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Stewards: The Heart and Strength of Our Union 
 

The true essence of the powerful workers’ 
organization we are building at SEIU-UHW is 
found in the grit and determination of the people 
who make our union run–our stewards. You give of 
your time, you lend your creativity, you organize, 
you protect the rights of members, and you inspire 
other workers to take up our cause of achieving a 
better future for SEIU-UHW members and all 
working people. 

 
The truth is, our union could not function–let alone 
be the powerful voice we have become–without the 
tireless efforts of thousands of stewards like 
yourself who have trained and devoted themselves 
to being true leaders in SEIU-UHW. 
 
The job of a steward is not easy; it takes knowledge, 
experience, commitment and a real passion for 
social and economic justice. This stewards 
handbook is for you, to use as a reference, to 
remind you of key concepts and techniques for 
leading and representing members, and to help you 
do your job better. We urge you to read it and refer 
to it often. 
 
Thanks for all you do to build our workers 
organization. You are the heart and strength of our 
union, and because of your work, we will continue 
to thrive. 
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What is a Steward? 
   
  Many of us decided to become stewards because we want to resolve issues 
that effect us at our work sites. We are tired of management not following our contracts and 
tired of management taking advantage of us and our co-workers.  
 
We also became stewards because we care about patient care. We want to be active agents in 
changing the face of health care, to be able to work in conditions that allow us to go home 
every day from work and know that we gave the best possible patient care we could.  
 
Why are you the person that can make this possible? Because your co-workers know you’re 
the person who’s up to the challenge, they elected you to be a steward.  We bring this to light 
to talk about your role as a leader of our union.  Our belief is that we are building a workers 
organization, an organization that looks inwards and outwards in order to improve 
standards for our patients and our communities.  
 
The inward is being a  
leader at your work site. At 
your work site, you will be 
working with other 
members and management 
to solve workplace issues 
and to mobilize members 
into action to ensure that 
management is following 
your contract and treating 
workers fairly. You are a 
leader of your co-workers 
at your work site. 
 
The outward is being a 
leader of SEIU-UHW, the 
bigger picture, in conjunction with your work site. You are part of a team of leaders from 
across the state who make decisions and give direction to our collective vision of a more just 
and humane society. As a team we work together to improve standards for our patients and 
communities.  
 
The choices our union make are based on the values of our members, which are beliefs about 
what is important in our lives. In order to accomplish the goals as leaders of our union, we 
must act. The foundation of our actions are our values, they are our motivators.  The 
following guiding principles outline those values. We act in accordance with these guiding 
principles and they are only as good as the way in which we actually implement them.  
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Our Guiding Principles and Values 
 
  Our mission is to build a workers organization dedicated to being a powerful force to 
change workers lives and fight for social and economic justice. Our vision of a workers organization is 
one in which there is an expectation that members lead and decide together; one in which conflict is 
embraced as healthy, necessary, and an inevitable part of making positive change; and one in which the 
union’s integrity is beyond reproach. 
 
 

As members of SEIU-UHW, we have long shared a set of common principles and values that 
bind us together and create a unified vision of our future. The following commitments reaffirm 
our dedication to building the strength we need to improve our working lives; support our 
families; ensure that we are able to provide the best quality care to our patients, consumers, 
and residents; and guarantee that everyone in America has quality, affordable health care.  
 
 
 

Commitment to Democracy 
We are a workers organization run by and for members. We have the right to vote on all of our 
contracts and elect stewards and bargaining teams. We commit to respecting and engaging the 
full range of members’ ideas and opinions. And we urge all members to participate in 
decision-making and the full array of union activities, including bargaining, organizing, 
political action, and building strength on the job.  
 

 

 

 

Commitment to Honesty and Accountability 
Trustees, deputy trustees, board members, bargaining teams, stewards, and staff will be 
accountable to members. Dues money will be spent only to serve the best interests of members, 
and all expenditures will be fully and honestly reported to the membership. 
 
 
 
 
Commitment to High Standards 
We will maintain the high industry standards we have long set for wages, benefits, and 
working conditions in acute care, home care, nursing homes and every field in which we have 
members. We will demand a strong voice in patient and resident care decisions. And we 
commit to standing united to take whatever action is necessary to win the best possible 
contracts and achieve those contracts quickly and efficiently. 
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Commitment to Justice 
We pledge to help create a more just and humane society. We will fight for equality and 
fairness, and seek full participation in our union from members of every race, ethnicity, 
religion, age, physical ability, gender, gender expression or sexual orientation. To achieve 
this, we will empower all SEIU-UHW members to stand up for our rights on the job. And we 
will work in solidarity with other unions and our allies to improve our communities; pass 
and maintain laws to protect the rights of all people; enact healthcare for all; and elect–and 
hold accountable–political leaders who share our belief in justice for all.  
 

 

 

 

Commitment to Unite More Workers in Our Union 
Growing bigger and stronger is the key to increasing our strength and winning a better 
future. We commit to aggressively organize non-union healthcare workers to raise the 
standards in all our industries, improve the lives of all working people, and ensure the best 
possible care for the people we serve.  

 

 

Where did these Values Come From? 
 
 
 
 
These values didn’t come out of thin air! They came from trainings, meetings, and 
countless conversations. All across the state, lots and lots of members discussed and 
debated what values were most important to guide our union.   
 
These values were officially adopted in December 2009 at a UWOC (Union-Wide 
Organizing Committee) meeting. UWOC is a group of member leaders with over 300  
representative member leaders across the state from every region and division. The 
largest committee we have ever seen! UWOC is defining the vision and direction of 
how we build a workers organization called SEIU-UHW.  
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The Role of Stewards 
 
  Now that we have a better sense of our values that guide us in our role as a 
steward, let’s look at what it is. Stewards have many important roles. Depending on what’s 
going on with our union and your work site, you will concentrate on different roles at different 
times. 
 
Your chief responsibility is to lead; that means building a united, organized, and involved 
membership in your worksite, actively being involved in defining the program of our union 
and carrying out the mission and vision of our union. Our power comes from the involvement 
and the commitment of  members. As such, you are: 
 
 
Leaders, who: 

• unify, 

• listen,  

• are visible, 
• know their co-workers and gives them hope. 

 
Organizers, who: 

• see if individual issues are group issues for organizing, 
• mobilize workers to take action together to solve problems, 
• involve other workers, 
• recruit co-workers to union events, 
• encourage co-workers to support big picture issues like organizing, politics 

and contract campaigns.  

Communicators, who: 

• welcome new co-workers, 
• explain what the union is and how it works, 
• talk to people about union activities and events, 

• distribute flyers in order to have conversations of how to get involved. 
 
Political Activists, who: 

• recruit co-workers to contribute to the Committee On Political Education 
(COPE), 

• participate in legislative campaigns, 
• phone bank and precinct walk during elections, 
• participate in lobby days and meet with elected officials, 
• recruit other co-workers to get involved in phone banks, precinct walks and 

lobby days.  



 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Educators, who: 

• teach co-workers about laws, the contract, and how to protect and advance 
their rights on the job, 

• explain how politics play an important role in building our union, 
• let members know why organizing is important, 
• look for other potential leaders and helps them get involved. 

 
 
And finally...Grievance handlers, who: 

• interview and investigate grievances, 
• look to see if the grievance affect more than just one individual, 
• file grievances, 
• mobilize co-workers around group grievances. 
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Leaders Make Strong Work Sites 
 

  In order to figure out how to make a strong work site as a leader, let’s look at 
our starting point by taking a quiz:  

Q: True or False: A mere six states  
comprise half of all union members in the 
country: California, Pennsylvania, Ohio, 
New York, Michigan and Illinois.   

A: True! About half of the 16.1 million union 
members in the United States live in just six 
states. 

Q: What percentage of California workers 
belong to a union? 60%, 51%, 18% or 25%? 

A: About 18% of California workers belong to a   
union, less than 2 out 10 workers.  

Q: In 1953, 35% of private sector workers  
belonged to a union. What percentage of  
private sector employees in California 
belongs to a union? 10.6%, 7.5%, 15.0%  
or 30.5%? 

A: 10.6%, the 18.3% figure we referenced earlier is 
inflated by the large number of public sector 
workers who are unionized.  Historically, public 
sector workers have a higher rate of unionization 
than private sector employees.  57.4% of public 
sector workers belong to a union, but only 10.6% 
of private sector workers are unionized. In the 
country, only 7.5% of private sector workers are 
unionized.   

Q: Which metropolitan area has the  
highest proportion of workers in a Union 
in California? Los Angeles, San Francisco,  
Sacramento or Fresno? 

A: Overall in Sacramento, 26.1% of workers  
belong to a union.  Sacramento has the highest  
unionization rate because the state is the largest  
employer in Sacramento, 67.7% of public sector 
workers are unionized there.  But if you look at 
the private sector numbers, only 12.2% of private 
sector workers are organized.  San Francisco has 
the highest private sector rate of unionization. 

Q: The rate of unionization increased by  
almost half a percentage point from 12% 
to 12.4% between 2006 and 2008.  Before 
then, when was the last time there was an 
up tick in unionization rates? 2000, 1996, 
1979 or 1964? 

A: 1979, was the last we measured an increase in 
unionization.  Nationally unionization rates have 
been on a steady decline for decades.   

Q: During 2006-2008, the rate of  
unionization in California grew by what 
percentage? 1%, -2%, 5% or 2%? 

A: 2%, fueling the nationwide increase was the 
recent growth in unionization in California, which 
currently accounts for 16 percent of all the  
nation's union members, more than any other 
state. California's unionization rate in 2008 is 17.8 
percent, up from 16.7 percent in 2007 and 15.7 
percent in 2006. 

Question  Answer 
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Were the answers of the quiz surprising? What does this information tell you about the state of 
the union movement nationally? The decline of the movement has many impacts on the lives 
of workers all across the nation and also impacts you at your work site.  
 
There are many reasons why we need to look at the movement as a whole.  What if your work 
site was the last union shop in the state, do you think management would respect your 
contract, your steward council, and solve issues? Of course not. How do we keep the 
standards we have and raise the bar for all healthcare workers?  
 
Unless we figure out how to not be a isolated union island, we are at risk of losing what we 
have and are always having to bargain from the lowest common dominator. Which could be 
really low if no one has a union, other than you. Here’s how it looks using our healthcare 
benefits as an example: 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

By being a part of this leadership team, the answers to the quiz will change and you will be a 
part of making history!  

The public sector is the part of the economy where goods and services are provided by the government or local 

authorities. The aim of public sector activity is to provide services that benefit the public as a whole. The public sector 

accounts for about 40% of all business activity. 

The private sector consists of business activity that is owned, financed and run by private individuals. These businesses can be small 

firms owned by just one person, or large multi-national businesses that operate around the world (globally). The goal of businesses in 

the private sector is to make a profit. 
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Here’s our role as leaders to create a strong work site: 

 
If there is an: 

UNORGANIZED 
Workplace or community: 

 
YOU PROVIDE  

AS A LEADER: 

 
In order to create an: 

ORGANIZED 
Workplace or  

community 

 
D-I-V-I-S-I-O-N 

 
Relationships 

(Built around shared 
Interests) 

 
Community 

 

FEAR 

 
Righteous  

Indignation and 
Anger 

 
Courage 

 

CONFUSION 

 
Interpretation 

 
Understanding 

 
FUTILITY AND DESPAIR  

The Plan to Win 
 

Hope 

 
Unsolved 
 Problems 

 
Action! 

 
Solutions 



And here’s how you apply it: 
 
Where there is Division, in order to create Community….You must find common issues that 
workers have. For example, if your work site is divided around the way scheduling is done 
but are all in agreement that break times need to be enforced, build solidarity around that 
issue. 
 
 
Where there is Fear, in order to create Courage....You must make people angry around the 
injustices they see. For example, if members are afraid of their boss because he’s a tyrant, 
your role is to make them angry that he gets to act that way and get away with it! Everyone 
deserves to be treated 
with respect and should 
be angry if they are not! 
 
 
Where there is 
Confusion, in order to 
create 
Understanding…. You 
must interpret where 
the confusion is coming 
from. For example, if 
people are confused 
about what the contract 
says around retirement 
plans: hold a meeting in a break room or  
in the cafeteria and have a retirement information session. 
 
 
Where there is Futility and Despair, in order to create Hope…. You must give a plan to win. 
When people feel like things are never going to change, nothing helps, your role is to give 
them a proven way that things can change. For example, if people feel defeated that filing a 
grievance is never going to fix their problem, give them examples of how standing up by 
doing something about it did fix the problem in a similar situation. It’s helpful to talk to 
experienced stewards to get their stories of how they solved  issues in order to have some to 
share. 
 
 
Where there is Unsolved Problems, in order to create Solutions…. You must act in order to 
solve the problems. Don’t just listen to workers issues, but do something about it. For 
example, if there are a lot of unsolved problems and management is breaking the contract 
left and right, don’t run around and file 20 different grievances. Have an action with your 
entire work site around management respecting your contract! 
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Chapter Two  

The Rights of Stewards 

 
 

  
 
 
 
 
 
 
 
 
 
 

    
 

    

The National Labor Relations Act •  
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                     The National Labor Relations Act    
 
  As a steward you have rights not only given to you by your collective 
bargaining agreement (CBA or Contract), but there are also rights that are given to stewards 
by federal law. These laws are found in the National Labor Relations Act, also known as the 
NLRA. These laws were established in 1935 when employers were free to spy on, 
interrogate, discipline, and fire union members. 
 
The NLRA has 41 sections. There are two important sections to be aware of as a steward, 
because often times, management will break these in order to intimidate and test stewards 
(especially new ones): 

 
The first is Section 7: 
Employees shall have the right to self-organization, to 
form, join, or assist labor organizations, to bargain 
collectively through representatives of their own 
choosing, and to engage in other concerted activities for 
the purpose of collective bargaining or other mutual aid 
and protection. 
 
The second is Section 8: 
This section defines employer violations, which are 
known as “Unfair Labor Practices”, commonly referred 
to as “ULPs”. The employer has committed a ULP with 
the following types of conduct: 

 
• Interference, restraint, or coercion directed against 

union or other collective activity. 
• Creation or domination of a labor organization. 
• Discrimination against employees to discourage 

support for a union. 
• Retaliation for filing ULP charges or cooperating with the NLRB. 
• Refusal to bargain in good faith with union representatives. 

 
The most common violations of the NLRA that you will encounter come from Section 8 of 
the NLRA. These common violations are: 
 

• Threats and interference in union activity. 
• Discharges and suspensions of members for union activity. 
• Unilateral changes without bargaining. 
• Refusals to supply information and denials of union assistance during 

investigatory interviews. 

 

Who makes sure 
that the NLRA is followed?  

 
The National Labor Relations 

Board, the NLRB. The NLRB is a 
federal government agency 

that has 52 regional and  
sub-regional offices.  



Page 18 SEIU-UHW Stewards Handbook 

  Unavoidably, as a steward, you 
will engage in conflict. As a leader you must  
be willing to do so. How can you do this 
without being afraid of retaliation from 
management? Labor 
Law awards a 
“special status” to 
stewards and other 
union 
representatives. The 
following section 
reviews some of the 
special status laws.  
 
Steward’s Immunity, 
also known as “The 
Equality Rule”: 
When a steward 
engages in any 
activity that is 
representational 
(such as 
investigation 
meetings, grievance 
meetings, informal meetings, and acting in any 
way in an official capacity as a union steward) 
under the NRLA, a steward automatically 
becomes equals with management. This creates 
a power situation not of manager to 
subordinate, but of equals. Steward’s 
Immunity is the legal protection, but power 
comes from the support of your co-workers in 
order to enforce the rule.  
 

Stewards Immunity empowers stewards to 
engage in actions that might otherwise be 
seen as insubordinate or would warrant 
discipline. Some of these actions are: 

• Raising your voice. 
• Using bad language- cursing or 

swearing. 

• Challenging management’s 
truthfulness. 

• Threatening legal actions. 
• Talking about possible group actions. 
• Addressing the boss the same way   

he/she addresses you. 

 

The Special Status of Union Stewards 

Even though these actions are allowed, use them strategically when meeting with 
management. If they help you win, use them! If management is being 

disrespectful, feel free to end the meeting and tell management: “It is clear you 
are not ready to discuss this issue in a respectful manner, we are going to leave 

and we’ll come back when you can figure out a way to discuss this in a respectfully.” 
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Quiz! Rights of Stewards 

The law of steward immunity only applies when you are acting as a steward. 

It does not apply when a steward is not in this capacity. 

 For example, if you are having a discussion with your manager on your work 

assignment for the day, the law does not apply. 

Questions Answer 

Q: While arguing a grievance, I rolled my 
eyes and said “whatever”. He said, “If you 
do that again, you’re finished here”. Did I 
go over the line? 

A: No. Eye rolling and blowing off  
management’s statements falls well below 

egregious misconduct. It is an illegal threat. 

Q:  I was given a warning for yelling at a 
grievance meeting. Aren’t I allowed to raise 
my voice? 

A: Yes. Unless it disturbs patient care, the 
NLRA protects arguing during a grievance 
meeting, even shouting. Make sure your  
meeting is in a location out of ear-shot of  
patients. 

Q:  While arguing a grievance, I called my 
supervisor a liar and that he “needs to get 
his facts straight”. As it turned out, I was  
mistaken. Can I be disciplined? 

A: No. Under the equality rule, a steward has  
protected right to accuse a supervisor of lying, 
even if the accusation turns out to be incorrect. 

Q: Do I risk discipline if I advise an  
employee not to sign a warning slip? 

A: Yes. If a company rule or policy requires  
employees to sign warning slips, you could be 
subject to an insubordination charge if you 
advise an employee not to sign.  Although the 
NLRB has sometimes aided a steward in this 
kind of situation, the most prudent course is to 
have the employee write, “signed under  
protest” next to their signature. 

Q: The hospital director thinks that I am 
telling workers not to work overtime, which 
is voluntary under our contract. Can she 
question them about my instructions? 

A: No. Interrogations about union activity are 
lawful only if the activity violates the contract 
or exceeds the bounds of protected conduct. 
Under the NLRA, employees who are  
subjected to illegal questions can refuse to  
answer, or can even answer falsely. 

Q: If a supervisor assigns a worker to duties 
outside her job description, can I tell her not 
to do the work? 

A: Not safely. One of the most hallowed rules 
in labor relations, for stewards and rank-and-
file workers alike, is “obey now, and grieve 
later.” State your objections and tell the  
manager that you intend to grieve, but do not 
instruct the worker to refuse. 
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  The grievance procedure is a  
tool for enforcing the contract and protecting the 
rights of members. The grievance procedure  
works best in a work site where workers support 
their stewards and members act collectively. In a 
work site that is weak, management can drag out 
the resolution of issues and not abide by the 
contract. It all depends on your ability to ensure 
you have the support of your co-workers. 
 
The grievance procedure cannot be viewed as a 
neutral, individual, or a legalistic process. We 
must incorporate the grievance procedure into a 
larger strategy of building our union power in the 
workplace. When we file grievances, we should 
think of them as serving two purposes: 

1. To make sure that management is 
abiding by the contract. 

2. To educate, empower and move 
members into action. 

 
Here are examples of types of grievances: 
 
A Violation of the contract 
Generally, a grievance is any violation of the 
contract. However, some contracts exclude some 
areas from the grievance procedure while other 
contracts allow for a broader definition. Check 
your contract. Discipline grievances fall under this 
category. 

 
 

Disagreement over the meaning or application of 
a term of the contract 
Generally the facts are not in dispute,  
although the interpretation of the contract  
may be.  
 
 
Violation of Equal treatment 
Management must also apply its own rules and 
policies in an equal and fair manner for all  

members. Management cannot pick and choose 
who they will discipline for breaking the rules 
when others are breaking the same rules, too.  
 
 
Violation of the law 
Laws written to protect workers are often stated 
as part of the contract. Violations of municipal, 
state or federal laws can also constitute a 
grievance. We can argue that our contract 
includes violations of the law even if they are 
not specified out in the contract. 
 
 
Violation of management’s rules or 
responsibilities 
Management must follow its own rules, and if 
they do not, we can file a grievance. Examples 
include company rules, policies and 
procedures.  
 
 
And last, but not least….Violations of past 
practice* 
No contract can cover every practice on the job. 
A practice that has been in place for an 
extended period of time and is accepted by both 
parties either explicitly (orally or in writing) or 
implicitly (neither side has ever objected) may 
be the basis for a past practice grievance.  
 
