and Scholarships are listed there.  The applications can be downloaded from the UBC Student Awards website and sent in after March 1st.  The deadline for Affiliation Bursaries and Scholarships is May 31st.

RETAIL WHOLESALE UNION PENSION PLAN

Overview

The Retail Wholesale Union Pension Plan is a multi-employer, negotiated cost, target benefit pension plan.  The Plan is administered by a Board of Trustees.  The Union and Employers must have equal representation on the Board (currently 4 Union Trustees and 4 Employer Trustees).

Governance

Trustees are elected/nominated in accordance with the Plan’s Trust Agreement, and the Plan must be administered in accordance with the following:

1)
Income Tax Act & Regulations (ITA).

2)
BC’s Pension Benefits Standards Act & Regulation (PBSA).

3)
BC’s Family Relations Act.

4)
BC’s Personal Information Protection Act (PIPA).

5)
The Plan’s Privacy Policy.

6)
The Plan’s Trust Agreement.

7)
Plan Text and Exhibits.

8)
Statement of Investment Policies and Procedures (SIPP).
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Parties involved in the Operation of the Plan

The Board has entered into agreements with several service providers to provide the following services required to administer the Plan:

1)
Custodian – CIBC Mellon.

2)
Investment Managers – the trustees hire money managers and review their performance each meeting and make changes when necessary to maintain satisfactory investment performance.  This is done in consultation with an investment consultant at Element Consulting Group.
3)
Auditor – Smythe Ratcliffe.

4)
Actuary and Consultant – Element Consulting Group.

5)
Legal Counsel - Lawson Lundell LLP

6)
Pension Administration System 

7)
Day-to-Day Administration - Retail Wholesale Union Pension Plan Administrators.  The Board has appointed two Administrators to do the day to day administration of the plan.  The Union bills the plan for office space and equipment to do the day to day plan administration.

Retail Wholesale Union vs. Retail Wholesale Union Pension Plan

The Administrator of the Plan is the Board of Trustees.  The Board has appointed the Union to do the day-to-day administration of the Plan.  As administrator, the Union currently has 2 full-time staff members for the task.  

Day-to-Day Administrative Functions

The main day-to-day functions:

1)
Ensure Employer Contributions to the Plan are in accordance with the Collective Agreements.

2)
Maintain member records and issue annual member statements.

3)
Process member benefits on disability, termination, retirement or death in accordance with the Plan Text.
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4)
Ensure Plan bills are paid.

5)
Ensure the Plan maintains its registration.

Due Diligence

1)
Administrative staff must abide by the Privacy Policy.

2)
All benefit processing must be calculated in accordance with the Plan Text and authorized by at least one of the Administrator or Assistant Administrator.

3)
Invoices must be signed by 2 Trustees before processing payment.

4)
The Plan must be audited annually.

5)
Valuations must be done at least once every 3 years.

Review

The Trustees constantly review the financial status of the Plan.  This may require amendments from time to time to ensure that benefits available under the Plan remain affordable.  Investment returns are also constantly monitored and investment strategy may change from time to time in an effort to manage risk and returns.

RETAIL WHOLESALE UNION WEBSITE
Please refer to the Retail Wholesale Union's website at www.rwunion.com for additional information.  The purpose of our website is to keep the members up to date and to introduce us to anyone interested in joining our Union. Check the website regularly as new information will be posted.  If you have any questions, comments or suggestions which you think might be of interest to RWU members, please feel free to pass them along.  Our website also provides contact information for our business representatives.

EMPLOYEE ASSISTANCE PROGRAM
Employees working for a participating employer in the Employee and Family Assistance Program are covered by LifeWork for the Employee and Family Assistance Program. This benefit entitles employees and their immediate family members to access confidential counselling through LifeWork. 
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LifeWork counsellors are trained to provide assistance in dealing with a variety of concerns from marital problems to alcohol and drug addiction. The attached list highlights the kind of assistance that you can get from an Interlock counsellor.

