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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. Among the recommendations of the report was the development of this resource 
to assist Locals in their preparations for collective bargaining. 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 
has been updated in 2022. It 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 provided by National Departments to Locals 
during bargaining. 

•  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 bargaining unit. 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. 

Note, this bargaining toolkit references the legislative and regulatory framework overseeing 
the collective bargaining process in Ontario. If your workplace is located outside Ontario, 
your National Representative can advise you on the relevant provincial or federal legislation, 
policies, procedures, and timelines, governing the collective bargaining process in your 
workplace. 
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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 listed 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. 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. 
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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. 

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. 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), Women’s Advocate, Racial Justice Advocate, and other important 
bargaining standards that we strive to negotiate across all Unifor collective agreements. 

Maintain a logbook
It’s important to document any bargaining proposals that come forward in this phase of the 
bargaining process. It is recommended that a logbook 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 logbook to help develop contract proposals in 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. In all cases, requests for information to the 
employer should be made by the National Representative. 
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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 addressed in current negotiations. This is especially important with issues 
arising over the interpretation of the collective agreement. A grievance review can identify 
problematic contract language that should be strengthened, and any other 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 Effective Bargaining Communications 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. 
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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 the Union’s intent 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 by 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.

• Information pertaining to any of the employer’s commercial agreements. 

A sample Notice to Bargain for a first collective agreement and sample for a collective 
agreement 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 a few 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” to notify the Minister of Labour that the conciliation process was 
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”. 
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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 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. 

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. The Recording Secretary’s 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. 

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. A strike vote must be held within 
30 days or less before the collective agreement expires or at any time after agreement 
expiry. In addition, 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 conditions 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. 
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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 often the most direct way to secure a fair and 
equitable agreement. 

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 Coordinator 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. 
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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 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 National Representative working with the Bargaining Committee should create and 
print copies of a tentative agreement highlights information package in advance 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. 
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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. Primary responsibilities of the Meeting Chair include maintaining 
order at the ratification meeting and providing an opportunity for as many members as 
possible to participate in the meeting. The Meeting Chair can more successfully maintain 
order during the ratification meeting if as part of his or her opening remarks clearly states 
and limits the time a single member can take at the microphone. It is strongly recommended 
that the Meeting Chair limit individual members to a single question and a follow-up, and 
then move to the next member during the question and discussion period. This helps avoid 
situations where a member attempts to take control of a meeting, and potentially preventing 
other members from fully participating in the ratification meeting. 

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 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 a majority of members who are voting, vote in favour of 
ratifying the agreement. 
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Virtual meetings and electronic voting
The COVID-19 pandemic created significant challenges for the union including collective 
bargaining. Locals were unable to meet in person for strike authorization votes, ratification 
votes, and other important meetings due to public health restrictions enacted by 
governments and regional health authorities. Unifor’s primary priority during the pandemic 
was protecting the health and wellbeing of members. As such, the Union explored virtual 
meetings and electronic voting systems as an option that would allow the important work 
of the Union to continue while keeping members safe during the pandemic. Many Locals 
successfully pivoted to these platforms as an alternative to in-person meetings to support 
the collective bargaining process. A guide to virtual meetings and electronic voting that 
includes detailed instructions, and best practices has been created to assist Locals wishing 
to explore this option. Contact your National Representative for information on how to 
obtain a copy of the guide. 

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

The Communications Department supports union members and locals by assisting with 
media relations, developing and executing internal and external communications plans, 
preparing and distributing media releases, creating physical and digital materials, managing 
the union’s web and social media presence as well as providing local bargaining committees 
with the support of a wide range of communications tools. Working with your National 
Representative, the Communications Department will assist bargaining committees with 
any communication needs they may have. For more information about the services the 
Department provides contact communications@unifor.org with any questions. 

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 central issues in the workplace which empowers the membership to actively 
participate in the identification, evaluation, and abatement of occupational hazards which 
they encounter.
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Legal

The legal department advises and supports National Representatives as required 
about complex or unique 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. 

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.

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, Racial Justice Advocate, paid domestic 
violence leave, a respectful workplace program, and pregnancy accommodation.
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In Solidarity, your Bargaining Committee              /klcope343 

 

 

Collective Bargaining Proposal Survey 

The current collective agreement expires December 31, 2022. Your bargaining committee requests 
your input to assist in developing our bargaining proposals. Please take the time to review and 
respond. Forward your completed survey to your Local Union Bargaining Committee. 

Name:   ________________________________________ 

Department:  ________________________________________ 

Are there any changes to the current working conditions that you would like your Union to attempt 
to address in the upcoming negotiations? (Ex. health and safety, hours of work, grievance procedure, 
etc.). 

 If yes, please be specific and explain. 

1. ______________________________________________________________________________ 
 

2. ______________________________________________________________________________ 
 

3. ______________________________________________________________________________ 
 

4. ______________________________________________________________________________ 

Are there changes to the current economic conditions of work that you would like your Union to 
attempt to address in the upcoming negotiations (Ex. Wage rates, pension, health care benefits, 
vacation with pay plan, etc..). 

If yes, please be specific and explain: 

1. ______________________________________________________________________________ 
 

2. ______________________________________________________________________________ 
 

3. _____________________________________________________________________________ 
 

4. ______________________________________________________________________________ 

If you run out of space, please write on the back of this survey.   

Please return the completed survey to your Local Union Bargaining Committee by September 
30, 2022.  
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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. 

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

https://www.surveymonkey.com

 
https://www.limesurvey.org/

https://www.google.ca/forms/about/
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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 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. 
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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. 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 latest Unifor Independent Parts Supplier Sector Profile at: 

https://www.unifor.org/sites/default/files/documents/Unifor-Indep-Auto-Parts-2022-EN.pdf 
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Effective Bargaining Communications

Keeping members informed

Establishing a communications plan is a key part of the bargaining process. Regular 
membership communications of the union’s progress, key messaging and important 
developments at the bargaining table help limit misinformation, increase membership 
engagement, and prepare for successful ratification or information meetings.

 Designate responsibilities for membership communications:

• Designating one or more union representatives responsible for preparing, reviewing 
and distributing internal communications should be the first step in developing your 
bargaining communications plan.

• If resources permit, assign at least two bargaining committee representatives to 
prepare, review and distribute all bargaining updates to the membership. 

 Schedule membership updates:

• The bargaining committee should, as much as is possible, create a schedule for 
sending out regular updates that summarize the committee’s work. 

• Sending regular updates, even if no developments occur, will always be a useful 
exercise and helps members better prepare for ratification or information meetings, 
preempts unnecessary questions, and raises awareness of the work the bargaining 
team is engaged in. 

 Preparing membership updates:

• Bargaining updates should provide as much useful information as possible to 
members about the committee’s progress without undermining the bargaining 
process. Providing general information about any progress being made with 
negotiations should be clear, concise and to the point, without straying into any 
rhetoric, mudslinging, or distracting issues. Reiterate the priorities adopted by the 
membership for this round of negotiations and reiterate the bargaining committee’s 
commitment to these issues. 

• Always include when members can expect the next update to help minimize 
speculation from members and build awareness throughout negotiations. 

• Use the Unifor national website’s bargaining campaigns section for ideas and 
examples of writing effective bargaining updates.  
See: https://www.unifor.org/campaigns/bargaining. 
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• If needed, your National Representative and the Communications Department are 
available to assist with preparing any internal updates. 

• Supplementary bargaining updates outside of those scheduled can always be sent 
out.

External media relations

Bargaining with large corporations or negotiations that end in a labour dispute almost 
always capture media attention. The union has an important role in ensuring the 
membership’s interests and the bargaining committee’s messaging is reflected in media 
coverage of any bargaining or labour dispute. 

 Designate responsibilities for media interviews:

• Designate at least one authorized union representative responsible for media 
relations. Typically this role is assigned to the President and/or Unit Chair. 

• Ensure that the Communications Department is aware of the designated media 
contacts, their preferred contact information, and general availability. 

• During labour disputes, media generally want to speak to workers directly about 
the stakes in bargaining or in a dispute. Designated media contacts should also 
be responsible for connecting journalists and/or the Unifor Communications 
Department with members who are knowledgeable about the issues involved in the 
negotiations or dispute. 

 Effective media messaging:

• Establish your bargaining committee’s key messaging. Focusing on only a few 
points will ensure that your messaging remains focused on the union’s bargaining 
priorities and that the public understands what the union’s position is.

• During interviews, formulate all responses so that they relate back to the bargaining 
committee’s approved key messaging points. Do not feel pressured to always 
respond directly to a journalist’s questions. Most responses to any question about 
negotiations or a strike can be answered by presenting the membership’s key 
priorities as fair and reasonable.

• Ensure that key messages are presented in a clear, relatable way that presents the 
bargaining committee’s key concerns in straight-forward terms. Avoid shop-floor 
jargon: i.e. this dispute is about the union making fair and reasonable proposals 
around job security, health and safety, and fair wages.

• Where possible, share stories of personal impact. Explain the effect this dispute is 
having on you, your coworkers and their families. How are they feeling?
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• In every labour dispute, emotions may run high but avoid pejorative/foul language. 
Always take the high road. 

• 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.

• If you do not know the answer to a reporter’s question do not feel pressured to 
respond, instead offer to get back to the reporter with a written response and ask 
for assistance from your bargaining committee, National Representative, and/or the 
Communications Department. 