 
*There are specific standards that must be met 
in order to prove past practice, they are further 
explained in the next section. 

 

 
 
 

 
   

What is a Grievance? 
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Here’s the situation: a member comes to you 
and says that management is changing the way 
vacation is awarded. This worker has been an 
employee for 30 years it’s been done the same 
way for those 30 years, and now it’s changing! 
You conduct the investigation and find that the 
contract is silent on vacation sign-ups. It could 
possibly be a past practice violation. 
 
Definition of past practice: A uniform response 
to a recurring situation over a substantial 
period of time, one that is known to both the 
union and management and is explicitly 
accepted. 
 
And here’s how we prove it: 
 
Uniformity 
It has always been done a certain way; a rare 
exception does not automatically disprove the 
practice. 
 
 
Recurring 
It has been done more than a few times and  
not under exceptional circumstances. 
 
 
Substantial Time Period 
The longer the better. It helps if the practice 
exists longer than a contract period and 
overlaps contract agreements. 
 
 
Acceptance by Responsible Representatives 
Evidence that is known by management and 
the union may come through its repetition and 
uniformity. It must also be known to persons 
with responsibility, the higher the better. 
 

 
In addition, what the contract says or 

doesn’t say is very important. 
 
 
If the contract is clear… 
Clear language is almost always controlling, 
even if the union can demonstrate that a 
practice contrary to the contract exists, 
unless there is evidence that both parties 
planned to continue the practice regardless 
of the contract language. 
 
 
If the contract is ambiguous, unclear, or 
contradictory… 
If the practice can be proven, it is often 
considered controlling on the interpretation 
of ambiguous language. 
 
 
If the contract is silent… 
It is much harder to win a grievance based 
solely on past practice if the contract is 
silent. First it must be proven that the 
practice exists, using the above factors. Then 
the determination will depend in part on 
whether it is perceived as a benefit to the 
workers or part of the operating methods of 
management. If it is a benefit, an arbitrator 
may favor the worker. Otherwise, the 
arbitrator may favor the employer. 

 

 
 
 
 
 
 
 
 
 

Past Practice Grievances 
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What Type of Grievance is it? 

Q: Reggie is in the med-surg department. When no one else is 
around, her manager slaps her on the behind every time her  
charting is done correctly. 

A: Violation of the 
Law 

Q: Your contract states, overtime must be given by order of  
seniority. Lately, your manager has been scheduling overtime on the 
schedule to: “who she knows, can do it”. 

A: Violation of the 
contract. 

Q: Before your facility had a union, the way you picked your 
schedule was management posted a full schedule and then you bid 
on your schedule based on seniority. This way you had a consistent 
schedule every month and you knew what days you had off.  
Suddenly, management wants to change the schedule every month 
due to operational needs. Your contract is silent on scheduling. 

A: Violation of Past 
Practice 

Q: The cath lab workers all get along with each other well. They 
hang out after work hours together and love having a good time. 
There is a picture on Freddie’s locker of the cath lab crew at a bar 
with everyone holding drinks. A couple of weeks later, Anne in the 
department asks Freddie for a copy of the picture and Freddie 
brings one in for her. Anne posts her copy on her locker, also. The 
cath lab manager declares to Anne-“That picture is inappropriate, 
I’m sick of seeing it!” Anne receives a verbal warning. 

A: Violation of  
Equal Treatment 

Q: Contract language says, “Section 2: CONTINUOUS SERVICE 
Continuous service shall be considered broken should the worker 
separate from employment for any reason, provided however, 
should the same worker return to employment within thirty  
calendar days, then the break in service shall be removed”. A 
worker was on a personal leave of absence for 20 days. Management 
is saying that they will re-instate her when she returns, but the 20 
days she was out will not go towards her seniority accrual.  

A: Disagreement over 
the meaning or  
application of a term 
of a contract. 

Q: The admitting department has a certain set of procedures they 
follow in order to make sure the patient is billed correctly. Recently 
a new manager has come in and was looking over Gracie’s shoulder 
and based on what she saw, wrote Gracie up. She said that Gracie is 
not doing her work in the most efficient manner. Gracie looks at her 
procedure handbook and points out to her manager that she has 
been following it, exactly.  

A: Violation of  
management’s rules 
or responsibility. 

Question  Answer 
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The Step Procedure 
 

  The grievance procedure progresses in "steps" (from early discussions with low 
level supervisors all the way up to full-fledged arbitrations), with specific time limits assigned 
to each step. For the best possible case, you must meet the requirements of each step within the 
specified time limits. If you fail to do so, without proper cause, you could lose the grievance on 
a technicality. 
 
Typically, the progression of the steps go something like 
this: 
Step 1: Steward meets with a low level supervisor. 
Step 2: If no solution, steward meets with higher 
management. 
Arbitration: Where the union and management can not 
come to an agreement and the decision of the grievance 
is made by a neutral third party whose decision is 
binding. The decision to go to arbitration is not  made 
lightly. It is dependant on the importance of the issue 
(problem), severity of the case, and chances of winning.  
 
Grievances have time limits, sometimes you may have to 
file a grievance to protect the right to grieve while you continue to investigate. You can always 
withdraw the grievance and not take it to a step one.  
 
Sometimes a legitimate workplace problem does not involve a clear violation of the contract, 
so we may not file a grievance, but try to solve the problem in other ways.  
 
Provided below is this little chart to make sure you'll never lose a grievance because you let 
the time limits run out. You should know exactly when the clock starts ticking.  Now, get out 
your contract and fill out this table right now, before you forget! 

. 
Not all UHW contracts 

are the same! Check 
your contract, some 

contracts include a 3rd 
step in the grievance procedure.   

Your contract will spell out the terms 
of your grievance procedure and the 

steps you would take in order to 
move the issue up  

the “step procedure”. 
 

Step Union Employer 

Step 1 Must file within _____ days 
from day problem occurred. 

Must respond within _____ 
days. 

Step 2 Must appeal to step 2 within 
____ days after the employers’ 
reply to step 1. 

Must respond within ____ 
days. 

Arbitration Must appeal to arbitration 
within ____ days after the  
employers’ reply to step 2. 

 



Page 25 SEIU-UHW Stewards Handbook 

Arbitration 
 
  In the grievance procedure, the final step is arbitration, which is negotiated in 
your contract. Arbitration is not automatic, you must formally appeal a grievance to the 
arbitration step. It is the most “legalistic” and formal of all the grievance steps. The arbitrator 
is selected jointly by the union and by management following procedures contained in your 
contract. The arbitrator is selected from an outside group, such as the American Arbitration 
Association, the Federal Mediation and Conciliation Service or a similar panel created by the 
state. This step is taken when management and the union cannot come to an agreement and 
the decision is made by an arbitrator whose ruling is binding.  
 

Pros and Cons of Arbitration  

Pros Cons 

Pro: The Grievance is heard by a third party. Con: The grievance is heard by a third party- 
this takes the decision making power out of 
the union’s hands and into the  
unknown.  

Pro: Decision does not only reside with  
management. 

Con: Management doesn’t feel like they have 
to solve grievances at the lower steps and 
work to solve the grievance. 

Pro: Decision is final and binding and both 
parties have to adhere to the decision. 

Con: There are more compromise solutions, 
which may mean that justice is  
compromised. 

Pro: The decision can set precedent so the 
grievance doesn’t have to be filed over and 
over again. 

Con: Arbitrators come from a professional 
background, which may create a bias in  
management’s favor. 

Pro: The union can gain respect from  
management by showing it will fight hard to 
defend the employees’ rights. 

Con: Arbitration is not a quick process.  
It takes a long time. 

Pro: If you know you have a clear and  
winning case and management is just  
being stubborn, the threat of arbitration 
might change managements’ mind quickly if 
it’s clear that they will lose.  

Con: It costs a lot of money to take a case to  
arbitration. In addition to other costs,  
arbitrators charge a fee for their services.  
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Investigating a Grievance 
 
  In order to figure out if there is a grievance or not, the first step is conducting an 
investigation. For your investigation, you must think about where to go to in order to get all 
the facts: 

• Read your contract, workplace rules and policies, and state and federal laws. 
• Interview the people involved, the witnesses, and even management. 
• Collect all documents: memos, letters, schedules, records, pay stubs, etc. 
• Check personnel files. 
• Request information needed from management. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

A good practice to use in an investigation is to use the five “Ws" plus “R” 
 

Who?  Names of everyone involved, witnesses and management. 
What?  Exactly what happened, what was done, what words were said? 
When?  Exact dates and time and sequence of events. 
Where?  Exact location: department, floor, building, parking lot, etc. 
Why?  Reasons this happened and what was violated. 
 
And the R….. 
What will remedy the situation? 
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Who’s the Grievant? 
 
  When we write a grievance, we need to determine who’s the grievant? There 
are four classifications of who the grievance affects and who the grievant can be. Basically, 
we need to ask, who will see the remedy of the grievance once it’s settled. The four types are 
explained below: 

 

Individual: This is when a management 
violation of the contract affects only one 
employee.  

For example: If Mary Adams was not 
allowed to take her afternoon 15  
minute break, which is required by 
the contract, she could file a  
grievance. 

Group: In some cases, a management 
 violation of the contract affects more  
than one worker.  

For example: If Mary Adams, Nick 
Brown, Patty Carson and Roger 
Davis were not allowed to take their 
afternoon 15 minute breaks, they 
could file a group grievance. 

Union: Sometimes a contract violation 
may affect the union as an institution.  
Union grievances protect the right of the 
union to function as the certified  
employee representative.  
 
 

For example: If management failed to 
provide space for a union bulletin 
board required by the contract, a  
union grievance could be filed. 

Class Action: A class action grievance is 
one that is filed on behalf of a “class” of 
affected employees. The class may be as 
broad as the entire bargaining unit or it 
may be more narrow, e.g. a particular job 
classification, job title or shift.  Such as: 
“all women in the bargaining unit”.  

For example: If Radiology Tech IIs 
were not given back pay after a  
reclassification of the position, a class 
action grievance could be filed for all 
employees with that job title. 

 

 

 

 

Grievant  Example 
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Midterm Changes 
 
  Can management make changes on subjects that are not in our contract? Nope. 
During contract time, management must bargain because of a section in the NLRA called the 
“duty to bargain”. The duty to bargain is not limited to contract negotiations. When your 
contract is in place, your employer is required to bargain before making changes in working 
conditions, rules, benefits or other terms of employment.  
 
A policy, rule, or other change that is put into place without advance notice to the union and 
an adequate opportunity to bargain is called a “unilateral change”, unless the union clearly 
and unmistakably waives its right to bargain. For instance, management sends the union 
notice of a change and the union fails to request bargaining before the implementation of the 
change. 

 
 
 

 
 

No more  
Free Parking!  

There will be a $50 

deduction from  

paychecks, effective 

next pay period. 

 
 Thanks, 
 Management 
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The following subjects below may not be adopted, changed, or eliminated without prior 
notice to the union. If it does happen, the union must request to bargain on the changes. 

Mandatory subjects of bargaining: 
 
• absence rules 

• attendance policies 

• business ethics policies 

• bathroom policies 

• clean-up rules 

• disciplinary procedures or penalties 

• dress codes 

• Drug/alcohol testing 

• elimination of positions 

• employee privileges (right to listen to  

      radio, receive phone calls, smoke, etc.) 

• employee purchase plan rules 

• enforcement of company rules 

• evaluation systems 

• food service hours 

• free coffee 

• grievance procedures 

• grooming standards 

• incentive plans 

• insurance benefits 

• job qualifications 

• layoffs for economic reasons 

• light duty policies 

• meal or coffee break rules 

• merit increases 

• new hours or shifts 

• number of employees in job classification 

• number of employees in department 

 

 

 

 

 

• outside conduct rules 

• outside employment rules 

• parking rules 

• pay check procedures 

• pay raises 

• physical examinations 

• production quotas 

• relocation of bargaining-unit work  

• rest periods 

• retirement benefits of current employees 

• safety and health rules 

• safety awards 

• smoking rules 

• subcontracting decisions (not including 

decisions based on a change in the scope 

or direction of the enterprise) 

• tardiness rules 

• time off prior to holidays 

• transfer of bargaining-unit work to  

       non-bargaining unit employees 

• union steward and officer privileges (paid 

leave, access to facilities, time off, etc.) 

• vacation policies 

• wages 

• workloads 

• work rules 

• work schedules 
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Rule: A unilateral change does not occur 
until an actual change in an existing 
condition of employment has taken place; 
the change must impact on a subject of 
mandatory bargaining. 

Q: If you hear a rumor that management is 
going to impose a rule that employees will 
have to be off hospital property to smoke, 
can you file a grievance? 

A: No, the change hasn’t actually happened. You 
can’t file grievances on hearsay. 

 

 

 

 

Rule: A change in the procedure for 
administering a condition of employment 
where the actual condition remains intact 
does not amount to a unilateral change. 

Q: If you are required to turn in your 
uniforms on Tuesdays for them to be 
cleaned and management changes the turn-
in day to Friday, can you file a grievance? 

A: No, the benefit of uniform cleaning has not 
changed, just the day it happens, it is not a 
midterm change.  

 

 

 

 

 

Rule: Mere reiteration of a previously 
existing policy which has not required 
strict enforcement may not constitute a 
unilateral change; 

Q: Management doesn’t really enforce the 
tardiness policy, they finally decide to 
enforce it and put out a memo to remind 
folks of the policy. Can you file a 
grievance? 

A: No, the policy hasn’t changed. They are 
just reminding employees of the policy.  

 

 

 

 

Rule: Failure by either party to contest or 
otherwise allow a practice to be tolerated 
that is a subject of mandatory bargaining 
may result in a waiver to bargain. 

Q: Management decides to put out a 
memo that changes how many tardies are 
allowed before you are disciplined. The 
memo came out January 2009, you see the 
memo in January of 2010, can you file a 
grievance based on midterm changes? 

A: No,  once the union is aware (remember: 
the union is every member in the bargaining 
unit, not just union representatives) the clock 
starts ticking on the chance to do something 
about the change. It is difficult to contest once 

a year has passed.  

 

Q and A – Rules of Midterm Changes 
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When a Grievance Isn’t a Grievance  

  Your co-workers elected you to be a steward because they trust you to help 
them when they need help the most.  Because of this, as a new steward you may feel like 
it’s very difficult to say “no” to a member when they want you to file a grievance.  

Many times though, unfortunately, there is no grievance. As a steward, this may be one of 
the hardest conversations that you may have with members, especially when it’s an issue 
that is very personal to them.  

 
 
Here are some signs that the issue isn’t a grievance: 

• Management had “just cause” (see pg.35 for further 
explanation) to take disciplinary action. 

• There has been no violation of the contract, or past 
practice. 

• There has been no violation of federal, state, or local 
labor law or management’s rules. 

• The members’ health and safety has not been 
jeopardized. 

• The members’ professional license has not been 
jeopardized. 

 
 

Here’s what to do: 

• Inform the member of your process of investigation.    
Let them know as a result of your investigation, your 
conclusion is that after investigating their issue, there is 
no grievance. 

• Provide the member with the opportunity to explain 
why she/he thinks that a grievance should be filed. 

• Offer other solutions to solve the process outside of       
the grievance process, if there are any.  

 
 
When a member does not have a grievance, it is the responsibility of the steward to tell the 
member that his or her issue does not qualify as a grievance. There is a double danger in 
trying to make a grievance out of it if it isn’t: The members are led to expect impossible 
results and your credibility is jeopardized with both members and with management. 

 

It’s a good idea to let 
other stewards know 

of the conclusion of 
your investigation.  

 
Ask any experienced 

steward, members 
sometimes, “steward 
shop” until they find 

someone who will take 
on their 

 non-grievance. 
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Chapter Four 

Discipline Grievances 

 
 
 
 
 
 
 
 
 
 
 

Steps of  Progressive Discipline • Essential Elements of  

Progressive Discipline • Just Cause-The Seven Steps • 

General Discipline Guidelines • Weingarten Rights • 

Management Ploys 
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  Progressive Discipline is a 
process with job related behavior that does 
not meet expected and communicated 
performance standards. The primary purpose 
for progressive discipline is to assist the 
employee to understand that a performance 
problem or opportunity for improvement 
exists. The process features increasingly 
formal efforts to provide feedback to the 
employee so he or she can correct the 
problem.  

Here’s a general sense of what the steps of 
progressive discipline are: 
 
Verbal Warning  
A formal discussion between supervisor and 
employee. The supervisor will keep 
documentation of the conversation in the 
supervisor’s file. May or may not be presented 
to the employee in writing. 
 
Written Warning  
This is the first official step in the progressive 
discipline process and always put in writing.  

Depending on the length of time between 
offenses, an employee may receive more 
than one Written Warning. Written 
Warnings do go in employee’s personnel 
file. 
 
Disciplinary Suspension  
An employee could be suspended for 1,3,5, 
or even 10 days without pay depending on 
the issue. Suspensions are serious and 
should not be taken lightly. Depending on 
the length of time between offenses, an 
employee could receive more than one 
suspension. Suspensions without pay do 
go into employee files. 
 
Termination  
The final step of the progressive discipline 
process. However, should the incident be 
deemed so serious as to warrant immediate 
termination, the above steps can be 
skipped. Usually they are serious cases 
when they are situations such as alleged 
sexual harassment, theft, patient abuse, 
threatening or abusive behavior toward a 
co-worker or manager, or a breach of 
confidentiality. 
 
There may also be an: 
Investigatory Suspension.  
This is when an employee is put off work 
on paid time while management 
investigates a particular situation. This 
happens when the situation is severe such 
as alleged sexual harassment, theft, patient 
abuse, threatening or abusive behavior 
toward a co-worker or manager or breach 
of confidentiality. Time off may be 
converted to a disciplinary suspension or 
the worker may be put back to work with 
no discipline at all. 
 

The theory of progressive 

discipline is to improve 

employee performance by 

giving employees a chance to correct their 

actions. 

 But, management sometimes uses discipline to 

try to “get rid of” employees.  

Steps of Progressive Discipline 
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  Disciplinary actions are often 
overturned completely or reduced to a lesser 
level when any of the essential elements of 
progressive discipline are missing. 
 
1)  The employee must be informed of the 
unacceptable behavior or performance and is 
given specific work related examples. It is not 
sufficient to assume that the employee knows 
what the problem is. 
 
2)  Management must explain acceptable 
behavior or performance standards and give 
the employer reasonable time to comply. This 
may be a longer time frame if a skill needs to 
be learned or a shorter time frame if it is a 
behavior to be changed. 

 
3)  The employee must be informed of the 
consequences of failing to comply. This is not a 
threat, rather it gives the employee reasonable 
expectations of the consequences if change 
does not occur.  
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
These three essential elements need to be 
present at each step of progressive 
discipline and are discussed prior to taking 
the next step of disciplinary action. 

 

 

 
A note about signing disciplines:  
 
Signing disciplines does not and will never mean you agree with the 
discipline. A signature is only receipt that you have seen the discipline. 
If a worker disagrees with the discipline, they should still sign, you have 
the grievance procedure to show your disagreement.  
 

Workers shouldn’t begin patterns of un-signed disciplines in their files, it gives management a 
chance to “add in” their own disciplines without anyone ever seeing them. 
If in disagreement, have the member sign and write “in disagreement”, or “signing under 
protest”. 
 
If a policy of your work site is to disciplines and you direct a member against policy, 
management may discipline you.  

 
 

Essential Elements of Progressive Discipline 
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Just Cause - The Seven Steps  
 
  Every steward needs to know about the seven steps of Just Cause to properly 
represent members in disciplinary grievances. If the employer fails to meet the seven steps, 
the discipline may not be proper, although the failure to meet some of the tests is considered 
more serious than others.  

1)  Reasonable Rules 
Can the employer prove that it had a rule or order and that it was reasonably related 
to the orderly and safe operation of the business and the performance that the 
employer may properly expect of its employees? 
 
2)  Notice 
Can the employer prove that it gave proper notice to employees of the rule or policy 
and what it considers to be misconduct, and the consequences. Was the employee 
aware or ever given notice of the policy or rule? 
 
3)  Fair Investigation and Due Process 
Can the employer show that before deciding to administer discipline to an employee 
that it conducted a fair and objective investigation to discover whether the employee 
committed the violation? Did it administer discipline in a timely manner after 
learning about the violation or did management discipline the employee more than 
once for the same offense? 
 
