
  

 
  

08 Fall 

IPS Bargaining Toolkit 
 

 

Unifor Education Department 

May, 2017 

 



 
Unifor  l  IPS Bargaining Toolkit  l  May 2017  
 

2 

Table of Contents 

1. Introduction ................................................................................................................................ 3 

2. Bargaining Timeline .................................................................................................................... 3 

3. Phase One: Preparing for Bargaining .......................................................................................... 4 

4. Phase Two: The Bargaining Process ............................................................................................ 6 

5. Phase Three: Ratification ............................................................................................................ 8 

6. Implementation of the New Collective Agreement .................................................................. 10 

7. Bargaining Checklist .................................................................................................................. 11 

8. Resources .................................................................................................................................. 12 

 

  



 
Unifor  l  IPS Bargaining Toolkit  l  May 2017  
 

3 

Introduction 

This Bargaining Toolkit emerges from the report titled, A Plan to Build our Strength Together: 
Recommendations and Action Plan from the IPS Auto Task Force, produced by the Unifor IPS Council 
Auto Parts Task Force and Unifor Research Department in 2015. The development of this resource 
to assist Locals in their preparations for collective bargaining was among the recommendations of 
the report. An IPS Bargaining Toolkit Working Group was established by the National Office early in 
2016 comprising of Service and Resource Department Representatives to create this resource. This 
toolkit is intended to provide both new and experienced Bargaining Committee members with a 
resource that includes information on best practices concerning consultation and communication 
with membership, identification of priority bargaining items, model language, bargaining policies 
and procedures, and assessing information and other resource needs.  
 

This Bargaining Toolkit is organized into four main sections that include the following: 

 Step by step guide outlining important considerations when preparing for bargaining, 

bargaining with the employer, and ratification phases of the collective bargaining process; 

 Bargaining checklist to assist Bargaining Committees in keeping on track throughout 

bargaining; 

 Overview of supports and services provide by National Departments to Locals during 

bargaining; and 

 Resources section containing best practice examples, templates and other documents that 

will be useful references throughout the bargaining process. 

Many of the resources and services offered to Locals during collective bargaining discussed in this 
toolkit are coordinated and supported by the National Representative assigned to service your 
Local.  In addition, National Departments provide a range of services during bargaining that can be 
accessed on behalf of your Local by your National Representative. A more detailed description of 
these services and supports can be found below.   
 

Bargaining Timeline 
 

The bargaining timeline and the Bargaining Checklist found in this toolkit are organized 
chronologically into the three main phases of the collective bargaining process. Important 
considerations that need to be made and the tasks involved in each phase are listing within each 
category. It should be noted that collective bargaining is a dynamic process with each round of 
negotiations having a unique character that shapes and determines the timing and movement from 
one phase of bargaining to the next. For instance, some of the tasks suggested in the Preparing for 
Bargaining section could easily overlap and continue into the Bargaining phase and beyond. An 
example is the development of a communication plan that must evolve and respond to the shifting 
communication requirements as unanticipated issues emerge throughout bargaining. Another 
example found listed in the initial phase is the request for information from an employer. In some 
cases, employers comply with early requests for information before they receive a Notice to 
Bargain, however in other cases employers refuse to comply with this request and the Bargaining 
Committee must continue to push for this information well into the bargaining phase of 
negotiations.  



  

Phase One: Preparing for Bargaining 
 

Organize a planning meeting of Bargaining 
Committee and Chair 
 

It’s vital for the Bargaining Committee and 
the National Representative to develop a plan 
early in the collective bargaining process. 
Some important issues to sort out early 
include agreement on a preliminary 
bargaining strategy, setting dates for future 
meetings and a plan for membership 
engagement.  Establishing a plan at this early 
stage sets a solid foundation for moving 
forward in bargaining and ensures the 
Bargaining Committee are united in their 
goals and strategy.  
 

Conduct a survey of membership priorities 
in bargaining 
 

It is important to begin gauging the priorities 
of your members early in the bargaining 
process. These priorities could include wages, 
benefits, pensions, health and safety, hours of 
work, and other issues of importance 
identified by members. Accurately 
understanding the needs of your membership 
will help define your bargaining agenda and 
strategy.  Methods to identify your 
membership’s bargaining priorities include 
holding special membership meetings, hard 
copy survey questionnaires distributed in the 
workplace, meetings, and online survey tools. 
A template bargaining survey and information 
on how to create an online survey are found 
in the resources section. 
 

Obtain relevant industry information 
including bargaining trends, state of the 
industry, etc.  
 

Entering into bargaining with accurate 
information about an employer’s financial 
position and a solid understanding of the 
latest trends and developments across the 

sector can strengthen a Bargaining 
Committee’s position. Employers are obliged 
to disclose accurate information about their 
company’s financial position when requested 
during negotiations. However it’s important 
for Bargaining Committees to also obtain 
independent information to gain a more 
complete understanding of their employer’s 
financial situation. The document titled, 
Preparing for Negotiations: Information about 
your employer and industry trends produced 
by Unifor’s Research Department found in the 
resources section contains details on how to 
obtain accurate and up to date independent 
information about your employer and the 
state of the industry.  
    
Industry overviews and profiles are created 
by Unifor’s National Research Department 
and can be obtained on your behalf by your 
National Representative. Most recently, the 
Department prepared a comprehensive 
review of this sector and bargaining trends in 
late 2014 for the IPS Auto Parts Task Force 
“Building strength together: strategy and 
bargaining in the auto parts sector.” 
 

Hold a special membership meeting to 
discuss and determine bargaining 
proposals identified through membership 
surveys  
 

You could consider holding two membership 
meetings to discuss and determine your main 
bargaining priorities. The first meeting would 
focus on presenting and discussing the 
findings of your membership bargaining 
surveys and other consultations with 
members, with the second meeting dedicated 
to determining your bargaining priorities and 
setting membership expectations leading into 
the bargaining process. You should also 
ensure that your proposals are consistent 
with, and include bargaining standards and 
priorities for your sector as   determined by 
the National Union and your Industry Council. 
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Your National Representative can provide you 
with model contract language for this sector. 
Your National Representative can also provide 
you with model language on human rights, 
equity, Paid Education Leave (PEL) and other 
important bargaining standards that we strive 
to negotiate across all Unifor collective 
agreements.   
 

Maintain a log book 
 

It’s important to document any bargaining 
proposals that come forward in this phase of 
the bargaining process. It is recommended 
that a log book be maintained over the 
duration of the collective agreement to note 
any issues as they arise. As part of the 
preparation phase, bargaining committees 
would review the log book to help develop 
contract proposals for the next round of 
collective bargaining. 
 

