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INTRODUCTION
The negotiation of a Collective Bargaining Agreement represents a
period full of questions, uncertainties, and anxiety.
Due to be repeated every three or four years, the negotiation process
is necessary. This is because you and your family need a work contract
that guarantees competitive wages, good benefits, and good working
conditions. You deserve nothing less.
This Practical Handbook During Collective Bargaining is part of a communications
program that aims to increase the participation of all members. It is intended to explain to
you how the negotiation process works, and the role you will play in it. That is, what you,
as a member, can do to contribute to the success of these negotiations. The Handbook
also gives you advice on how to help you manage the pressure and anxiety of collective
bargaining, and reveals the tactics the Company uses to sow doubt in our mind, and
divide us as a group. Finally, you will also find a summary of your rights under the Labour
Code and the Act Respecting Labour Standards, as well as answers to questions that
often come up during bargaining.
When using this Handbook, remember one thing: we can improve our standard of living
if we show solidarity and speak with one voice.
To ensure the success of these negotiations, your support will be essential. We will call
on you to help us conduct these negotiations towards a work contract that meets your
expectations. And when the time comes for the final vote on the Agreement in principle,
it will be all the more important that we continue to talk to each other and share
information. Always keep this element in mind.
Your Bargaining Committee hopes that this Handbook will answer your questions and
give you the tools to help you stay calm and united in order to be able to support your
Sisters and Brothers in the months ahead.
In Solidarity,

Your Bargaining Committee
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A MESSAGE FROM THE LOCAL LODGE 869 PRESIDENT

Dear Sisters and Brothers,
This document has been written for the simple purpose of keeping you informed, guiding
you, and, above all, answering your questions and concerns regarding the upcoming
negotiations that will begin in the months to come. In short, this is a useful guide for our
members, to know what to expect during the bargaining process. For all of these reasons,
I strongly encourage you to consult it regularly and get acquainted with it as soon as
possible.
The first half of 2020 at Rolls-Royce Canada will be defined by the expiration of our
current Collective Agreement. This will allow us to begin negotiating the next contract
together. It will be imperative that we work together to achieve the desired goals which
are improving our wages, benefits, and working conditions.
With this Handbook, you will receive a survey that your Bargaining Committee prepared
with the help of the IAMAW Grand Lodge. I would ask you to take the time to review
it, fill it out, and return it to the Union as soon as possible. The team in place will be
able to document the results and create a portrait of our future demands and expectations.
I would also like each of you to take the time to encourage a co-worker to complete and
return this survey. If each of us convinces one member, imagine the results we will be
able to achieve!
In order to help better understand where we are coming from, and where we want to go,
there is a famous quote that relates well to our journey. The definition of the word
INSANITY is as follows, ''Doing the same thing over and over again and expecting
different results.'' With a little hindsight, this is unfortunately what I’ve seen these last few
years, especially when we evaluate our past negotiations. It is for this reason that since
my election as President, my team and I have implemented several significant changes
to be better equipped for the next round of bargaining. We implemented these changes
in order to represent you to the best of our ability.
Here are some of those changes:
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•

Development of a new state of the art Union Local to hold training sessions and
assemblies, and to accommodate all members to be able to meet their needs.

•

Planning of monthly meetings with the present Bargaining Committee.

•

Organization of meetings with past Bargaining Committees to evaluate the positive
and negative aspects of previous negotiations.

•

Adoption of changes to our Local's bylaws, allowing us adequate access and
funding of our emergency fund and strike fund.

•

Hiring of an external firm specializing in labour relations and collective bargaining
to help support and coach us in the preparations before, during, and after these
negotiations.

•

Development of a partnership with the Caisse d’économie Desjardins des
travailleuses et travailleurs unis de l’aéronautique in order to have access to
additional funds to better support our members in the event of a conflict.

•

Completion of intensive and specialized training offered to our entire Bargaining
Committee at the IAMAW - W3 Training and Technology Center in the state of
Maryland, USA.

•

Adoption of new internal rules for the Bargaining Committee that oblige each
member of the Committee to always keep in mind our primary objectives and the
well-being of all our members.

•

Modernization of our communications. All Committees and Officers now operate
on a secure and independent IAMAW network using @aimta869.ca e-mails to be
off the grid of the Employer's e-mails.