4) Proof 
Can the employer prove that at the time it made the decision to discipline the 
employee that it had substantial evidence that the employee was guilty as charged? 

 
5) Progressive Discipline 
Did the employer follow the steps and give the employee progressive discipline? 
(Unless the misconduct by the employee is especially severe.) 

 
6)  Equal Treatment 
Did the employer apply its rules, orders and penalties evenhandedly and without 
discrimination to all employees? 

 
7)  Penalty 
Was the level of discipline reasonably related to the seriousness of the offense given 
the employee’s length of employment and his or her overall work history, or was the 
penalty unfair? Basically, did the punishment fit the crime? 

The seven steps of just cause are most likely not in your contract–keep them handy! 
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Which Test is it? 
Even though discipline cases can break more than one rule of just cause (they most often will) 
choose which rule of just cause it most exemplifies: 

 
a. Reasonable Rule 
b. Notice 
c. Fair Investigation and Due Process 
d. Proof 
e. Progressive Discipline 
f. Equal Treatment 
g. Penalty 

 

Example Letter  
(from above) 

1)  The incident that led to being disciplined occurred 3 months ago and 
management wants to terminate the employee. If it was such a  
terminable offense, why so long?  
 

 

2)  An employer puts out a policy on no brown shoes because they  
remind the CEO of a painful childhood memory. Your co-worker wore 
brown shoes and is being given a verbal warning.  

 

3) An employee forgets to clock in and they are given a written  
warning. 

 

4)  There is a policy on cell phone usage, but you have never seen it  
before in your 10 year employment. It’s in a binder, on the shelf, in the 
human resources office.  
 

 

5)  Management is giving an employee discipline because they spoke to  
the employee’s manager, so management already has the story of what 
happened.  

 

6)  An employee is being disciplined for not charting correctly and is 
being given a suspension.  

 

7)  Everyone in the cafeteria always has coffee without paying. An  
employee is disciplined for not paying for it. 

 

Answers: 1)C     2) A     3)G     4)B     5)D     6)E     7) F 
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Just Cause for Discipline Checklist: 
 
This chart can be helpful to determine or understand what and how many steps were 
broken when discipline was given. 

 

Burden of Proof: 
Disciplinary Grievance – The burden of proof is with management. 
Management is responsible to support their reasoning for discipline. 

 
Contract Violation Grievance – The burden of proof is with the union.  

We are responsible to support proof for a contract violation. 

Management must meet the steps of just cause BEFORE giving discipline.  
The grievance process is not the managements’  

chance to carry out just cause. 

 Yes No 

Was rule or policy known by the employee?  
 

  

Was the rule related to safe and efficient operations? 
 

  

Did the employer investigate before deciding to discipline? 
 

  

Was the investigation objective and fair? 
 

  

Did the investigation provide proof of guilt? 
 

  

Did management follow the steps of progressive discipline? 
 

  

Did the punishment fit the crime?  
 

  

Has management always disciplined all workers for this same reason?   
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General Discipline Guidelines 
 

  Here are general questions to ask yourself when building your case or 
preparing your case against management. If you answer no, to any of the questions below, you 
probably have a grievance! 

Was there sufficient proof or was management’s action based on 
hearsay? 

Did management investigate and verify the charge before taking 
action or did it "shoot from the hip" first and investigate after the 
fact? 

Did management selectively "stack the deck” by overemphasizing 
certain facts and points while playing down those factors that 
would favor the grievant? 

Did management overreact? Did they react drastically and  
emotionally rather than objectively? 

Was the discipline punitive and vindictive rather than corrective 
and remedial? 

Was the discipline timely? 

Did it follow the alleged commission or omission within a logical 
and reasonable time? 

Did management wait until an incident occurred before suddenly 
clamping down? 

Was the penalty consistent with the principle of progressive  
discipline? 

Was the grievant adequately informed as to what level of  
performance or compliance would be expected of him or her? 

Did the penalty violate any applicable and relevant provision of: 
• the contract, 
• an addendum to the agreement, 
• a side letter, 
• a policy, 
• an administrative directive, 
• a past practice, 
• an applicable and relevant arbitration award or 
• an applicable law? 

Question No 

 

 

 

 

 

 

 

 

 

 

 

Yes 
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Weingarten Rights 
 
   When we covered the different steps of “Just Cause”, one of the tests is a 
fair investigation. In order to make sure the investigation is fair, workers have the right to have 
a steward present at investigation interviews. This right is called Weingarten. This right was 
established by the Supreme Court in 1975 and provides that a worker who is being 
interrogated by management may request that a union steward be present during the 
investigation. The right belongs to the worker, not the union, and can be invoked only by the 
worker.  
 
For Weingarten to apply there must be several 
conditions or tests that must be met. The 
employer must be conducting an investigatory 
interview (or questioning a worker) to obtain 
information that could possibly lead to 
discipline. If such an interview takes place, the 
following rules apply: 
 
 
The worker must make a clear request for union representation. Once the request has been 
made, management then has the following options: 

• Grant the request and delay questioning until a steward arrives and has an 
opportunity to talk privately with the worker, 

• Deny the request and end the interview or 
• Give the worker the choice of having the interview without a steward present or 

ending the interview. 
 
Management is not obligated to inform a worker that he or she has the right to a union 
steward, so it is critical that stewards educate workers to the existence of this Supreme Court 
ruling.  

 
 

Many members are 
not aware of this 
right. Here is a 
sample card. You 
should make copies 
and give to your  
co-workers or post 
on the union board. 
Make members 
aware of their right! 

 

Weingarten rights only apply 
in investigation meetings - if 

the employer has already 
decided the discipline, 

Weingarten does not apply. 
(But just cause has been broken!) 

 
“I request to have a Union Representative present on my behalf 
during the meeting because I believe it may lead to disciplinary 
action being taken against me. If I am denied my right to have a 
Union Representative present, I will refuse to answer accusatory 
questions that I believe may lead to discipline.” 
 

Steward:______________________ 
 
Number:______________________ 
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You are called into an investigation meeting, what next? Are you just a witness? No way! If a 
steward is called into an interview, he or she has the right to advise and counsel the worker. 
Case law has established the following rights for the union steward: 
 

• The supervisor must inform the steward of the reason for the interrogation. 
• The steward has the right to take the worker aside for a private meeting before 

questioning begins. 

• The steward has the right to speak during the interview. 
• The steward can ask for clarification of questions so that the worker can understand 

what he or she is being asked. 

• The steward can give advice on how to answer a question. 
• When the questioning is over, the steward can provide additional information to 

management. 
 
However, stewards do not have the right to tell workers not to answer questions or to give 
false answers. Because workers can be disciplined for not answering questions from 
management. Stewards can be helpful to workers in a number of ways in an investigatory 
interview. Besides being a witness for the worker, stewards can: 

 
• Help the worker explain what happened. 
• Raise extenuating circumstances. 
• Help a worker from making a fatal admission. 
• Prevent the worker from denying everything, thereby giving the appearance of 

dishonesty. 
• Help the worker from losing his or her temper and getting fired for 

insubordination. 

 

Some of our contracts contain additional rights that go beyond the rights 
established by law. Some contracts have the right to union representation during 

any meeting and others say that management must inform members of their right to have union  
representation present.  

 

It is very important to check your contract! 
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Weingarten Rights-Yes or No? 

Question Answer 

Q: A worker is called into the boss’ office in 
order to be informed that she has received a 
one-day suspension. She requests that she 
have a steward attend the meeting.  
Management refuses to have the steward  
attend the meeting. Is this a violation of her 
Weingarten rights? 

A: Not under Weingarten. In this case the 
worker is being called in to be given  
discipline. Therefore it is not an investigatory  
interview. However, your contract may  
require that a steward be present when  
discipline is imposed. 

Q: John is called into the supervisor’s office 
for a discussion of his work record. John’s 
steward is sick, so John asks that the  
interview be delayed until his steward  
returns. Must management delay the  
interview until John’s steward returns to 
work? 

A: No. Management does not have to delay 
the investigation if other union  
representatives are available. 

Q: A worker was given a written warning 
about poor attendance and told that she must 
participate in absence counseling sessions 
with a member of the human resources  
department. Can this worker demand the 
presence of a union steward at the  
counseling sessions? 

A: It depends on whether the worker has a 
reasonable fear that the counseling could  
result in further discipline. If notes from the 
sessions are kept in the worker’s permanent 
record, or if other workers have been  
disciplined after counseling sessions, then the 
worker could reasonably fear that discipline 
might occur and Weingarten would apply. 

Q: You are a steward and notice that a 
worker is being interviewed in a supervisor’s 
office. Can you request to attend the  
meeting? 

A: Yes. A steward has a protected right to 
demand admission to a Weingarten  
interview. Once the request is made,  
however, the worker must agree to have you 
in the meeting. Of course, the meeting must 
meet the tests of Weingarten for the rule to 
apply. 

Q: A worker is called in for an interview  
regarding a recent accident. The worker  
requests that a union steward be present.  
The supervisor refuses to allow the steward 
to be called in, claiming that he is only trying 
to get the facts that led to the accident, and 
continues to question the worker. Can the 
worker refuse to answer the questions of the 
supervisor? 

A: Yes. According to the NLRB, when a 
worker is entitled to have a steward present 
and the employer refuses to allow a steward 
to be present, the worker can refuse to  
participate in the interview, even to the point 
of walking out of the interview. 
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  Now might be a good time to 
mention some popular management tactics 
designed to frustrate you. Managers might  
use them "tactically" during a meeting, or 
"strategically" over the weeks and months of  
a grievance. But use them they will. They 
always have. 
 
 
Stalling  
Probably the all-time favorite. By foot-
dragging, management hopes you'll lose 
interest and go away. This is why the 
grievance steps have time limits, and why 
we've asked you to write them in this book. 
(You did write them, didn't you?) 
 
 
Sidetracking, Water Mucking  
Like a magician who misdirects your  
attention, bosses love to bring up issues not 
related to the grievance you're dealing with. 
Don't let them. 
 
 
Threats and Insults  
Crude, but often effective. Don't let 
management provoke you into losing your 
temper. If you have a grievant with you at a 
meeting, be sure they're prepared for this  

one. Call a caucus (outside) if you think  
somebody's about to lose it (including you). 

 
 

Horse-trading  
When several issues are on the table, 
management may offer you a "trade": win 
one, lose one. Don't fall for it. It' s a sure 
way to lose the trust of your members and it 
may expose you to fair representation 
claims. Never risk your integrity to buy a 
"win". If you lose both grievances, so be it. If 
you should ever horse-trade, management 
will demand a concession from the union 
for every agreement ever after. 
   
 
Stonewalling  
Like stalling, only worse. Sometimes they're 
bluffing, sometimes not. This is the tactic 
arbitrations are made from. The only way to 
find out is to invoke the time limits in your 
contract. That's why they're there. It's the 
union's job to move the grievance along. 

 

 
 

I should’ve called a caucus!  
A caucus is when the union asks management to leave the room in order to 

have time with the member, alone.  
You can use this time to calm yourself or the member down, ask the member 

questions that might have come up, come up with a strategy, or use to buy some time because 
the meeting isn’t going the way you planned!  

Management can also call a caucus for the union side to leave the room. 

Management Ploys 
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Writing a Grievance 
 
  The purpose of a written grievance is to give official notification of the 
grievance and should not be long or complicated. Because the written grievance only provides 
a written notification, you should not argue your case in writing. Your chance to present your 
case happens in your Step 1 meeting with management.  
 
It is not a grievance unless the following three parts are included: 

� Statement of Grievance 

� Specific Contract Violation-What was violated? 

Mention all sections of the contract that might possibly 
be violated. Review the contract and include all  
violated articles and sections.  Include all areas that you 
reasonably believe may have been violated. 

 Cover all your bases by  
using the phrase “and all 
other relevant sections of 
the contract”. Example: 
“This action violated Article 
___, Section___ and all other 
relevant sections of the  
Contract”. 

� The Remedy  

How do you want the employer to correct the  
situation? Ask for all the benefits that the worker would 
have if the violation had never occurred.  
 
This is what you want out of the  
grievance.  Generally, we can only ask for what we 
have a right to under the contract.  Of course, where 
possible, we want to try to stretch those rights.  Avoid 
remedies that include things like supervisory apologies 
and penalties. 

 Again, cover your bases by 
using the inclusive phrase, 
“shall be made whole for 
any and all losses”. Example 
of requested remedy: Two 
days pay and shall be made 
whole for any and all losses.  

This is the story–what happened or failed to happen?  Be as simple, clear and concise as  
possible. This includes the name of the grievant, and when and where the grievance took 
place. Include the minimum of facts, remember: no argument. It could and should be only  
one sentence.  
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Here are two examples of how to write a grievance: 
 
 

 
 

Issue:  
Change in 

Starting Time 

Poorly Written Much Better! 

 

 

� 
Statement of 
Grievance 

 
Without even talking to the union 
about it, management decided to 
change the starting time of the swing 
shift and the evening shift. Changing 
the start time for these shifts by 45  
minutes would wreck havoc on the 
lives of employees. Management never 
listens to the union and they just can’t 
go around doing whatever they want. 
This is unfair for all workers on these 
two shifts. 

 
On October 30th, management 
changed the start times of the 
swing shift and the evening shift.  

 

� 

Contract  
Violation 

 
 
 

 
The contact and NLRA. 

 
This action violates Article XII 
Hours of Work, Articles XIV  
Definition of Shifts and any other 
relevant articles of the contract. 

 

�  

Remedy 
 
 

 
That management stop pulling stunts 
like this and start following the  
contract. 

 
That management immediately 
return to the schedule described in 
the contract and for employees to 
be made whole.  
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Issue:  
Personal Leave 

Poorly Written Much Better! 

 
 
 
 
 

���� 

Statement of 
Grievance 

 
Last week Mary Roberts had to stay 
home and take care of her child who 
was sick. Mary’s babysitter was sick 
that day and she couldn’t find  
someone on such short notice. Her 
husband was out of town so he  
couldn’t help. So she asked for  
personal leave because the contract 
says you can use personal leave for  
emergencies. But Mike Carr, her  
supervisor, told her she couldn’t have 
personal leave. He gave her an  
unexcused absence. He said everyone 
should have back-ups in place in case 
this kind of thing happens.  

 
Mary Roberts was improperly denied 
personal leave for May 18.  

 

���� 
Contract  
Violation 

 
The contract that Mike Carr needs to 
read. 

 
The action violates Article XIII  
Personal Leave and any other  
relevant contract provisions. 

 
 

���� 
Remedy 

 
All the employees in the department 
from all the seven work locations 
should get together for a meeting and 
Mike Carr should have to publicly 
apologize to Mary and promise to 
never do something like this again. 
Mary should get her day back. 

 
That Mary Roberts be granted a  
personal leave day for May 18 and 
that she be made whole.  

  For more examples of grievances see Appendix V. 
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  As a new steward, you may 
feel intimated about writing grievances. No 
need to. Don’t feel like you need to be a 
lawyer, a writer or a negotiator. Even though 
grievances are legal documents they are much 
simpler than any legal document you will 
ever see.  Here are some basic principles to 
live by when writing a grievance. If you stick 
to these, you’ll be fine. 
 
 
Limit Statements to Basic Facts. 
The purpose of the written grievance is to 
trigger the formal stages of the grievance 
process and notify the employer of the basic 
facts, alleged violations and requested 
remedy. 
 
 
Use short, positive statements and simple 
descriptive words.   
Long sentences are hard to understand and 
sometimes can be misinterpreted.  Stick to 
short, clear sentences.  Write like you speak.  
Make it clear and simple. 
 
 
Keep documentation and arguments out of 
the grievance form.   
For example, “Mary Smith was sent home for 
saying ##$% to her supervisor.  However she 
did not say ##$%, she said @%@%…” is not a 
good statement of the grievance.  “Mary 
Smith was disciplined without just cause”, is a 
good statement in a grievance form. 
 
 
Use caution when stating specifics.   
Use terms like “on or about February 19th”, 
unless you are 100% absolutely and positively 
sure. This protects the grievance from being 
invalid due to a technical error. 

 
Use an objective and affirmative 
approach.   
Use the third person (he, she, they, the 
supervisor).  Avoid using phrases such as 
“I think” or “I believe”.  State the union’s 
position strongly and positively, but 
without personal attacks on management. 
 
 
Include all contract violations.  
Don’t limit the violation to a single section 
of the contract.  Use the phrase “violates 
the contract, including but not limited to 
Article ___” . This may allow you to claim 
or identify additional violations, if 
necessary. 
 
 
 
 
 
 
 
 
 
 
State a full, possible remedy.   
If a worker has been discharged, ask that 
she “be made whole”. Including 
immediate reinstatement with full back 
pay and all rights, privileges and benefits 
restored, and the entire matter expunged 
from her record”.  Remember, if the 
grievance goes to an arbitrator, the 
arbitrator can only award what is allowed 
by the contract. 
 
 
Consult with the grievant.   
Go over the written grievance with the 
grievant, explaining the requested remedy. 

Principles of Grievance Writing 
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Our Right to Information 
 
  Under our contracts, the NLRA, and the Supreme Court, the employer is 
obligated to provide the union information that it needs in order to process grievances.   
 
As a steward, you may request information from the employer: 

• When investigating a grievance (to figure out if you should file one or not). 
• When preparing for a grievance (to help write the grievance). 
• When preparing for a grievance meeting. 
• When deciding whether to drop or advance a grievance. 
• When deciding whether to arbitrate a grievance. 

 
The employer must provide documents, data and factual information that you request.  
However, you can’t just say, “give me everything you have”, rather you must make requests 
for specific types of information. 

 
Here is a list of types of information that you have the right to request: 

• Accident records   • Job descriptions 

• Attendance records • Materials records   

• Bargaining notes  • Payroll records 

• Bid applications • Performance reviews   

• Company memos • Personnel files 

• Contracts  • Salary/bonus records  

• Correspondence • Security guard records 

• Disciplinary records  • Seniority lists  

• Equipment specifications • Supervisors’ notes 

• Evaluations  • Time study records  

• Inspection records • Time cards 

• Injury reports • Training manuals 

• Insurance policies  • Video surveillance tapes 

• Interview notes • Work rules 

• Job assignments   
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Requests for information can be made orally.  However, it is far better and should be made 
in writing. Be as specific as possible in identifying the documents or the data that you are 
requesting.  By making the request in writing you are documenting what you asked for and 
when the request was made.   
 
Information requests should include: 

• The date of the day you write the request, 
• The name of the management person you are asking to provide the information, 
• Your name, 
• The name of the grievance related to the information request, 
• Specific description of the information you want, and 
• Deadline of when you need it by. 

 
Here is an example of an information request for a discharge because of tardiness: 

Date: October 10, 2009 
To: Paul O’ Connor, Labor Relations Manager 
From: Marge Kho, Steward 
Re: Discharge of Donna Moore for tardiness 

 
Dear Mr. Connor, 
To prepare the grievance of  Donna Moore, the union requests the following information: 

1. Donna Moore’s personnel file. 
2. The reasons for her discharge. 
3. All information considered in making the decision to terminate. 
4. A description of any counseling of Ms. Moore regarding her tardiness. 
5. Tardiness records for all bargaining unit employees over the past three years. 
6. Names of all employees disciplined for tardiness, dates and descriptions of each            

discipline, and the amount of tardiness that led to each discipline over the past three 
years. In each case, please attach a copy of the disciplinary letter provided to the          
employee. Also indicate any adjustments in discipline that occurred in the course of     
the grievance procedure. 

7. All personnel manuals, notices or other documents that set forth the company’s            
tardiness policies and the punishments for violations of said policies. 

 
Please provide the information prior to the grievance meeting scheduled for October 25th, 2009. 
If any part of this request is denied or if any material is unavailable, please state so in writing 
and provide the remaining items as son as possible, which the union will accept without      
prejudice to its position that it is entitled to all documents and information called for in this    
request. This letter is submitted without prejudice to the union’s right to file subsequent          
requests. 
 
Sincerely, 
Frank Smith 
SEIU-UHW, Shop Steward 
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People War and Paper War 
 
Management may refuse to provide the information you request claiming you don’t really 
need the information, that it is too difficult to produce, or for other reasons. What do you do to 
get the information? People war and paper war! 
 
PERSIST IN DEMANDING THE INFORMATION! You have a right to it. Move your 
requests up the chain of command (supervisor to manager to human resources to Director of 
Human Resources to CEO, etc.) as you persist in demanding the information.  