Request information from your employer 
 

You should begin assessing your information 
needs early in the bargaining process. This 
could include details about your membership, 
benefit plan utilization, pensions, company 
information such as management plans that 
might impact the employment conditions of 
your members. Your National Representative 
in consultation with the Bargaining 
Committee will determine what information 
should be requested from the employer. You 
will have another opportunity to request this 
information from your employer when your 
National Representative files a notice to 
bargain if your employer does not provide 
you with the information you request at this 
early stage.  
 

Complete a grievance review 
 

It is good practice to review grievances filed 
since the last round of bargaining. A review 
will help identify patterns that might point to 

particular provisions in your current 
agreement that need to be strengthened in 
current negotiations.    A grievance review can 
also help identify any gaps in your current 
agreement that should be addressed in your 
negotiations.  
 

Develop a communication plan to keep 
members informed throughout each phase 
of bargaining 
 

It is important that you consider 
communication methods, frequency of 
communication, and the type of information 
you will be relaying to your members during 
bargaining to ensure they are receiving the 
most accurate and current information from 
the Bargaining Committee. It is also important 
for the Bargaining Committee to discuss a 
communication plan for dealing with media 
requests for comment or interview. For 
example, determining who will speak on 
behalf of the Bargaining Committee, what can 
be communicated, and issues that should and 
should not be discussed with media to ensure 
a quick and consistent response to media 
requests. Your National Representative can 
assist in providing you with guidance from 
Unifor’s National Communications 
Department when dealing with media. If 
necessary, a National Communications 
Representative will be assigned to work with 
you to develop and execute a communication 
strategy so that you can respond quickly as 
bargaining evolves.  
 
With a strong strategic communication 
campaign in place, the National Union can 
support the bargaining team to stay tough at 
the bargaining table and help apply political 
pressure to influence employer’s to do the 
right thing and negotiate a fair contract.  The 
documents titled Tips for Delivering an 
Effective Message: Internal member 
communication, Media relations in a labour 
dispute, Conducting a Media Interview, Tips 
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for Unifor Activists Using Twitter, Putting 
Unifor on the Community Media Agenda, and 
Who we are found in the resources section 
provide some guidance on best practices 
when communicating with your members and 
media.  
 

Determine if your Skilled Trades 
membership has separate ratification 
 

Separate ratification for your Skilled Trades 
membership must be verified through the 
Unifor Skilled Trades Department. If Skilled 
Trades ratify separately, include the Chair of 
Skilled Trades or a duly elected representative 
from the trades in your bargaining plan and 
schedule.  Your National Representative can 
contact Unifor National Skilled Trades 
Department for information about 
participating in Unifor’s National Skilled 
Trades Program.  

 

Phase Two: The Bargaining Process 
 

File a Notice to Bargain with the employer 
 

A Notice to Bargain is a letter sent to the 
employer on your behalf by your National 
Representative indicating you are ready to 
commence bargaining. It is a necessary first 
step under the Ontario Labour Relations Act 
which states that it is normally to be given 
within ninety days of the expiry of a collective 
agreement. A Notice to Bargain legally 
initiates the bargaining process with an 
employer and obligates the employer to 
bargain in good faith with the union. In 
addition, it is an opportunity for the Union to 
request vital information from the employer 
that would be useful in bargaining including 
the following: 

 A complete list of current employees 

including, names, seniority, ages, 

gender, addresses, telephone 

numbers, email addresses, 

classifications, and rate of pay; 

 Copies of benefit plans and history of 

usage my employees; 

 Information about the pension plan 

including any documents related to 

pension trust and administration, 

amendments made to the plan over 

the term of the current agreement, 

valuation, and records of employer 

contribution to the plan; 

 Management plans that might have 

an impact on the terms and 

conditions of employment of the 

members of the bargaining unit; and 

 Information pertaining to any of the 

employer’s commercial agreements.  

A sample Notice to Bargain for a first 
collective agreement and sample for a 
contract renewal are found in the resources 
section.  
 

Apply to the Minister of Labour to appoint 
a Conciliator to your negotiations.  
 

Under the Ontario Labour Relations Act 
(OLRA), either party can file a request to the 
Minister of Labour to appoint a Conciliation 
Officer to aid negotiations. However it is 
normally the Union that initiates this request. 
Although under the OLRA an application 
requesting the appointment of a conciliator 
can take place before bargaining commences, 
a meeting with a conciliator is typically 
arranged within 4-6 weeks of the application 
filing date. The conciliator attends at least 
one bargaining session to meet with the 
parties. If bargaining is unsuccessful, one of 
the parties, usually the union will request the 
conciliator to “report out” to the Minister of 
Labour. The conciliator can take up to two 
weeks from the date of the “report out” 
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request to write to the Minister of Labour 
indicating the conciliation process has been 
unsuccessful in bringing the parties to an 
agreement. Typically the Minister responds to 
the parties formally notifying them that the 
conciliation process has not been successful 
and that he or she will not be appointing a 
conciliation board to their negotiations. This 
notification to the parties is known as a “No 
Board Report”. Seventeen days after the “No 
Board Report” has been sent by the Minister, 
the Union may strike, the employer may lock 
out the employees, or the employer may 
unilaterally alter the terms and conditions of 
employment. It is important to note, parties 
often mutually agree in advance to a 
strike/lock out deadline. In this case, the 
Minister of Labour will issue a “No Board 
Report” that coincides with this date.  More 
detailed information about the OLRA can be 
found in the document titled Labour Relations 
in Ontario FAQ found in the resources section. 
You can also find a copy of a Request for an 
Appointment of Conciliation Officer. 

 
Arrange an opening meeting with your 
employer to exchange proposals and to 
determine a meeting schedule and other 
details.  
 
This initial meeting, usually coordinated by 
your National Representative, should include 
an agreement on location, responsibility for 
paying lost time, accommodation, room 
rental, and other costs associated with 
negotiations. You should also determine in 
advance of this meeting if your bargaining 
strategy involves scheduling a block of dates, 
or a more spread out process of meetings 
with the employer for shorter periods with 
intervals in between meetings. It’s also 
important to establish a bargaining deadline. 
This deadline can be one that has been 
determined through agreement with the 
employer.  

Conduct a strike mandate vote 
 

A strike vote is an essential legal step in the 
collective bargaining process under the OLRA 
and must occur before the commencement of 
a strike. The OLRA states that the vote must 
be open to all members of the bargaining unit 
and held by way of a secret ballot and 
confidential voting system. The Unifor 
Constitution echoes these requirements as 
necessary condition that must be met before 
obtaining Strike Authorization from the 
National President. The strike vote is one of 
the most important steps in the collective 
bargaining process. It is crucial for the 
Bargaining Committee to organize a campaign 
to mobilize the membership for a strong 
strike vote. Educating your membership 
about the issues and the importance of 
demonstrating solidarity through a high strike 
mandate in advance of the meeting will 
improve the likelihood of obtaining a strong 
mandate from your membership. 
 