• Successful media relations means having key facts and figures available for 
reporters. Ensure you have basic facts and figures ready such as the number of 
workers involved in the dispute, the average wage workers earn, dates of the 
negotiations and disputes, the company’s recent profits. Both the Research and 
Communications departments are ready to assist with the preparation of any 
additional facts and figures as needed.

• Notify your National Representative and the Communications Department of any 
media interviews conducted with a designated spokesperson or member. Share 
positive coverage on your local social media networks, include them in membership 
communications, and encourage members to share them and help amplify the 
bargaining committee’s key messaging.

Photos and videos

Photos and videos are an effective way to share the union’s message and connect with 
members as well as the media. Maintaining a regular presence on social media helps grow 
our union, amplify our message and create new connections with members. 

 Best practices for photos: 

• Take horizontal photos and videos. Avoid vertical shots. Turn your phone sideways 
and get a picture or video that is wide, not tall.

• Take photos close to your subject and eliminate empty space (excessive sky/
ground) so we can get great high quality images of our members.

• Take additional photos to ensure you have options. 

• Share those photos on social media, with the Communications Department (which 
are particularly useful for distribution with media releases and on the union’s 
website and social media accounts.

• Avoid using filters, and instead, use your camera or phone’s highest resolution 
settings. 
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• Videos and photos can be shared using free services like Dropbox, Google Drive, or 
Wetransfer. The Communications Department is available to assist where needed.

Using social media effectively

Twitter, Facebook, Instagram and other social media platforms are an increasingly important 
means of reaching members and amplifying the union’s messaging during bargaining and 
labour disputes. If your union local does not currently use any social media platforms, 
contact the Communications Department and get started. 

If done effectively, a union’s social media can effectively complement traditional means of 
outreach to members such as notice boards, flyers, leaflets, and other physical materials. 
Many union members, particularly young workers, rely more and more on social media for 
timely information and would benefit from union engagement on these platforms. 

If your union is already active on Twitter, Facebook, and Instagram, be sure to follow and 
share content from the union’s main accounts.

Facebook: https://www.facebook.com/UniforCanada/

Twitter: https://twitter.com/UniforTheUnion/

Instagram: https://www.instagram.com/uniforcanada/

YouTube: https://www.youtube.com/uniforcanada

On Facebook, you should also follow the union’s other pages, including:

https://www.facebook.com/UniforQuebec/

https://www.facebook.com/uniforeducation/

https://www.facebook.com/UniforHRInternational/

https://www.facebook.com/Unifor-Human-Rights-273042643248608/

Media releases

A media release is an important tool to have a story appear in the news. The 
Communications Department regularly prepares media releases to ensure the union’s 
perspective is reflected in newspapers and in broadcast news programming. 

Media releases follow a strict format and should only be used when a development has 
occurred which is of public interest. Ask your National Representative to connect with the 
Communications Department for assistance with preparing news releases. 
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News releases almost always use the following structure:

 Headline

• Headlines are short, sweet, and to the point. They present only the most crucial 
information in the fewest possible words, i.e. what happened and why it matters.

 Lede

• The first paragraph of a news release elaborates on the headline and provides a 
short single-sentence paragraph summary of facts about the who, what, where, 
when, and why of the release. 

 First quote

• The second paragraph of a news release provides one or two quotable statements 
from a spokesperson giving the union’s point of view, reaction, or opinion, typically 
an elected representative of the union, presenting the union’s key messaging on the 
issue.

 Context 

• The third paragraph is reserved for additional information about the release. This 
paragraph usually concentrates on important background context, facts, figures, or 
other useful information that provides reporters with information to draw on when 
writing a story. 

 Second quote

• The fourth paragraph is reserved for one or two additional quotes, typically from a 
second spokesperson, providing a different perspective on the release.

 Conclusion

• The fifth paragraph provides a conclusion to the story or forward looking fact-based 
statement about the issue. 

 Boilerplate

• The final paragraph is a standardized “boilerplate” statement about the union, its 
membership and purpose. 

 Media contact

• The primary media contact’s name, phone number and email are appended to the 
end of each media release.
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Ratification Updates 

Upon a successful ratification of a new agreement, the Communications Department will 
prepare an update similar to a media release to share the news. These updates are prepared 
with the support of the National Representative and the bargaining committee. 

Please ensure that the Communications Department has been provided with the following 
information and resources when an agreement is successfully ratified:

The local number, name, location, headcount, major job classifications, and sector of the 
workplace.

A general description of the product and/or services that are manufactured or provided by 
union members. 

Any major enhancements or gains achieved in the agreement as well as the length of 
negotiations. 

Names and contact information for the local President and Unit Chair (used in order to 
prepare quotes from both in the ratification update). 

The date the agreement was ratified and, if applicable, the ratification voting results. 

The term of the agreement. 

Unilink

The Communications Department prepares a curated weekly email publication, Unilink, 
which contains the highlights of Unifor’s activities. Union locals are encouraged to promote 
members to sign-up for this publication on the union’s national website at: 
https://www.unifor.org/subscribe.

Unilink is a good source of information resources for union locals to share on social media 
platforms and help increase membership awareness of important developments. If you 
have ideas for a story to be included in Unilink or on the union’s website, please contact the 
Communications Department at communications@unifor.org. 
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Date

Sample Notice to Bargain for 
First Collective Agreement 

ABCDEFG Manufacturing Company Ltd.          By Registered Mail     
1234 Smokestack Crescent 
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;
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3. A schedule of all overtime performed during the course of the period March 1, 2016 
through to March 31, 2017;

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

27Unifor IPS Bargaining Toolkit



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.

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.
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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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ONTARIO 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.ontario.ca/page/collective-bargaining
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October 1, 2022

Strike Vote Meeting Notice

Attention: All Unifor represented workers of ABC Auto Parts Company Inc. 

A strike vote meeting will take place as follows:

  When:  Sunday October 9, 2022 at 1:00pm

  Where:  Delta Hotels by Marriott Toronto Airport & Conference Centre  
    (655 Dixon Rd) - Salon B 

Meeting Agenda:
• Update on the status of negotiations.

• Review the strike vote process, and answer any questions you may have.

• Conduct the strike vote.

In Solidarity, your Bargaining Committee
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Summary of Unifor Strike Assistance Rules 
 

You are eligible for strike benefits if you meet the following qualifications: 
 
1. Members must be in good standing before a strike begins to be entitled to strike 
assistance, provided they meet the other qualifications (this means that a member must 
be in good standing the day before a strike commences). 

 
2. Probationary and new hires may become eligible for strike benefits only if they join 
the Union by paying the initiation fee and current months’ dues prior to the strike taking 
place. If workers signed a completed Application for Membership and a Union Check-
off Card, which was forwarded to the company prior to the strike taking place, they 
would be considered a member in good standing and are entitled to strike assistance. 

 
3. Only members who are on the active payroll at the time strike began are entitled 
to strike benefits. 

 
4. You must participate in a strike activity assigned by your Local Union, including 
picket line duty and in addition may include: time spent on the community services 
committee, strike kitchen duty, educational classes, soliciting committee, lectures or 
other activities established by your Local Union. 

 
5. You must register and make application for strike benefits on the day assigned by 
your Local Union. 

 
6. You must pick up your strike pay cheque on the specific day and time assigned by 
your Local Union. NOTE: It is necessary to cooperate with your Local Union by 
registering for strike benefits on the day assigned. It is also important that you pick up 
your cheque on the day you are asked to be there. 

 
You are not entitled to Strike Benefits if: 

 
7. Your dues are not paid up-to-date the day before the strike commences or you have 
not signed an Application for Membership and a Union Check-off Card. 

 
8. You are on layoff prior to the strike. 

 
9. You are drawing Sickness and Accident, Long Term Disability, Workers’ 

Compensation, E.I. benefits or vacation pay. 
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Schedule of Benefits 
 
10. A member shall accumulate strike pay beginning with the 1st day of the strike (for 
this purpose, Saturdays and Sundays shall be used when determining the strike pay 
week). For each work day missed due to the strike, a member shall receive one day’s 
strike pay, at the daily rate. 

 
11. Striking members receive $42.86 per day for each day they are on strike, 
commencing with the 1st day. 

 
12. The weekly strike pay is $300.00 per week, payable to the member on or after the 
8th day. 

 
13. A Local Union must ensure that the Ottawa office has all current membership data 
and dues up-to-date. The Local’s Financial Secretary should contact the Ottawa Strike 
and Defence Fund department to confirm all relevant membership information is current 
and up- to-date. 

 
14. Your active participation in the strike duty assigned will entitle you to the 
following group insurance benefits: hospital care (as provided), drug, life, accidental 
and dismemberment premiums (not optional Life-AD & D, for which the member must 
pay the premium) and out-of-province paid for by the Unifor Strike and Defence Fund. 
These benefits will only be provided if they are part of your collective agreement. 

 
If you have any questions regarding your dues payments, please see the Local Union 
Financial Secretary immediately! 