•

Increased use of clothing and promotional items with our Union logo to promote
our solidarity.

The Bargaining Committee made the decision to implement new changes, primarily with
the goal of achieving different results that are in line with our objectives during this round
of negotiations. I would ask you to rally behind the team in place so we can complete the
work that has been started.
In light of all this, I invite you to reflect on this next step in your career very seriously. To
be well prepared, it goes without saying, it would be wise to discuss everything with your
families and loved ones to be able to make choices in the upcoming months that could
influence your financial and social situation.
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In closing, I would ask you to involve yourselves as much as possible in the bargaining
process, participate in the Local's monthly and special meetings, complete the survey,
and visit our social networks, and our new website, to stay informed.
Make your voices heard!
On that note, thank you for reading, and let's not forget, we are… MORE UNITED THAN
EVER!
In Solidarity,

Frédéric Labelle
President
LL869
frederic.labelle@aimta869.ca
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A MESSAGE FROM THE ROLLS-ROYCE SHOP CHAIRMAN

Dear Sisters and Brothers,
2020 will be a defining year for us as unionized workers at Rolls-Royce Canada. The
negotiation process begins shortly, and we have developed this Handbook to better
prepare and inform you during this period of uncertainty.
Some will say, why negotiate? Our Company offers us good salaries, benefits and
pensions, and we are lucky to have a job. Reality dictates that all of these achievements
are not the result of the good will of the Company. It is thanks to individuals like Thomas
W. Talbot, railway machinist and founder in 1888 of the National Association of
Machinists. Thanks to Talbot, we enjoy these benefits, while allowing us to organize in a
collective voice as workers. The imprint left by Thomas W. Talbot entitles us to bargain
collectively to improve our working conditions.
Over the last 30 years, the social situation in North America has deteriorated significantly
for all unionized workers, particularly due to globalization, which forces our well-trained
and well-paid workers to be in constant competition with discount workers from
underdeveloped countries. The result of this social injustice is clearly visible today. In
1978, the average salary of corporate CEOs was about 30 times the average wage of
workers. In 2014, the average salary of corporate CEOs has risen to 300 times the
average wage of workers!
This fact is directly related to the following data; the unionization rate in the United States
dropped below 7% in 2016, the lowest since 1932. In Quebec, the situation is better, but
worrisome indicators force us to act and better inform the population and our members of
the importance of unionization. The rate in Quebec today is at 38.4%, a decrease of 2%
compared to 2006, which still makes us one of the most unionized societies in the world.
All this is good, but we will need the involvement of each of our 585 members at RollsRoyce, and not just those who come every month to our General Meetings. If we intend
to be successful in negotiations, we will need more involvement from ALL. The Union is
only as strong as the involvement and solidarity of its members.
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With respect to the negotiation process with Rolls-Royce, we expect negotiations and
exchanges in an environment based on mutual respect and a climate of partnership. We
are working to come to an agreement that will be mutually beneficial for the Company
and the workers. This process will be done with our partners at Dupuis et Associés, which
will give us a new perspective and new tools to better reach a fair and equitable contract.
Since Janaury 2018 the Shop Committee Team and I have had a powerful tool at our
disposal. The Grievance Manager will help us enormously during negotiations. It is a
software tool that facilitates the writing of grievances, it monitors and alerts us of the steps
in the grievance process without missing a deadline, and it can also instantly analyze their
nature, contents, frequencies, in a matter of seconds, in real time.
The expertise of our new Business Representative, Stéphane Paré, District 11, and the
IAMAW Strategic Resources Office in Washington, will be critical to this process, as well
as the support of the IAMAW Canadian Office and our Canadian General Vice-President
Stan Pickthall.
I leave you with two sentences from the founder of Virgin Atlantic, Richard Branson, a
great man and excellent entrepreneur who understood "the game":
•

“Train people well enough so they can leave, treat them well enough so they don’t
want to”,

•

“Clients don’t come first. Employees come first. If you take care of your Employees,
they will take care of the clients.”