 

For more examples of information requests: Please see Appendix VI. 

Issue:  Paper War 

You send the information request to 
department manager, no response by 
date requested. 

You send the information request 
again, noting the lack of response 
and CC: the dept manager’s  
supervisor with another deadline. 

Still no response.  Send the information request to  
directly to the supervisor, saying the 
manger underneath them is not  
providing the information. 

Still no response. Send the information request to  
human resources and CC: the dept 
manager and supervisor, requesting 
the information again and the lack 
of response.  

Until you get the information 
requested….. 

Move up the chain of 
 command in your facility!  
(It may be different than the 

example above.) 

People War 

You bring in the grievant(s)  
involved with the issue to the  
management person on your  
information request and, in person, 
request the information. 

You bring in the grievant(s) and a 
few more shop stewards to the  
manager’s supervisor’s office and 
make the request to hand over the 
information necessary. 

Bring in the steward council and the 
grievant(s) to the Human  
Resource Director’s office to  
demand the information requested.  

Bring in more and more  
people! 

In cases where management refuses to provide information because of 
confidentiality, you may be able to get what you want by modifying your 
request or getting written authorization to see the information from the people 
whose information you want. You can also request a “black out” of names and 
personal information. 
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  Although every grievance is 
unique, here is some helpful information to 
request when processing these certain types  
of grievances. 
 
Discipline: To prove unequal treatment, ask 
for the names of employees who have 
committed the same offense and the penalties 
imposed on them. If management conducted 
interviews with the grievant or witnesses, ask 
for copies of the interviewer’s notes. 
 

Contract Interpretation Dispute: Ask for any 
facts or past occurrences that support the 
employer’s interpretation of the disputed 
language. Request the employer’s bargaining 
notes from the sessions during which the 
parties negotiated the language.  
 

Promotion Dispute: Request the personnel 
files of the successful bidder and the grievant 
and any notes or reports evaluating the 
applicants. 
 

Dangerous Substance: Request the material 
safety data sheet (MSDS) supplied by the 
manufacturer, copies of any OSHA citations, 
studies by the employer or others concerning 
the substance, and data concerning employee 
illnesses (medical authorizations may be 
necessary). 
 

Leave Request: Ask for a list of all requests  
by the employees over the last three years and 
reasons why management granted or refused 
them. 
 

Contracting Out: Ask for the type and location 
of the work, the reason for the contract and 
the number of employees. Request a copy of 
the contract and any correspondence 
(including e-mail) between the employer and 
the contractor. 

Supervisors and Other Non-Bargaining 
Unit Personnel: Included in the right to 
request information is the right to request 
information of non-union employees- 
supervisors, office staff, security guards-if 
the information is relevant to a bargaining 
unit grievance or a demand to bargain. 
 

Unequal Treatment: Information about 
non-union personnel is often helpful in 
disciplinary grievances because of the 
labor relations principle that when a rule 
applies to all personnel in the facility, an 
employer cannot punish a union member 
more harshly than a non-union employee 
who commits the same wrong. In such 
circumstances, you may ask for the names 
of any non-union employees who violated 
the rule, an account of each infraction, and 
a description of any discipline.  
 
 
 
 
 
 
 
 
 
 

 

Bargaining Unit Work: To investigate 
bargaining work performed by non-union 
employees, you can request the employees’ 
job description, schedules, and time 
records. 
 

Harassment: If a supervisor assaults, 
threatens, or discriminates against a 
bargaining unit member in violation of the 
contract or the employer’s anti-harassment 
policies, and the union files a grievance 
asking for the supervisor’s removal, the 
union can request information concerning 
the employer’s investigation of the matter, 
any disciplinary or corrective actions 
taken, and any other prior incidents of 
discrimination or harassment involving the 
supervisor. 

Some UHW contracts prohibit contracting out 

of departments. Check your contract! 

If you know the same infraction occurred to 

a particular person, you have the right to 

ask to examine that specific employee’s 

records concerning the violation from the 

employee’s file. 

Particular Grievances  
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The Art of Interviewing 
 
                          In any type of investigation we are conducting, there is an essential part of your 
investigation: the interview. We use interviews as a way to understand the whole picture of 
the situation we are investigating. We do this by interviewing potential grievant(s), witnesses, 
and even management.  It is your source of the steps you need to take, who to talk to, what the 
situation is and to get a general sense of your strategy around the issue. Interviews should 
always be face-to-face conversations. 
 

 
 
 
Find the right place and time for the interview: 
A quiet place and sufficient time are the conditions you 
need. 
 
 
Listen well and encourage the member to talk: 
Listen and ask questions, encourage the member to “talk 
it out”, and restate what the member has told you in 
order to get the whole story. Don’t ask leading questions. 
You’re not the one trying to guess what the problem is. 
 
 
Let the member express her or his feelings: 
While you are certainly after the facts, the member’s 
feelings are important and can help shed light on the 
incident. 
 
 
Ask probing questions (be an active listener): 
These questions often begin with a “why”? Ask questions 
that will help the member explain what happened. You 
need to get beneath the surface of what the member is 
telling you. 
 
 
Help the member through the problem: 
You and the member should weigh alternatives and 
explore solutions together as part of the interview. 

 
 
 

 

 

Avoid time 

wasting 

situations! As 

a steward, 

when interviewing, be careful of 

times when workers will want to 

take up a lot of your time.  

 

 

During the interview ask direct 

questions and make sure the worker 

is sticking to the facts and re-direct 

when they are off topic.  

 

 

Before meeting with a potential 

grievant, ask them to write up 

what their issue is before you 

meet with them. If they want their 

issue solved, they must take the time 

and a first step by documenting 

their issue.  
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Avoid making judgments or assumptions: 
Criticizing or moralizing puts the member on the defensive and makes it difficult to find out 
the facts and the members’ feelings. Recognize your own biases and how they influence you. 
 
 
Remember a good investigation requires more than interviewing the member: 
Don’t assume that you have received enough information from the grievant to make a 
decision about the grievance. Remember you have only heard one side of the story. Let the 
grievant know if you will be talking with witnesses, co-workers or management. 
 
 
Take Good Notes: 
Keep notes brief and concise. Write down only key words. Don’t try to write everything 
down. 
 
 
Be clear about the follow-up: 
At the end of the interview explain the grievance process and that it will be important for the 
member to be involved. Depending upon the case, tell the member that you need to 
complete your investigation before you can commit to filing the grievance. Either way, tell 
the member that you will get back to them by a specific date… and do it! 

 
 
 

When interviewing individuals, make sure you are always using them as 

opportunities! 

 

Looking for a steward in the department of the member you’re interviewing? Ask: 

“Who’s a leader in your department”? In the middle of a contract campaign and 

you’re doing a petition? Ask the member you’re interviewing to sign it! Think the issue 

you are investigating can potentially be an organizing issue? Ask: “Is there anyone else 

being affected by this issue”? The point is, in order to solve the issue and prevent it 

from occurring again in the future, use interviews as opportunities.  
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Here are Some Questions to Ask During an Interview: 
 
 
 
 

 

What do think management will  
say happened? 

 
How do you get along with _____ in general? 

 
Can you give an example of what you mean? 

 
What is the normal practice in  

your department? 
 

What time was it when it happened?  
How do you know? 

 
How many times did it happen? 

 
Why did you do that? 

Tell me the order that things happened? 
 

Exactly where were you (and others 
involved) when it happened? 

 
Who saw what happened? Who else 

should I talk to? 
 

Why do you think this happened? 
 
 

 
What were the exact words  

you/they said? 
 

Tell me more about  
what happened? 

 
How do you know that? 
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Meeting with Management 
   
  You’re going into a meeting with management, it’s your first time. What’s 
probably on your mind is: What if I say the wrong thing? What do I say? Do I say anything? 
Should I not bring in this bottled water? What if I run out of things to say? What if I say the 
wrong thing and get the member in trouble? 
 
Let’s just say your first meeting with management should not be alone. You should grab an 
experienced steward and observe. If all you need is one meeting to get the hang of it, great! If 
you feel like you need two meetings or even three to observe before you are ready to go at it 
alone. That’s great, too! All stewards  need to have the 3 E’s: 
 

Education: You are reading about it here! 
Exposure: Observe and see what a meeting with management is. 
Experience: Run a meeting with management- how did it go? 

 
 

Prepping to Meet with Management 
 
When you are in a grievance meeting with management, it is important that you prepare  
what you will say to management and how the meeting should go. Below are some good 
concepts to think about in order to help prepare for your meeting with management. 
 

• What remedy/resolution will you ask for? 
 
• What are your arguments?   
 
• Which are your strongest arguments? 
  
• Prepare your affected member(s), role-play with them as if you were management. 
 
• How will you maintain a UNITED front?   
 
• How will you communicate with your co-workers during the meeting? 
    (i.e. pass notes, tap your foot when you’re going to call a caucus, etc.) 
 
• How will you take control of the meeting? 
 
• Prepare your opening statement. 
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Once you are in the meeting, take good notes! Here is a good example of how to take notes 
when you are in a meeting with management. It’s helpful to know who said what and how the 
conversation went. You can also have another steward come to the meeting with you solely to 
take notes.  
 

 
 

 Investigation Meeting for Christina Burke 

  

 In Attendance: Fred Myers (steward) 

      Christina Burke (member, in sterile processing) 

                Malika Brentwood (manager, sterile processing) 

              Ed Sim (manager of EVS, note taker for mgmt.) 

  

 Date: January 6th, 2010 
 

 Union    Management 

     Malika: We called this meeting to  

     investigate an incident that  

     happened on 1.4.2010. 

Fred: Okay         

     Malika: Christina, were you   

     working on Tuesday? The fourth? 

Fred: What is this  

about? You were vague  

when I asked you. 

     Malika: Sure, there were 

     trays that were surgery trays 

     that went to the OR wet a 

     we want to see if Christin 

     can help us figu 

     who or what h 
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Dos and Don’ts of Meeting with Management 

 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 

Do: Talk to member(s) before the meeting 
happens. Prep them on what to expect and 
what the plan of action is. Prepare your case! 
A written outline, facts, documents, etc. Any 
meeting with management requires a  
strategic plan. It can also help you to define 
exactly what you want to accomplish in the 
meeting. 

Don’t: Let the employer “Divide and  
conquer” Never argue or disagree in front of 
management, call a union caucus. Don’t  
forget to use it and don’t talk too much. 

Do: Meeting in a conference room is  
preferable to the supervisor’s office. Sit  
directly across from the management  
spokesperson. If the management  
spokesperson sits at the head of the table, 
take the other end of the table. 

Don’t: Meet in the supervisor’s office. Try to 
meet on relatively neutral ground when  
possible.  

Do: Immediately debrief with the  
member(s) to review and summarize the 
meeting.  

Don’t: Talk to management alone. It can 
drive a wedge between members and you.  

Do: Take the initiative and begin the  
meeting. Introduce yourself and the grievant 
(if necessary) and state the purpose of the  
meeting. End the meeting by summarizing. 
What was accomplished and what will  
happen next.  

Don’t: Let management run the meeting or 
lose control of the meeting. Don’t lose sight 
of your agenda. 

Do: Ask about the manager you will meeting 
with. Find out their hot button, management 
style, history, etc. 

Don’t: Be manipulated into showing anger, 
unless it is part of your strategy.  

Do: Follow up the meeting with a written 
confirmation of agreement or next steps to 
the member(s) and the employer. Make sure 
all the documents are put in the grievant’s 
folder. 

Don’t: Ever leave the room without getting 
any agreements in writing by  
everyone in the room.  
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In Conclusion….Settlements Agreements 
 
  Here is where we all want to be, in settlement time. The end game of a 
grievance is to settle the grievance. Once we have gone through all the steps of the grievance 
and management is ready to close a grievance, the next step is negotiating a settlement 
agreement. A settlement agreement is an agreement between the union and the employer in 
which both parties enter into, to settle a grievance.  
 
Below is a sample of a settlement agreement and the essential pieces that are needed: 

For other samples of settlement agreements see Appendix VII. 

October 19th, 2009 

RE: SETTLEMENT AGREEMENT 
 
This SETTLEMENT AGREEMENT is entered into by and between the Mercy General  
Hospital (hereinafter “MGH") and SEIU-UHW (hereinafter "the Union”), the parties agree 
as follows: 
 
1. This SETTLEMENT AGREEMENT shall constitute the full, final and complete settlement 
of any and all present and future claims of the Pharmacy Department embodied in a  
grievance filed on October 6, 2009 respectively, regarding posting of the schedule in the 
Pharmacy Department. 
 
2. MGH and the Union agree that this SETTLEMENT AGREEMENT shall not constitute 
precedent governing the future course of conflict between the parties nor shall this  
SETTLEMENT AGREEMENT be cited as precedent in any forum for any purpose. 
 
3. By entering into this SETTLEMENT AGREEMENT, MGH does not admit to any  
violation of the parties' collective bargaining agreement or any provision of state or  
federal law.   
 
4. The Union hereby unconditionally withdraws with prejudice the grievance(s) described 
in paragraph (1) above.  The Union also agrees not to file a grievance related to 
the corrective action referenced in #1 above and again in #5 below. 
 
5.After execution of this SETTLEMENT AGREEMENT by the Union, MGH agrees 
to take the following affirmative action: 

• Resume posting the schedule as previously agreed to by the parties no later 
than October 21st, 2009. 

 
__________________________    ________________________ 
Cynthia Brown      Nick Frost 
VP Human Resources, MGH    SEIU-UHW, Steward 
 
__________________________ 
Dale Levinson, Pharmacy Dept. Representative 
 
 
 

Signature of Grievant 

Remedy: A real  
action item. 

Reference  
grievance. 

Boss language: 
Does not  

have to be 
there,  

but may need 
to be in order  

to settle. 

Name both  
parties involved. 
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Why Organize? 
 
  Mobilizing members to solve work site issues is the best way to build union 
strength and power in the workplace. When we have individual complaints, grievances or 
problems-we should always ask: does this issue affect a whole group?  For example, one 
worker getting disciplined for not completing work assignments may really be a larger issue of 
understaffing. To solve the larger issues, think of strategies and actions to win our issues as a 
group. Strategies such as: group grievances, petitions, mass meetings, marches on the boss, etc. 
This approach takes advantage of the source of the union’s strength—it’s members!  
 
Organizing is not only about solving problems or winning issues, but doing it in a way that 
builds the organization. A way that involves the membership and develops leaders. 

 
 Scenario One: Organizing is fundamentally how we move 

power from management to the union! 

1) Member comes to 

steward with issue. 
2) 1:1 Conversations: 

Come to the meeting! 

Let’s organize! 

3) Everyone is  

talking about the 

union! “Are you  

going to the  

meeting? Yes, of 

course”. 

4) 80% of the department    

Comes to a meeting.  

“Let’s do a group  

grievance and  

a petition and ALL of us 

hand it to our boss”!  

5) Action!  

When we give  

the grievance and the 

petition to the boss 

he’s scared and solves 

the problem right 

away! 

6) Victory! WE did it, as 

a union! Our boss won’t 

dare mess with us again! 

Scenario Two: 

Power stays with 

management. 

Here’s my  

grievance, call 

me so we can set 

up a meeting. 

Ummm... Yeah, I’ll call you 

when I get a chance. I need 

to check my schedule. I’m 

really busy….. 



Below are examples of a “servicing” model of unionism and an “organizing” model of 
unionism. The left side of the column is the “servicing” model; where stewards, union 
representatives, and leadership are only around and solve issues when they arise, like an 
insurance agent. This creates a weak powerless union-a very individualistic approach. On the 
right side of the column is an “organizing” model, which builds the kind of power we need to 
have a strong powerful union at our work sites. 

Servicing Model 
Weakening Members’ Power 

Organizing Model 
Building the Union & Workers’ Power 

Member has a problem and views it as only 
a personal issue. “They’re not re-classifying me 
even though I have the responsibilities and do the 
job of a higher-paid classification. They are  
ignoring me”. 

Member has a problem, but understands it is 
not just personal, but part of the conflict 
between management and workers. “They’re 
refusing to pay people fairly for the real work we 
do. This must stop”. 

Member says to steward: “Fix my problem.  
That’s why I pay dues, isn’t it”? 

Member says to steward: “What can we do so 
management doesn’t keep getting away with 
this”? 

Steward talks to boss alone. “Let’s just settle 
this so reclassifications are done promptly and 
fairly”. 

Steward talks to other members about how 
the issue affects us all. Steward and  
member(s) together go to talk to the boss to 
resolve the problem. 

Steward acts as an insurance agent and  
simply files the grievance. 

Steward acts as an organizer. The steward 
files the grievance and involves members to 
take action on the issue. A united message is 
sent to management. 

Grievance is won and individual member 
feels happy. Grievance is lost and member is 
unhappy and may blame “the union,” not 
management. 

Grievance is won and it is viewed as a  
victory for all. Those involved feel they have  
successfully defended workers’ rights.  
Those directly affected see the difference the 
union makes. Grievance is lost, but  
members are even more determined to take 
the campaign to the next level to protect 
workers’ rights. 

The Result: Members have not built power. 
Union organization at the worksite is weak.  
Management takes advantage of this lack 
of unity and loss of confidence in the  
Union.  It becomes easier for management 
to get away with violating the contract and 
eroding workers rights. 

The Result: Members are empowered and 
the union is better organized at the work 
site. The more collective understanding and 
action, the less ability for management to 
get away with disrespecting and  
intimidating members and violating the 
contract. 
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How to Organize Around Issues 
 
  How and why do we organize around issues that members face? We organize 
around issues because grievances can take a long time. This is frustrating to members, and the 
union is seen as weak. So, we take action–organizing action! 
 
Have you ever signed a petition, worn a union sticker, marched on the boss or picketed? Those 
are all organizing actions! Organizing actions with co-workers can help us more quickly win 
the resolutions we want. We can still file a grievance while at the same time applying pressure 
on management through organizing actions. 
 
 
Here are the steps you take to plan an organizing action: 

1. Evaluate the Issue - What is the issue you are trying to solve? 

 
Checklist for Choosing an Organizing Issue.  
A good organizing issue is one that matches most of the criteria.  The issue should: 
 

Result in a real improvement and be worthwhile.   
Will this specific solution help alleviate the problem?  Will people see the difference?   
Will people feel good that they are fighting for something that merits the effort? 
 
Be widely felt.   
How common is the problem?  How many workers face this situation?  Many people must 
feel that this is a real problem and must agree with the solution. 
 
Be deeply felt.   
Is this an issue that people feel strongly enough to do something about it?  It’s not enough 
that many people agree about the issue if none feel strongly. 
 
Be winnable.   
Does the issue seem achievable?  Do you know other groups that have won similar issues 
and how?  Success fosters enthusiasm.  Once you have solved the easier issues, you may 
get more help from other co-workers to tackle the more difficult ones in the future. 
 
Build the Union and Build Leadership.  
How will this organizing effort build workers’ capacity for future fights?  How will this 
solution lay the groundwork for future improvements?  Will the effort strengthen the  
solidarity, empowerment, and involvement among co-workers? 
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There are times when there isn’t a contract violation, and we can’t file a 
grievance, but the issue is still important to members.  We should not feel 
limited by our contracts and view the grievance procedure as the only way to 
solve problems.  

 
We can organize to resolve issues that members are facing! 

2. Set Your Goals of the Action 

 
What actions might you organize the workers to take? Actions can be part of a contract  
campaign, to resolve workplace issues, to unify members or to support community and/or 
political concerns.  Regardless of the reason, the questions you need to ask yourself are the 
same: 
 

• What is the problem you are trying to solve? 
 
• Who is the person(s) that can resolve the issue? 
 
• Who are the people impacted? 
 
• Who are potential allies (inside and outside of the facility)? 
 
• What do you think it will take to move the person(s) to do the right thing? 
 
• What are your goals? Number of members participating.  

 
• What is your escalation* plan? 
 
* Escalation- Most bosses will not resolve issues with just one action.  We always 
need to think about an escalating series of actions that put pressure on the boss.  We 
need to make sure we have a plan not just for one action, but next steps in each situa-
tion. Start out with a small action and escalate to a larger one. For example: a small 
action is a  petition,  a larger action is a march on the boss. 

 
 



Page 64 SEIU-UHW Stewards Handbook 

 

 

 

5. Debrief the Action: 

• Review your goals for the action: 
° Number of members participating 
° Moving the boss 

 

• Union building goals (leadership, network building), did you achieve them? If so, 
why? If not, why not? 