 
 
Updated September 2022 
BD/jr-klcope343 
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UNIFOR CONSTITUTION
Article 17 of the Unifor Consitution describes the union’s collective bargaining 
provisions. Visit https://www.unifor.org/constitution for the latest version of the 
Constitution.
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STRIKE AUTHORIZATION REQUEST/DEMANDE D’AUTORISATION DE GRÈVE

>ŽĐĂů�hŶŝŽŶ�EƵŵďĞƌͬEƵŵĠƌŽ�ĚĞ�ƐĞĐƟŽŶ�ůŽĐĂůĞ͗��ͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺDate/Date: _____________________________

Company/Compagnie: ____________________________________________ Sector/Secteur: _______________________

KƚŚĞƌ��ĂŶĂĚŝĂŶ�KƉĞƌĂƟŽŶƐͬ�ƵƚƌĞƐ�ŽƉĠƌĂƟŽŶƐ�ĐĂŶĂĚŝĞŶŶĞƐ͗��ͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺ

Unifor Workplaces Affected by Strike/Lieux de travail touchés par la grève:   ___________________________________ 

EƵŵďĞƌ�ŽĨ��ĂƌŐĂŝŶŝŶŐ�hŶŝƚ�ŵĞŵďĞƌƐͬEŽŵďƌĞ�ĚĞ�ŵĞŵďƌĞƐ�ĚĞ�ůΖƵŶŝƚĠ�ĚĞ�ŶĠŐŽĐŝĂƟŽŶ͗
Full Time/Temps plein: ____________ Part Time/dĞŵƉƐ�ƉĂƌƟĞů͗��ͺͺͺͺͺͺͺͺͺͺͺ����On layoff/Mis à pied: ____________

First Contract
PremièƌĞ�ĐŽŶǀĞŶƟŽŶ͗

Yes/Oui:
No/Non:

�ŽŶƚƌĂĐƚ��ǆƉŝƌĂƟŽŶ��ĂƚĞ
Date d'ĠĐŚĠĂŶĐĞ�ĚĞ�ůĂ�ĐŽŶǀĞŶƟŽŶ: ______________________________________

Strike Vote Date Future bargaining dates
Date du vote de grève: _________________________ WƌŽĐŚĂŝŶĞƐ�ĚĂƚĞƐ�ĚĞ�ŶĠŐŽĐŝĂƟŽŶ͗�ͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺ

Address City Province
Adresse: __________________________________________ Ville: ___________________ Province: ____________

Date in Legal ^ƚƌŝŬĞ�Žƌ�>ŽĐŬŽƵƚ�WŽƐŝƟŽŶ�
Date de grève légale ou du lock-out: ___________________________________________________________________

/ƐƐƵĞƐ�ŝŶ�ĚŝƐƉƵƚĞ�ĂŶĚ�ƐƚĂƚƵƐ�ŽĨ�ŶĞŐŽƟĂƟŽŶƐ͕�ŵĞĚŝĂƟŽŶ�Žƌ�ĐŽŶĐŝůŝĂƟŽŶͬYƵĞƐƟŽŶƐ�ĞŶ�ůŝƟŐĞ�Ğƚ�ƐƚĂƚƵƚ�ĚĞƐ�ŶĠŐŽĐŝĂƟŽŶƐ͕�ĚĞ�ůĂ�
ŵĠĚŝĂƟŽŶ�ŽƵ�ĚĞ�ůĂ�ĐŽŶĐŝůŝĂƟŽŶ :
_________________________________________________________________________________________________

__________________________________________________________________________________________________

X_________________________________________________
EĂƟŽŶĂů�^ƚĂī�ZĞƉƌĞƐĞŶƚĂƟǀĞͬZĞƉƌĠƐĞŶƚĂŶƚ;ĞͿ�ŶĂƟŽŶĂů;ĞͿ

X____________________________________________
EĂƟŽŶĂů�WƌĞƐŝĚĞŶƚͬWƌĠƐŝĚĞŶƚ�ŶĂƟŽŶĂů

�ĂƚĞ�^ƵďŵŝƩĞĚͬDate de dépôt du formulaire : ___________________________________________________________

EŽƟĨǇ�EĂƟŽŶĂů�^ĞĐƌĞƚĂƌǇ�dƌĞĂƐƵƌĞƌ�ƵƉŽŶ�ƌĂƟĮĐĂƟŽŶ�ŽĨ�ŶĞǁ�ĂŐƌĞĞŵĞŶƚͬ
Aviser le secrétaire-ƚƌĠƐŽƌŝĞƌ�ŶĂƟŽŶĂů�ĚĞ�ůĂ�ƌĂƟĮĐĂƟŽŶ�ĚĞ�ůĂ�ŶŽƵǀĞůůĞ�ĐŽŶǀĞŶƟŽŶ�ĐŽůůĞĐƟǀĞ

�ĂƚĞ�ŽĨ�ƌĂƟĮĐĂƟŽŶͬ�ĂƚĞ�ĚĞ�ƌĂƟĮĐĂƟŽŶ͗��ͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺ
Result of Votes/Résultat de votes: Yes/Oui: #______ No/Non: #______ Total/Total: _________

lg:cope343/sepb343
April 2014

Copy and/or email to EĂƟŽŶĂů�WƌĞƐŝĚĞŶƚͬWƌĠƐŝĚĞŶƚ�ŶĂƟŽŶĂů͕�EĂƟŽŶĂů��ƐƐŝƐƚĂŶƚͬ�ĚũŽŝŶƚ;ĞͿ�ŶĂƟŽŶĂů;ĞͿ
Envoyer une copie et/ou un courriel à : EĂƟŽŶĂů�^ĞĐƌĞƚĂƌǇ-Treasurer/Secrétaire-ƚƌĠƐŽƌŝĞƌ�ŶĂƟŽŶĂů

Director of Strike and Defence Department/Directeur du Service de défense et de grève
Quebec Director/Directeur québécois
Regional Director/Directeur(rice) régional(e)

Date Received/Date de réĐĞƉƟŽŶ͗��ͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺͺ

For/Pour: _________________ Against/Contre: ____________________ Total/Total: ____________________

Date of Return to Work/Date de retour au travail: _______________________________________________________

EĂƟŽŶĂů�ZĞƉƌĞƐĞŶƚĂƟǀĞƐ�ŵƵƐƚ�ŐŝǀĞ�Ă�ŵŝŶŝŵƵŵ�ŽĨ�ϳϮ�ŚŽƵƌƐ�ŶŽƟĐĞ
>ĞƐ�ƌĞƉƌĠƐĞŶƚĂŶƚ;ĞͿƐ�ŶĂƟŽŶĂƵǆ�ĚŽŝǀĞŶƚ�ĂĐĐŽƌĚĞƌ�ƵŶ�ƉƌĠĂǀŝƐ�ŵŝŶŝŵƵŵ�ĚĞ�ϳϮ�ŚĞƵƌĞƐ

Other unions affected by strike/Autres syndicats touchés par la grève:  ____ ___________________________________ 
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STRIKE FACT SHEET / RAPPORT DE GRÈVE

Please submit (Strike Authorization Request) at same time as info for letter to company re 
benefits / Veuillez soumettre ce formulaire (Demande d'autorisation de grève) en même temps 

que les renseignements pour la lettre à l'entreprise concernant les avantages sociaux

Local Union #/ 
De la section locale:

Telephone #/Téléphone:

Representative email:

Address/ 
Adresse:

Unit Name/
Nom de l'unité:

Company #/Compagnie:

Company Representative email:

Company Contact person: Contact à la compagnie:
(Human Resources/Benefits) (Personnel/avantages sociaux)

Company address/
Adresse de la 
compagnie:

# of Members in Unit/
# de membres dans l'unité:

# of Active Members/membres actifs:

# of Members on Layoff/
membres mis à pied:

# of Members on WCB/
membres-ass.-accident:

# of Members on S&A/
LTD membres-congé de maladie:

Group Insurance / Assurance-groupe
Amount of Life Insurance/ 
Montant d'assurance-vie:

Is Out-of-Province incl. in collective agreement?/
Est-ce que l'assurance hors province est incuse 
dans la convention collective?

Will employer charge back?/ 
L'employeur nous facturera-t'il 
ce montant?

Service/National Rep./ 
Repr.national de service:
President/Président:

Telephone #/Téléphone:

Telephone #/Téléphone:

Telephone #/Téléphone:

Telephone #/Téléphone:

Telephone #/Téléphone:

Secretary-Treasurer / 
Secrétaire-Trésorier:

Plant Chair./
Prés. comité d'usine:

Strike Co-ordinator/
Coord. de la grève:

Date Strike Started/
Date du début de la grève:

Registration Date/
Date d'enregistrement:

1st Pay Date/1er jour de paie:

Date Strike Ended/
Date de la fin de la grève:

Notes / Notes

BD/sdcope343/May21

Group Insurance Provider/ 
Fournisseur d'assurance collective:

Email/Adresse électro:

Email/Adresse électro:

Email/Adresse électro:

Email/Adresse électro.:
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October 12, 2022

Ratification Meeting Notice

Attention: All Unifor represented workers of ABC Auto Parts Company Inc. 

 
Your bargaining committee is pleased to report we have reached a tentative agreement 
with ABC Auto Parts. We would like to take this opportunity to thank the membership 
for their patience and support throughout the bargaining process. We strongly 
encourage all members to participate in this important meeting.

A ratification meeting will take place as follows:

  When:  Sunday October 16, 2022 at 10:00am

  Where:  Delta Hotels by Marriott Toronto Airport & Conference Centre  
    (655 Dixon Rd) - Salon B  

Meeting Agenda:
•  Presentation of the highlights and details of the tentative agreement.

• Membership questions and answers.

• Ratification vote.