In Solidarity,

Hrvoje Golek
Rolls-Royce Canada Shop Chairman
LL869
hgolek@aimta869.ca
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HOW THE BARGAINING PROCESS WORKS
The bargaining process begins when members elect the people who will
form the next Bargaining Committee. Next, the members of the
Committee review the highlights of recent years, with a focus on
successes and failures, and elements that have had a positive or
negative impact on the workforce.
The members of the Committee will tell you that there are many discussions about what
should be done to improve the next Collective Agreement. They will also tell you that they
trust what you, as a Union member, will tell them.
In order to focus on specific topics to be negotiated, the Bargaining Committee relies on
a variety of means, including:
•

Surveys of Union members to understand what matters most to them. These
surveys provide the Committee with important information on issues that would
otherwise be overlooked.

•

Discussions with other Union members at the workplace and during open
discussion sessions. These discussions highlight issues that our members care
about, and that no survey or hearsay can convey to the Bargaining Committee.

•

A comprehensive review of Collective Agreements in our industry that are of the
same nature as ours.

•

Reports from all Union representatives who have discussions with the Company
on a daily basis. That's why it's so important for you to elect good representatives
and keep them informed about what's going on. Your representatives cannot be
everywhere at once, so they need to rely on you to learn more about what is going
on in the workplace.

•

Industry standards as well as regional trends are reviewed by the Committee to
prepare the best proposals.

All of these are just some of the resources the Committee uses to develop its demands.
How does the Committee work? First, members meet on a regular basis. When the notice
to negotiate has been sent, they meet more and more often and, in some cases, every
day to finalize their Union proposals before the start of direct negotiations.
The Union Bargaining Committee and the Company Bargaining Committee meet in a
neutral location for full-time bargaining periods at mutually agreed dates, times,
frequencies and locations. Both committees want to reach an agreement as soon as
possible, an agreement that deals with all the issues that need to be negotiated.
9

We hope that this summary of the bargaining process will enlighten you on all the steps
required to prepare a contract. More importantly, we want you to keep this in mind: the
wages and benefits you receive are not a gift from the Company, but rather the
result of the bargaining process. Without the legal protection of a Collective
Agreement, the Company can change our health insurance, leave, shifts, pension plan
and many other benefits we currently enjoy and have managed to negotiate.
There remains a crucial element in this process: You, the Union member! You are the
real force behind our Union. You have the right to tell the Company how you really feel.
When they present their final offer, you will have the last word. The Union, and what
makes it strong, is YOU!
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YOUR ROLE IN THE BARGAINING PROCESS
Negotiating a contract for the members is one of the most fundamental
reasons for joining a Union. For a given period, this new contract governs
all salaries and benefits, and all working conditions. Thus, it has a major
impact on all of us. It determines the salary we will earn to enable us to
support our family and maintain our ability to keep up with the evergrowing cost of living, (for example: gas, groceries and utility bills), as well
as life insurance, the cost of the benefits we have to pay out of pocket, and
our ability to plan for retirement.
Having a good Bargaining Committee is an important step in this process, but the most
important factor in this process is you, the member. We can never emphasize it enough.
Our strength as workers is our solidarity. The more Employees there are in the
accreditation unit, the greater our ability to negotiate the best possible contract. Active
and engaged workers in the labour movement, and the bargaining process, greatly
increase our chances of negotiating the contract we deserve.
Long before we start negotiating, the Company already has a good idea of our strengths
and weaknesses. Its representatives know the strengths of our members and, since they
hear what we say in our workplace, they have a good idea of what we think. They know
it, not because we talk to them about it (although this is true for some members), but
because we wash our dirty laundry in their presence. As hourly paid Employees, we all
need to understand that our words and actions in the workplace are reported to
Management sooner or later. The Company knows exactly what we are concerned about.
Have you ever noticed that Management representatives never wash their dirty laundry
in front of us? Although they sometimes complain about their superiors, they are more
adept at formulating their complaints to one another, in private, where they cannot be
heard. As Union members, we need to model ourselves after them and act just as
professionally, if not more, to keep them in doubt. If we do this, they would be destabilized
because they would be unable to guess our thoughts and our plans. And, oblivious to our
reaction of an unfair offer, they will be forced to deal with us more cautiously.
Take advantage of the past struggles of your Union members, even on issues that seem
less important to you. Do not downplay the value of your contractual rights under the
Collective Agreement.
What can you do to contribute to successful negotiations?
As a member, there are many things you can do to increase our chances of success.
•

Tell Management that you expect the Company to offer you a fair contract.
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•

If a member of Management asks you if the Union plans to go on strike, tell them
that it all depends on the Company's willingness to bargain in good faith and offer
a fair contract.