It is important to distribute any 
communication about a vote as widely as 
possible, select an appropriate location, date, 
and time that allows for the maximum 
participation of your members. You can find 
an example of a strike vote notification in the 
resources section. A high strike mandate 
shows support for the Bargaining Committee 
and demonstrates to the employer the 
collective power and determination of the 
membership, strengthens the bargaining 
position of the Committee, and is ultimately 
the most direct way to secure a fair and 
equitable agreement.    
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Begin strike preparation in the event a 
tentative agreement is not reached before 
the deadline 
 

It is recommended that Locals in consultation 
with their National Representative begin 
strike preparation early in the bargaining 
process. One of the first steps is the 
assignment of a Strike Co-ordinator by the 
Local.   It is advantageous if the Local Strike 
Coordinator is not a member of the 
Bargaining Committee so that he or she is 
available to dedicate the time needed for 
strike preparation work. Your National 
Representative will connect the Strike 
Coordinator with the Unifor National Strike 
and Defence Fund Department who will work 
with the Coordinator to prepare for a possible 
strike. These preparations include evaluating 
the logistical needs and resources required to 
conduct and maintain a strike if needed. Early 
strike preparation sends a strong signal to 
your employer that you are prepared to strike 
if needed. A copy of Unifor’s Summary of 
Unifor Strike Assistance Rules is found in the 
resources section. This document provides an 
overview of Unifor’s Strike Assistance Policy 
and contains information that will help you 
answer questions from your membership 
about benefits in the event of a strike.  
 

Obtain Strike Authorization from National 
President 
 

Strike action must have prior authorization by 
the National President. Your National 
Representative is responsible for completing 
and submitting a Strike Authorization Request 
to the National President’s Office at Least 72 
hours in advance of the proposed strike 
deadline.  
 
Full details of Unifor’s Strike Authorization 
process are detailed in Article 17-Section B of 
our Constitution. Copies of Article 17, Strike 

Authorization Request form, and Strike Fact 
Sheet can be found in the resources section.  

 
Maintain Bargaining Meeting Minutes 
 

Ensure a member of your bargaining team 
keeps detailed notes during your discussions 
with the employer and to document and track 
any agreed changes and/or additions to your 
current collective agreement. One method is 
for the Committee to name a Recording 
Secretary whose dated and signed notes can 
become an official record of the bargaining 
process. These notes will be an important tool 
when reviewing the draft copy of the new 
collective agreement to ensure all changes 
have been accurately captured, and can be 
useful in any future grievance and arbitration 
hearings when the intent of the parties 
cannot be determined by contract language 
alone.  
 

Phase Three: Ratification 
 

Communicate to your members that a 
tentative agreement has been reached and 
arrange a ratification meeting 
 

You should communicate to your 
membership immediately once you have 
reached a tentative agreement and arrange a 
ratification meeting as soon as possible. Once 
this has been organized you should 
immediately begin communicating to your 
membership details about the ratification 
process including date, time, location, and 
who is eligible to attend and vote. If you have 
a separate ratification for Skilled Trades, 
communicate details about the ratification 
procedure, including time, location, and 
eligibility to your Skilled Trades membership. 
Similar to a strike vote, it is important to 
distribute any communication about a 
meeting as widely as possible, select an 
appropriate location, date, and time, that 
allows for maximum participation of your 
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members in this process. A sample notice of 
ratification meeting is found in the resource 
section. 
  

Create a highlight package for distribution 
to members at the ratification meeting 
that includes all changes to the existing 
collective agreement. 
 

The Bargaining Committee should create and 
print in advance copies of a tentative 
agreement highlights information package for 
distribution at the ratification meeting. The 
following considerations are important:  

 You have printed adequate copies of 

this information package to ensure 

each member obtains a copy at the 

ratification meeting. 

 The information package clearly sets 

out all negotiated amendments to the 

Collective Agreement (categorized 

into language and monetary). 

 The information package clearly states 

the ratification date on the cover page 

and details the names of the 

workplace, local and national staff 

who participated in the bargaining. 

 The information package clearly states 

the bargaining committee’s 

unanimous recommendation to 

accept the tentative agreement. 

A sample ratification meeting information 
package containing the above elements is 
found in the resource section.  
 

Determine in advance who will chair the 
ratification meeting and establish a clear 
agenda for the meeting, rules of order, and 
the voting procedure. 
 

Ratification meetings can be chaired by the 
Local President, Unit Chair, or National 

Representative. This decision should be made 
by Local Union leadership in consultation with 
the National Representative. This decision 
should be based on determining the best 
likelihood for fair and open discussion while 
ensuring that order prevails and a true 
consensus can be reached by an informed 
membership. The Meeting Chair should in his 
or her opening remarks provide an overview 
of the meeting agenda, rules of order, and 
discuss the voting procedure so that members 
understand how the meeting will unfold.  
 
The opening statement by the Chair of the 
Bargaining Committee sets the tone for the 
discussion of the tentative agreement. This 
statement should briefly set out the highlights 
of the tentative settlement and provide a 
context for the more detailed review of the 
agreement. It is crucial for members of the 
Bargaining Committee to clearly state their 
unanimous support for the tentative 
agreement at the early outset of the 
ratification meeting. An opening statement 
should also quickly address the main issues of 
interest to your membership. Being open and 
clear about what was achieved through 
bargaining and what was not establishes 
credibility for the discussions to follow.  
 
The overview of the agreement provides an 
opportunity for the Bargaining Committee to 
provide context and explain in detail all 
negotiated changes to the agreement that 
might not have been fully captured in the 
highlights brochure. This is also an 
opportunity to engage other members of the 
Bargaining Committee in the discussion. 
Individual Committee members might be 
more familiar with certain issues and most 
suited to review these with the membership.  
 
After the contract highlights have been 
presented, the Bargaining Committee should 
once again state their unanimous 
recommendation to ratify the tentative 



 
Unifor  l  IPS Bargaining Toolkit  l  May 2017  
 

10 

agreement and open the floor to discussion. 
This can often be the most challenging and 
lengthy part of the ratification meeting. This is 
the first opportunity that members have to 
discuss with the Committee the changes 
negotiated to the collective agreement. It’s 
important that all questions and issues raised 
are addressed openly and completely so that 
members fully understand the new 
agreement before they vote. Acknowledging 
the imperfections is important, however you 
should stress that the improvements are 
always achieved through some degree of 
compromise.  
 
The voting procedure is determined by the 
customs and practices of your Local Election 
Committee and should ensure that members 
are provided with a confidential and secret 
ballot process. The Unifor Constitution and 
the Ontario Labour Relations Act deem a 
tentative agreement ratified if 50%+1 of 
voting members are in support.   