In Solidarity, your Bargaining Committee
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UNIFOR AND ITS LOCAL 195 
 

After a very difficult set of negotiations we are pleased to announce that we have reached a 
tentative agreement with the employer.   
 
 
Thank you for your support during these negotiations.   

 
In Solidarity, 

Randy St. Pierre, Chairperson    Sarkis Gaspar,  
Secretary Treas., Unifor Local 195 

Patrick Hickey, Vice Chairperson    Theresa Farao,  
        National Representative, Unifor  

Bassam Bashir, Recording Secretary  

Roberto Cholagh, Skilled Trades Rep.    
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YOUR COMMITTEE UNANIMOUSLY RECOMMENDS ACCEPTANCE OF THIS AGREEMENT 
 

 

 
 

  
 
 
 
 
 
 

Highlights of the Tentative Agreement 

Between: 

TITAN TOOL & DIE LIMITED    

-and- 

RATIFIED 
July 29, 2022 

39 Yes – 10 No = 80% 
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ARTICLE 2 – RECOGNITION 
 
2:01     (d)  Any employee of the Company who is not subject to the provisions of this 

Collective Agreement will not perform any work which is normally performed by 
the employees in the bargaining unit with the following exceptions: 

 
(v) Where there is no employee qualified and immediately available to do the 

work.  In such case, the Company will promptly attempt to call in the 
qualified employee or employees in the presence of a Union 
Representative if the call is made from the plant.  If the call is not made 
from the plant, the Company will supply the Union with a call-in log. 

  

ARTICLE 6 – GRIEVANCE PROCEDURE 
 
6.03   Step 2 
 If the reply of the employee’s direct supervisor to the grievance is not satisfactory to the 
 employee then he or she may reduce the grievance to writing, sign it with the steward 
 or in the absence of the steward with a member of the Plant Committee and present it 
 to the Plant Manager (or designate) within two (2) working days from the date of the 
 reply from their direct supervisor.  
 
 The Plant Manager (or designate) will render a decision in writing within three (3) 
 working days after the day on which the grievance was presented.  
 
6.04   Step 3 
 If the reply from the Plant Manager (or designate) is not satisfactory to the Union, the 
 grievance may be presented by the Plant Committee Chairperson to the Human 
 Resources Department within four (4) days from the date of the reply from the Plant 
 Manager (or designate).  

 The Plant Committee and the appropriate Company representatives will meet within 
 five (5) working days after the grievance has been so presented or at such time as may 
 be mutually agreed, with such mutual agreement in writing. Upon request of either 
 party, an officer of the Union may be in attendance. Within four (4) working days after 
 the Step 3 meeting, the Company will render a decision in writing and submit it to the 
 Plant Committee. 
 
6.10  Hold to our proposal and further amend as follows. The initial deletion is being 
 proposed because it is an issue when an employee works a weekend, but HR does not 
 and then, if an issue occurs on a Friday, HR is out of time by Monday. The second 
 deletion relates to the Weekend Warrior position. 
 
 For those working the regular weekday shifts, the term ‘working days’ when used in this 
 Collective Agreement shall exclude Saturdays, Sundays, holidays and plant shutdowns 
 periods, unless those days are worked. 
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 For those working the weekend shifts, the term “working days” when used in this 
 Collective Agreement shall exclude Mondays, Tuesdays, Wednesdays, Thursdays, 
 holidays as defined herein and plant shutdown periods, unless those days are worked.  
 
ARTICLE 8 – DISCIPLINE      
 
8:02 Any employee subject to discipline while off Company premises will be required to report 

to the plant for a disciplinary interview with the Company. Such interview will be held 
within two (2) three (3) working days after the cause of discipline is known to the 
Company, wherever possible. 

 If the employee does not return to work within the two (2) three (3) day time limit, the 
notice of discipline will be considered completed provided the Union is given written 
notification of the Company’s intent to discipline the employee upon their return to work. 
The disciplinary action will be imposed within two (2) three (3) working days of the 
employee’s return. 

ARTICLE 12 – SENIORITY      

12:02 The seniority of an employee covered by this Agreement shall be established provided 
the employee completes a probationary period of one hundred and twenty (120) ninety 
(90) calendar days as an active employee of the Company within any twelve (12) month 
period. For the purposes of this article ‘active employee’ means at work and not absent 
for any reason other than weekend days off.   

 Employees who work five (5) days or more in a calendar week will receive seven (7) days 
towards probation.  

 The Company will not terminate probationary employees for the purpose of ‘rotating’ 
probationary employees or avoiding hiring new employees. 

12.05 If two or more employees are hired on the same day, and they subsequently acquire 
seniority as herein provided, their names shall appear on the seniority list in order of the 
employees birth date, based on their numerical date of birth, followed by the numerical 
month of birth followed by the year of birth.  If, after the date of ratification, two or more 
employees are hired on the same day, and they subsequently acquire seniority as herein 
provided, their names shall appear on the seniority list in order of employees’ birth date, 
based on their month of bright birth, with the employee who is closer to January 1st being 
listed first.   

 
ARTICLE 13 – JOB POSTING    
 
13.02   (b)  The Company will evaluate the employee’s job performance at the tenth (10th) 

day of  the trial period. If, in the Company’s estimation, the employee is not 
satisfactorily performing the job, they will be notified on the aspects of the job 
that requires improvement. If, at the 10th day evaluation, the employee is found 
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to be performing the job satisfactorily, the employee will have his or her wages 
adjusted to the rate of pay for the job. If, at the tenth (15th) (10th) day evaluation, 
the Company decides that the employee is qualified for the job, the employee may 
make their decision if they want the job or if they want to complete the entire 
twenty (20) working day trial period before making their decision.  

NEW: 
13:15 1.  The classifications generally affected by reserve transfer shall have employees 

in each shift available to replace any regular classified employee not available 
for work on any given shift in the following positions: 

  Quality Assurance Inspector - Two (2) per shift; 
  Die Operator – Two (2) per shift; 
  Lift Truck Driver – Two (2) per shift; 
 Steel Receiver – One (1) – Day Shift Only; 
  Die Setter – One (1) per shift; 
 
 If a reserve position becomes permanently vacant for any reason the Company 

will post the position no later than five (5) days after the position becomes 
vacant. 

 
 In the event that an employee resigns from a reserve position, they will be 
 precluded from applying for another reserve position for a period of six (6) 
 months. 

 
Employees presently performing in reserve roles for the above-noted positions 
will be reclassified as reserve employees. Further vacancies of reserve 
employees shall be posted and filled in accordance with Article 13 – Job Posting.  

 
 For the purposes of this Article only in conjunction with the trial period provided 

in Article 13, only days worked in the specified reserve position will count 
toward completion of the trial period. 

 
2.  In the event a person works in a reserve classification for the week prior to a 

holiday or holidays, such employee will receive the higher rate of pay for such 
holiday. For the Christmas shut down period, a person who works in a reserve 
position preceding the shutdown will qualify for the higher rate of pay for the 
entire shutdown period. 

3.  The Company agrees not to use any reserve or temporarily transferred 
employee while there are employees laid off or displaced within the 
classification on that shift. If the Company receives notice of an absence within 
one (1) hour prior to the shift or any time during that shift, a reserve may be 
used. 

4.  When all employees in a classification are at work and a reserve is used more 
than six (6) weeks in any four (4) month period, the position will be posted. 
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5.  An employee cannot hold more than one (1) reserve position at the same time. 

ARTICLE 14 – LAYOFF AND RECALL      
 
14.04   2. In the event of a layoff that exceeds thirty (30) working days, the Company and 

the Union will follow the following protocol with respect to those employees who 
are laid off while there are junior employees still actively at work. 

  
 (a)  Employees laid off out of the workplace will be eligible to exercise their 

 seniority to displace the junior employee in another classification except 
 for skilled trades classifications. 

 (b)  With respect to the Quality Assurance, material handler and die setter 
 positions, employees affected by layoff and who chose to exercise their 
 bumping rights will be offered the opportunity to train for a period of up 
 to 30 20 working days for the applicable position 

  Should an employee who exercises this provision of the Collective 
 Agreement be unsuccessful in training for the position into which they 
 bump, any subsequent bumps will be limited to bumping into positions in 
 which they are able to perform the required work. 

 (c)  Employees exercising their seniority pursuant to this provision will be 
 provided with day training period of up to 30 20 working days.  

 (d)  Employees displaced pursuant to the provisions of this article will be 
 considered laid off for the purposes of Article 14.02 of the Collective 
 Agreement. 

 (e)  In the event the Company knows that a layoff will exceed thirty (30) 
 working days at the outset of the layoff, the provisions of Article 14.04 
 will apply immediately. 

(f)  An employee who has elected not to exercise his/her right to bump a junior 
employee pursuant to the provisions of Article 14.02 at the time of the 
initial layoff is not eligible to utilize the provisions of this article. 

14:13 Short-Term Vacancies  
 If the vacancy is for a period of the rest of the work week, that vacancy shall be filled using 

the following protocol: 
 

1. The Company will recall the highest seniority worker on that shift with recall rights to 
the classification in which the vacancy exists. Recall cannot be declined. The recalled 
worker shall receive their regular hourly rate of the classification to which they were 
recalled. 
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2. If there are no workers displaced from that classification, the Company will ask 
reserve employees in order of seniority if they wish to fill the vacancy.  Where no 
reserve employee volunteers, the Company will temporarily transfer the highest 
seniority most junior reserve employee trained to do the work into the vacant 
position. That worker shall receive their regular wage or the rate of pay of the vacant 
position, whichever is higher.  