•

Talk to your Sisters and Brothers, share information with them, and support each
other.

•

Complete all surveys prepared by the Union.

•

Take part in all Union meetings and information sessions.

•

Wear your Union insignia (t-shirts, stickers, etc.) to give visibility to the Union and
show our solidarity.

•

Make sure your representatives provide you with information and updates
throughout the negotiations. Keep up-to-date by regularly visiting the Union
website, subscribe to the mailing list on our website, and finally, consult the
Union bulletin boards in the shop.

•

In the event of a vote on a work stoppage, make yourself available for one or more
of the subcommittees that will be established for this purpose. Put your talents and
skills to the service of the members who will need them. Let's take advantage of
the many trades and diverse skills in our ranks to serve.

We hope you see how important your participation is in the process of these negotiations.
If you wish to participate or if you need help, do not hesitate to contact your Local Lodge.
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CONFRONTING THE PRESSURES OF BARGAINING
The negotiation of a Collective Agreement is a roller coaster of emotions for
all of us. So, you'll know better what to expect and put things in
perspective if you better understand the events that will take place there.
If the Company has our well-being at heart, it will be willing to treat us
with the respect we deserve by negotiating a fair contract that takes into
account the rights of workers and offers wage increases, better benefits, and
a better pension plan. Keep these things in mind as we move toward these negotiations.
And when you feel your emotions take over, TAKE A BREAK, take a deep breath, and
pay attention to the words and actions of the Company.
The Company will use all sorts of tactics to scare you and sow doubt in your mind. You
and your Brothers and Sisters may notice that your superiors are more talkative than
usual, sometimes asking you questions about the negotiations. If you have friends in
Management, expect that friendship to be used to extract information for the Company's
negotiators. Remember that all these tactics are part of the Company's plan, which is to
gain your trust and create divisions within our group. This is their way to be able to verify
the solidarity of the members and, thus, to determine what it will have to offer for the
agreement in principle to be ratified. Do not fall into the trap of negotiating on the shop
floor.
Our members keep production going by providing high quality services. We make sure
the facilities are always presentable for our guests and customers. We provide the
services that enable our clients to maintain their business. We deserve a fair and
equitable contract.
We make sure to give a quality service to our customers. While the Company's number
crunchers are of the opinion that we are only numbers, an expense to be transferred to
customers, we are going to prove to them, on the contrary, that it makes good business
sense to offer us a fair contract. Our intention is to negotiate fairly and to ensure that the
Company does the same. Now is the time for the Company to prove that, behind the
words of its President and CEO, there is a real desire to concretely recognize the efforts
of its workers.
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THE EMPLOYER’S TACTICS
Employers have developed a whole arsenal of tactics frequently used to
bend Unions. It is possible that our Employer uses some of these
tactics. We must see them coming and fight back quickly.

•

The Employer will try to discredit the demands of the Union, in the regional
community or in public opinion in general.

•

The Employer will use periods of crisis to portray us as irresponsible.

•

The Employer will try to play groups of Employees against others: one department
or one classification against another, old against young, etc.

•

The Employer will try to discredit the members of the Bargaining Committee by
"embarking" them in lengthy secret negotiations. This will have the effect of
demobilizing activists.

•

The Employer will provide information to workers and their families, either in letters,
phone calls or through the media by bypassing the Union.

•

The Employer will sometimes send supervisors to fraternize with members in the
workplace.

•

The Employer will attempt to manipulate some Employees into being "moles" in
the Union. Some of them will try to demoralize the group, to induce them to yield
to important demands; sometimes they will even intimidate or threaten the most
influential activists.

•

The Employer may invite Employees to participate in activities presented as
"having nothing to do with the conflict": sports activities, holiday parties, retirement
receptions, barbecues, etc.