  

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Implementation of the New 
Collective Agreement 
 

The final step of the collective bargaining 
process is implementation of the new 
agreement. The Bargaining Committee should 
get to work on determining a plan as soon as 
possible after ratification. The following final 
steps are key to wrapping up the process:  

 Carefully review the draft copy of your 

collective agreement to ensure all 

changes have been accurately 

incorporated and it is ready for print. 

 Print and distribute copies of the 

collective agreement to your 

membership. 

The process is completed once a copy of the 
new collective agreement is in the hands of 
your members.  
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Bargaining Checklist 
 
Phase One: Preparing for Bargaining 
 

 Organize a planning meeting of Bargaining Committee and Chair   

 Conduct a survey of membership priorities in bargaining 

 Obtain relevant industry information including bargaining trends, state of the industry, etc.  

 Hold a special membership meeting to discuss and determine bargaining proposals 

identified through membership surveys.  

 Create and maintain a logbook 

 Request information from your employer 

 Complete a grievance review 

 Develop a communication plan to keep members informed throughout each phase of 

bargaining 

 Determine if your Skilled Trades membership has separate ratification 

Phase Two: The Bargaining Process 
 

 File a Notice to Bargain with the employer  

 Apply to the Minister of Labour to appoint a Conciliator to your negotiations.  

 Arrange an opening meeting with your employer to exchange proposals and to determine a 

meeting schedule and other details.  

 Conduct a strike mandate vote 

 Begin strike preparation in the event an agreement is not reached before the deadline 

 Obtain Strike Authorization from National President 

 Maintain Bargaining Meeting Minutes 

Phase Three: Ratification 
 

 Communicate to your members that a tentative agreement has been reached 

 Create a highlight package for distribution to members at the ratification meeting that 

includes all changes to the existing collective agreement. 

 Determine who will chair the ratification meeting, establish a clear agenda for the meeting, 

rules of order and the voting procedure. 
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Resources 
 
National Departments 
 
Unifor National Departments play a key role in supporting Locals throughout the bargaining 
process. These Departments include:  

 
Communications 
 
Unifor's Communications Department is responsible for national union publications and audio 
visual production within the union as well as media relations. Some of the key things that Unifor 
National Communications do to assist the Bargaining Committee can include:  

 Establish central messaging to explain priorities and demands 

 Media relations including media conferences, speaking notes, media releases and social 

media posts 

 Draft member communications including flyers, newsletters, e-bulletins, or ratification 

brochures 

 Produce advertisements, in print or radio 

 Create visuals and materials to articulate a message to the public, 

 Capture and document the bargaining process visually in photos or in a video. 

Your National Representative can connect you with the Communications Department.   
 

Education 
 
The Education Department offers an extensive labour education program both in the areas where 
our members live as well as at our Unifor Education Centre.  The Education Department offers 
courses on a range of subjects that vary in length from one day to one week.  These include one 
day, and 3 day courses offered through our Regional Schools Program, and PEL eligible one week 
programs offered at the Port Elgin Family Education Centre. It is highly recommended for members 
of Local Union Bargaining Committees to complete the one week Collective Bargaining, Union 
Communications with New Technologies, Grievance Handling and Workplace Leadership courses 
offered in Port Elgin in advance of collective bargaining. These PEL funding eligible courses are 
aimed at building important skills and deepening knowledge that will be helpful when bargaining. 
The Education Department also can work with you to coordinate courses at your Local during a 
strike. You can obtain more information about these courses by contacting the Education 
Department at education@unifor.org  

 
Health and Safety 
 
Health and safety is an essential part of our union’s work. Our members face a wide range of 
workplace hazards such as violence and harassment, heat stress, musculoskeletal problems, 
chemicals, psychosocial factors, asbestos to name a few.  Through collective bargaining 
agreements, the Health and Safety and Environment Department assists Locals to address these 

mailto:education@unifor.org
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central issues in the workplace which empowers the membership to actively participate in the 
identification, evaluation, and abatement of occupational hazards which they encounter. 
 

Legal 
 
The legal department advises and supports National Representatives as required about complex or 
novel legal issues that arise during collective bargaining.  

 
Pensions and Benefits 
 
The mandate of the Pensions and Benefits department is to provide support and advice to Unifor 
National Staff and Local Union Leadership in collective bargaining, and to more generally provide 
information, analysis and ongoing support to our Union’s political work on pensions, health care 
and income security issues. 

 
Skilled Trades 
 
Unifor's Skilled Trades department provides assistance and support to members, bargaining 
committees, national representatives on skilled trades issues. This includes negotiating skilled 
trades language into collective agreements, apprenticeship language and assisting in securing 
apprenticeships. The department also provides support in administering the general skilled trades 
policy of our union and coordinates and administers the National Skilled Trades Program.  

 
Research 
 
The Unifor Research Department, through your National Representative, can also assist Committees 
by providing financial and economic research into the position of the employer, along with industry 
trends and developments. Additionally, the Research Department works with the IPS Council to 
provide periodic research on overall trends and developments in the industry and analysis of key 
bargaining issues and trends. Most recently, the Department prepared a comprehensive review of 
the sector and bargaining trends in late 2014 for the IPS Auto Parts Task Force “Building strength 
together: strategy and bargaining in the auto parts sector.” The report can be downloaded at the 
following url: 
http://www.unifor.org/sites/default/files/documents/document/841-auto_parts_report_.pdf  
 
The Research Department will also provide ongoing reviews and analysis of trends in the sector to 
meetings of the IPS Council and at scheduled Auto Parts Bargaining Conferences. 

 
Strike and Defence Fund 
 
The Strike and Defence Fund Department is available to assist you in preparation for a labour 
dispute. The department will assist in assessing what your needs would be, informing members, 
and providing materials and information on how to proceed in the event of a labour dispute. We 
also assist with the development of a budget and the handling of weekly expenses. 

 

http://www.unifor.org/sites/default/files/documents/document/841-auto_parts_report_.pdf
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Women and Human Rights 
 
The Human Rights and Women’s Departments can support bargaining through providing sample 
language, ideas of best practices, and equity checklists. The Departments have language and ideas 
on how to bargain items such as anti-harassment language, Women’s Advocate, paid domestic 
violence leave, a respectful workplace program, and pregnancy accommodation. 
 
 
 
 
 
 
 
 
 
lgcope343 
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Bargaining Survey 

Our collective agreement expires on ________ and your bargaining committee needs your input in order 

to draft collective bargaining proposals. Your written feedback is your primary opportunity to have a 

direct effect on the collective bargaining process. Please take the time to review and respond to the 

bargaining survey and then forward your completed survey to your Chairperson or Union Reps by 

________ NOT TO HUMAN RESOURCES! 

Name:        ____________________________________________________________________ 

Step:          _______           Team:  ___________________________________________________ 

Are there any changes to current working conditions (hours of work, overtime, postings, health & safety, 

etc.) that you would like to see changed in the collective agreement? If so please explain. 