3. That lowest seniority reserve can cannot decline the transfer. if there is a worker with 
less seniority who is trained to do the work in the vacant position.  

4. The lowest seniority worker trained to do the work in the vacant position must do the 
work and will be paid their regular rate of pay or the rate of pay of the vacant position, 
whichever is higher.  

5. None of the foregoing provisions preclude the Company from determining that a 
vacancy does not need to be backfilled. However, in such circumstances, the 
employee will be paid at the higher rate as if he had backfilled the position.  

14:14 Vacancies of Less than Thirty (30) Days 
When it is known to the Company that an employee will miss work for a period of thirty 
(30) working days or less and as a result a vacancy as exists in that classification, the 
Company will: 

(a) Recall for the duration of the vacancy the most senior employee displaced from 
that classification, regardless of shift, to fill the vacancy.  The subsequent vacancy 
that arises as a result of this recall will be filled in accordance with this Article. The 
next vacancy that arises will then be filled by the most junior employee who has 
the ability to perform the work required to fill the vacancy; or 
 

(b)  If the classification is not affected by layoff, the Company will offer to the most 
senior  employee a temporary transfer for the duration of the vacancy, provided 
the most senior reserve employee has the ability to perform the work to fill the 
vacancy. Should the senior reserve employee decline the transfer, it will 
continue to be offered to reserve employees with the ability to perform the 
work  in order of seniority.  Where there are no volunteers, the most junior 
reserve employee with the ability to perform the work shall be transferred. If 
there are no reserve employees then the Company will offer by plant wide 
Seniority provided the employee has skill and ability to do the work.  

 
(c) …. 
 

14:15 Known Vacancies of More than Thirty (30) Days 
When is known to the Company that an employee will miss work for a period of more 
than thirty (30) working days, and a vacancy exists the Company will: 
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(a)  Recall for the duration of the vacancy the most senior displaced employee who is 
willing and able, regardless of shift, to fill the vacancy. The subsequent vacancy 
that arises as a result of this recall will be filled in accordance with this Article.  The 
next vacancy that arises will then be filled by the most junior employee who has 
the ability to perform the work required to fill the vacancy; or.  

(b) If there are no displaced employees willing and able, the Employer will offer the 
vacancy to the reserve employees on shift by seniority.  

(c) If there are no reserve employees available on shift, the Employer will then offer 
the vacancy to all reserve employees by seniority, regardless of shift. 

(b)(d) If there are no displaced or reserved employees to fill position, the Company will 
Ppost the temporary position in keeping with the provisions of Article 13 – Job 
Posting of the Collective Agreement.  

14:17 If the Company receives notice of an absence more than one (1) hour prior to the start of 
the affected shift, and a vacancy exists the Company will recall the most senior employee 
laid off or displaced from that classification currently working the affected shift. If there 
is no employee on lay off or who has been displaced, then the Employer will offer to the 
most senior employee on shift, if they decline, then the lowest reserve will be required 
to fill the vacancy.  If there are no reserves then the vacancy will be filled by the most 
senior employee who has the skill and ability to do the work. Employer will determine 
whether any other employees can be transferred to fill the vacancy or whether an 
employee ought to be asked to either stay late from an earlier shift or come in early 
from a later shift.   

 If the Company receives notice of an absence within one (1) hour prior to the shift or any 
time during that shift and as a result a vacancy exists and there are no employees available 
on that shift to recall, the Company may temporarily transfer the most senior reserve 
employee working that shift.  

ARTICLE 18 – UNION LEAVE OF ABSENCE    
 
18.01 Upon written request of the Company by the Union, the Company will grant a Leave of 
 Absence without pay and without loss of seniority to an employee acting as a 
 representative of the Union in connection with other Union activities. 
 
 Such request shall be given to the Company at least one (1) week prior to the 
 commencement of said leave.  

 Any member of the bargaining unit that is granted a Union Leave of Absence without 
 payment from the Company will be credited with the lost hours for pension service and 
 vacation purposes as though they were at work.  
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ARTICLE 19 – PREGNANCY/PARENTAL LEAVE 
 
19:01 An employee will be granted a pregnancy and parental leave pursuant to the provisions 

of the Employment Standards Act for up to one (1) year in total.  

 An employee will be granted an adoption leave on the same terms and conditions as a 
pregnancy or parental leave, notwithstanding the provisions of the Employment 
Standards Act. 

 Seniority, benefits and retirement savings plan pension service will continue to 
accumulate during such leave.  

ARTICLE 20 – PUBLIC LEAVE OF ABSENCE    
 
20.02 Any employee granted such a Leave of Absence shall be entitled to reinstatement on 
 the completion of the leave at the then current rate of pay, to such work as they may be 
 entitled to on the basis of seniority provisions of this Collective Agreement. Seniority 
 and pension service shall continue to accumulate during the period of such Leave of 
 Absence.  
 
ARTICLE 21 – JURY DUTY AND SUBPOENAED WITNESS LEAVE OF ABSENCE     
 
21.01 Where an employee with seniority is called to and reports for jury duty, or is 
 subpoenaed to testify as a Crown witness, or is subpoenaed as a witness in a civil matter 
 arising out of their employment with the Company, the employee shall be paid the 
 difference between the pay for such duty or testimony and the pay they would have 
 received for an eight (8) hour day at  their regular hourly rate for such time lost. 
 
 Seniority and pension rights will continue to accumulate while on such leave. This will 
 also apply to jury selection time. 
 
ARTICLE 22 – PAYDAY     
 
22.01 Employees will be paid weekly by direct deposit every Thursday. 
 
 Direct deposit stubs Earning statements will include total earnings, deductions, 
 Company and  employee retirement savings plan contributions and vacation pay, 
 C.O.L.A. at its current rate, weekly and year-to-date (Jan. 1 to Dec. 31).  
 
 The Company will provide employees with their pay stubs by their respective lunch 
 periods on payday. Earning statements will be available online through payroll 
 provider.  
 
 Should pay day or the day after pay day be a holiday, pay will be issued on the 
 Wednesday prior to the pay day. 
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 If the employee’s pay is incorrect by more than $50.00 due to Company error, the 
 Company will issue the employee a separate cheque payment, with all appropriate 
 deductions (Employment Insurance, Canada Pension Plan and applicable taxes) no later 
 than forty-eight (48) hours after the error is reported to the Company.  If the 
 employee’s pay is incorrect by $50.00 or less due to Company error, the Company will 
 correct the employee’s pay on the next pay period.  
 
 If the Company makes an overpayment to an employees pay, the Company will meet 
 with the Union representative and the employee to negotiate a repayment plan.  
 
 If the Company does not correct any mistakes in an employee’s pay in conjunction with 
 the timelines set forth in this agreement, the affected employee shall receive an 
 additional one (1) hour pay at their straight time hourly rate. 

 It is further understood that if the employee fails to swipe in or out on a scheduled work 
 day, the missed time will be paid on the following pay period provided the employee 
 can establish that he worked on that day. 
 
ARTICLE 23 – CALLBACK     
 
23:01 An employee who completes their shift and leaves Company premises and is then called 

back to work shall receive a minimum of four (4) hours pay at the appropriate overtime 
rate for such additional work. 

 If a worker or workers are called in for a job, in the presence of a Union Representative 
the supervisor will inform the worker of what has to be done during the telephone 
conversation. If the call is not made from the plant, the Company will supply the Union 
with a call-in log. 

 The worker will perform the work and will be required to complete other work as assigned 
for at least one hour to qualify for the four (4) hour call in pay. Employees who elect to 
leave when the initial work is completed shall only receive payment for the time spent 
performing the original work.  

 The employee must notify their Supervisor prior to leaving during the call-back period.  

ARTICLE 25 – PAID EDUCATION LEAVE      
 
25:01 The Company agrees to pay into a special fund three (3) cents per employee per 

compensated hour for the purpose of providing paid education leave. Such paid 
education leave will be for the purpose of upgrading the employee’s skills in all aspects 
of Trade Union functions. Such monies are to be paid on a quarterly basis into a trust fund 
established by the National Union, Unifor and sent by the Company to the National Office 
at 205 Placer Court, Toronto, Ontario, M2H 3H9 115 Gordon Baker Road, Toronto, 
Ontario M2H 0A8. 
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 The Company further agrees that members of the bargaining unit selected by the Union 
to attend such Trade Union courses be granted a leave of absence without pay for twenty-
one (21) days of class time, plus travel time where necessary, said Leave of Absence to be 
intermittent over a twelve (12) month period per calendar year. Employees on such Leave 
of Absence will continue to accrue seniority and benefits during such leave. 

 Such request shall be given to the Company at least one (1) week prior to the 
commencement of said leave, except in cases of emergency. 

ARTICLE 26 – TRAVEL ALLOWANCE     
 

26:01 (a)  Employees designated by the Company to perform service work shall be entitled 
to reimbursement at forty (40) fifty-two (52) cents per kilometre for mileage 
traveled using their own vehicle. Employees designated for such assignments will 
track all mileage using forms designated by the Company.  

(b)  Employees who are required to travel overnight will be reimbursed for all 
reasonable expenses such as tolls, car rentals, taxis, parking, hotel room and 
meals. Reimbursement will be made to the employee on the basis of receipts 
submitted and attached to the designated Company form. 