•

The Employer will use intimidation tactics such as erecting fences at the access
points of the property after the rejection of an offer. This has been done by our
Employer numerous times in the past.
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A BELOW THE BELT TACTIC: THE THREAT OF CLOSURE
Among the whole arsenal of frequently used means to break the balance
of power of the workers, the lowest tactic is probably the threat of closure.
This brutal blow often has a very important demobilizing effect. So, we
have to deal with it quickly. Especially since most of the time it will be a
bluff. We must not forget that a closure is a reality today caused by
globalization and can happen at any time, and not just during negotiations.
We must then react quickly and deflate the situation. To do this, let's imagine what would
happen if it was a real closure.
1) First of all, remember that a closure does not release the Employer from his
debts and financial commitments.
2) If there is a real closure, they cannot oppose the setting up of a Reclassification
Committee. If they accept such a committee, to push their bluff further, they may
be forced to open their books and thus deliver to the Union the true financial picture
of the Company. This would become very interesting in negotiations...so it's
unlikely they'll accept if it's a bluff.
3) If there is a lockout or strike, we are not entitled to unemployment insurance. If we
make a massive demand for all workers, the Employer will be contacted by the
Government to certify in writing that they are closing. If they refuse to sign, we will
have another indication that they bluffed. But if they want to push the spectacle
further and sign, they risk giving the strikers significant means of resistance, since
they will be able to withdraw unemployment insurance benefits in addition to their
strike benefits.
4) Employers benefit from many government grants (Federal and Provincial), in
addition to many municipal benefits. We will keep in touch with the QFL so that a
liaison can be established with different government departments or agencies.
5) The Company would lose a trained workforce, Montreal being the third largest
global aerospace hub behind Seattle and Toulouse, with the proximity of l’ÉNA,
l’ÉMAM, and the CAMAQ.
6) Let’s not forget that Rolls-Royce, being a global corporation, profits from the
favourable exchange rate of the Canadian dollar compared to the U.S. dollar ($),
the British pound sterling (£), and the Euro (€).
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WE ARE DEFENDING OURSELVES…
A strike is first and foremost a defensive gesture. It's never a goal. Our goal
is to negotiate good working conditions, not to interrupt work. But when
the bargaining process is at a standstill, the Employer refuses to discuss
essential demands, questions hard-won rights, and the various means of
pressure at our disposal are exhausted, what remains to be done?
The Company is king and master of their business. They control everything. We
only have our own workforce. We collectively decide to remove it. A strike is therefore an
extreme means that we would only use as a last resort. For the bosses, the silence of the
machines is often more eloquent than the finest rational arguments.

… BUT IN AN ORGANIZED MANNER
This defensive gesture in the beginning, turns into a test of strength. We usually say that
victory belongs to the one who lasts one minute longer. To hold on, we have to organize.
For this reason, we have partnered with the Caisse d’économie Desjardins des
travailleuses et travailleurs unis de l’aéronautique for a loan that will significantly increase
our strike indemnity for an indefinite period in the event of a strike or lockout.
A strike is not to be taken lightly; it must be orchestrated as a battle. Nothing should be
treated lightly. The Employer will have a whole arsenal of resources: police, security
agencies, electronic monitoring, lawyers, the judicial system, sometimes government
support, and most importantly, capital and credits that will allow them to wait for us, and
try to break us. We must therefore prepare ourselves accordingly, to give ourselves the
means to resist and convince them to listen to reason.

OUR MAIN WEAPON: ACTIVISM
Faced with the financial and judicial means of the Company, we can count of course on
a strike fund, the financial support of the trade Union movement, on various strategies
(picketing, boycott, counter-advertising etc.). But our main weapon, the only one we can
give ourselves and which the Company will never have, is the activism.
The quality of activism, the degree of involvement of each member, their willingness for
concerted action is what will make all the difference. We can strike in the best situation,
with good financial support and still wither away on the sidewalk due to lack of
activism. But this weapon, it does not fall from the sky on the first morning of a conflict.
It is made in daily struggles over a period of several years. It is therefore important to
think about it well before a conflict begins.
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QUICK AND EFFECTIVE COMMUNICATIONS
To be well informed and to quickly mobilize our members during
negotiations, effective communication means must be available. These
should always exist and be used in normal times.
The Employer has every interest in preventing us from
communicating. Sometimes they will try to put a stick in our wheels, for
example, by banning Union postings or the distribution of newsletters.
Sometimes they will demand secrecy from the Bargaining Committee. When you get into
this kind of agreement, you risk undermining the activists' trust in the Committee. This
can have adverse effects on mobilization.
The main means of communication that the Union has are:
•

The phone chain.