_____________________________________________________________________________________

_____________________________________________________________________________________

_____________________________________________________________________________________

_____________________________________________________________________________________ 

Are there changes that you would like to see in: 

 Wages 

 Healthcare Benefits 

 Leave Improvements (sick leave, vacation, leave of absence, makeup/flex time) 

 Pensions 

 

If so please be specific and explain: 

_____________________________________________________________________________________

_____________________________________________________________________________________

_____________________________________________________________________________________

_____________________________________________________________________________________

_____________________________________________________________________________________ 

If you run out of room, please write on the back. Thank you, your Bargaining Committee 

 

 



 
Unifor  l  IPS Bargaining Toolkit  l  May 2017  16 

Online Surveys 

Surveys are essential for determining the priorities of members leading into collective 
bargaining. Survey results help define your bargaining agenda and strategy, and are an 
important tool for engaging members in the bargaining process. Online surveys can enhance 
access and increase participation in this important membership consultation. Online surveys 
are easy to create, can be widely distributed through email and your Local website, and can be 
completed and submitted by members on their smart phones, tablets and computers. In 
addition, online survey results can be easily downloaded, tabulated, and integrated with hard 
copy bargaining survey questionnaires.   

LimeSurvey and Survey Monkey are two popular online survey tools that allow you to create 
and customize survey questionnaires. Both services offer limited free subscriptions that provide 
an opportunity to explore the suitability of this method for surveying your members. Both 
services provide extensive online tutorials to help you get started. More information about 
each service can be found at the links below.  

 

 

https://www.surveymonkey.com/  

 

https://www.limesurvey.org/  

  

https://www.surveymonkey.com/
https://www.limesurvey.org/
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Preparing for Negotiations: Information about your employer and 

industry trends 
 

Unifor National Research Department 

 

Bargaining committees in auto parts can prepare themselves for negotiations by dedicating 

some time to getting a solid understanding of the financial position of their employer, and 

understanding the latest trends and developments in the sector. Basic company information 

can be found on nearly all auto parts makers on their websites (typically under a section called 

“investor relations.”)  

A review of company financial reports can be helpful, and most companies report quarterly. 

Although the full financial reports are often difficult to comprehend in detail, Committee 

members do not need to be experts in finance and accounting to review them, and carefully 

examine the press release associated with financial reports to see how the company is 

portraying their situation. Many companies also prepare power point-style presentations to 

accompany their financial reports, or that are aimed toward investors, which often contain 

useful information on broader trends in the industry, comparisons among companies and 

outline major developments in the company and their overall strategy.  

Of course, companies have a lot of freedom to report information to their best advantage, and 

it is often useful to take a look for independent reports from journalists in newspapers, 

business magazines and trade magazines.  If the company is “publicly-trade” (which means they 

issue stock on the stock market), a good place to look is Google Finance. Once you locate the 

stock symbol, you will find links to the latest financial coverage, stock developments and news 

headlines about the company https://www.google.ca/finance. Of course there is more 

information on the internet that can be digested, but a look at other sources of information 

helps round out the picture.  

Having a good sense of how the company portrays its overall position is often helpful, however 

our operations in auto parts are often just one small piece of a much larger firm and it may be 

important to get a better understanding about how our operations are performing.  Many 

employers make regular presentations to bargaining committees about the state of the 

business.  At times these kinds of presentations are straightforward and transparent, but of 

course they can sometimes skew information as well.  

If the Committee has concerns about the state of the business, it can sometimes be a good 

strategy to ask the employer to provide an overview and presentation to the Committee as part 

of negotiations. Asking the employer to disclose information about the financial position of the 

https://www.google.ca/finance
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company, particularly as it may impact our members, means the employer has to provide 

honest answers as part of their obligation to bargain in good faith.  

If the Committee is very interested in learning more about their employer, and would like to 

take a deeper look in preparation for negotiations, an excellent resource is the “Strategic 

Corporate Research” website. This website was designed to assist unions prepare for 

bargaining, and to support campaigns, by Professor Tom Juravich at the University of 

Massachusetts (who has experience in both Canada and the U.S. and regularly provides 

seminars for unions in Canada). The website provides a good overview of how to approach 

corporate and on-line research, tutorials and other resources. 

http://strategiccorporateresearch.org/ 

The Unifor Research Department, though your National Representative, can also assist 

Committees by providing financial and economic research into the position of the employer, 

along with industry trends and developments. Additionally, the Research Department works 

with the IPS Council to provide periodic research on overall trends and developments in the 

industry, and analysis of key bargaining issues and trends. Most recently, the Department 

prepared a comprehensive review of the sector and bargaining trends in late 2014 for the IPS 

Auto Parts Task Force “Building strength together: strategy and bargaining in the auto parts 

sector.” The Research Department will also provide ongoing reviews and analysis of trends in 

the sector to meetings of the IPS Council and at scheduled Auto Parts Bargaining Conferences. 

You can find the discussion paper at the following link:  

http://www.unifor.org/sites/default/files/documents/document/841-auto_parts_report_.pdf 

 

  

http://strategiccorporateresearch.org/
http://www.unifor.org/sites/default/files/documents/document/841-auto_parts_report_.pdf
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TIPS TO DELIVERING AND EFFECTIVE MESSAGE: INTERNAL MEMBER COMMUNICATION  
 

1. Know the member not the activist 
 

2. Keep the schedule regular  
 

3. Social media is not the best media 
 

4. Integrate a face to face mechanism  
 

5. Include a direct ask  
 

6. Establish one main point 
 

7. The three c’s - concise, clear and collective; i.e. is it accurate, clear, understandable and 
engaging –  

8. People focused. Members should be central to messages, connected to the community 
the workers service/aid 

9. Members want political action to be about them and their needs, not about 
candidates or political parties. -- This means we need to let members know 
consistently-not just before elections-what issues the union believes are important, 
where the union comes down on those issues and why.  

10. Create a culture that shares feedback- ask for honest feedback from the people around 
us. We need to create an environment of where people feel safe to share their thoughts 
with you and vice versa. Act on the feedback you hearing 

11. Positive, proactive, and forward looking. Focus on building it up rather than focusing on 
tearing it down 

12. Be authentic – no clichés or militant rhetoric. Be personable and show real members. 
Flickr gallery 

13. Not adversarial or victimizing (they don’t want to be made into victims to feel 
powerless or to have to fight their employer) They are proud of the work they do and do 
it well 

14. The look is just as important as the message, so maintain a high standard. Font 
consistency, streamline colours and keep it clean.  