 (c) Reimbursement for such expenses will be made on the employee’s regular pay  
 day, on a separate cheque, the week following submission of the Company  
 designated forms.  

  
(d) No employee will be forced to work outside of Titan Tool & Die located at 2801 

Howard.  
   

 (e) This Collective Agreement will apply at all employees at the location where  
  travel is required.  
 
ARTICLE 28 – HEALTH AND SAFETY      
 
28:11 The Company will continue its present practice of supplying protective clothing and will 

pay the sum of up to one hundred, fifty dollars ($150.00) two hundred dollars ($200.00) 
per year to each active seniority employee for the purchase of approved safety shoes. 
This payment will be made upon presentation of a receipt, the original of which shall be 
maintained by the Company.  

 Employees in the millwright, die repair and die setter classification may approach the 
Company for a will received second shoe replacement each calendar year if necessary.  

  
 If an employee is laid off and is later recalled, the boot allowance shall be pro-rated for 

remaining time in that calendar year.  
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 The Company will, upon presentation of a receipt showing full payment, reimburse 
employees for prescription safety glasses, to a maximum of two hundred dollars 
($200.00) provided the Company requires the employee to wear safety glasses. The 
Company has the right to approve the type of prescription safety glasses. Replacement 
costs will only apply in the event the employee’s prescription changes or the glasses are 
damaged beyond repair as a result of work.  

The Company will continue to provide winter coats for those in the lift truck driver 
classifications. For those in the skilled and semi-skilled trade classifications, the Company 
will provide each employee with five (5) coveralls or shop coats weekly.   The Company 
will supply a reflective vest to all classifications that the Company and/or Joint Health 
and Safety Committee deems necessary. packers. Fork Lift Drivers will only be expected 
to wear such vests when not on the fork lift. The Company will supply each employee 
with their own vest. Each vest will have the employee’s name or number identified on the 
vest.  
 

 The Company and the Union will discuss the adequacy of the issuance of shop coats to 
 custodians based on the need and number of custodial hours worked.  
 
ARTICLE 30 – HOURS OF WORK      
 
30.02 Where employees are required to assist during a rest period, volunteers will first be 

sought.  

Any employee who volunteers will receive an additional five (5) minutes when they take 
their  rest period.  If there are not a sufficient number of volunteers, Titan Tool & Die 
Ltd. non-union personnel may perform work of the bargaining unit during the rest period.  

1.  Shift 3 – 03:00 p.m. to 11:00 p.m. (Afternoon Shift) 
 1st break 5:00 pm until 5:15 pm 
 Lunch 7:00 7:15 pm until 7:20 7:35 pm 

2nd break 9:00 9:35 pm until 9:12 9:47 pm 
Wash up 10:55 pm 

 
 NEW:    

Material HandlerShipper/Receiver Hours of Work  
Shift 2 – 6:00 a.m. to 2:00 p.m. (Day Shift) 
1st break 8:00 a.m. until 8:15 a.m. 
Lunch 10:15 a.m. until 10:35 a.m. 
3rd break 12:35 p.m. until 12:47 p.m. 
Wash up 1:55 p.m.  

 
Shift 3 –2:00 p.m. to 10:00 p.m. (Afternoon Shift) 
1st break 4:00 p.m. until 4:15 p.m. 
Lunch 6::15 p.m. until 6:35 p.m. 
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3rd break 8:35 p.m. until 8:47 p.m. 
Wash up 9:55 p.m.  

2.  DELETE ALL WEEKEND WARRIOR LANGUAGE 

  
NEW: 
30:09 In order to staff the midnight shift the Company will canvass for volunteers first by 

Seniority and if there are no volunteers then the lowest seniority employee will be 
required to work the Midnight Shift.  

 
ARTICLE 31 – TECHNOLOGICAL CHANGE     
 
31.02 Renumber provision from 32.02 to 31.02. 
 
ARTICLE 38 – TIME STUDY      
 
38:14 The Company will, within twelve (12) six (6) months of ratification, pay to have an outside 

company assess all packaging jobs for ergonomics. Assessments will then be conducted 
as packing jobs are performed. Where reasonably practical, tThe Company will make 
reasonable efforts to implement the suggested ergonomic recommendation(s).  

 
38:15 The Company will, within twelve (12) six (6) months of ratification, start to conduct a 

physical demands analysis for all jobs  & classifications. Copies of the analysis will be given 
to the Health and Safety Chairperson for the Union and the Plant Chairperson.  

 
ARTICLE 39 – CONTRACTING OUT      
 
39.02 The Company will advise the Union of its intent to outsource any production or tool 
 repair  work, and will explore alternatives, which would keep the work in the facility. 

 The Company will provide the Union with a list of all outsourced production and tool 
 repair  work, location of the work and an up-to-date list every four (4) months. 

In the event there is a reduction in the workplace, the Company agrees to bring any 
outsourced work back into both the Titan Tool & Die Limited when contractually possible.  
The Company will provide the Union with a copy of the Contract, upon request.   

 
ARTICLE 41 – EMPLOYEE CALL-IN      
 
41.01 The Company will continue to provide an answering machine Company voicemail for 
 employees to report their absence to the Company as soon as possible. Employees 
 calling in to report an absence due to illness or personal matter must do so at least 
 fifteen minutes one (1) hour prior to the start of their applicable shift, except in cases of 
 emergency.  
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 The Company will continue to post a notice advising employees of this telephone 
 number and extension. When reporting an absence in this manner, the affected 
 employee must report their absence using that telephone and extension. 
 
 Employees will not be required to bring in a doctor’s note to verify their illness unless 
 the Company has good cause to require such. 
 
 The Company will pay up to twenty (20) dollars when the Company requires that the 
 employee get a note, upon presentation of a receipt to a maximum of twelve (12) notes 
 per year. 

 
ARTICLE 42 – PAID HOLIDAYS       

 

42:01 The employer will pay eight (8) hours at the employee’s straight-time hourly rate for all 
seniority employees for the following days except for Paid Personal Holidays. To be 
entitled to the Paid Personal Holidays as herein provided, an employee must have 
completed one year of service. These days will be provided in accordance with Article 
42:04.  in the current collective agreement year. The below listed scheduled holidays will 
be adjusted to coincide with the work schedule of the Employer’s customers. The Union 
will be provided with at least one (1) week notice of any change.   

 
Year 1 – August 1st, 2019 2022– July 31st, 2020 2023 

 
1. Civic Holiday Monday, August 5th, 2019 1st, 2022 

2. Friday before Labour Day Friday, August 30th, 2019 September 2nd, 2022 

3. Labour Day Monday, September 2nd, 2019 5th, 2022 

4. Thanksgiving Day Monday, October 14th, 2019 10th, 2022 

5. Christmas Shutdown Day 1 Monday Friday, December 23rd, 2019 2022 

6. Christmas Shutdown Day 2 Tuesday Monday, December 24th, 2019 26th, 2022 

7. Christmas Day Wednesday Tuesday, December 25th, 2019 27th, 2022 

8. Boxing Day Thursday Wednesday, December 26th, 2016 28th, 2022 

9. Christmas Shutdown Day 3 Friday Thursday, December 27th, 2019 29th, 2022 

10. Christmas Shutdown Day 4 Monday Friday, December 30th, 2019, 2022 

11. Christmas Shutdown Day 5 Tuesday, December 31st, 2019 

12. New Year’s Day Wednesday Monday, January 2nd, 2020 2023 

13. Good Friday Friday, April 10, 2020 7th, 2023 

14. Easter Monday Monday, April 13, 2020 10th, 2023 

15. Victoria Day Monday, May 18, 2020 22nd, 2023 
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Year 2 – August 1st, 2020 2023– July 31st, 2021 2024 

1. Civic Holiday Monday, August 3rd, 2020 7th, 2023 

2. Friday before Labour Day Friday, September 4th, 2020 1st, 2023 

3. Labour Day Monday, September 7th, 2020 4th, 2023 

4. Thanksgiving Day Monday, October 12th, 2020 9th, 2023 

5. Christmas Day Shutdown Day 1 Thursday, December 24th, 2020 Monday, 
December 25th, 2023 

6. Christmas Day Boxing Day Friday, December 25th, 2020 Tuesday, December 
26th, 2023 

7. Boxing Day Christmas Shutdown 
Day 1 

Monday, December 28th, 2020 Wednesday, 27th, 
2023 

8. Christmas Shutdown Day 2 Tuesday, December 29th, 2020 Thursday, 
December 28th, 2023 

9. Christmas Shutdown Day 3 Wednesday, December 30th, 2020 Friday, 
December 29th 2023 

10. Christmas Shutdown Day 4 Thursday, December 31st, 2020 

11. New Year’s Day Friday, January 1st, 2021 Monday, January 1st, 
2024  

12. Good Friday Friday, April 2nd, 2021 Friday, March 29th, 2024 

13. Easter Monday Monday, April 5th, 2021 1st, 2024 

14. Victoria Day Monday, May 24th, 2021 20th, 2024 

15. Canada Day Friday, July 2nd, 2021 Monday, July 1st, 2024 

16. Paid Personal Holiday #1  

17. Paid Personal Holiday #2  

18. Paid Personal Holiday #3  

19. Paid Personal Holiday #4  

20. Paid Personal Holiday #5  

16. Canada Day Friday, July 3, 2020 June 30th, 2023 

17. Paid Personal Holiday #1  

18. Paid Personal Holiday #2  

19. Paid Personal Holiday #3  

20. Paid Personal Holiday #4  

21. Paid Personal Holiday #5 
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Year 3 – August 1st, 2021 2024 – July 31st, 2022 2025 

42:04  (a) Have completed their probationary period. In order to qualify for Paid Personal 
Holidays, completed one (1) year of service. For the time from their first year 
anniversary date to August 1st of that year, the number of Paid Personal 
Holidays shall be pro-rated. By August 1st of each year.  