 

• Review next steps in escalation and consolidation of union building goals. 
 

• Review highlights and lowlights, what worked, what did not work, how could we 
make it better next time. 

4. Do it!  

 
This is the fun part! 
 

3. Plan the Action 

Before the action: 
• Meet with your leaders and answer the questions above. 
• Do a checklist of everything that needs to happen for the action with clear assignments 

and deadlines. 

• Review assignments, deadlines, and who is responsible for what. 
• Make sure leaders are leading. 
• Brainstorm a fun activity so you don’t wind up doing the same old same old.           

(For some ideas, see the following section: “Menu of Actions”.) 

• Come up with a clear plan and set a time for debriefing the action as well. 
 

If members don’t own the action, they won’t own the results. 

See Appendix IX for an Organizing Action Worksheet. 



Page 65 SEIU-UHW Stewards Handbook 

Menu of Actions 
 
  There are many different ways you can do organizing actions. Here are some 
ideas that will hopefully get the creative juices flowing!  When we do the same ones over and 
over again, members are less likely to want to be involved. They also tend to lose their effect 
on management. Union actions should be exciting! Make it fun and creative and keep it 
simple and visible. 
 
Some Holiday Actions 
July 4th: Freedom from Bad Bosses Day! 
Thanksgiving: Turkey of the year award. 
Christmas:  Grinch of the year or send bags of coal. 
Valentine’s Day: Don’t Break My Heart. 

 
Take the Boss’ Words and Turn Them Around 
Pillar of Excellence: Pillar of Shame 
What happened to the “P” in LMP*?  
*LMP stands Labor-Management Partnership, A Kaiser Permanente term 
Target 100: Target 100% Employee Satisfaction 
 
Fun Actions 
Ice cream social:  
“Get the Real Scoop.” 
Helium balloon: 
“You’re Full of Hot Air.” 
Candy gram:  
“We wish you were sweet.” 
Dice:  
“Don’t Gamble with Our 
Future”. 
Plastic Rat: 
“(the bosses’ name) is a rat”. 
 
Things to Give to the Boss 
PayDay candy Bars. 
Peanuts: We work for 
peanuts. 
Pennies: We work for 
pennies. 
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  Sooner or later, organizing for 
any union activity comes down to talking to 
people one-on-one. It’s important to think 
ahead of time of how you are going to do that.  
 
The key thing to remember is that your goal is 
to draw the other person into a conversation. 
This is not you talking AT someone; it is you 
trying to get a dialogue going. The golden rule 
of good conversations is that you are doing 
20% of the talking and 80% of the listening.  
And that means asking a lot of open-ended 
questions and REALLY LISTENING to the 
answers. 
 
There are five main parts to an effective 
conversation: 
 
1) Introduction: Establish a comfortable 
atmosphere. Let the person know who you are 
and what your role in the union is. Ask them 
some questions that are simple and factual to 
learn about them. For instance, how long have 
you worked here? What do you like most 
about your job? Why did you choose this 
career? 
 
2) Education & Agitation: Explain what the 
issue is (if there is a defined issue), and/or 
find out what they care about in their job. Ask 
questions like what kind of improvements 
would you like to make in your work?  What 
about your job do you not like?  What kind of 
changes would you like to see? 
 
Generate emotion. Ask how they feel about 
what’s going on. Do healthcare workers 
deserve more, not less? Do patients deserve 
more, not less? How does this impact your 
life? Your family? Your ability to care for 
patients?  
 
 

Challenge them to see whether or not they 
are willing to do something about it. Do 
you deserve to be treated that way? Do 
your patients deserve better care?   
 
3) Describe The Plan to Win: Let the person 
know what you and their other co-workers 
are doing to improve things. Share a story 
about how this action worked to improve 
the situation. It’s a proven way to solve the 
issue! Describe the action or event–a 
meeting, an informational picket, a sticker 
day, lobby day or a petition.  Let the person 
know that something can be done if we all 
work together. Provide hope! 
 
4) Recruitment: Ask for the person’s 
commitment to participate in the activity.  
Will they come to the action, participate in 
the meeting, distribute a survey, and sign a 
petition?  Be specific about what you are 
asking the person to do. Explain the 
urgency for each of us to get involved.  
Each person can make a difference! 
 
Remember that very few people will say 
yes the first time.  If you walk away after 
they say no, you are telling your co-worker 
that they are not important or that the issue 
is not important. 
 
Be persistent. Let them know you are 
listening and give them a reason why they 
need to get involved 
 
If they say YES, confirm the commitment 
and extend the commitment to include 
others. “Who are two other folks from your 
shift who can go with you”? 
 
5) Follow-up: Set up a reminder call time 
to talk to the person again before the event 
to confirm their participation. 

1:1 Conversations 
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  In this next chapter, we are 
going to discuss the role leaders play as 
political activists. From the bedside to the 
ballot box, and from your community to the 
capitol, political action is essential to build 
healthcare workers’ power. Just like in your 
work site, union strength in politics depends 
on member involvement.   
 
Why do Politics Matter? 
1) Most of the money that pays for healthcare 
in California is government funded. Health 
care dollars flow into California from the 
federal government through Medicare and 
Medi-Cal and many of the decisions about 
how to spend these dollars get made in 
Sacramento. It is essential that health care 
workers advocate for national funding and 
influence the distribution of funds on the state 
and county levels. Our wages, benefits and 
working conditions get decided by our 
employers, and also by the politicians. 
 
2) Healthcare workers know more about 
quality patient care than anyone else, and 
federal, state and county guidelines determine 
how patients are cared for. We need to 
advocate for the rights of patients, since they 
often times don’t have their own organizations 
to do this for them. And most importantly, 
because we are uniquely positioned to tell the 
story of what patients need. 

 
3) Many of the different classifications of 
healthcare workers are subject to guidelines 
and standards set by politicians. They 
determine how our licenses get renewed and 
how we maintain our status in our different 
classifications. We need to advocate for what 
makes the most sense, because if we don’t the 
only voice that the politicians hear is the voice 
of the hospital industry which is only 
interested in their bottom line. 

4) We exist not just as healthcare workers, 
but as members of our community. Issues 
that concern us like the education of our 
children, whether or not our elderly family 
members can be taken care of with dignity 
in their homes and the types of housing 
that are available in our neighborhoods are 
all issues that concern us deeply. Our union 
is a vehicle for making our voice heard on 
those issues as well. 

 
How we influence politics: 

 
Money power 
When we pool our resources, $5 or $20 at a 
time; we can pool our power to equal the 
power of the healthcare industry. COPE 
(Committee On Political Education) is our 
political action fund that we use to 
influence policy decisions and resource 
allocation decisions. 
 
People power 
Politicians rely on volunteers phone 
banking and walking precincts to get 
elected. The more we do that, the more 
influence we have over politicians.   
 
Lobbying power 
Our voices are heard by going and talking 
to politicians and telling them our story.  
They don’t understand what it is like to be 
a healthcare worker. We need to tell them 
our story and the stories of those we care 
for so they understand the issues we face 
day to day.  
 
Voting power 
We vote them in and we can vote them out.  
This also means making sure each member 
that has the right to vote is registered. 

 

Our Political Landscape 
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Healthcare Workers Can’t Afford Not to be Involved in Politics 
 
  Nearly every facet of healthcare, from funding to regulation, is governed by 
the decisions made by elected officials at the federal, state, and local levels. Below are some 
examples of political areas that affect us as union healthcare workers: 
 

We elect our boss. 
• Healthcare employers (who we bargain with) are elected, such as homecare 

workers whose employers are the County Board of Supervisors.  
 
• The employer (who we bargain with) at public and district hospitals are county 

agencies or public boards, which are elected positions. 
  

Our paychecks come from tax dollars. 
• Homecare is 100% publicly funded. Each year, as elected officials in Sacramento 

struggle with balancing the state budget, funding for homecare always comes 
under attack.  In 2005, we won the “Aging With Dignity” act, which increased 
state matching funding to increase wages and benefits for homecare workers.  It 
provided a stable workforce of caregivers for our most vulnerable neighbors.  

  
• Nursing homes rely on public funding from Medicare and Medi-Cal (80% of their 

funding). In 2005, we won a major victory in nursing home rate reform in order to 
increase resources for patient care in nursing homes.  

  
• Hospitals depend on public funding (Medicare and Medi-Cal) for about 60% of 

their revenues. Private insurance pays for only about 40% of hospital funding in 
California.  

  
Laws and State Agencies regulate the way we do our job. 

• Title 22: This California law licenses and regulates Health Facilities, Home Health 
Agencies, Clinics, and Referral Agencies to provide “safe patient care”. 

 
• Department of Health Services (DHS): This California state agency which enforces 

Title 22 regulations “to protect and improve the health of all Californians” is 
funded entirely by public money. Patient safety and our working conditions—
everything from nursing home inspections to hospital staffing levels—are in the 
hands of this agency. Right now, due to lack of funding and priority, DHS lacks 
staff needed to fulfill their mandate. 

 

• Occupational Safety and Health (CAL-OSHA): This California state agency 
protects workers and the public from safety hazards by enforcing California's 
occupational and public safety laws, including inspecting workplaces based on 
complaints.  Right now, like DHS, this state agency is under funded and lacks the 
staff they need to fulfill their mandate.  
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 Union Standards are Good Standards for All Workers  
 
  Below are some legislative victories that all depended on union members for 
passage. Surprisingly enough, many of them began as union-bargained benefits and then 
became the standard for all workers regardless of union membership. Legislative gains are 
important because they provide a floor from which unions can bargain. For example, the 40 
hour work-week provides a floor from which the union can bargain shorter workdays or better 
overtime pay.   
 

Unions have also played an important role in the passage of workplace laws and they also 
play an important role in enforcing those laws in unionized workplaces. Employers who 
bargain with unions are more likely to comply with the laws and are more likely to know 
about benefits such as The Family Medical Leave Act. 
 
Employers always oppose advancements. Why? Because it costs them money. Money acts like 
a megaphone. Is it right that people with money or people in positions of power have a louder 
voice than healthcare workers who know healthcare best? Of course not. That’s why we 
organize, so that the union can act like a megaphone. When we combine our voices and our  
COPE dollars, we have power. The role of unions has been to create a balance of power in the 
workplace and in society.  
 
We have won contractual gains and political gains. Together those wins have raised standards 
not only for our own members but for all working families.  

• 8-Hour Day  • The Right to Organize • Mandating Minimum Funding 
for Schools 

• 40-Hour Week • The Right to Bargain • Health Benefits for the Poor,    
Elderly and Disabled 

• Paid Vacations • Union Recognition  • Civil and Human Rights         
Protections 

• Child Labor Laws • Aging With Dignity Act • Sharps Safety and Needle Stick 
Prevention 

• Job Security • Public Education • Hospital Staffing Standards 

• Pensions • Living Wage  • No Patient Dumping of Poor 
Emergency Patients 

• Overtime Pay • Social Security • Mandatory Safe Hospital Stays  

• Minimum Wage • Health and Safety Laws • Community Input on the Sales of 
Hospitals  

• Sick Leave  • Unemployment Insurance • Nursing Home Rate Reform 
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What Can You Do? 
 
UHW leaders are change makers. We have the responsibility to make our co-workers aware 
of political landscape that affects our livelihood and those we care for. We engage our co-
workers in conversations, educate and involve them in ways to have an impact on politics to 
make the change we, as healthcare workers, know is right. Listed below are some things you 
should know to fulfill the role of the work site political activist and suggestions as to how to 
do them. 
 

• Keep members informed about political events: Read newspapers and UHW 
literature. 

 
• Distribute flyers or newsletters to your co-workers as a way have conversations 

on why it’s important for them to be involved in the political process. 
 
• Encourage everyone to vote and register co-workers who are eligible.  
 
• Hold a COPE drive in your department to sign up co-workers as COPE 

contributors. 
 
• Work on a campaign: Volunteer to phone bank, knock on doors, stuff envelopes 

or pass out fliers and recruit your co-workers. 
 
• Be vocal: Organize your co-workers to lobby local and state elected officials so 

our voices are heard. 
 

 

I’m so tired of not 

being able to give 

patients the  

procedures and  

patient-care they 

need because they 

have no insurance... 

I know Karen, it 

frustrates me, 

too! That’s why I 

want to talk to you 

about COPE! 
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  We know why we need to get 
involved in politics, but how do we get our 
money power? COPE! We mentioned it 
before, but let’s discuss further. COPE is the 
acronym and stands for Committee On 
Political Education (we’re so clever). By law, 
our union cannot use our union dues for 
political contributions or activities.  
 
All COPE money goes into SEIU's political 
account for use in local, state, and federal 
activities only. It does not become part of the 
general treasury (where our dues go). A 
portion goes to the SEIU federal PAC (Political 
Action Committee) at our International office 
for use in Congressional or U.S. Senate races. 
COPE money is used not only for 
contributions to candidates, but also voter 
registration efforts, lobbying, and get-out-the-
vote efforts. Funds are also used to introduce 
and pass legislation that protects our members 
and their families.  
 
In order to have money power, members give 
a voluntary contribution that is deducted the 
same way our dues are. Members can 
contribute however much or little they like, 
from two dollars to fifty dollars, it’s up to 
them! How do we talk to our co-workers 
about contributing to COPE? Below are some 
helpful talking points to persuade our co-
workers to be part of the political process:  
 
What we want to do: All of us want the same 
things from our work.  We want to be able to 
support our families, we want health benefits 
we can count on, we want opportunities to get 
ahead and we want to feel that our work is 
appreciated. 

 
Connecting to politics: We can fight for what 
we want in our contracts, but that is not  

enough. Many decisions about working 
people are made by politicians and we 
need to be part of that political process. 
 
What we face: We can’t count on our 
employers to have loyalty towards us, to 
appreciate us, or to give us the salaries and 
benefits that we deserve on their own. On 
the contrary, employers spend billions of 
dollars, outspending us 11:1 to influence 
politicians, laws and public opinion so that 
they can freely downsize, restructure, 
merge, contact out, export jobs and cut our 
benefits. 
 

COPE $ is part of the answer: Working 
people need to get together and fight back 
to create opportunities that support our 
needs. If everybody gives just a few dollars 
to this fund, together our money will add 
up to make a real difference. 

• COPE dollars help us communicate 
with the public by paying for 
newspaper, radio and television 
ads, mailings and phone calls. 

• COPE dollars help us talk directly 
with elected officials by paying for 
phone calls and transportation of 
health care workers to local city 
offices, Sacramento and 
Washington DC. 

• COPE dollars help us get votes for 
worker friendly politicians by 
paying for voter materials, 
mailings, phone calls and volunteer 
support items like food and 
transportation. 

 
Ask for a COPE contribution:  
Will you sign the card today and give ($) a 
month to help build our political power? 

COPE: Our Committee On Political Education 
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Q & A on COPE 
 

Q: The union just increased my dues, and now you’re asking for more money, why 
can’t you just use my dues money? 

 
A: Only certain political activities can be paid for with regular dues money.  
Because of IRS rules and other restrictions, we need to ask you for a political 
contribution separately from our dues so that we can build political power at 
all levels.  We are asking you for an additional $$ a month for political action 
so that we can make our voices heard on local, state and national political 
decisions that effect health care workers. 

 
Q: I don’t think the union should be working on politics; the union should stick to 
working on winning better contracts and representation. 

 
A: Government decisions affect our abilities to organize and negotiate 
contracts all the time.  Government decisions also affect our ability to 
negotiate higher standards. When everybody gives a little and we put it 
together with other peoples’ contributions then the we are strong enough to 
be a voice for all healthcare workers and those we care for. We have a say in 
the government decisions that affect our right to fight for better wages and 
benefits. 

 
Q: I’m a Republican and the union is always giving money to Democrats. I don’t 
want my money spent on someone I don’t support. 

 
A: We always say, “We have no permanent friends, no permanent enemies, 
only permanent issues”. The union supports issues not politicians.  We look at 
how our elected officials are doing on issues that matter to us as healthcare 
workers. For example, we look at where they stand on minimum wage and 
putting quality healthcare before insurance company profits. 

 
Q: What do COPE funds actually get spent on? Do we just hand the money to the 
politicians? 

 
A: We do give some money directly to politicians, but the majority of the 
money is used to run programs like voter education through activities like 
phone banking or door-to-door house visits. 

 
Q: How do I sign up? 

A: It’s a monthly contribution. You fill out this card, (In Appendix XI, is a 
COPE authorization form) and just as your dues are deducted from your 
paycheck, so is COPE. You can give $5 or $10.  
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Duty of Fair Representation 
 
   The SEIU-UHW is the exclusive representative of workers in your 
bargaining unit. The role of representative carries with it the responsibility to fairly represent 
all members of the bargaining unit, regardless of the race, color, sex, political views within 
the union, and even regardless of whether or not they belong to the union.  
 
Failure to fairly represent all workers can subject the union to a lawsuit from a worker who 
believes that he or she was discriminated against by the union, this is called Duty of Fair 
Representation (DFR). The Supreme Court has held that the union breeches its duty of fair 
representation when its actions are: "arbitrary, discriminatory or in bad faith". 
 
To ensure that the union is fulfilling its obligation to fairly represent workers, we follow 
some guidelines. These include: 
 

• When you are approached about a grievance, do a full investigation. Interview the 
grievant and all witnesses. Review the contract to see if there are any potential 
violations. Request all relevant information from management. Keep detailed records 
of your investigation. 

 
 

• Do not refuse to file a grievance because of race, sex, religion, politics, personality or 
membership status. You must represent all members of the bargaining unit 
regardless of your personal opinion of the worker involved in the grievance. 

 
 

• Treat grievant(s) as you would want to be treated, as if it were your grievance. Keep 
them up to date on the progress of their grievances. Don’t disregard a grievance 
simply because the grievant has filed a number of frivolous grievances in the past. 

 
 

• If you decide to drop a grievance, notify the worker formally prior to removing the 
grievance. Give the grievant a specified time to provide additional relevant 
information if they feel they have more information to warrant a grievance. Keep 
records of conversations and written material used to notify the grievant that his or 
her case is being dropped. 

 
 

• Prepare thoroughly for all arbitrations. Simply taking a case to arbitration is not a 
defense against a DFR charge if the union does not prepare for the arbitration. 
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Duty of Fair Representation Q and A 

Question Answer 

Q: We are grieving a one-day suspension. 
The grievant wants us to go to arbitration, but 
this could cost the union $2,000 in legal  
expenses. It seems foolish to spend this much 
money for one day’s pay, especially when the 
union is low on funds. Do we have to  
arbitrate? 

A: Not necessarily. Unions are entitled to  
consider the financial costs of arbitration. A 
union with a small treasury may not be able to 
arbitrate a case that a larger union could take 
on. The NLRA is not violated when a union, in 
good faith, declines to arbitrate for financial 
reasons. But, cost considerations carry less 
weight as the importance of the grievance  
increases. Discharge cases are the most  
important. Unless the case is hopeless, a union 
will be hard pressed to justify a decision not to 
arbitrate solely because of the expense. 

 

Q: A worker was suspended for two weeks 
because of absenteeism. At the third step of 
the grievance procedure, the company  
offered one week’s back pay. We think this is 
a reasonable settlement, but the employee 
wants us to go to arbitration to get full back 
pay. If we accept the company’s offer, can the 
employee sue us? 

 

A: Not successfully. A union is allowed to 
compromise a grievance, as long as it has good 
reasons and is not settling because of hostility 
toward the grievant. 

Q: Our contract says that employees must 
serve a 90-day probationary period. Do we 
have to represent them during this time? 

A: Yes. Probationary employees are part of the 
bargaining unit. They may not be able to use 
the just cause for discharge clause, but they are 
usually covered by other contract  
provisions, such as prohibitions against race  
or sex discrimination. 

 

Q: We filed a grievance against a letter of 
warning. At the grievance meeting, the  
company presented good reasons for its  
actions. Do we have to make fools of  
ourselves by pursuing this grievance? 

A: No. Although union representatives are 
expected to act as an employee’s advocate and 
to present grievances in the best possible light, 
they do not have to take ridiculous positions. 
Prior to arbitration, unions retain considerable 
discretion and may at times openly admit that 
a grievance does not have merit. 
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Question Answer 

Q: We filed a grievance for a member who 
now wants it withdrawn. The union thinks it 
is an important issue. Can we keep it alive 
without the grievant’s permission? 