15. Provide a mechanism for more information, a connection to ask questions or get 
involved.  
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Media relations in a labour dispute 
 
Labour disputes capture a lot of media attention. Rightly or wrongly, it is the time that the 
union is in the news. We all have a role in helping to present a worker’s point of view on the 
issues in a relatable and concrete way.   
 
A few tips for working with the media to make your life easier 
 

1. Keep an eye on what media is there on the line. There will likely be a number of 

reporters milling about. Key identifiers are cameras, microphones, audio equipment or a 

confused look.  Reporters may be on a picket line for the very first time, so they may not 

know what to expect or look for.  

2. Go over and introduce yourself and ask if they would like to do an interview with 

someone. Picket lines are chaotic and picket captains will have their hands full keeping 

things under control. It could be best to assign someone to help with liaising with 

reporters.  

3. Find the pre-determined spokesperson, tell them about the reporter and then introduce 

this person to the reporter, by name, including their job title and any other relevant 

information – years of service, family with small children, etc. 

4. If there is not a pre-determined spokesperson, identify one or two people who could do 

interviews and represent the issues well. Look for a diversity of speakers. Not everyone 

is comfortable doing media interviews, so it's important to find some people who are 

willing to share their stories. Stories about the personal impact of the labour dispute are 

crucial to painting a clear picture.  

 
 
Tips for spokespeople: 
 

1. There will be some key messages associated with the dispute which you should follow. 

You will get these in advance. Think of 2-3 points you would like to make related to 

these key messages. Write them down on a scrap of paper and review it several times.  

2. In thinking of what you want to say, make sure to connect with issues that people are 

generally concerned about – retirement security, job security, safety at work, job 
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creation, etc.  It is a great opportunity to speak to a large audience of members and the 

public, through the media. 

3. Assume everything is ‘on the record’ from the moment you meet the reporter. Don’t try 

to ask for something off the record as it likely won’t work. 

4. During the interview, make sure to go back to your key messages/2-3 points. The 

reporter will ask you other questions, but try to find a way to work it back to what you 

intended to say. 

5. Try to share a story of personal impact. What does this labour dispute mean for you? 

What does it mean for your family? How are they feeling?  

6. In every labour dispute, emotions are high. It's very important to avoid bad language for 

media interviews, no matter how angry you are.  

7. If you are nervous and have not done an interview before, ask to go over the questions 

first with the reporter before the camera or recorder starts rolling. Most reporters are 

happy to accommodate such requests. 

8. Speak clearly and avoid shop-floor jargon. This will help prevent confusion. Although 

you know what you’re talking about the reporter and other viewers and listeners may 

not. 

9. Reporters may need some additional facts and figures – make sure to put them in touch 

with Unifor’s Communications Department.  
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CONDUCTING A MEDIA INTERVIEW 

When approached to do interviews remind yourself, I AM OK.  

The I AM OK method:  

• Issue – define what the issue is you want to talk about and why it is important 

• Audience – establish who you are talking to. Be focused, not just “the public” 

• Medium – what type of media is best to use 

• Objective – what do you want to accomplish by talking to the media 

• Key Messages – have three key messages and repeat them over and over!  

 

Tips and tools for media interviews  

• Understand why you are participating in the interview and what the reporter wants 
from you. 

• What is the deadline? Don’t be afraid to ask. 

• Establish your message and position. 

• Find a spokesperson and practice. 

• Do the interview. 

• Provide honest answers and only answer what you can. 

• Debrief afterwards. 

• Look for a copy of the article. 

Things to do in an interview 

• Insert yourself into the process and 
provide your experience 

• Provide context 

• Be present and available 

• Develop and practice key messages 

• Ask for clarification if needed 

• Keep it simple 
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Things to avoid in an interview 

• Try to do too much (ensure you stay focused) 

• Avoid a call from the media 

• Get into an argument or debate with the reporter 

• Underestimate how long it will take 

Provide a speech 

Share your media interviews with members and the public via your own social media 

networks. This is a way to amplify your message.  
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TIPS FOR UNIFOR ACTIVISTS USING TWITTER 

 
Introduction 

Twitter can transform the way 
organizers reach new members. Unlike 
posters or handbills, Twitter doesn’t just 
broadcast information—it lets us 
interact with our audience. If done well, 
it can supplement our traditional efforts 
to build relationships with members 
whom we may never meet in person. 

Twitter is also a way to be an audience 
ourselves, and participate in wider 
dialogues about pressing issues 
province-wide, or even globally. 

The Basics 

Twitterfeed (“Home” on Twitter.com) A 
stream of Tweets from the 
people/accounts that you have chosen 
to follow (see Who to Follow below).  

Followers You can choose who appears 
in your Twitterfeed. Others can follow 
you too. 

Mentions When tweeting, you can refer 
to somebody by their twitter account 
(@theirname) and they will get an alert 
that you’ve mentioned them. Ex 
“Listening to @JerryPDias speaking to 
the Media Industry Council.” 

When you want to respond to 
something, either click the Reply button 
or simply type @theirname at the start 
of your tweet. Ex “@LanaPayne I agree, 
we should have a higher minimum 
wage!” 

Retweets If you see something that 
strikes a chord with you, you can re-post 
it for your followers to see. 

Hashtag The @ links to a user’s account, 
and a # links to a shared conversation. 
Twitter collects all of the tweets with a 
specific hashtag into one place—just 
click on the #hashtag to see what 
everyone is tweeting about it. To 
contribute to that conversation, just use 
the #hashtag in your tweet. Ex “I’ll be 
voting in the advanced polls today. 
#FrederictonVotes” 

Best Practices 
 Start conversations. If there is a 

workplace issue (a concern or other 

development), ask questions about 

what options might solve the problem, 

or link to thought-provoking articles. 

 Be conversational. Be informal but 

professional—people generally ignore 

impersonal propaganda and lofty 

rhetoric. 

 Be respectful. As an organizer, you 

want to foster openness. Critics are 

future allies. 

 Be positive. While unions do solve 

problems, and those problems need 

to be identified and discussed, don’t 

be a constant source of negativity. 

Focus on solutions and what people 

love about their profession. 

 Assume your employer is watching. 

Social media is public and permanent. 

You can’t un-say what you tweet or 

post, so be careful. 
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Things to Avoid 

 
 Don’t post while intoxicated. We had 

to say it. 

 Don’t be sarcastic. Sarcasm rarely 

translates into the printed word, and 

may just lead to confusion. 

 Don’t insult individuals with false 

information. Published defamation 

(aka libel) can lead to a civil suit, and 

you could lose your job. Truthful and 

honest criticism is not libel, but when 

in doubt ask yourself: “is this really 

essential to the online discussion?” 