1. Civic Holiday Monday, August 2nd, 2021 5th, 2024 

2. Friday before Labour Day Friday, September 3rd, 2021 6th, 2024 

3. Labour Day Monday, September 6th, 2021 9th, 2024 

4. Thanksgiving Day Monday, October 11th, 2021 7th, 2024 

5. Christmas Shutdown Day 1 Friday, December 24th, 2021  

6. Christmas Day Christmas 
Shutdown Day 1 

Monday, December 27th, 2021 Tuesday, 
December 24th, 2024 

 

7. 

 

Boxing Day Christmas Day  
 

Tuesday, December 28th, 2021 Wednesday, 
December 25th, 2024 

8. Christmas Shutdown Day 2 Boxing 
Day 

Wednesday, December 29th, 2021 Thursday, 
December 26th, 2024 

9. Christmas Shutdown Day 3 
Christmas  Shutdown Day 2 

Thursday, December 30th, 2021 Friday, December 
27th, 2024 

10. Christmas Shutdown Day 4 
Christmas Shutdown Day 3 

Friday, December 31, 2021 Friday, Monday 
December 30th, 2024 

11. New Year’s Day Christmas 
Shutdown Day 4 

Monday, January 3rd, 2022 Tuesday, December 
31st, 2024 

12. New Year’s Day Wednesday, January 1st, 2025 
13. Good Friday Friday, April 15th, 2022 Friday, March 28th, 2025 

14. Easter Monday Monday, April 18th, 2022 Monday, March 31st, 
2025 

15. Victoria Day Monday, May 23rd, 2022 19th, 2025 

16. Canada Day Friday, July 1st, 2022 Monday, June 30th, 2025 

17. Paid Personal Holiday #1  

18. Paid Personal Holiday #2  

19. Paid Personal Holiday #3  

20. Paid Personal Holiday #4  

21. Paid Personal Holiday #5 
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ARTICLE 44 – BENEFITS      

44:01  (xi)  Sickness and Accident Insurance (Short-term Disability Benefits) 

 Amount Payable – 70 percent of weekly earnings to a maximum of $700.00 
$750.00  

 Coverage will be as follows: 

 Accidents – Payable first (1st) day 

 Admission to Hospital – Payable first (1st) day 

 Sickness – Payable eighth (8th) calendar day 

 Duration – twenty-six (26) weeks 

 In cases where a WSIB or S/A (long/short term disability) claim is in dispute or is 
being adjudicated, the affected employee shall file a claim for Employment 
Insurance medical benefits. 

 In such cases, the Company shall bridge the initial two-week waiting period at the 
applicable benefit rate.  

Such payment shall be held until the applicable claim is closed and will only be 
paid if the affected employee did not eventually collect WSIB LOE benefits or 
disability benefits through the short-term disability provider. 

 Prior to any such payment, the affected employee must show proof of denied 
claim and/or appeal and proof of closure of their EI claim. 

ARTICLE 46 – OVERTIME      
 
NEW: 
46:11   Employees will have the first opportunity on overtime to select a job in different  
 classification as long as they have the skill and ability to perform the work. 
  

No management/supervisor will pick the job over employee on overtime that is willing 
and able to do the job. 
 

 Before management/supervisor work any hours of overtime on the weekend they must 
offer union employees a minimum of four (4) hours.  

 
ARTICLE 47– SKILLED TRADES  
 
47:05 The Company will provide Skilled Trades employees listed in the Skilled Trades and Semi-

Skilled departments with: 
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  (b) The Company will replace tools that were purchased during the current calendar 
year that are irreversibly worn or damaged due while being used in conjunction 
with their regular job duties. This provision applies only to those in the “skilled 
trades” classifications. Tools will be replaced as soon as possible.  

 
ARTICLE 48 – SKILLED TRADES APPRENTICES     
 
48.02  All apprentices will be registered with the Ministry of Trades, Colleges, and Universities 
 (or appropriate governing body overseeing trades certifications) and the Ontario 
 Training Adjustment Board. All apprentices will sign a written apprenticeship agreement 
 with the Company.  
 
ARTICLE 49 – PENSION      
 
49:01 (a) The Company will contribute the sum of five (5%) seven (6%) percent of a seniority 

employee’s gross earnings to their locked in pension retirement savings plan 
through the Motor City Community Credit Union.  

 (b) Commencing August 1, 2020 2024, the Company will contribute the sum of six 
(6%) seven (7%) percent of a seniority employee’s gross earnings to their locked 
in pension plan through the Motor City Community Credit Union.  

 
49:02 (a) For employees hired after October 2012, and upon successful completion of their 

probationary period the Company will contribute the sum of three (3%) percent 
of an employees’ gross earnings to their locked in pension pension retirement 
savings plan. 

 (b) Commencing August 1, 2024, the Company will contribute the sum of four (4 %) 
percent of a seniority employee’s gross earnings to their locked in pension plan 
through the Motor City Community Credit Union.  

 
ARTICLE 50 – SHIFT ROTATION & EXCHANGE OF SHIFT     
 
50.03 In order to qualify for a shift exchange, it is the responsibility of the employee to arrange 

with other employees in the same classification and plant, and be able to perform the 
same work on each of the affected shifts for full coverage on each of the shifts involved. 
Such arrangements shall not be made during working time.  

 
NEW: 
50:09 Copies of all switch shifts or exchange of shift form will be provided to the Chairperson 

upon request. 
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ARTICLE 52 – DURATION  
 
52:01 This agreement shall be in effect from the date of ratification and will expire at 23:59 

(11:59 p.m.) on July 31, 2022 2025. 

 Either party shall be entitled to give notice in writing to the other party as provided in the 
Labour Relations Act of its desire to bargain with a view to the renewal of the expiring 
Collective Agreement at any time within a period of ninety (90) days before the expiry 
date of the Agreement. Following such notice to bargain, the parties shall meet within 
fifteen (15) days of the notice or within such further period as the parties mutually agreed 
upon. 

LETTER OF UNDERSTANDING #4 – RE:  EXCESSIVE HEAT 
 
Where an individual becomes ill due to excess heat and/or humidity, they shall be excused for 
the balance of their shift without pay upon notifying their direct supervisor. Once excused, the 
employee shall be required to clock out and leave the plant. Employees leaving work pursuant to 
this letter of understanding may be required to substantiate their illness with a physician’s note, 
if the Company has good cause to require such. 

Additional fans will be provided to all employees who require such. The Company will provide 
cold beverages to employees who continue to work. 
 
The Company will make thermometers accessible to members of the Joint Health and Safety 
Committee at each plant to monitor heat and humidity. The temperature indicated by the 
thermometers will form the basis of health and safety decisions regarding heat stress. 
 
The Company will not withhold access to the cold water during the hot/humid weather. 
 
LETTER OF UNDERSTANDING #11 – RE:  PROBATIONARY EMPLOYEES  
 
The Company will evaluate probationary employees by their 30th, and 60th, 90th and 115th day of 
their probationary period. 
 
The Company will provide the Plant Chairperson copies of each evaluation. 
 
LETTER OF UNDERSTANDING #13 – RE:  TEMPORARY PART TIME EMPLOYEES  
 
The Company and the Union hereby agree to the establishment of a Temporary Part Time 
workforce to backfill excused and unexcused absences after utilizing the existing provisions of 
the Collective Agreement. The intent of hiring Temporary Part Time employees is not to replace 
the need or requirement of full-time employment should further job opportunity arise, nor will 
Temporary Part Time employees be utilized in a manner that would reduce work hours, cause a 
layoff, prevent the recall of laid off employees, or hiring full-time employees for permanent 
positions. 
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It is further the intent of this program to allow seniority employees time away from work and the 
opportunities for students to obtain lawful employment while furthering their secondary and 
post-secondary education.  

Temporary Part Time employees shall be subject to the following: 
 

(i) The Company may utilize Temporary Part Time (TPT) employees to supplement 
the workforce for scheduled production work, and to fill in for booked time off 
and unexcused absences within the bargaining unit. 
 

(ii) Temporary Part Time employees will be treated as probationary employees in all 
aspects. 

 
(iii) Temporary Part Time employees shall not accumulate time towards fulfilment of 

the probationary period while employed at Titan Tool & Die Limited. As such, TPT 
employees will not establish seniority and will have no flow rights to displace other 
Temporary Part Time employees.  

 
  If, in the event a TPT posts on a permanent full time job, their seniority will be 

 their date of hire, as long as they have completed the probationary period as 
 per Article 12.  

 
(iv)  The Company will not tolerate, at any time, excessive absenteeism and/or any 

violation of the Titan Tool & Die Limited Code of Conduct or Titan Tool &  Die 
Limited Safety Guidelines. Such behavior may result in termination of 
employment. 