•

The newsletter, which may be just a leaflet published periodically or as needed,
with news about the negotiations, information about the Employer, the
announcement of certain actions, the reporting of events related to the conflict, the
list of groups that support us, etc.

•

Special information meetings as new elements arise or as members become
confused.

•

Regular verbal information through the structure of Stewards or Liaison Officers.

•

Distribution network of newsletters, notices, or leaflets (Stewards, display on the
Union board, etc.).

•

The Bargaining Committee must make frequent visits to the shop floor to kill
rumors, correct them, and encourage members. The information it discloses must
be clear, true and complete; we avoid secretiveness.

•

We ensure that the surrounding Community is well informed about our situation,
the reasons for our demands, Management attitude, etc.

•

We also communicate with Unions in our region, the other units of our Union, other
Unions working for the same employer, its main customers or suppliers, regional
council, the QFL, etc.
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YOUR RIGHTS UNDER THE ACT RESPECTING LABOUR STANDARDS
AND THE LABOUR CODE
•

Management cannot attend a Union meeting, park near a Union meeting, or
participate in an undercover operation to determine if Employees are involved in
Union activity.

•

Management cannot ask Union questions or to try and find out if Union meetings
will be held, etc. (Employees may, on their own initiative, discuss such matters with
Management, this is not an illegal work practice, but asking questions for the
purpose of obtaining additional information is.)

•

Management cannot ask Employees to give their opinion on the negotiations. Your
Bargaining Committee is your sole spokesperson with the Company.

•

Management cannot ask Employees how they intend to vote.

•

Management cannot make anti-Union statements.

•

Management cannot transfer Employees because of their Union activities.

•

Management cannot take more severe disciplinary action against a member
because of Union activities.

•

Management cannot threaten workers or influence their vote by coercion.

•

Management cannot threaten a unionized worker through a third party.

•

Management cannot change the working conditions of a Union member when the
notice to bargain has been served.

Failure to respect any of these rights is a violation of the Act Respecting Labour
Standards and the Labour Code and could be a valid reason to file a complaint of
unfair labour practices. Let your Shop Steward know!
Make sure you know your rights. THE UNION IS OUR STRENGTH...
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THE NEGOTIATING PROCESS
The bargaining cycle within the Labour Code
STEPS IN THE PROCESS

LABOUR CODE

Sending the notice of
negotiation

Within 90 days of the expiry date of the Collective Agreement.

Process of negotiations

- Negotiating with the Employer,
- Request for conciliation assistance if required.

Duration of the
conciliation process

The conciliation process varies according to the number of
points in dispute, and lasts for an indefinite amount of time.

Acquisition of the right to The acquisition of the right to strike or lockout is obtained 90
strike or lockout
days after the notice to bargain.

Exercising the acquired
right to strike

The following prerequisites must have been met:
- The Collective Agreement is expired;
- The Union must inform its members of a strike vote at least
48 hours in advance;
- A strike vote must be held.

Strike vote

The strike must be authorized by secret ballot by a majority
vote of Union members who are included in the bargaining
unit and who exercise their right to vote.

48-hour notice of
imminent strike

Written notice must be given to the Minister of Labour within
48 hours of the strike being declared.
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FREQUENTLY ASKED QUESTIONS
Let's fight the right battles: make sure we prioritize the improvement of the
quality of life of each member.
This section is designed to provide you with answers to the questions
you will be asking yourself throughout the negotiations. Please be aware
that your support during the bargaining process will play a key role at the
bargaining table.
Q:

How can I contribute to the negotiations?

A:

Participate in discussions, gatherings, polls and other events that demonstrate our
solidarity. In the presence of your Sisters and Brothers, wear the insignia of your
Union at designated times. Speak loud and clear in your workplace. You will see
that solidarity pays off!

Q:

Why is it important to remain united during the negotiations?

A:

Member support for the Union and their commitment to the issues that affect them
is essential. A strong Union presence at rallies sends a powerful message to the
Company, a message that we are united and strong. We encourage your family
and friends to take part, as high participation demonstrates to the Company how
much our negotiators are supported by members.