A: Yes, if the union feels that the interests of the 
bargaining unit as a whole require it to  
continue the grievance. 

Q: We voted not to take an insubordination 
grievance to arbitration, because we were 
afraid of losing the case and setting a bad 
precedent. The worker says she is willing to 
pay the arbitration expenses herself and to 
hire her own attorney. Under these  
circumstances, can the union still refuse to 
allow the case to go to arbitration? 

A: Yes. The decision to arbitrate is the union’s 
and the union’s alone. Individuals cannot  
compel arbitration by offering to pay the  
expenses. 

Q: If we decide not to arbitrate a grievance, 
how long does an employee have if she 
wants to file a DFR suit against the union?    
6 months? One year? Two years? Or no 
limit? 

A: He or she must file within six months. The 
six-month period begins the day the employee 
is notified that the union has decided not to 
continue the grievance. If the employee waits 
longer to file, the suit would be barred by the 
statute of limitations. This is an important  
reason why union representatives should  
inform employees when grievances are 
dropped and should record the date of the  
conversation. 

Q: If a worker files a DFR suit, can she sue 
her steward along with the union? 

 

A: No. DFR lawsuits may only be brought 
against unions. Stewards or union officers  
cannot be held personally liable. 

Q: Fred Freeloader is not a union member. 
What’s worse, he is constantly  
bad-mouthing the union. Yesterday he  
approached his steward saying that the  
company had awarded a job posting to 
someone with less seniority although Fred 
had the qualifications. Can we tell Fred that 
he must join the union before we’ll represent 
him? 

 

A: Absolutely not. The union is legally required 
to represent all employees in the bargaining 
unit whether or not they are members. No  
matter how distasteful Fred’s behavior is, you 
must not discriminate against him because he’s 
not in the union. Even "going through the  
motions" could land the union in trouble. 
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  Several federal laws and 
Supreme Court decisions have a direct 
impact on your work as a steward. Here is an 
overview of the most important ones in four 
areas.  
 
The Americans with Disabilities Act (ADA) 
Passed into law in 1990, the ADA prohibits 
employment discrimination against a 
qualified individual who, with or without a 
reasonable accommodation, can perform the 
essential functions of a job he or she holds or 
wants. An employer does not have to provide 
accommodation if doing so would impose an 
undue hardship on the employer’s operation. 
Reasonable accommodation means making 
modifications or adjustments to a job 
application process or work environment that 
makes it readily accessible and usable to 
people with disabilities. Examples would be 
modifying schedules, buying new 
equipment, altering a work site, etc. Undue 
hardship means a significant difficulty or 
expense that would be unduly disruptive to 
the employer. Considerations include the 
nature and cost of the accommodation, the 
size and financial resources of the employer, 
etc. 
 
A person with a disability is anyone who: 
• Has a physical or mental impairment that 

substantially limits at least one major life 
activity (e.g., walking, seeing, hearing, 
performing manual tasks, etc.); or 

 

• Has a history of or has recovered from an 
impairment (such as cancer); and/or is 
perceived as having an impairment (such 
as the mistaken belief that a person is HIV 
positive or has AIDS). 
 
 

• Users of illegal drugs are not 
protected. However, individuals who 
are enrolled in or who have 
completed drug or alcohol 
rehabilitation programs are protected. 

 
What stewards can do: 
• Protect the rights of SEIU-UHW 

members who have disabilities; 
 
• Provide representation for a member 

who is seeking a reasonable 
accommodation from management; 

 
• Educate bargaining unit members and 

management about the rights of 
workers with disabilities; and 

 
• Assist members if they wish to file a 

discrimination complaint with the 
Equal Employment Opportunity 
Commission (EEOC) or a similar state 
agency. 

 
The Family &  Medical Leave Act (FMLA) 
Enacted in 1993, the FMLA sets a 
minimum standard for providing job-
protected leave for those employees who 
need time off to care for their families or 
themselves. (Note: state laws or negotiated 
contracts may provide additional or 
superior benefits.) 

 
FMLA provides eligible employees with 
up to 12 weeks of unpaid leave per year 
for any of the following: 
• Caring for a spouse, parent or child 

with a serious health condition; or 

 
• Caring for a newborn, adopted or 

foster child; or the employee’s own 
serious health condition. 

Some Federal Laws that You Should be Aware Of  
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Eligible employees are those who:  
1) Have worked for the employer for 12 

months (not necessarily consecutive);  
2) Have worked at least 1,250 hours (an 

average of 25 hours per week) for the 
past 12 months; and  

3) Whose employer has at least 50 
employees in a 75-mile radius (each 
state, county, city and school district is 
considered an employer under FMLA 
guidelines). 

 
The FMLA also: 
• Requires the employer to maintain health 

benefits during FMLA leave; 
 

• Guarantees employees can return to the 
same or equivalent position following 
FMLA leave; 

 
• Allows employers to require employees to 

use vacation or sick leave for all or part of 
the 12-week FMLA entitlement; and 

 
• Is enforced by the U.S. Department of 

Labor, Wage and Hour Division. 
 

What stewards can do: 
• Educate bargaining unit members about 

their rights under FMLA; 
 

• Discuss the issue at labor/management 
meetings to ensure that management 
knows its obligations under FMLA; 

 
• Represent members in the formal 

grievance procedure or in informal efforts 
to gain FMLA leave they are entitled to; 
and 

 
• Assist members in filing complaints with 

the Wage and Hour Division of the 
Department of Labor if they are denied a 
valid leave request. 

The Occupational Safety and Health 
Administration (OSHA) 
In 1971, OSHA was created by the passage 
of the Occupational Safety and Health Act. 
OSHA provides workplace health and 
safety protections to private-sector 
workers.  
 
While protections may vary from state to 
state, federal OSHA regulations and state 
programs have several common elements: 
• Standards for protection against safety 

hazards, noise, chemicals and radiation; 
 
• Enforcement of those standards by state 

health and safety inspectors; 
 
• Employees’ right to request an 

inspection if they think health or safety 
hazards are present at the workplace; 

 
• The right to have a union representative 

accompany the inspector and be 
informed of the results of an inspection; 

 
• Protection against discrimination for 

exercising these rights under OSHA; 
and 

 
• Access to information for unions and 

individual workers on injuries, 
chemicals in the work place, and 

medical exam reports. 
 
What stewards can do: 
• When a health or safety hazard is 

discovered or reported, immediately 
inform management and request that 
the problem be corrected; 

 
• Report any health or safety issues to 

your health and safety committee at 
your work site (find out if you have 
one); 
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• Educate workers about health or safety 
hazards; and 

 
• File any appropriate grievances or 

complaints to correct health and safety 
problems and hold management 
accountable to its commitments. 

 
Court Rulings on Sexual Harassment 
The U.S. Supreme Court has ruled that  
sexual harassment is illegal sex 
discrimination covered by Title VII of the 
Civil Rights Act. Sexual harassment subjects 
an employee to adverse working conditions 
that have nothing to do with job 
performance. Management is legally 
responsible for the actions of its employees if 
it knew or should have known of the problem 
and did nothing to stop it. The victim, as well 
as the harasser, may be a man or woman; the 
victim and harasser do not have to be of the 
opposite sex. 
 
Sexual harassment is any unwelcome 
sexual advance, request for sexual favors or 
other conduct of a sexual nature when: 
• Submission to the conduct is either an 

explicit or implicit term of employment; 
 
• Submission to or rejection of the conduct 

becomes the basis for employment 
decisions; or 

 
• The conduct interferes with an 

employee’s work performance or creates 
a work environment that is intimidating, 
hostile or offensive. 

 
 
 
 
 
 
 

What stewards can do: 
• Educate co-workers about sexual 

harassment; 
 
• Take necessary actions to ensure that 

sexual harassment will not be 
tolerated; 

 
• Discuss the issue at labor/

management meetings; 
 
• When sexual harassment does occur, 

act to protect members by offering 
support and investigating and 
processing appropriate grievances; 
and 

 
• Assist members if they wish to file a 

complaint with the Equal Employment 
Opportunities Commission (EEOC). 
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Steward Structures 
 
 
  
 
 
  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  Now that you're a steward, you are part of the steward structure of your work 
site. The best way to think about it is that all the stewards on your work site are part of a 
“team” and in order to make sure that the “field” is covered, you have a steward structure.  
 
If there is an organizing action or a union-wide action taking place, in order to make sure we 
can talk to all members quickly, there is a structure in place to make sure everyone hears 
what’s going on. If there are 250 members in a work site, is it enough to have two or three 
stewards to cover everyone? Of course not! It would take weeks to talk to everyone.  
 
It would also be overwhelming for those two or three stewards if all 250 members had only 
those stewards to talk to if they had issues or union questions. Those stewards would be 
overwhelmingly busy with phone calls, meetings, and paperwork! That is a sure way to 
burn-out quickly. 

 
The best ratio to make sure all members have someone to go to is 1 steward for 25 members: 
1:25. Twenty-five workers is much more manageable. (The ratio may be higher if there is a 
union-wide campaign going on such as a contract campaign.) 
 
The best way to use the following chart is to talk to your co-workers about the commitments 
you have made as a leader of the union. Make sure they know that if they have an issue or a 
question, you are their steward. Also, let them know that you will be the person who will 
keep them up to date about anything that is going on with the union. And lastly, have them 
fill out their name, department, job, etc. information so that you know how to get a hold of 
them.   



  

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

As an SEIU-UHW Union Leader, I commit to provide: 

Responsibility 
 A steward may be called on to enforce the contract for any member, but a Union Leader is also                 

responsible to motivate 25 co-workers to act in support of the union. 

Leadership  A Union Leader leads by example, acting first so others may follow. 

Accountability 
 A Union Leader is accountable for his/her "25" and reporting results                                                             

to other leaders and to their organizer. 

Teamwork 
 Union Leaders are part of a team. They meet regularly to make decisions as a group                       

to take action in support of the union and the contract. 

FACILITY:     NAME:   

  SIGN X:   

Names of the 25 SEIU-UHW Members You Commit to Lead: 

NAME DEPT. JOB SHIFT PHONE NOTES 
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  As a steward, you'll need to 
have a lot of information close at hand, both at 
work and at home. (Some stewards carry a 
notebook or a planner back and forth.) 
 
Your chief steward or union organizer should 
check out your materials to make sure you 
have everything you need.  
 
Here are some possibilities: 
 
• A list of the workers you serve as steward, 

including name, address, telephone 
number, e-mail address, job title, and shift 
schedule. (Your list of 25 from the 
previous page.) 

 
• Keep an updated schedule of the 

department you cover. It’s helpful to see 
who’s working when. 

 
• A seniority list of your workers, this is 

helpful for when you receive issues about 
job and vacation bids. 

 
•  Your contract and any side letters. 
 
• SEIU-UHW union constitution and 

bylaws. (Please note that these are suspended 
during trusteeship.) 

 
• Management's personnel manual, if there 

is one, or any other employer policies in 
printed form. 

 
• An organization chart of managers and 

supervisors. This is helpful for when you 
need to figure who’s the main person to 
solve issues or the chain of command. 

 
 
 

• Organizing materials for new 
members, including membership 
forms, copies of the contract, the 
union's web-site:              
www.seiu-uhw.org and your union 
organizer’s phone number and      
e-mail address. 

 
• Grievance investigation forms. 
 
• COPE political action materials. 
 
• You probably know the different 

occupations in your unit, but if not, 
you'll need some job descriptions. 
Management will try to change 
them all the time! 

 
 
 
 
 
 
 
 
 
 
 
 
Other valuable information including: 
• Records of past investigations, 

grievances, and arbitrations. 
 
• Links to use on the web, such as 

www.seiu.org for the latest 
updates across the country. 

 
• Web links to state and federal laws. 

(They change constantly.) 

 

 

Steward Essentials 



Page 89 SEIU-UHW Stewards Handbook 

Grievance Folders 
 
  Taking care of grievances is very information heavy and most of that 
information comes in the form of paper. It is very easy to lose essential paperwork if it’s not 
organized in a systematic way. Grievances need to be organized and put into individual 
folders. It is very important to make sure all your documents related to each grievance are kept 
in one place. Think of your grievance folders as starting and preparing your case, just in case 
the grievance goes to arbitration.  
 
The easiest way to do this is by keeping a prong folder file for each grievance. 
You can request these from your union organizer or pick some up the next time you’re at your 
local union hall.  

 
 
 

 
 
 
 

 
 
 
 

 
 
 
 
 

 
 

 
 

*Blanks (to make copies) of useful grievance documents can be found in  

Appendix IX. 

Left Side: 

• Pre-Grievance Investigation Form* 

• Grievance Information & Investigation Form* 

Name of Grievance.  

(Could be name of an  

individual or title; such as 4th 

floor float pay.) 

Right Side: 

• Grievance 

• Grievance Investigation Notes* 

• Any Correspondence to Management 

• Notes of Meetings 

• Information Requests 

Here’s how to organize it: 

Things that you might also include 

(if applicable to the grievance) are:  

Policies, Interview notes,  

Schedules, etc. 
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Watch Your Pressure Gauge! 
 
  Let's be straight about something. Being a steward is a high-pressure job. 
Anyone who's done it will tell you its nothing like air traffic control or lion taming, however. 
It's worse. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
You'll have days when your own members are in your face, management double-crosses 
you, and everything goes wrong. There isn’t anything that can take the stress away. It goes 
with the territory, as it always does when someone volunteers to lead other people against 
tough obstacles. 
 
Here are three things that can help: 

• Recruit helpers and delegate some of the work. You can't do it all yourself. You'll 
ease your own stress and give other members a chance to learn. 

• Talk to your chief steward or union organizer. They'll understand. 
• Participate in your stewards council. Other stewards and activists can help you 

solve problems and support you. A steward council meeting is sometimes the 
only place you can vent with people who know exactly what you’re going 
through. 

 
Being able to handle all that and still keep on toward your goals is what makes SEIU-UHW 
stewards very special people. Take pride in that, the members of UHW do! 
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Steps to Success 
 
  Feel overwhelmed, yet? Don’t know where to begin? It’s a lot of information! 
But, hey! Our union wasn’t built in a day-so you shouldn’t feel like you need to be a super-
steward in a day, either. Step by step you will get the hang of all this. 
 
Below is a development chart that can help you understand where to begin and develop your 
skills. Within the levels (1-4) there is no order of the items and if you feel you need more than 
one time with a particular step-do it as many times as you like until you feel confident enough! 
It’s a good idea to review your progress with your union organizer. 

Level Skill Completed 

1 Collect signatures for your steward election.  

1 Hold your steward election with (at least) majority turn-out of your  
department and shift.  

 

1 Attend core steward training, part one.  

1 Observe an investigation meeting with management with an  
experienced steward. 

 

1 Observe a discipline meeting with management with an experienced 
steward-a step one grievance meeting.  

 

1 Observe a contract violation meeting with management-a step one 
grievance meeting.  

 

1 Help an experienced steward conduct an interview with a member.  

1 Observe an experienced steward have a conversation about being part 
of a work site action (petition, march on boss, etc.).  

 

1 Update or create a union bulletin board in your department.  

1 Have a conversation with your “25” to talk about your steward role.  

1 Have two conversations about COPE with your co-workers.  

2 Attend core steward training, part two.  

2 Understand the timelines for grievance steps.  

2 Write a discipline grievance.  

2 Write a contract violation grievance.  

2 Write an information request.  

2 Have two conversations in a department that has no steward to identify 
a leader for the department. 
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Level Skill Completed 

2 Facilitate a piece of the agenda of your steward council meeting.  

2 Observe a termination or suspension meeting with management and 
an experienced steward. 

 

2 Identify an issue to organize an action around and have an  
experienced steward assist with the planning. 

 

2 Collect two COPE cards.  

2 Be responsible for a grievance through step 2. Have a steward or your   
union organizer assist in taking the grievance through completion. 

 

3 Hold a COPE drive in your department to make sure that your “25” 
are at majority contributing to COPE. 

 

3 Identify all the information needed for a full investigation and write 
out a plan. 

 

3 Lead an action to resolve a workplace issue (i.e. a march on the boss,     
petition, etc.). 

 

3 For two departments that have no steward, identify leaders and  
recruit those leaders to become stewards. 

 

3 Attend a Train the Trainer to learn how to teach the Core Steward      
Training part one and two. 

 

3 Work with person responsible for your steward council meeting to set 
the agenda and present pieces of it.  

 

3 Be responsible for three grievances-complete paperwork, tracking and 
filing with all parties. 

 

4 Train other stewards on how to sign-up members for COPE.  

4 Work to protect standards by organizing at a non-union facility.  

4 Write and negotiate settlement agreements for grievances.  

4 Present at a new-staff orientation effectively on what union  
membership means.  

 

4 Teach a core steward training.  

4 Be active in a political issue outside of the workplace that affects our   
members/clients/patients. 

 

5 Mentor a new steward through all steps to learn how to be a steward!  
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Appendix I • About SEIU-UHW West, Local 2005 
 
  SEIU-UHW West was formed on January 1, 2005 after the members of Local 
250 in Northern California and Local 399 in Southern California overwhelmingly voted to 
unify. Our 150,000+ members work in every facet of the healthcare industry, including 
hospitals, clinics, nursing homes and homecare. 
  
We are affiliated with the Service Employees International Union (SEIU), with more than 
two million workers nationwide.  

 
What's a Local? 
SEIU has more than 150 local union affiliates-chartered branches that carry forth the mission 
and goals of the International Union while representing the specific interests of locally based 
memberships. UHW is one of those locals: SEIU-UHW West. (We do have a traditional local 
number: Local 2005, the year of the merger.) 

SEIU locals have their own officers, governing bodies, and constitution and bylaws. Local 
union members bargain with employers to produce collective bargaining agreements that set 
workplace rules, benefits and wages. 

In addition to local unions, SEIU has more than 15 state councils that represent all SEIU 
locals in a particular state. These councils work to coordinate and unify the locals' programs 
and campaigns, such as those that are legislative and political in nature, to meet members' 
shared goals. 

 
Here’s where you can find our sisters and brothers in SEIU: 

 

United States 
Alabama 
Alaska 
Arizona 
Arkansas 
California 
Colorado 
Connecticut 
D.C. 
Florida 
Georgia 
Illinois 
Indiana 
Iowa 
Kansas 
Kentucky 

Louisiana 
Maryland 
Massachusetts 
Maine 
Michigan 
Minnesota 
Mississippi 
Missouri 
Montana 
Nebraska 
Nevada 
New Hampshire 
New Jersey 
New Mexico 
New York 
North Carolina 

North Dakota 
Ohio 
Oklahoma 
Oregon 
Pennsylvania 
Puerto Rico 
Rhode Island 
Tennessee 
Texas 
Vermont 
Virgin Islands 
Virginia 
Washington 
West Virginia 
Wisconsin 
Wyoming 

Canada 
British Columbia 
Manitoba 
Nova Scotia 
Ontario 
Québec 
Saskatchewan 

Here’s Us! 
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1930s 
1934 
“The Big Strike” – San 
Francisco Bay Area longshore 
workers lead a 
transformational four-day 
general strike, which 
encourages workers in 
numerous industries to 
organize. 
 
Healthcare workers at San 
Francisco General Hospital 
organize and are chartered by 
the AFL as Hospital and 
Institutional Workers Union 
#19818, San Francisco, 
California. 
1937 
Hospital and Institutional 
Workers Union #19818 wins 
agreements at five private 
hospitals: Franklin, French, St. 
Francis, St. Luke’s, and Dante. 
1938  
Hospital and Institutional 
Workers Union #19818 
affiliates with the Building 
Service Employees 
International Union and 
becomes BSEIU Local 250.  

 

1940’s 
1941 
Local 250 wins its first 
contract with the San 
Francisco Hospital 
Conference, a groundbreaking 
master agreement covering 
employees at eleven hospitals. 
 

1949 
Local 399 emerges when 
several Southern California 
locals: 9, 72, 99, 217, and 300 
consolidate into one union. 
This move was led by BSEIU’s 
Charles “Pop” Hardy who 
had a vision of consolidating 
small, weaker unions into 
powerful, larger ones.  

 
1950’s 

Kaiser Permanente opens its 
first hospital in Los Angeles 
and Local 399 successfully 
organizes those workers. 
1951 
Local 250 signs first contract 
with Kaiser Foundation 
Hospital. 
1953 
Local 250 secures another 
master agreement with the 
Associated Hospitals of the 
East Bay. 
1954  
Local 250 bargains a master 
agreement covering all Kaiser 
Foundation Hospitals and 
Medical Group facilities north 
of the Tehachapi line. 
1955 
Eden is first district hospital 
successfully organized under 
card check. 
1957-1959 
Local 250 is in trusteeship. 
1958 
Locals 250 and 399 lead BSEIU 
effort to defeat Prop. 18 a 
“Right to Work” initiative. 

