
 
 

 
 

How to Stop Management from 
Doing Union Work 

_____________________________________________________________________________________________________________________  

By: Grant Coleman, Business Representative, Teamsters, Local 31         www.teamsters31.ca 

June 2, 2020 - The problem of 

management performing bargaining 

unit work is not new to the Teamsters 

Union. Most management stop when 

directly approached by a member. This 

article gives our members a step-by-

step method to communicate, 

investigate and assist a shop steward 

in good ole fashion Teamster problem-

solving. 

 

Before we delve into this article, all members must understand the extreme importance 

of protecting your bargaining unit work. Here is a quote from the Supreme Court of 

Canada in British Columbia Telephone v. Shaw Cable Systems (B.C.), supra: 

 

"In fact, the exclusive right to bargaining unit work is so essential to labour relations that 

it has been described as a proprietary right. It must be remembered that clauses which 

reserve the exclusive right to do certain work to a bargaining unit provide the 

foundation, not only to a particular collective agreement, but, more importantly, to the 



 
 

 
 

entire system of labour relations. Without such a clause, bargaining unit work could be 

contracted out to those who are not covered by the collective agreement (management), 

thereby defeating the entire legislative scheme of collective bargaining. In my view, the 

importance of these clauses cannot be over-emphasized." 

 

We begin with security clauses because security inside your collective agreement is 

paramount to protecting our members. Most collective agreements ("CA") have 

restrictions against management doing members' work. It is essential to read your CA to 

locate the clause. The clause is necessary when approaching management or filing a 

grievance. 

 

Now that you have found your security clause, here are the steps to address a manager 

or supervisor who is doing a union member's work: 

 

1. Approach the manager or supervisor to question why they are performing union 

work. 

2. If a manager or supervisor is unwilling to communicate, contact a Shop Steward. 

 

3. Suggest assigning the union work to a union member, even when a member may 

not be available at the very moment. 

 

4. Offer to perform the work yourself, if possible. 

 

5. Report to a Shop Steward and file a grievance. 

 



 
 

 
 

Every member of the bargaining unit has the right to inquire about a CA violation. 

Another right is to inform a Shop Steward when violations are not resolved between you 

and management. A Shop Steward investigates or assists you in filing a grievance. 

 

Filing a grievance requires detailed information. Use the following points to help you 

outline a factual grievance form: 

 

1. Did a member or Shop Steward talk to the manager or supervisor about the CA 

violation? 

 

2. Note the date, time, and place where the violation occurred. 

3. Were there any witnesses? 

 

4. What is the name of the Supervisor/Manager doing the union work? 

 

5. Write down the amount of time the supervisor or manager was doing the union 

work. 

 

6. Highlight the classification of work performed. 

 

7. List the name of the griever seeking restitution to resolve the matter. 

 

8. When more than one member files a grievance for the same CA violation, the 

senior member capable of doing the work grieves.   

 

From a monetary perspective, grievances can be successful only on a one-for-one basis. 

For example, one (1) manager violation equals one (1) member financial resolution. 



 
 

 
 

 

A grievance should always be filed when management does union work. Depending on 

all related factors, any member with the ability to perform the work done in violation by 

management can grieve. However, seniority is given preference when there is more 

than one griever. A grievance can translate into a monetary outcome when a member 

suffers a financial loss due to the management performing union work. 

 

Also, the Union can file a Policy or Group grievance. A resolution to have management 

cease and desist is standard. The 

principal of grieving is essential to 

protect all members by upholding and 

preserving your hard-fought rights 

within the collective agreement.  

 

During an investigation, management 

may not agree with your facts; however, 

do not take it personally. The Teamsters 

have an old saying, "work now and 

grieve later." This means do not violate 

the collective agreement yourself by refusing to work if the grievance is not resolved 

instantly. Return to work and file a grievance. The grievance is processed through the 

grievance procedure by a Shop Steward and a Business Representative.  

 

An Emergency is a rare occasion and not the norm. There is an allowance under an 

emergency when labour boards rule it acceptable for management to perform 

bargaining unit work. The Union investigates and treats each case based on its merits.  

 



 
 

 
 

An emergency is described in labour relations cases as immediate harm, physical or 

economic caused to an employer, customer, or a person, whereas the bargaining unit 

work is not able to be performed by bargaining unit members. An emergency should not 

cause a lay-off or the elimination of union work or members. In cases of emergencies, 

contact your Shop Steward immediately.   

 

After reading this article, you are ready to defend the collective agreement. Approach 

each situation calmly and record all information. Be confident and respectful despite 

how management reacts to your questions. Hold management accountable because all 

CA terms were agreed to by the employer during collective bargaining.  

  

Work Now; Grieve Later. 
  