LifeWork currently provides this service to over 350 different organizations. The experience with these organizations is that the employees quickly come to see Interlock as a valuable resource for dealing with a variety of personal and work-related concerns. 

Please remember that the counselling offered by LifeWork is:

➣
Completely confidential

➣
Available to all employees of and their immediate family members

➣
Provided by a highly qualified and experienced team of Registered Clinical Counsellors, Registered Social Workers, and Registered Psychologists

➣
Available during the daytime and evening

If you have any questions, or you would like to schedule an appointment with a LifeWork counsellor, please call:

1-888-307-0590
LifeWork provides confidential counselling and referral services for employees and their families if they work for a participating employer.  Some examples are as follows:
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Personal Problems


Depression


Anxiety


Stress Management


Grief & Loss


Sexuality Issues


Phobias


Anger Management


Self Esteem/Assertiveness


Shyness

Relationships


Relationship Enhancement


Ending a Relationship/Starting Over


Communication Skills


Couples Counselling

Health


Coping with Chronic Health Problems


Alcohol/Drug Dependency


Eating Disorders/Sleeping Disorders


Weight Control/Chronic Pain Control


Panic Attacks

Teens


Peer Pressure


Career Choice


Boyfriend/Girlfriend Relationships


Alcohol & Drugs


Emotional Problems


Communicating with Parents & Teachers


Sexuality
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Family Concerns


Marriage Counselling


Effective Parenting


One-Parent Families


Sexual Abuse


Family Violence


Separation & Divorce


Family Members with "Special Needs"


Blended Families


Dual Career Families

Seniors


Health Concerns


Retirement Concerns


Maintaining Independence


Coping with Loss/Loneliness

Work-Related


Job Satisfaction/Performance


Burnout/Boredom


Workplace Harassment


Conflict/Communication


Time Management

Referral Source for:


Financial Advice


Legal Advice


Community Services

WORKERS' COMPENSATION APPEALS
The office of the Retail Wholesale Union has been directly involved in Workers' Compensation appeals and other submissions to the Board on behalf of its members.  If you require assistance with your Workers' Compensation claim and/or an appeal please contact your Union Representative.
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The appeal of a decision denying benefit may take in excess of a year.  Many of these appeals are won, but the claimant remains on Weekly Indemnity and sometimes even Employment Insurance Benefits before the appeal is overturned.  

Here is some background information that may be useful in helping our members make their relations with W.C.B. a success, avoiding the lengthy appeal process.

Workers' Compensation Benefits can be the most complex benefit to obtain if a worker has an injury or ailment as a result of the workplace incident or accident.  The Board, by law, must provide wage loss, medical, rehabilitation and disability benefits to those claimants who are accepted.  These tax exempt benefits are very good insurance benefits for those who qualify.

These benefits are funded by the employers, and the Board by law has certain safeguards in place to protect their interest.  This can make for some irritating questions and tests for claimants.  The best results are obtained when the forms are filled out as accurately and completely as possible.  Many claims are rejected because of poor reporting to the Workers' Compensation Board.

THE IMPORTANCE OF REPORTING
Usually, the kinds of injury break down into two main groups.  The easiest to deal with to establish disability are the cuts, broken bones, etc. that result from a fall, or other accident-type motions at work.

The Workers' Compensation Board covers the entitlement questions for accidents at work as follows in the Manual:  page 3.4:


Section 5(4) provides that "In cases where the injury is caused by accident, where the accident arose out of the employment, unless the contrary is shown, it shall be presumed that it occurred in the course of the employment, unless the contrary is shown, it shall be presumed that it arose out of the employment."
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Thus for injuries resulting from an accident, evidence is only needed in the first instance to show either that the injury arose out of the employment or that it arose in the course of employment.  The balance is presumed, unless there is evidence to the contrary.  Generally speaking, "out of the employment" concerns the cause of injury and "in the course of the employment" its item and place.

The trauma type injury at work has a specific incident that can be pointed to as the location and cause of the injury and the Board accepts the claim.