August 1958 
Strikes at eight Associated 
Hospitals in the East Bay. 
 

1960s 
Local 250 signs master 
agreements at nursing home 
chains like Hillhaven, 
Hacienda and National Health 
Enterprises. 
 
Local 399 becomes the first 
union to create a civil rights 
department. 
 

1963 
Strike for recognition at 
Washington Hospital lasts 49 
days. 
1964  
First pension is won at Kaiser. 
 
Local 250 executive secretary 
Tom Kelly dies and Tim 
Twomey replaces him. Under 
Kelly’s leadership, Local 250 
grew from 3,500 to 8,200 
members. 
1965 
Local 250 creates strike fund. 
1967 
Locals 22, 250, and 399 work 
together to win first master 
contract at Hillhaven. 
1968 
BSEIU changes its name to 
SEIU. 
1969 
Kaiser workers strike for eight 
days – winning a contract that 
eliminated any pay disparities 
between facilities amongst 

Appendix II • The History of SEIU-UHW 
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technical workers and 
adjusted pay rates over the 
next three years so that all 
workers in Northern 
California would receive the 
same pay for doing the same 
job. 
 
Laguna Honda workers strike 
and win their first contract. 
 

1970s 
1970 
Salinas Valley workers win 
union with vote of 129 to 36. 
 
San Francisco City and 
County strike. 
1971 
Local 250 hires Shirley Ware, 
the first black woman to be 
hired as a union 
representative.  
 
George Hardy, son of Charles 
Hardy, is elected president of 
SEIU. 
1973 
Kaiser workers strike for 10 
days and win on most of their 
contractual priorities. 
1974 
Workers at San Francisco’s 
Chinese Hospital - the last 
non-union hospital in San 
Francisco - overwhelmingly 
elect Local 250 as their 
bargaining representative. 
 
800 Local 250 members stage 
40-hour strike and persuade 
management at a dozen 
nursing homes operated by 
Western Nursing Homes to 

sign a contract that 
guarantees basic union rights. 
 
SEIU and Locals 250 and 399 
testify in Congress, helping to 
change the law so that non-
profit hospitals can organize. 
 
1976 
Locals 250, 535 and 616 stage 
a 49-day strike in Alameda 
County. 
1978 
Historic nine-day strike at the 
new Beverly Hills hospital, 
Cedars Sinai Medical Center. 
 

1980s 
1986 
9,000 Kaiser workers strike on 
October 27 for two months. A 
2-tier wage system is 
established, and workers 
outside of the Bay Area 
receive lower wages. 
1987 
Local 250 in trusteeship. 
1988 
The loss of a 37-day strike at 
San Francisco’s Affiliated 
Hospitals results in a two-tier 
system.  
 
The union creates a program 
of coordinated bargaining 
with a common expiration 
date and focus on legislation 
which is achieved at over 80% 
of Local 250 facilities. 
1989 
First Local 250 Leadership 
Conference 
HOMECARE   
The only unionized homecare 

workers are members of 
Local 250 in San Francisco. 
 
Unorganized homecare 
workers in California earn 
minimum wage with no 
benefits. 
  
SEIU sues Los Angeles 
County and the State for 
homecare workers to be 
recognized as county 
employees with collective 
bargaining rights. 
 
Federal court finds against 
SEIU, upholding the position 
that they are independent 
contractors. 
 
SEIU wins state-funded 
workers compensation 
coverage for all 200,000 IHSS 
providers. 
KAISER  
Wins exceptional contract 
that includes minimum wage 
increases of 18% over 3 years. 
Most workers receive equity 
adjustments that raise 
compensation 30% over 3 
years. 
 

1990 
HOSPITAL 
Workers at San Francisco 
Affiliated Hospitals eliminate 
two-tier without a strike. 
KAISER 
Northern contract establishes 
Joint Patient Care Service 
Committee, setting 
groundwork for future 
partnership.  
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Local 399 members hold 
seven-day strike at Kaiser. 
Workers win 5-6% across-the-
board wage increases in the 
first year and 3-7% in the 
second and third. 
 

1992  
“Make the Best Better” at the 
SEIU convention lays the 
foundation for democratic 
change within SEIU. 
HOMECARE  
SEIU helps win SB35, creating 
the option for counties to 
enact In Home Support 
Services Public Authority 
ordinances which create an 
employer of record for IHSS 
providers and provide new 
organizing opportunities.  
 
Campaigns launch in 
Alameda, Contra Costa, San 
Francisco, Los Angeles and 
Sacramento to pass public 
authority ordinances. 
HOSPITAL 
1,700 workers in 5 unions 
strike at Oakland’s Summit 
Medical Center. These 
workers – members of Local 
250, ILWU Local 6, OPEIU 29, 
California Nurses Association, 
and HERE 2850 - win the right 
to honor picket lines of other 
unions.  
KAISER  
Negotiations result in a 15% 
wage increases over 3 years.  
 

1993 
HOMECARE  
SEIU members win back 12% 

across-the-board cuts in IHSS 
hours regardless of need. 
 

1994 
HOMECARE  
SEIU sues the State of 
California on behalf of more 
than 50,000 homecare workers 
and settles delayed payment 
case with state for $4 million.  
HOSPITAL  
CHW West Bay Hospitals 
successfully fight back 
healthcare takeaways. 
POLITICAL 
SEIU is principal sponsor of 
Prop. 186, a single payer 
health plan. 
 

1995 
NURSING HOMES 
Workers win pension at 
Vallejo Nursing Homes 
Hospital and subsequently 
5,000 members at 88 facilities 
win SEIU industry pension.   
 
“Year of the Nursing Home 
Worker” campaign becomes 
“Dignity Campaign.”  
Organizing began with 
International, Local 399, and 
Local 22 – starting with Hill 
Haven (now Kindred).  
 
First master contract is 
negotiated with GranCare, 
covering seven homes. Other 
homes are brought into the 
agreement as their collective 
bargaining agreements expire.  
KAISER 
Industry restructures with 
mergers, consolidations, cost 

cutting, and planned hospital 
closures, trends that Labor 
refers to as “the race to the 
bottom.”  
 
Call centers opened to replace 
point of service care. 
Members’ jobs consolidated 
and many reassigned to 
combined classifications.  
 

1996 
Andy Stern elected president 
of SEIU on an organizing 
platform. Union focus shifts to 
industry organizing, and the 
International, Local 250, and 
Local 399 join together to 
organize California hospitals. 
 
SEIU trustees Local 399. 
Jurisdiction of Local 399’s 
building service division 
moves to Local 1877, 
completing transformation of 
the Local into a union of 
healthcare workers. 
 
HOMECARE 
In San Francisco and Alameda 
counties, public authority 
ordinances are won, creating 
an employer of record for 
homecare workers. 
 
Local 250 files with the San 
Francisco Public Authority for 
representation election. Local 
250 wins election and begins 
bargaining homecare contract.  
HOSPITAL  
Locals 250 and 399 together 
represent 9,200 workers at 33 
hospitals in Northern 
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California and 3,200 workers 
at 6 hospitals in Southern 
California.  
 
First coordinated hospital 
contract fight - 12 facilities in 
5 northern counties.  
 
Strikes at CHW and Sutter.  
KAISER  
Southern California Kaiser 
workers boost wages 4% 
above market averages, 
defined benefit pensions, and 
fully employer-paid family 
medical coverage. During 
Local 399 negotiations, 
members face takeaways, 
such as new co-payments, 
changes in sick leave and 
holidays, and the end of 
bonuses. 
  
30,000 Kaiser workers from 
Locals 250, 399, and 535 
honor a one-day 
informational picket as part 
of their contract campaign. 
The contract is settled with a 
wage freeze for 3 years and 
takeaways in health 
insurance and retiree health 
care. Labor and management 
begin partnership 
discussions.  
 
Local 399 achieves common 
expiration date with Local 
250.  
ORGANIZING 
Kaiser members support 
organizing and raising 
standards in other hospitals 
as the only way to maintain  
 

their standards. 
 
Member organizer program 
launched to increase outreach 
to non-union workers. 
 

1997 
HOMECARE  
First-time public-sector 
homecare contract is won, 
covering 6,000 San Francisco 
independent providers. The 
contract results in wage 
increase of 5% in the first 
year, 3% in the second, and 
10% in the third, as well as a 
commitment to provide 
health insurance benefits. 
KAISER  
Kaiser Division members vote 
and approve a national 
labor/management 
partnership between the AFL-
CIO and Kaiser. Kaiser is 
more than 70% unionized at 
this time. 
 
HOSPITAL   
The International and Locals 
399 and 250 kick off a 
statewide organizing drive at 
Catholic Healthcare West.  
 

1998 
Local 399 members approve a 
new constitution.  
 
Local 399 moves out of 
trusteeship. 
EDUCATION  
Local 250 establishes 
education center – later to be 
renamed the Shirley Ware 
Education Center. 
 

HOMECARE  
Public authority ordinance in  
 
Contra Costa County is won 
and 4,000 independent 
providers vote for the union.  
 
7,000 homecare workers in 
San Francisco win healthcare 
coverage, the first in the state. 
HOSPITAL  
From 1998 to 2000, the 
International and Locals 250 
and 399 organize 14,000 
workers in 28 hospitals across 
the state. 
KAISER  
Contract negotiations lead to 
wage increase of 3% a year. 
 
Local 399, along with a 
coalition of Southern 
California unions, opens first 
Kaiser Partnership Hospital – 
Baldwin Park Medical Center. 
ORGANIZING 
Local 399 establishes their 
Organizing Department and 
dedicates 20% of its budget to 
organizing. 
 
POLITICAL  
Locals 399 and 250 contribute 
to the victory of safe needle 
legislation in California. 

 
1999 

HOMECARE  
First dental coverage for 
homecare workers in San 
Francisco – “Dental and $9 in 
‘99”.  
 
Public authority ordinances 



Page 99 SEIU-UHW Stewards Handbook 

pass in Los Angeles, Santa 
Cruz, and Monterey Counties, 
covering more than 90,000 
minimum-wage workers.  
 
Giant elections are won 
through massive house-visit 
organizing campaigns in 
Contra Costa and Los 
Angeles, unprecedented in the 
U.S. labor movement. 
 
NURSING HOMES  
Nursing Homes workers fight 
to win wage pass-through 
funds, leading to increased 
compensation. 
 
ORGANIZING  
Local 399 launches nursing 
home organizing, blitzing 367 
nursing homes and 
successfully organizing 16. 
 
Local 399 organizes two acute 
care facilities in a Southern 
California market where 
union density is 12% in both 
private and public sector 
hospitals. 
 
POLITICAL 
Spearheaded by Local 250, 
voters pass ballot measure to 
rebuild Laguna Honda 
Hospital. 
 
Wins 5% wage pass-through 
for nursing home workers 
along with additional funding 
to increase un-duplicated 
nursing hours to 3.2 per 
resident day. 
 

Enacts AB 1682 which, 
mandates that every county 
create an “employer of 
record” and establishes 
collective bargaining rights for 
IHSS workers within three 
years. 
 

2000 
HOMECARE 
Sacramento’s 10,000 homecare 
workers vote 96% union yes 
and join Local 250. 
 
First contract victories in 
Sacramento.  
 
Gray Davis signs Aging with 
Dignity measure, which 
results in the state’s 
responsibility to incrementally 
increase its share in the costs 
of homecare worker wages 
above minimum wage. It is a 
historic breakthrough, the 
culmination a 5 year 
campaign.  
 
HOSPITAL  
Before the CHW organizing 
agreement, strikes are 
coordinated in the North and 
South by Locals 250 and 399. 
 
Y2K contract campaign: 24 
hospitals in 8 counties win key 
standards in first contracts 
including fully employer-paid 
health insurance, significant 
wage increases, a voice in 
staffing, job security, and 
common expiration dates.  
 
 

KAISER  
Twenty-five locals from five 
international unions 
participate in national 
bargaining, resulting in a 5 
year agreement, the first 
under the labor management 
partnership. The contract 
includes: a 4% raise each year, 
employment and income 
security provisions - building 
off the income security 
agreement at the Oakland 
facility - card check for 
residual units, staffing 
language, and COPE check-
off.  
ORGANIZING  
Local 399 launches hospital 
organizing and successfully 
organizes St Francis Medical 
Center, Good Samaritan, St 
John’s Pleasant Valley, St 
John’s Regional.  
 
Organizes two nursing homes 
and six hospitals, units and/
or medical centers. 
POLITICAL 
Federal needle-stick 
legislation passes.  
 
SEIU members endorse Al 
Gore in the Presidential 
election. After a controversial 
election that included a 
recount and a Supreme Court 
decision, George Bush is 
sworn in as President. 
 
Enacts AB 1889, landmark 
legislation banning the use of 
state funds to deter union 
organizing. 
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Wins 7.5% wage pass-
through for nursing home 
workers and passes AB 1731 
which strengthens nursing 
home oversight and 
regulation. 
 
Builds unprecedented 
community and political 
alliances in support of 
hospital bargaining. 
 
Builds power by winning key 
races not only in our base, but 
also in areas of recent growth 
and areas targeted for 
organizing.  

 

2001 
NURSING HOMES  
Nursing Homes workers fight 
at the capitol to win Wage 
Adjustment Rate Program 
(WARP) - a supplemental 
payment to facilities that 
contractually guarantees 
wage and benefit 
improvements.  
 
AB 1075 is passed to improve 
staffing standards, tighten 
nursing home regulations, 
and mandate facility-specific 
rate system by August 1, 
2004.  
 
50% of Local 250 homes now 
have pensions. 
 
Family health insurance is 
won at Kindred, Mariner, and 
Jack Easterday homes. 
 
Local 399 loses nursing home 

jurisdiction; workers 
transitioned out of Local 399 
into Local 434B. 
HOMECARE  
Wins $150 million 
commitment for new wage 
funding.  
 
Passage of AB1682 requires 
last counties to grant 
homecare workers collective 
bargaining rights by 
1/1/2003.  
 
Homecare workers in Yolo, 
Sonoma, and Marin counties 
unionize.  
 
HOSPITAL  
Launches multi-year 
comprehensive campaign 
against Tenet.  
 
Wins a landmark organizing 
agreement with CHW, giving 
thousands of healthcare 
workers freedom to form a 
union without interference. 
Over 5,000 CHW workers in 
11 hospitals join Local 399 in 
five months.  
 
Local 399 CHW members win 
first contract gaining wage 
increases, fully employer-
paid family medical coverage, 
strong protections against 
subcontracting, longevity 
pay, and a voice in staffing 
and patient care. This forces 
many non-union hospitals in 
southern California such as 
Tenet & HCA to give fully 
employer-paid family 

medical coverage to their 
employees, raising standards 
for many healthcare workers.  
KAISER  
Kaiser launches 2% dues 
campaign. 
ORGANIZING  
2,600 South Bay hospital 
workers join Local 250 in 
landmark elections at San 
Jose Medical Center, Regional 
Medical Center, and Good 
Samaritan – all HCA 
hospitals – and at O’Connor 
in San Jose and St. Louise in 
Gilroy, which are Daughters 
of Charity hospitals. 
Organizes three nursing 
homes, two EMS facilities, 
and numerous hospitals, 
units and/or medical centers. 
POLITICAL 
Secures $150 million in new 
funding for Healthy Families, 
expanding coverage to an 
additional 525,000 children. 
 

2002  
HOMECARE  
SEIU members win another 
enhancement in state IHSS 
wage funding of more than 
$100 million. 
 
Homecare workers in San 
Joaquin, Fresno, and Yuba 
counties unionize.  
 
Sonoma and Yolo workers 
win first contracts. Marin 
workers win a living wage of 
$9.75 per hour.  
 
All remaining counties pass 



Page 101 SEIU-UHW Stewards Handbook 

employer of record 
ordinances, giving all other 
homecare workers the right to 
collective bargaining.  
NURSING HOMES  
SEIU Nursing Home Members 
reach Alliance Agreement as 
an attempt to increase 
organizing potential while 
also increasing standards.  
 
Bargains first Sun master 
contract covering 12 homes.  
HOSPITAL  
HCA agrees to not interfere in 
organizing efforts and 
workers at HCA facilities in 
Riverside, West Hills, and Los 
Robles vote to join Local 399.  
 
Wins first contract settlements 
in newly organized CHW 
hospitals with fully employer-
paid healthcare.  
ORGANIZING  
Pomona Valley Hospital and 
Providence St Joseph 
Hospitals vote to join Local 
399/Nurse Alliance.  
 
Kaiser Dietitians and 
Nutrition Assistants organize 
under card check.  
 
Organizes workers at seven 
nursing homes, American 
Medical Response RN’s, and 
21 total hospitals, units and/
or medical centers.  
POLITICAL 
Facing state and local budget 
deficits of unprecedented 
proportions, successfully 
fights back threatened cuts to 

healthcare jobs and services. 
Highlights include winning 
$1.00 hourly “Aging with 
Dignity” increase in state IHSS 
funding, resisting contract 
concessions, and restoring 
healthcare budget cuts in the 
City and County of San 
Francisco. 
 
Expands the reach of political 
and community support for 
workers’ struggles with fights 
at Cottonwood Healthcare in 
Woodland, Sonoma Health 
Care Center, and Daughters of 
Charity and HCA in the South 
Bay. Mobilizes our political 
base to win a contract at West 
Oakland Health Council. 
 
Leads the labor movement’s 
statewide field effort in 
electing union-endorsed 
candidates to every one of 
California’s constitutional 
offices. 

 

2003 
NURSING HOMES  
Coalition of SEIU locals, 
Alliance operators, and allies 
of nursing home residents 
forms to fight proposed 
budget cuts that would result 
in reduced funding and 
nursing home closures.  
 
Statewide rallies and lobbying 
in Sacramento result in defeat 
of budget cuts.  
HOMECARE 
After months of bargaining 
and a vigorous public 

campaign, Fresno County 
declares impasse and 
unilaterally implements a 
substandard wage of $7.50 per 
hour with no health benefits. 
HOSPITAL 
Tenet management pledges 
neutrality in organizing 
campaigns. Six Tenet facilities 
organize into Local 399.  
ORGANIZING  
Organizes homecare workers 
in Madera, Sutter, and 
Mariposa Counties, eight 
nursing homes, and 30 
hospitals, units and/or 
medical centers.  
 
Kaiser, CHW and HCA 
members go to Nevada to 
help with contract fights.  
POLITICAL 
In another year of major 
budget shortfalls, fights off   
$2 billion in proposed cuts to 
state healthcare funding. 
 
Members participate in the 
first SEIU Member Political 
Action Conference, making 
their voices heard in the 
union’s Presidential 
endorsement process. 
 
SB 2 passes. It is a 
groundbreaking “pay-or-
play” legislation requiring 
medium-sized and large 
employers to provide 
employees with healthcare or 
pay into a state pool that 
would provide it. 
 
Multi-million dollar special 
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interest campaign succeeds in 
recalling Governor Gray 
Davis. Movie star Arnold 
Schwarzenegger is elected 
Governor.  
 

2004 
NURSING HOMES  
AB 1629 passes and pumps 
$900 million of new Medi-Cal 
funding into nursing homes, 
rewarding facilities that 
provide better wages, 
benefits, and staffing. This is 
the result of a statewide 
coalition of SEIU, Alliance 
operators, and allies that 
organized thousands of 
nursing home workers to 
lobby in Sacramento.  
 
380 members at Jewish Home 
of San Francisco strike for one 
day to fight wage freezes and 
co-pay for dependent’s health 
insurance. Dispute is settled 
with the support of Barbara 
Boxer. 
HOMECARE 
After a year-long struggle – 
including rallies with the Rev. 
Jesse Jackson and Dolores 
Huerta, civil disobedience, 
and arrests – a first contract is 
settled with Fresno county. 
The contract includes an 8.7% 
wage increase and Kaiser 
health benefits.  
 
In a massive statewide 
campaign, homecare workers 
and their allies defeat newly 
elected Gov. 
Schwarzenegger’s first 

attempt to make draconian 
cuts to the IHSS program and 
take workers back down to 
minimum wage with no 
benefits. 
HOSPITAL  
8,000 Tenet workers in 25 
hospitals organize.   
 