Q:

How will the Union keep me updated on the negotiations?

A:

We will provide regular updates through our e-mail mailing list, website,
newsletters, social media, general meetings, and Shop Stewards.

Q:

When a member of Management asks me my opinion, what should I say in
support of the Union?

A:

Management will try to evaluate the support of our members on various topics.
They will then pass this information directly to the Company's negotiators. The
best way to get a fair contract is to be strong and united in the workplace.
Union negotiators have your interests at heart; the Company has its interests at
heart. You can support your colleagues (your Union) throughout the negotiations
by sending a message to Management that reflects your solidarity and strength on
the issues of retirement, benefits, job security, and other issues that are important
to us all.

Q:

How will the IAMAW Grand Lodge influence the negotiations?
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A:

Throughout the negotiations, IAMAW leaders advise and support members of the
Bargaining Committee. We are supported by various National Office Services,
such as Strategic Resources, Legal, Communications and Community Services.
Our local leaders share with them the needs and concerns of our members.
However, only the members of your Bargaining Committee have the power to
recommend that you accept or reject the Company's offer, and only Union
members may vote at the ratification.

Q:

What happens once the Company has delivered its final offer to the
Bargaining Committee?

A:

When the Bargaining Committee has reviewed the Company's final offer, it must
recommend that you accept or reject it.
If it recommends you accept it, it's time for you to stay united and trust the
recommendation of your Committee.
If it recommends that you reject it, a separate vote will be taken to validate the
rejection of the offer.
In parallel, as soon as the offer has been delivered to the Union negotiators, the
Company will conduct its own campaign to sell it to you.

Q:

Where and how can I vote on the tentative agreement?

A:

A meeting on ratification will take place as close as possible to the workplace,
where you will be presented with an agreement in principle, followed by a
discussion and a vote. Announcements will inform you of the location and times of
these meetings.

Q:

How long do we have to revise the agreement in principle?

A:

The agreement will be distributed according to the rules of your Local or as the
Committee sees fit. During this meeting, the Committee will review this agreement
and respond to members' questions. This question and answer session will be
followed by a vote. No vote will be held until the majority of the assembly decides
in favour of ending the question period and opening the polls.

Q:

How will the vote on the tentative agreement take place?

A:

Voting is done in one of two ways:
1. Only once during the negotiation phase, the Administrative Labour Tribunal
(TAT) may order a secret ballot on the latest Employer offers. The TAT will
order a vote only if it considers that this is likely to favour the negotiation or
conclusion of a Collective Agreement. Premature recourse by the Employer to
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this provision will usually fail (and may constitute a breach of the obligation to
bargain in good faith).
2. During bargaining, the Union Bargaining Committee may present the
Company's offer to members, recommending to the members to accept or
reject it.
Q:

Who can vote?

A:

Members in good standing of the Union and who are active employees.

Q:

How are the ballots counted?

A:

The ballots are counted as soon as all votes have been cast and collected by the
Officers appointed by the Local. The result will then be divulged to the assembly,
published on our web site and posted on the Union bulletin boards.
Q:

Why is a two-thirds vote of the members necessary to declare
a strike?

A : When a strike is contemplated, it is necessary to ensure that twothirds of the members support the strike. Striking without the support of
two-thirds of the members may result in low picket line support. This is why
the IAMAW Constitution requires a two-thirds majority to declare a strike.
If we only had a 50% + 1 majority, our chances of negotiating a fair contract through
a strike would be drastically weakened.
In short, do not make the decision to go on strike lightly. Before resorting to this
measure, Union leaders must ensure that two-thirds of the members are ready to
bear the consequences of such a decision.
Q:

Can the Company fire me if I go on strike?

A:

No! The law protects Employees against this measure because you have
exercised a right provided by the Labour Code or one of its regulations. However,
once a strike or lockout is triggered, the current Collective Agreement is null and
void.

Q:

Can the Company hire replacement workers if we are on strike?