THE PROBLEM WITH REPETITIVE STRAIN INJURIES

The more difficult injuries to establish disability are the repetitive strain types.  Some examples are tendonitis, carpel tunnel, and repeat injuries - sometimes with arthritis involved.  There are two issues that must be satisfied in order for such claims to become disability claims.

The first is that the injury must arise out of and in the course of employment.  This means the injury must have occurred as a result of some work related or work required activity.  Often with a carpel tunnel syndrome or tendonitis there is a gradual onset of discomfort and pain.  The claimant will say they felt the cause is the work they do but have no specific incident that they can point to and say on that day at 10:00 a.m. I got a carpel tunnel syndrome or tendonitis.

The W.C.B. Manual indicates how the Board will view these kinds of injuries.


Where there is no "accident", there is no presumption under Section 5(4) and the evidence must support a conclusion that the injury arose out of the employment as well as a conclusion that it arose in the course of employment.
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It is not a bar to compensation when an injury occurs over a period of time rather than resulting from a specific incident.  To be compensable, however, the evidence must warrant a conclusion that there was something in the employment that had causative significance in producing the injury.  A speculative possibility that this might be so is not enough.

In these kinds of injuries then, it is up to the worker to give evidence that the injury happened at work and that the work itself caused the injury.  The worker, with the help of the attending physician through the medical reports to the Workers' Compensation Board should build the case to show that the injury is entirely work related or how much work related it is.

Depending on the kind of injury, natural causes may need to be clarified.  Is the arthritis caused by aging or is it the result of work related trauma to the site of the arthritis (e.g. the knee).  The attending physician will know you best and if you can coach him about the issues surrounding your injury, the medical reports to the Workers' Compensation Board will have helpful information instead of a lack of evidence.

It is the lack of evidence in the reports that give the Board cause to reject an otherwise worthy claim.  The lack of evidence often begins with the worker.  If the worker does not offer the evidence clearly to the doctor, the doctor will not usually build a case with the Board.

The worker should describe in detail to the physician the nature of the work and how it would cause the injury.  Ask the physician for their input about the cause of the injury.  Many physicians seem not to want to deal with Workers' Compensation and feel the way their patients do, that the Board has no right to know about the injury or its causes.  
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If you can be open with your doctor that you want W.C.B. fully informed and involve your doctor in a discussion about the causes of injury, the chances are much greater that a good account will go to the Board and your claim will be accepted.  Even if it is rejected, good reporting by the physician (diagnosis and causes) will help in a Workers' Compensation appeal.

WHERE TO GET HELP
If you have concerns about how to report your claim or better, how to define the issues that might surround your claim once you have reported, the Workers' Advisors Office, lower mainland 604-713-0360 or 1-800-663-4261, Interior: 1-800-663-6695, Vancouver Island: 1-800-661-4066 is available to assist you.  You can tell them about your injury and they will help you clarify and raise the issues to the Workers' Compensation Board.  Similarly, a call to your Union office at 604-777-2991 to speak to your Union Representative as they may be able to assist you.

Once a claim is established and benefits have been paid, the Board may cut off benefits, saying the condition has "plateaued", or that enough time has elapsed for recovery to be completed.  These cases can be appealed to the Boards of Review for a favorable decision.

Finally, issues such as permanent or partial disability can be dealt with on ones own or with help from the Workers' Advisor or your Union office.  Often a medical review will determine the extent of the disability and the pension is awarded based on their findings.

Your Union is here to help with any stage of your relations with the Workers' Compensation Board.  If the process is frustrating you it would not hurt to call and see if your Union can get the claim back on track.  The Board will not let go of its issues in dealing with a claim so it is best to get advice about the best methods to follow to get entitlement to the benefits.

RETAIL WHOLESALE UNION

SHOP STEWARD MANUAL
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GRIEVANCE FACT SHEET

GRIEVOR:

Name:

Seniority:


Full/Part Time or Probationary:

Wage Rate:

SUPERVISOR OR OTHER MANAGEMENT INVOLVED:

Name:


Department:


Job Title:


WITNESSES OR OTHER PERSONS INVOLVED:

Name:


Department:

Classification:


Name:

Department:

Classification:

WHICH
ARTICLE(S) OF THE COLLECTIVE AGREEMENT HAVE BEEN VIOLATED?