 
(iv) When recruiting and selecting TPT employees, first consideration shall be given to 

family of current salary and hourly employees. 
 

 (vi)  Temporary Part Time employees will, prior to the end of the first week in 
 September and the first week in January, provide to the Human Resources 
 Department a detailed outline of their hours of availability. Following the  first 
 week of September and January, the Human Resources Department will  issue a 
 ‘call’ list to the production department based on these submissions for use in 
 deploying Temporary Part Time employees as herein provided. 

 
 (vii)  Temporary Part Time employees will become members of the Union and shall 

 pay dues and initiation fees according to the Unifor Constitution. 
 
 (vii)  Temporary Part Time employees are not entitled to any Company-paid or 

 sponsored benefit program. 
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 (ix)  Temporary Part Time employees are entitled to vacation pay in accordance with 
 the Employment Standards Act. 

 
 (x)  Temporary Part Time employees will be entitled to unpaid time off work and 

 Statutory Holiday Pay as provided in the Employment Standards Act (ESA) as 
 amended.   

 
 (xi)  Temporary Part Time employees shall not be offered or permitted to work 

 overtimeunless all other members of the bargaining unit have first been offered 
 the opportunity to work “overtime”. Should there be an insufficient number of 
 bargaining unit workers available to work the offered overtime, Temporary Part 
 Time employees will be offered the overtime. 

 
 (xii)  In the case of shortage of work, Temporary Part Time employees will be the first 

 employees sent home unless a sufficient number of bargaining unit employees 
 first volunteer to leave work early. 

 
 (xiii)  Temporary Part Time employees shall be paid hourly at the rate of eighty-five 

 (85) ninety (90) percent of the starting hourly rate of the classification in which 
 they are performing work.  

 
 The Company will provide the Union Representative a copy of Remittance of Union 
 Dues.  
 
 No temporary part time employees hired prior to the ratification of this will have their 
 pay reduced due to the change in the “starting rate” of pay. 
 
 The Company and Union agree that existing temporary part time employees shall be given 

preference in filling the vacant regular full time positions not filled by regular bargaining 
unit workers. 

 
LETTER OF UNDERSTANDING #21 – RE:  CUSTODIAL DUTIES     
 
The Company agrees to staff janitorial positions as follows: 

1.  A day shift janitor – eight (8) hours provided there are more than thirty people 
working any ‘day’ shift. If there are thirty (30) or fewer people working any ‘day’ 
shift, the time spent performing janitorial duties will be reduced to four (4) hours.  

 
If there are ten or fewer workers on the ‘day’ shift, time spent performing 
janitorial duties shall be reduced to two (2) hours. 

 
 2.  An afternoon shift janitor – eight (8) hours, provided there are more than thirty 

 people working any afternoon shift. If there are thirty (30) or fewer people 
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 working any afternoon shift, the time spent performing janitorial duties will be 
 reduced to four (4) hours. If there are ten or fewer workers on the ‘afternoon’ 
 shift, time spent performing janitorial duties shall be reduced to two (2) hours. 

 
3.  A midnight shift janitor – eight (8) hours, provided there are more than thirty 

people working the ‘midnight’ shift. If there are thirty (30) or fewer people 
working the ‘midnight’ shift, the time spent performing janitorial duties will be 
reduced to four (4) hours. If there are ten or fewer workers on the ‘midnight’ shift, 
time spent performing janitorial duties shall be reduced to two (2) hours. 

 
4. Each weekend warrior shift shall have custodial duties performed on a “temporary 

transfer” basis by an available worker from the bargaining unit as follows – eight 
(8) hours provided there are more than thirty people working the applicable 
weekend shift. If there are thirty (30) or fewer people working the applicable 
weekend shift, the time spent performing janitorial duties will be reduced to four 
(4) hours. If there are ten or fewer working the applicable weekend shift, time 
spent performing janitorial duties shall be reduced to two (2) hours. 

 
It is specifically understood that the positions noted above to be less than eight hours per day 
will be considered as a temporary transfer from employee’s regular classification, by seniority. 
 
The Company will  continue staffing the day and afternoon shift positions through a “split” shift. 
It is specifically understood by the Company and the Union that these employees’ duties will 
include, but will not be limited to, cleaning the lunchroom and washrooms, and outdoor yard 
maintenance. 
 
It is further understood by the Company and the Union that employees are expected to treat  
these Company facilities with respect. 
 
If all three (3) shifts are running on the weekend, a Custodian will be asked to work four (4) hours 
and if all shifts are running at full staffing levels on the weekend, the Custodian will be asked to 
work eight (8) hours of overtime. 
 
LETTER OF UNDERSTANDING #30 – RE:  WAGE SUPPLEMENT    
 
The Company agrees to pay a wage supplement the remuneration of to each seniority member 
hired prior to August 1st, 2022 as follows: of the bargaining unit on the following dates. below 
keeping with the schedule below: 
 
$400 on the last full pay week in October 2019 $1,000 in quarterly installments between August 
1, 2022 and July 31, 2023. 
 
$400 on the last full pay week in October 2020 $1,500 in quarterly installments between August 
1, 2023 and July 31, 2024. 
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$700 on the last full pay week in October 2021 $1,500 in quarterly installments between August 
1, 2024 and July 31, 2025. 
 
LETTER OF UNDERSTANDING #33 – RE:  WORKPLACE VIDEO SURVEILLANCE   
 
Any video cameras inside the workplace will be limited to monitoring of processes in a manner 
that provides assistance to the operators of the affected workstations.  
 
Nothing precludes the Company from relying on information received from video cameras where 
damage to property, illegal activities or incidents of workplace harassment or violence are 
reported. In this event, the Company shall ensure the Chairperson of the Union is present. 
 
The Company and Union will discuss processes would be best served through video technology. 
Information obtained through video monitoring will be used exclusively for safety, security, 
compliance with Titan Tool & Die policies, and law enforcement purposes, if applicable. Where 
the video evidence will be relied upon in addressing a disciplinary issue, the Company shall 
ensure the Union is given the opportunity to review the video. 
 
The Company and the Union agree that security cameras will not be used to monitor employee 
productivity or performance and that evidence from cameras with respect to employee 
productivity will not be used in administering discipline. 
 
At no time shall a Security Camera or Security Camera System create an audio recording. 
Security Camera Monitoring will be conducted in a professional and ethical manner, and in 
accordance with all applicable privacy laws. At no time will any Security Camera Monitoring on 
Company property be conducted maliciously or in bad faith.  
 
The Company will supply the Union Representative a copy of all Video Surveillance upon 
written request. 
 
NEW LETTER OF UNDERSTANDING #38 – RE:  COST OF LIVING ALLOWANCE    

The provisions of Article 51 shall be suspended and inoperable until the last calendar quarter 
prior to the expiration of the Collective Agreement (i.e. April 1, 2025). The parties agree that 
when the cost of living allowance (COLA) becomes operable and $2.74 will be folded into the 
employee’s wage on April 1, 2025, COLA will be reset and there will be no accumulation of 
COLA during the period that it was inoperable.  
 
NEW LETTER OF UNDERSTANDING #39 – RE:  CLOSURE AGREEMENT     

In the event the Company announces a closure, it shall meet with the Union to negotiate a 
Closure Agreement. Should this occur prior to April 1, 2025, the parties agree that quarterly 
payments as per LOU #30 and COLA will be folded in at this time and will form part of the wage 
rate for the purposes of calculating severance pay. 
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NEW LETTER OF UNDERSTANDING #40 – RE:  RESERVE EMPLOYEES 

Where an employee is displaced from one of the positions referenced in Article 13.15, he shall 
be treated as a reserve employee for the position from which he was laid off. 

RETIREMENT INCENTIVES 

1. The following employees will be offered retirement incentives:

...

2. Effective August 1, 2022, the employees referenced in paragraph 1 shall be placed on 
layoff and will be issued Records of Employment stipulating they have been laid off due 
to a shortage of work. These employees will also be moved to the retiree benefit plan 
provided for in Article 44.06 of the Collective Agreement.

3. On a quarterly basis commencing August 1, 2023 to July 31, 2025, the Employer shall 
issue to each of the employees referenced in paragraph 1 equal payments in the 
amount of $5,000.00, subject to any deductions as required at law, for a total payment 
of $40,000.00 over the two (2) years.

4. In the event that the Employer makes the decision to cease operations prior to July 31, 
2025, the Employer shall issue to the employees referenced in paragraph 1 the 
remaining payments owed to the employees.

ADDITIONAL ITEMS 

1. The attached articles constitute the complete package of amendments to the Collective
Agreement between the parties.  Except as amended herein, the terms and conditions
of the previous Collective Agreement will form part of the amended agreement.

2. Employees shall be paid existing wages as identified in Schedule “A” with all employees
making an additional $2.74 as a COLA payment until April 1, 2025. Said payment shall
be made in accordance with the Collective Agreement.

3. Whenever “he/she” or “him/her” appears throughout the Collective Agreement, it shall
be amended to read “they/them”.
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4. Both parties agree to meet within 120 days to start the Pay Equity Process. 
 
5. All outstanding grievances as of the date of ratification are hereby resolved and/or 

withdrawn. 
 
6. The parties hereby agree to unanimously recommend this agreement to their respective 

principals for ratification. 
 
7. Except as otherwise provided, this Agreement shall be effective on the date of 

ratification and shall expire on July 31, 2025. 
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