A:

No. There are provisions in the Labour Code prohibiting the Employer from using
such persons as strike breakers. In particular, it cannot hire personnel (executive
or employee) after the beginning of the negotiation phase to perform the duties of
an Employee on strike or lockout.
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The same prohibition also applies to the use in the striking establishment of the
personnel of another Employer. Employees of another Employer's establishment
cannot be assigned to the establishment on strike or lockout. This does not,
however, have the effect of prohibiting the use of external subcontracting if the
work is done by the staff of another Employer in another establishment.
Moreover, even if an Employee in the bargaining unit wished to continue to work
despite the strike or lockout, he would be prohibited from doing so and the
Employer would also be prohibited from using his services in the establishment to
which the dispute relates or elsewhere, unless he has an agreement with the
Union.
Q:

Is it permitted for Employees to reduce their production or to slow down their
activities?

A:

A slowdown in work to limit production is prohibited. As long as the strike is not
exercised, it is forbidden to advise Employees not to continue to provide their
services to their Employer under the same working conditions.

Q:

How much money will I receive as strike pay?

A:

Since June 1, 2005, the strike indemnity established by the IAMAW has been $
150 per week plus the amounts negotiated by your Local Lodge with the Caisse
d’économie Desjardins des travailleuses et travailleurs unis de l’aéronautique.

Q:

How much time do I have to devote to strike activities each week to qualify
for strike pay?

A:

The number of hours devoted to the tasks related to the strike (picketing,
telephones, clerical work, distribution of ballots, etc.) will be determined by the
Strike Committee.

Q:

Will I keep my benefits if I go on strike?

A:

You will not maintain any benefits if a strike or a lockout is declared. If you are off
work at the onset of a strike or lockout, you will continue to collect your health
insurance premiums until you recover from your illness.

Q:

What are Strike Committees?

A:

Strike Committees are used to help organize an effective strike and to support our
members.

Q:

What happens if I am not physically fit to picket if we go on strike?
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A:

Many tasks require little physical endurance (such as office work, telephones, etc.).
The Union will work with members with special needs.

Q:

Will the Union continue to negotiate if we are on strike?

A:

Yes. Since the ultimate goal is to obtain a fair contract, the Bargaining Committee
will continue to negotiate with the Company to try to reach an agreement.

Q:

What is the law for return to work?

A:

A Return to Work Protocol is an agreement between the Employer and the Union
to return to work in the best possible climate. This agreement may include the
abandonment of legal proceedings or grievances, the order to recall employees to
work or what happens to certain rights of Employees, such as the accumulation of
seniority during the strike. It is not mandatory to conclude such a protocol since
the Labour Code does not deal with it. The Code provides, however, that at the
end of a strike or lockout, an Employee is entitled to return to his job in preference
to any other person.

The lessons you learn from your struggle will help you strengthen your Union. And this
new strength may save you from other conflicts. But you can never assume that the
struggle is over. Your Employer continues to have different interests than you. You must
now be vigilant at every moment. If necessary, you will have to fight to enforce your
Collective Agreement, protect your acquired rights, and continue to improve your situation
during the next round of negotiations.

MORE UNITED THAN EVER!
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YOUR RESOURCES
•

Local Lodge 869 web site: www.aimta869.ca

•

Bargaining Committee e-mail: nego-rrc@aimta869.ca

•

Shop Committee e-mail: atelier.rrc@aimta869.ca

•

Local Lodge 869 Executive Board e-mail: sl869@aimta869.ca

•

Facebook and Twitter page: @aimta869

•

District 11 web site: www.aimtadistrict11.org

•

Canadian Office web site: www.iamaw.ca

•

Grand Lodge web site: www.goiam.org

•

Act Respecting Labour Standards: www.cnt.gouv.qc.ca

•

Quebec Labour Code: http://legisquebec.gouv.qc.ca/en/ShowDoc/cs/C-27

•

Local Lodge 869 General Assembly, held at 3:30 pm every third Monday of the
month at our Local. (Please consult the Union billboard for exact dates):
9960 Chemin de la Côte-de-Liesse, suite 108
Lachine, QC
H8T 1A1
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YOUR BARGAINING COMMITTEE

Frédéric Labelle – LL869 President

Hrvoje Golek – RRC Shop Chairman

Bradley Phillips – RRC Assistant Shop Chairman

Richard Dufour – Bench Fitter, Shop Steward

Michel Perron – Inspector, Shop Steward
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