WHAT
HAPPENED?  WHAT IS THE GRIEVANCE ABOUT?  (make sure to include all points mentioned on the checklist for each type of grievance)


WHEN
DID THE GRIEVANCE OCCUR?  date and time grievance began?  How often? For how long? Is it within time limits to proceed with a grievance?

-35-

WHERE
DID THE GRIEVANCE OCCUR?  (exact location - department, machine, aisle, job number,etc.; include diagram, sketch or photo if helpful)

WHY
IS THIS A GRIEVANCE?  (violation of contract?  Supplement?  Law?  Past practice?  Safety regulations? Rulings or awards?  Unjust treatment? Etc.)

WANT
GRIEVANCE SETTLED AND REDRESS IN FULL (adjustments necessary to completely correct situation; in case of discharge ask for back pay)

Employer record of Conduct Warnings and/or penalties for lateness, absenteeism, quantity or quality of work etc.)


Dates
Reasons

Verbal warnings issued:


Written warnings issued:


Penalities imposed:


Any related information:


ADDITIONAL INFORMATION

Information Given By Witnesses (print the name of each witness followed by a summary of what each saw and heard; get a signed statement)


Date:

Signature of Steward:

Signature of Aggrieved Employee: 
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GRIEVANCE REPORT

RETAIL WHOLESALE UNION

Local      
Please tab from field to field for completion.

Company:       

Date Grievance Arose:      

Name:      

E-Mail Address:      

Home Address:      


Phone Number Work:      

Cell:      

Home:      


Department/Classification:      

Seniority Date:      


Nature of Grievance: 

Violation: 


Remedy Sought: 


Date Grievance Presented to Company:

Grievor's Signature

Signed on behalf of Retail



Wholesale Union Local      


Shop Steward or Union Representative
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RETAIL WHOLESALE UNION SHOP STEWARDS
General
The Shop Steward, in performance of his or her job, has a responsibility - including communication and representation - to and with the following groups:

1)
membership - new and current members

2)
other shop stewards

3)
plant or grievance committee - staff representative

4)
management

With all these groups the communication is a two-way street on which information, support, advice and advocacy flow both ways.

The shop steward job is vitally important. It is the visible working of the Union for most members.  It is the part of the chain which links the membership and the plant committee and it is here that our strength lies.  Members ask you, the steward, for help or advice but it is the Union that is on the line as well.

Organizing doesn't stop when a Union is certified in a shop.  A Union can only stay strong and functioning by constant organizing and that is your job as a steward.

You don't have to know everything.  Be willing to find out what you don't know and follow up on problems of members and issues that arise from enforcing the collective agreement with management.

You do need to know your Union contract and the Union will help you in this task with schools and educational material.

You must be honest and above board in all your dealings with members, the committee and management.  You cannot have different stories for different groups.  You cannot take advantage of your position as shop steward to profit in any way.

-38-

Don't use Union work or involvement to further a management career for yourself.  Shop stewards must not abuse the benefits and privileges that go with the contract and often with the job of steward.

You need all the support and information and strength from those you are representing, and you will have it if you act as an even-handed and strong shop steward.

Relationship with Members
1)
Jump in when you see a problem, don't wait for other people to do it.  It's your job and no one will tell you to do it. Make sure you respect the jobs of Union committees.

2)
Your plant Union structure will decide your area of responsibility.  Talk to everyone you represent on a regular basis - once every two weeks or month.  Members will frequently "not want to bother you" or be unsure if what is bothering them is a problem.  Make sure you go to the members and ask "how is it going" and "is there anything you should know about" then members will likely respond.  Don't wait for members to come to you.

3)
Introduce yourself to everyone - let them know that you are the steward and are there to help out with anything and everything.

4)
Familiarize yourself with the jobs in your work area.