Usually the problem you’re addressing 

has systemic solutions, and it’s not 

productive to target an individual. 

 Don’t respond to “trolls”: If you’re 

confident that an individual is trying to 

be disruptive (and not just 

misinformed), don’t engage, it only 

adds fuel to the fire. 

 

Who to Follow on Twitter 

 

Hundreds of Unifor activists use Twitter, 
but here is a short list of the Twitter 
accounts of key leadership. 
@UniforTheUnion/@SyndicatUnifor 
@UniforQuebec 
@GoodJobsEmplois 
@JerryPDias 
@LanaMPayne  
@KathaForUnifor  
@JoieWarnock 
@JimboStanford 

-- 

Beyond Unifor, it is important to 
connect with and follow our allies and 
other influencers in your region and 
across Canada. 
@Hassan_Yussuff 
@BarbByersCLC 
@CanadianLabour 
@CCPA 
@ CouncilofCDNs 

-- 

West: 
@BCFed 
@CCPA_BC 
@ABFedLabour 
@GilMcGowan 
@SKFedLabour 
@LHubich 
@MFLabour 
@CCPAMB 

Ontario: 
@CCPA_Ont 
@OFLabour 
@CLCOntario 
@TorontoLabour 

Quebec: 
@FTQnouvelles 
@IRISrecherche 
@FRAPRU 
@languedutravail 
@Lautjournal 
@RadioCanadaInfo 

East: 
@CCPANS 
@tony_tracy 
@JamesRHutt 
@BigJMcC 

As you get more comfortable with 
Twitter, you will find more people to 
follow. A good strategy is to follow 
people that your favourite Tweeters 
retweet or people who make interesting 
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comments in hashtags that you follow 
(see below). 

What Conversations to Join 

As you might expect, if you’re tweeting 
about the great work you’re doing 
locally, please use the #unifor hashtag. 
Here are some other suggestions: 
#cdnpoli (Federal political issues) 
#canlab (Federal labour issues) 
#syndqc (Quebec labour) 
#cdnecon (Federal economics) 

-- 

Provincial politics: 
#bcpoli 
#abpoli 
#skpoi 
#mbpoli 
#onpoli 
#qcpoli/polqc 
#nbpoli 
#peipoli 
#nspoli 
#nlpoli 

 

 

Local Issues: 

Often the shorthand for local affairs is 
the airport code (where applicable). For 
example, tweets about municipal affairs 
in Calgary are hashtagged #yyc. 

Create your own hashtags: 

If you’re having an event or an ongoing 
issue that multiple people are tweeting 
about, you can create your own 
hashtag. Literally anything that follows # 
is a hashtag, so just type it in (no spaces 
or punctuation). For example, to create 
the conversation at the Unifor Canada 
Council meeting, we’ve chosen 
#UniforCC. 

 
 
 
 
 
 
 
 
 



 
Unifor  l  IPS Bargaining Toolkit  l  May 2017  
 
 

 

27 

PUTTING UNIFOR ON THE COMMUNITY MEDIA AGENDA 

Why you should engage the media? 

Our collective strength is in the union.  

To further the work of our union and champion a better world, we need your help to 

expand our message and build an informed, engaged membership.  

 

Media encounters are more than simply telling reporters facts or what they want to hear. It 

is about inserting Unifor and our story in the media.  

 

There is an important community connection in the work that we do and how members 

engage in politics, and supporting the community we live and work in. Things to consider 

pitching to media:  

 How the union contributes to community with donation drives /charitable events 

 “Local heroes” and how members / local are involved in community service 

 Personal stories of members as it relates to political issues of the day, i.e. 

government decisions, elections, campaigns 

 

Connect your local with the local news. Be sure to use all forms of traditional media 

including: print newspapers, radio, television broadcast, online newspapers. Start with 

making a list of all the local media in your area. The next step should be to make a personal 

contact to explain who you are, what the local is, what type of work members do and how 

you/the local can help the reporter.  

 

Making a personal contact and establishing a relationship with media is key! Be 

persistent, be useful and always be considerate.  

 

Utilize social media  

Facebook, Twitter and Instagram are all forms of media. Ideas are pushed to by friends, 

acquaintances, governments, corporations and even the trolls! If everyone else is doing it 

why aren’t we? Social media and online media has become a trusted source of information 

and news. 

Three reasons to consider social media:  

1. It is grassroots in nature and appears less biased,  

2. Personal influence. 

3. With the growing reliance on social media, we no longer search for news, locally, or 

globally.  
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Have a story? Share it with the Communications Department. Tell us and please 

share a photo. Send it in via email to Director of Communications at 

denise.hammond@unifor.org 

TIPS ON WRITING A MEDIA RELEASE  

When you write a media release, approach it as though you are a reporter, emphasizing the 

news aspect and the facts. Always use quotes to create a reaction or feeling to personalize 

the issue. There is a standard format for a media release as reflected below. It is important 

to be succinct and keep it to five paragraphs.  

 

1. Headline – should be no more than seven words 

a. The headline should capture the reader's attention and is therefore very 

important. This may be the one factor that gets the reader to read the rest 

of the release. 

2. First paragraph is your summary lede.  

a. This provides the who, what, where, when, why and how of the story  

3. Second paragraph should be a quote.  

a. Quote the spokesperson. It should be an important statement about the 

issue. 

4. Third paragraph provides the background context 

5. Fourth could be another quote 

a. This could be from another person to add a second voice. 

6. Fifth should be conclusion 

a. It May include an additional quote 

7. End with your “boiler plate”. This is a statement to provide information about your 

union local. This describes the who, what, where and how many members the local 

represents.  

Tips on style 

 Be sure you answer the questions: who, what, where, when, why and how. 

 Ensure that your writing is clear, concise, and without jargon. 

 Organize information from most important at the beginning through progressively 

less important information (the media may only use the first paragraph or two and 

don't have time to wade through several paragraphs to get all the details in this 

story!) 

 Write about yourself in the third person, using "he/she" rather than "I". 

 Media releases are meant to be informational, not flowery or written like 

advertisements. 

 Keep it simple. 
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Tips on Layout  

 Use a minimum of one-inch margins on each side of the page. 

 Double-space.  

 Insert hyperlinks or website address where possible. 

 Use only one sheet of paper. 

 Always include a contact person with phone and email for more information or to 

arrange an interview.  
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June 1, 2017 
 

Sample Notice to Bargain for  
First Collective Agreement  

ABCDEFG Manufacturing Company Ltd. 
1234 Smokestack Crescent                   By Registered Mail 
Foggy Bend, Ontario 
 
Attention:  Mr. S.O.B. Masher, Director of Human Resources 
 
Dear Mr. Masher: 
 
Re:  Notice to Bargain for First Collective Agreement  

 
The trade union wishes to commence negotiations to enter into a first collective agreement 
between the parties.  By this letter, we give you notice to bargain pursuant to Section 16 of the 
Ontario Labour Relations Act, 1995. 
 