5)
Perhaps combine your regular rounds with information about Union meetings (plant and executive):


-
Is the member going?


-
Is there anything they would like to see dealt with at the meeting?


-
Is there something being discussed at the meeting that would interest them?
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Attend the meeting yourself and afterwards tell members who didn't attend what happened, what decisions were made, etc.  If you are unable to attend, find out what took place and tell others.

6)
When you are handling a problem for someone - whether it's a formal grievance, a request for information, a paycheque irregularity, or anything else a member has asked for help with - go back to the person regularly even if all you can report is that you're still working on it or that management have not answered, etc.

7)
Everybody has weaknesses and shortcomings.  Keep personalities out of the issues.  Defend a person who has been treated wrongly by management whether the person has weaknesses or not, whether you like the member or not, whether the member voted for you or not.  Your role is to defend all the members fairly and vigorously.

8)
Keep members informed of negotiations.  You may not be able to give specific details but let members know when meetings are taking place.

9)
When your shop or plant becomes involved in labour disputes at other plants or of other Unions, advise your Union representative immediately and inform members that Retail Wholesale Union is not to cross any picket lines, handle any "hot" goods or ship to strike-bound plants.

New Members
1)
As soon as you see someone new, go over to say "Hi", introduce yourself, offer information - let them know that the Union is working for them from the first day.  Better they learn it from you than from management.
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2)
Sign new workers up if necessary.  Give them a contract.  Tell them where to find you and other stewards.  If the new worker is unacquainted with Unions, give some basic information.

3)
Go back to new workers a couple of times the first day to check to see whether they have more questions.  Take new workers to lunch or coffee and make them comfortable about where to sit.

4)
Explain the locker system, the safety equipment available and show them where safety equipment is stored.  The first day at a new job is awful for most people and a steward who explains procedures and answers questions gives important help.

5)
Check back with new members a couple of times during the first week to make sure everything is going smoothly.

6)
Tell new members when the Union meetings are held and encourage them to attend.

7)
Explain that they have a right to be represented by a steward in all situations; advise against talking to management alone in any situation where there is the possibility of conflict.

8)
Remember that during the first year of employment, new members will have more questions, i.e. holidays, benefits.  Check to see that benefit cards are received (medical, dental) on schedule as set out in the contract.  Check to see that they get the correct rates of pay and are working the correct hours of work.

9)
Find out their Union interests so that you can keep them informed in that area.  Perhaps you can encourage them to become involved - work in a committee, etc.
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10)
Your job is to make sure that the new members understand the positions and decisions of the executive, plant committee, and the Union representatives and that the executive, plant committee, and the Union representatives understand the feelings, needs and attitudes of new members.

11)
Tell new members Union policy on picket lines, hot goods, not shipping to strikebound plants.

12)
Inform new members who the people on plant committees are and who their staff representative is.

13)
Let new members know that there is Union help available on problems dealing with E.I.C., Workers' Compensation and all welfare plans.

Current Members
1)
Pick the brains of people who have been around a long time (many of them were stewards at one time).  Get them to talk.  They will probably know a lot about the company, about old Union battles and about management people.  This information can be very useful in carrying out your steward's job.  These people will often be supportive of you if you acknowledge that you don't know it all.

2)
Sit at different tables in the lunch room occasionally to talk to long-time members.

3)
Sound out current members on contemplated changes; just because they have been around a long time, don't expect them to automatically understand new procedures and fall in line.  They should be informed with the same courtesy as new members.
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4)
Even if you think you know what their reaction will be, or what they think, talk to them so they know their opinion and feelings count.

5)
Keep informing the plant committee and Union representatives of long-time members' concerns and vice versa.  Long-time members know the most about the workplace.

Plant Committee and Staff Representatives
1)
Your job in relationship to the committee is to keep them informed of members' needs, concerns, attitudes and what's happening on the shop floor.  


At the same time, demand from the committee that they regularly keep you and other stewards informed on Union decisions and policy, ongoing discussions with the company and the progress of any complaints that have gone from your hands to the committee.

2)
Go to all plant local meetings, if possible.

3)
Report at those meetings what's happening in your work area.

4)
Think through beforehand and bring up for discussion with plant committee and/or staff representatives areas that may be problems in the future, ideas for more Union effectiveness, ideas for contract bargaining, etc.  These might go to plant membership meetings.

5)
All problems that you wish to bring up at a membership meeting should be run through the committee first.

6)
Make sure you fully understand decisions made at meetings, asking for more clarification if necessary.
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7)
Support committee decisions, with sufficient explanation to members, just as you would expect the committee to back you up on issues.

8)
Ask for shop steward meetings if you have problems to be worked out by the grievance committee, etc.

Other Stewards
1)
Stewards should exchange information and keep each other informed about what's happening, i.e.:

· contract talks

· grievances in process

· new members

· members' problems

· suspensions/firings

· changes in contract or letters of agreement

· changes in benefits or benefit procedures

· changes in safety procedures

· Union strategy

· company games

· management attitudes

· possibilities of lay-off

· rumours that are making the rounds and the truth thereof

· any information that is useful for stewards or members


and then, if necessary, pass it on to members.

2)
Stewards should back each other up.

3)
Pitch hit for each other in absences or immediate crises.

Management
1)
Your job is to represent members - management's job is to run the business to make profit.
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2)
Be respectful of management, but remember that they are on the other side - lower labour costs means higher profits.

3)
Deal with management on a business-like basis - avoid personal conflicts, antagonisms, issues.  Keep personalities (yours, the grievors, management's) out of issues.

4)
Don't expect, and don't encourage personal relationships with management people at any level.

5)
It is your job to clearly inform first level management of problems, grievances and attitudes of the members you represent and it is your job to relay management responses to members.

6)
It is your job to calmly inform management of mistakes that they have made and how the mistake should be corrected.

7)
Don't make a practice of going in to management alone; take a witness with you and don't let Union members go in to management alone.

8)
Never, when dealing with management, provide immediate answers to their suggestions, proposals or requests for information.  Say "I'll get back to you".  Don't let management hustle you to act faster than you want to.  It's always for their benefit that management tries to pressure you into quick responses.  Even when management's suggestions sound reasonable, don't agree immediately.  Think about it; check with other Union people.  No one person can expect to be completely informed in any one area; take time to verify what management says.  A decision made after discussion with other Union members and checking facts will always be better than a quick decision.

9)
Don't gossip about other workers to management.  Don't give management ammunition or an opportunity to criticize anyone.
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10)
Don't comment to management on Union activity such as bargaining that is taking place.

11)
Don't disagree with another member in front of management; go outside - resolve the disagreement and come back to management - days later if necessary.

12) 
Remember - management is not on our side.

Other Things Shop Stewards Need to Know
1)
Know your grievance procedure by heart.


Be aware of time clauses and complete steps before they expire.

2)
Learn the most effective attitudes to have towards management when you're representing someone in a grievance.

3)
Learn, if possible, assertiveness techniques.

4)
Be aware of the kinds of things you would need to say to explain Unionism and trade Union principles to someone who has never been involved in Unions before, or who has not been very involved, or who has been in an ineffective Union.

5)
Be clear on trade Union principles - what they are and how they affect, and are reflected in, the day-to-day life and problems in your shop.  Look at Union decisions in the light of Union principles and explain those decisions in that language to other Union members.

6)
Keep updated on economics and economic trends and trade Union positions in these areas.  Also be aware of political realities, election issues, legislative bills passed, or proposed, in Victoria and Ottawa.  All these effect directly or indirectly the Union, the company, the job market, and all these play a part in how people react - both Union and management.
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7)
Know where you can find out, or direct a member so they can find out, about outside resources that can help members deal with personal problems.  Problems don't stop at the shop entrance and personal problems affect peoples' actions and reactions on the job.

8)
Find out about issues of importance to women, minorities, older people and how your workplace and/or contract should respond to these concerns.

*** NOTES ***