We propose the following dates for the commencement of negotiations: June 12, 13, 14, 15, 
and 21, 2017.  I would appreciate it if you could contact me immediately so that we can 
establish dates and the location for the commencement of negotiations.  We will be forwarding 
you the names of the trade union’s bargaining committee in due course and before the 
commencement of negotiations. 
 
In addition, we bring to your attention the provisions of Section 86 (1) of the Ontario Labour 
Relations Act, 1995 which prohibits an employer from altering during collective bargaining the 
terms and conditions of employment currently in effect for employees in the bargaining unit 
without the consent of the trade union. 
 
As you may be aware, the duty to bargain in good faith requires that an employer provide timely 
and accurate information concerning the terms and conditions of employment for the 
employees in the bargaining unit.  In order to assist us in the preparation for collective 
bargaining and in order to prevent delays once these negotiations commence, we request that 
you immediately provide us with the following information concerning the terms and conditions 
of employment: 
 

1. A current list of employees in the order of their seniority, setting out their names, ages, 
addresses, telephone numbers, e-mail addresses, gender, classification and rate of pay; 

 
2. Any company policies, employment guidelines or other written or widely-understood 

practices in which the terms and conditions of employment of employees in the 
bargaining unit are set out; 

 
3. A schedule of all overtime performed during the course of the period March 1, 2016 

through to March 31, 2017; 
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4. A copy of  any  drug, extended health, dental, long term disability and sickness and 
accident plans providing coverage for employees in the bargaining unit represented by 
Unifor; 

 
5. Documents setting out the history of usage of these plans by employees for the last 12 

month period; 

 
6. Documents setting out the costs of each of these plans to the employer;  

 
7. A copy of the text of any Pension Plan or group RRSP plan, including any trust 

documents applicable to the plan, as well as specific reference to any amendments that 
were made to the text over the course of the last three years; 

 
8. The last valuation of any Pension Plan in which bargaining unit members are enrolled, as 

well as the record of payments into the Plan by the employer over the course of the last 
three years. 

 
The trade union has learned that representatives of the company were included in a recent 
“trade mission” to China organized by the Canadian Federal Government, and that a press 
release was issued in which the Company CEO, John Mammon, made reference to “splendid 
opportunities for Canadian businesses to expand their production facilities” to that country.  As 
you are of course aware, the duty to bargain in good faith requires the employer to divulge 
accurate and timely information concerning management decision-making processes that may 
have an impact on bargaining unit members. We therefore request all information in your 
possession concerning any such plans that the Company may have in respect of the China 
venture, including any plans the company may have to shift production to that country, or to 
contract out any work currently performed by members of the bargaining unit.    
 
Further, we request that you provide us with information about any other plans that the 
Company has made concerning the initiatives that may have an impact on the terms and 
conditions of employment of the members of the bargaining unit represented by Unifor. 
 
I look forward to the early receipt of this information, and to the commencement of 
negotiations for a new collective agreement. 
 
Yours truly, 
 
 
 
National Representative 
 
 
cc: Guy Smart, Assistant to the President 
 Guy Fair, President, Local XXX, Unifor 
 Union Negotiating Committee 
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Date 
 
Via Registered Mail (or E-mail)   
 
Employer 
Human Resources 
Company Name 
Address 
 
 
Dear Mr./Ms.                : 

 
RE: Notice to Bargain 

 
In accordance with the Ontario Labour Relations Act, please be advised the Union 
wishes to commence negotiations to propose amendments to the collective 
agreement between the parties.  
 
I would appreciate if you could contact me at your earliest convenience so that we 
can establish mutually agreeable dates and a location for the commencement of 
negotiations.  We will be forwarding you the names of the trade union’s bargaining 
committee in due course and before the commencement of negotiations. 
 
In order to assist us in the preparation for collective bargaining and in order to 
prevent delays once these negotiations commence, we request that you immediately 
provide us with the following information concerning the terms and conditions of 
employment: 
 

1. A current list of employees in order of their seniority, setting out their 
names, ages, addresses, telephone numbers, email addresses, gender, 
classification and rate of pay; 

 
2. A copy of the current drug, extended health, dental, long term disability 

and sickness and accident plans providing coverage for employees in the 
bargaining unit represented by Unifor. 

 
3. Documents setting out the history of usage of these plans by employees 

for the last 12 month period; 
 

4. Documents setting out the costs of each of these plans to the employer; 
 

5. A copy of the text of the Pension Plan, including any trust documents, as 
well as specific reference to any amendments that were made to the text 
over the course of the last three years. 
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6. The last valuation of the Pension Plan in which bargaining unit members 
are enrolled, as well as the record of payments into the plan by the 
employer over the course of the last three years. 

 
As you are of course aware, the duty to bargain in good faith requires the employer 
to divulge accurate and timely information concerning management decision-
making processes that may have an impact on bargaining unit members. 
 
As such, we request that you provide us with information about any plans that the 
Company is contemplating that may have an impact on the terms and conditions of 
employment of the members of the bargaining unit represented by Unifor. 
 
I look forward to the early receipt of this information, and to the commencement of 
negotiations for a new collective agreement. 
 
Yours truly, 
 
 
 
 
 
Rep Name 
National Representative 
Unifor 
 
kh/cope343 
 
cc: President, Unifor Local 
 Chairperson  
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LABOUR RELATIONS FAQ 
 
The Ontario Ministry of Labour website contains information about the Ontario Labour 
Relations Act and other laws and regulations that govern labour relations in Ontario 
including information about the following topics discussed in this toolkit: 

 Notice to Bargain 

 Conciliation 

 Strike and Lockout 

You can find this information at the link below.  

 
 
 
https://www.labour.gov.on.ca/english/lr/faqs/index.php  
 

 

 
 
 
 
 
 
 
 
 

https://www.labour.gov.on.ca/english/lr/faqs/index.php
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STRIKE 
VOTE 

Sunday March 19, 
2017 

Meeting at 10:30 A.M. – 
12:30 P.M. 

 
AGENDA: 1) STRIKE VOTE 
    2) C.B.A. UPDATE 
All members are strongly encouraged 
to attend Unifor Local 636 Union Hall 

126 Beale St. Woodstock 
    
            
 Ken Rushton                           
 Chairperson 
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ATTENTION 

All _________-Unifor Members 
A Tentative Agreement  

has been reached 
Our Ratification Vote will be held on 

Saturday, April 2nd, 2016 
1-3pm @ the 

Tillsonburg Community Centre 
See you there! 

 
In Solidarity, 

Your Bargaining Committee 
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