West Coast SEIU locals 
launch largest coordinated 
hospital contract campaign in 
western U.S. Involves more 
than 50,000 workers at more 
than 95 facilities in California, 
Oregon, and Washington. 
Initial victory at CHW sets 
new standards for hospital 
contracts on the West Coast 
and for CHW facilities in Las 
Vegas.  
 
Negotiates first statewide 
CHW master agreement 
covering 14,000 workers at 28 
hospitals and 3 SEIU locals 
(121, 250, and 399). This 
historic settlement at CHW 
and Daughters of Charity is 
won without strikes. 
 
Key standards are won in 
2004: master agreements, 
Training & Upgrade Fund, a 
real voice in staffing, 
organizing rights, 
improvements to wages and 
benefits, retiree health plans, 
paid time for stewards, 
common contract expiration 
dates.  
 
Workers win first contract at 
Providence’s Burbank 

Hospital achieving fully 
employer-paid healthcare.  
 
Major Sutter fight begins.  
ORGANIZING  
Union density in Southern 
California hospitals reaches 
55%.  
 
Locals 250 and 399 have 
successfully organized most 
of the major statewide 
hospital systems, including 
Kaiser, CHW, HCA, Tenet, 
and Daughters of Charity. 
Only two statewide systems 
remain unorganized: SJHS 
and Adventist.  
 
Kaiser Stockton Call Center 
organizes under card check. 
 
Organizes three nursing 
homes, Amador and 
Calaveras County IHSS, and 
a total of 34 hospitals, units 
and/or medical centers.  
POLITICAL 
80 UHW activists travel to 
Washington, D.C. to work 
with SEIU on the Presidential 
endorsement process. 
 
Plays a decisive role in 
primary elections for State 
Assembly and State Senate, 
electing new, more 
progressive legislators from 
districts around the state. 
 
Political and community 
support for 2004 hospital 
bargaining marks a quantum 
leap over that achieved four 
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years previously. 
 
Hundreds of members and 
staff are “Heroes” and travel 
to battleground states across 
the county to work with other 
SEIU members in the effort to 
elect a pro-worker President; 
however, George W. Bush 
wins re-election. 
 
Low-wage employers spend 
millions to call a referendum 
on SB 2, which goes on the 
ballot as Prop. 72 and is 
narrowly defeated. 
 

2005 
On January 1, Locals 399 and 
250 merge to form United 
Healthcare Workers-West. 
NURSING HOMES  
Organizes 24 Alliance nursing 
homes in Northern California. 
seventeen are template 
contracts and seven have full 
collective bargaining rights. 
 
Members are involved in 
negotiations with Alliance 
operators over AB1629 
funding for wage pass-
through.  
HOMECARE 
Homecare workers win their 
statewide legislative 
campaign to defeat the 
Governor’s second proposal to 
cut their wages and benefits 
and go on to win additional 
state funding to raise 
standards for homecare 
workers. 
HOSPITAL 

Major Sutter fight culminates 
in a 60-day CPMC strike in 
San Francisco and the Sutter 
contract is settled. 
KAISER  
Establishes a national 
agreement that combines 
Northern and Southern 
California, includes Local 105 
in Colorado and Local 49 in 
Oregon, and sets new contract 
standards in the U.S. with: No 
2-tier wage system in 
Northern California, twenty-
seven full-time rank-and-file 
leaders - paid for by Kaiser 
and directed by the union - to 
help administer the contract, 
minimum of 8 hours PTO per 
month for union steward 
training and education, Ban 
on subcontracting, closing the 
wage gap between Northern 
and Southern California, 2nd 
pension plan (401k), and wage 
increases of 5% in the first 
year, 4% in the second, 4% in 
the third, 3% in the fourth, 
and 3% in the fifth with a 
wage and retiree re-opener in 
2008 that includes the right to 
strike. 
ORGANIZING  
Organizes three hospitals, 
units and/or medical centers, 
VIP Transportation, and five 
nursing homes.  
POLITICAL 
Governor Schwarzenegger 
again proposes deep cuts to 
homecare. UHW members 
respond with another 
statewide campaign, stopping 
Schwarzenegger’s cuts.   

Stung by the success of 
workers blocking his 
proposals, Governor 
Schwarzenegger places 
prop.75 and prop.76 on the 
ballot to weaken the political 
power of unions and to give 
himself even greater control 
over the state budget. 
Healthcare workers unite with 
teachers, firefighters, and 
police officers in the alliance 
for a better CA. 
 
In San Francisco, UHW 
members organized a massive 
outpouring of political and 
community support for 
workers at the Sutter CPMC 
strike, helping them sustain in 
a successful strike against 
Sutter.  

 
2006 

SEIU conducts hearings to 
consider jurisdiction issues in 
CA. All private sector 
healthcare workers to join 
UHW and public sector 
healthcare workers move into 
public sector locals. UHW’s 
long term care members 
remain in UHW, and SEIU 
creates a statewide long term 
care local, Local 6434. 
NURSING HOMES  
UHW negotiates contracts 
with 16 Alliance operators, 
covering over 55 nursing 
homes and providing 
significant wage, health, 
pension, and education trust 
fund gains for members.  
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Standards set in Bay Area for 
the wages of CNAs with an 
average increase of at least 
$2.25 an hour.  
 
UHW negotiates contracts 
with non-Alliance operators - 
25 homes with same 
standards as in Alliance 
contracts.  
 
All negotiated contracts have 
expiration date of June 2008.  
 
Union density is at 60% in 
Bay Area.  
HOSPITAL  
Represents 144 hospitals and 
42,000 hospital workers.  
 
HCA contract victory in 
California extends to Las 
Vegas hospitals.  
 
Workers at Valley Health 
System (Inland Empire) and 
HCA’s Southern California 
hospitals win contracts with 
the industry standards won 
in 2004 in Northern 
California.  
KAISER  
Former Local 535 professional 
members join UHW through 
jurisdictional hearings.  
ORGANIZING  
Organizes Valley Health 
System’s three hospitals, new 
units in Moreno Valley, 
Hemet, and Menifee - 
bolstering UHW’s position in 
the Inland Empire.  
Kaiser Ventura Clinic and 
Kaiser Status 5 workers 
organize under card check.  

Organizers sent to Florida to 
help organize HCA and Tenet 
hospitals. 
Organizes 16 hospitals & 
medical centers.  
POLITICAL  
The political power built by 
healthcare workers helps to 
dissuade Schwarzenegger 
from proposing new cuts to 
healthcare this year and 
UHW members succeed in 
protecting homecare and 
other key healthcare 
priorities.  
 
Unable to support 
Schwarzenegger’s re-election, 
UHW members endorse Phil 
Angelides for Governor. 
Schwarzenegger is re-elected. 
UHW members turned out in 
record numbers to help lead 
the campaign to clean up the 
Congress, electing a 
progressive majority for the 
first time in 12 years in both 
the House and Senate, and 
electing Californian Nancy 
Pelosi as the first woman 
Speaker of the House.  
 
UHW also succeeds in 
electing key pro-worker, pro-
healthcare State Assembly 
and State Senate seats, and 
key county supervisor seats. 

 

2007 
Launches SEIU Healthcare, 
the national union for 
healthcare workers. 
NURSING HOMES  
Contract is settled with 

Windsor, changing 
relationship from adversarial 
to collaborative. Includes the 
highest wage increases 
achieved to date with CNAs 
($3.25/hr) and LVN’s ($3.84/
hr). Currently negotiating 
organizing rights for nine 
Windsor homes.  
 
Launches organizing in two 
regional markets with 17 
targets.  
 
Settles master agreement with 
Pleasant Care, covering 14 
facilities throughout 
California.  
 
Negotiates several contracts 
with independent nursing 
homes, achieving 2006 
bargaining standards.  
 
Settles contract with North 
American in Sacramento/
Stockton area - resolving a 
more than 3 years old dispute 
and opening the door for 
growth opportunities in the 
Sacramento area.  
HOSPITAL  
New organizing campaigns 
unfolding in St. Joseph Health 
System, Citrus Valley, Fresno, 
San Diego, and Inland 
Empire. 
 
Kicks off 2008 contract 
Campaign.  
ORGANIZING 
Victories to date: four 
hospitals, units and/or 
medical centers.  
POLITICAL 
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UHW members join with 
thousands of other 
Californians as part of the “It’s 
Our Healthcare” campaign to 
win universal healthcare for 
all Californians. 
 
After years of advocacy by 
healthcare workers and many 
others, the healthcare crisis 
moves to center stage in 
California. The State 
Assembly and State Senate 
both pass AB8 – sending the 
legislation to the Governor’s 
desk. The Governor calls a 
special session on healthcare 
reform.  
 

2008 
As year goes on, most 
organizing, bar-gaining and 
representational work grinds 
to a halt as former union 
officials focus more and more 
time and resources on fighting 
SEIU. 
 
ORGANIZING 
After management withdrew 
recognition from sister Local 
715, 1,400 service and 
maintenance workers at 
Stanford Hospital signed 
cards and voted to join SEIU-
UHW. 
 
St. Francis Medical Center 
service and skilled 
maintenance workers vote to 
join SEIU-UHW. 
Service and tech workers 
organize at CHW Mercy 
Medical Group. 
 

Service, tech, and professional 
workers join union at Coastal 
Communities Hospital. 
 
Service, tech, skilled 
maintenance, and business 
office workers at CHW 
Marion Medical and business 
office workers at Tenet Twin 
Cities unite in SEIU-UHW. 

 
2009 

 SEIU-UHW goes into 
trusteeship January 27. 
Former officials create NUHW 
with a goal of getting SEIU-
UHW and other California 
SEIU members to switch to 
NUHW.  
 
10,000 Fresno County home 
care work-ers vote to stay in 
SEIU-UHW.  
 
National Labor Relations 
board finds NUHW 
decertification petitions for 
50,000 Kaiser workers and 
14,000 Catholic Healthcare 
West workers are invalid. 
 
On their own home turf, 
NUHW petition to decertify 
22,000 San Francisco home 
care workers falls far short of 
the signatures required to call 
an election. 
 
NUHW pulls out of election 
for 120 workers at Alameda 
hospital. 
At Alameda County Medical 
Center (1,800 workers) and 
Washington Hospital (460 
workers), NUHW’s 

decertification petitions are 
ruled invalid. 
 
NUHW fails to submit enough 
signatures to force a 
decertification vote for 2,300 
SEIU members in Monterey 
County. 
 
NUHW withdraws its petition 
for 500 workers at Natividad 
Hospital when they realize 
they will lose the election. 
 
130 workers at Hazel Hawkins 
Hospital vote for SEIU-UHW. 
HOSPITALS 
Despite the worst economy in 
more than 70 years, SEIU-
UHW members negotiate 
strong new contracts, 
including agreements at 
Washington Hospital, 
Stanford Hospital, Hazel 
Hawkins Memorial Hospital, 
Chinese Hospital, Compass-
Enloe Hospital, Tri-Cities 
Hospital, Crothall Good 
Samaritan Hospital, and 
Alameda Hospital. Contracts 
are over-whelming ratified by 
SEIU-UHW members. 
KAISER  
More than 6,000 Kaiser 
workers – nearly 15 % of 
SEIU-UHW Kaiser members – 
“walk the line” at 
informational pickets across 
the state to pro-test job cuts. 
 
Job cuts rescinded for most 
Kaiser workers facing job 
eliminations. 
HOMECARE 
SEIU lawsuit stops Gov. 
Arnold Schwarzenegger’s 
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attempt to cut homecare 
wages by $2 an hour. 
 
Sonoma County home care 
workers ratify new contact 
with a 90 percent vote. 
Contract protects members 
wages and benefits despite 
state cuts to homecare 
funding. 
NURSING HOMES 
SEIU members negotiate and 
overwhelmingly ratify strong 
new contracts at Evergreen, 
Country Villa, San Miguel, 
Windsor, Lake Park, Avalon, 
Foresight, and Sunbridge. 
MEMBER INVOLVEMENT 
More than 500 new stewards 
are trained as union leaders 
in SEIU-UHW workplaces. 
 

2010 

300+ member Union-Wide 
Organizing Committee meets 
in Los Angeles to discuss the 
issues facing our union and 
pass six resolutions setting 
our direction in 2010. Those 
included resolutions on 
Kaiser bargaining, fighting to 
preserve homecare services, 
identifying and empowering 
10,000 leaders, setting the 
overall concepts for a new 
Constitution and Bylaws, 
setting our overall political 
and legislative agenda, and 
kicking NUHW out of our 
workplaces. 
 
Settled more than 70 contracts 
since January 2009 that 
protect benefits and wages. 

Hospital and Nursing home 
contracts include industry 
standard raises that are 
nearly twice the national 
average. 
 
Federal jury finds that NUHW 
officials Sal Rosselli and 15 
other ousted SEIU-UHW 
officials sabotaged, undermined, 
and lied to union members, and 
used members’ money to start a 
rival union. Jury orders them to 
pay $1.5 million in damages. 

HOSPITALS 
In elections held at CHW 
hospitals across the state, 
members vote overwhelmingly 
to take control of their education 
fund, reestablishing their power 
to make decisions about how to 
spend training money to improve 
their jobs and careers, and 
maintain the high level of care 
they provide to patients. 

 
Members who provide 
healthcare to inmates at two 
Alameda County correctional 
facilities hold a one-day strike 
and then are locked out for a 
week. Strike results in strong 
contract settlement.  
HOMECARE 
In response to a lawsuit filed 
by SEIU and others, the 9th 
Circuit Court of Appeals 
affirms a preliminary 
injunction that stops 
Governor Schwarzenegger's 
home care wage cuts. The 
cuts would put seniors and 
people with disabilities at risk 
of losing cost-effective home 
care services. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

MAKING 
HISTORY! 
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Appendix III • SEIU Snapshots 
 

Here are some facts about SEIU you might want to tell your co-workers about: 
 
• SEIU was founded in 1921 by a handful of immigrant janitors in Chicago, Illinois.  
 
• Today SEIU is the largest union within the Change to Win Federation and the fastest 

growing union in North America, with over two million members. 
 
• SEIU headquarters are located in Washington, D.C. Members are organized in some 300 

local unions throughout the continent. SEIU belongs to the Change to Win Federation 
(CTW) and the Canadian Labour Congress (CLC).  

 
• SEIU's over 2 million members represent hundreds of different occupations including 

janitors, doctors, school workers, social workers, nurses, engineers, taxi drivers and 
government workers throughout the continental United States, Canada, Alaska, Hawaii 
and Puerto Rico. We're the most diverse union anywhere.  

 
• SEIU is the largest union for healthcare and building service workers. We’re the second-

largest union for public employees 
    
• SEIU members have contracts with 12,000 different employers.  
  
• Half of SEIU's members are women, more than the workforce in general. Almost three-

quarters of our members live in two-worker families.  
     
• More than 40 percent of SEIU members are minorities, compared to 25 percent of the 

workforce in general.  
  
• Sixty percent of our members are 40 years of age or more, which makes us older than the 

workforce as a whole.  
    
• Among the languages spoken in SEIU local unions: English, Spanish, Chinese, Korean, 

Polish, Italian, Portuguese, Tagalog, Vietnamese, Arabic, French, Japanese, Creole, 
Russian and Greek. That' s just some.  

  
• Most SEIU members work in metropolitan areas. New York (300,000), Los Angeles 

(205,000), and Chicago (90,000) are the biggest.  
 
• The SEIU International Convention held every four years is the highest governing body 

of the union. Delegates representing every SEIU member must approve all decisions and 
policies of the union, including any dues increases.  
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• Of SEIU's over 2 million members, more than half work for federal, state, or local 
governments.  

 
• The hundreds of job occupations represented by SEIU are grouped into three 

major divisions:  healthcare, property services, and public services. 
 
• Between conventions, SEIU is governed by an International president, a secretary-

treasurer, 14 vice presidents, four executive vice presidents, and a 42-member executive 
board elected by the convention. As a result, most SEIU members have a direct voice on 
the SEIU executive board.  

  
• SEIU local unions have more autonomy than most unions. Local union members elect 

their own officers, write their own constitutions and bylaws, and negotiate their own 
contracts. Local union members must approve any strike in accordance with their 
established policies and procedures.  

  
• Fewer than two percent of SEIU labor agreements ever involve a strike. 

 

 
Appendix IV • Rules of Tactics 

 
“Tactics means doing what you can with what you have.” 
 

• Power is not only what you have but what the opposition thinks you have. 
 
• Never go outside the experience of your people. 
 
• Whenever possible, go outside the experience of the opposition. 
 
• Make the opposition live up to their own book of rules. 
 
• Poking fun at the opposition is often a potent weapon. 
 
• A good tactic is one that your people enjoy. 
 
• A tactic that drags on too long becomes a drag. 
 
• Keep the pressure on. 
 
• The threat is usually more terrifying than the action itself. 
 
• The major premise for tactics is the development of operations that will maintain 

a constant pressure on the opposition. 
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Appendix V • Examples of Grievances 
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VI • Sample Information Requests 
 
Example letter for Information Request:1st Request 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
Date: 
 
Name: (who the request is being made to) 
Title: (who the request is being made to)  
Facility: 
Address: 
City/State/Zip: 
 
Re: Request for Information (insert grievance Name) 
  Facility (Insert facility name) 
 
Dear (insert name): 
To thoroughly investigate and process this grievance, the union is requesting the       
following information. 

1.  
2. 
3. 
4. 
5. 

 
If we do not receive this information within 10 working days of your receipt of this  
letter, we will consider this a refusal to comply with this request. 
 
If you have any questions, please fell free to contact me at (insert number) or my 
cell at (insert number). 
 
Sincerely, 
 
(Name) 
SEIU-UHW, Steward  
 
CC: The next person in the chain of command 
  Facility union organizer’s name 
  Grievant Name 
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Example letter for Information Requests: ULP Threat 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
Date: 
 
Name: (who the request is being made to) 
Title: (who the request is being made to)   
Facility: 
Address: 
City/State/Zip:  
 
Re: Request for Information (insert grievance name) 
 Facility (insert facility name) 
 
 
Dear (insert name): 
On (date of last request) the union made a written information request  
regarding the above mentioned grievance. We believe that this information  
request is valid and necessary in order to adequately represent our members  
in this grievance. We have not received the information, nor has the hospital  
attempted to contact us on the matter. 
 
If we have not received the requested information or have not been given a  
satisfactory reason why the information has been delayed by (insert date)  
we will have to file an unfair labor practice charge to the National Labor  
Relations Board on the following day. 
 
If you have any questions please feel free to contact me at (insert number)  
or my cell at (insert number). 
 
 
 
Sincerely, 
 
(Name) 
SEIU-UHW, Steward 
 
 
 
CC: The next person in the chain of command 
  Facility union organizer’s name 
  Grievant Name 
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Appendix VII • Sample Settlement Agreements 
 

Example of Memo of Understanding: 

 

 
 
To:  Beth Nielsen 
From: Jim Brown 
Date:  October 6,2009 
Re:      Memo of Understanding Re: 4 Main/ 
  Reduction in Force 
 
This agreement is entered into by and between Mercy General  
Hospital and SEIU-UHW.  
The parties agree to implement the following: 
 

•    UA shifts will begin at 8:00am each day,  
         seven days a week. 

 
This memorandum of understanding is intended to address only  
the issues identified above and will not set precedent  
for any other issue. 
 
My signature below represents agreement to the above. 
 
 
          
For the Hospital     Date 
 
 
 
          
For the Union (SEIU-UHW)   Date 
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Example of Grievance Settlement Agreement: 

 
 

February 24th, 2010 
 

SETTLEMENT AGREEMENT 
 
This SETTLEMENT AGREEMENT is entered  into by and between the Mercy  
General Hospital (hereinafter "MGH") and SEIU-UHW (hereinafter "the Union").  
The parties agree as follows: 
 
1.) This SETTLEMENT AGREEMENT shall constitute the full, final and  
complete settlement of any and all present and future claims of Gina Jones and  
Julie Thompson embodied in a grievance filed on February 2nd, 2010  
respectively, regarding assignment of additional available shifts. 
 
2.) MGH and the Union agree that this SETTLEMENT AGREEMENT shall not  
constitute precedent governing the future course of conduct between the parties  
nor shall this SETTLEMENT AGREEMENT be cited as precedent in any  
forum for any purpose. 
 
3.) By entering into this SETTLEMENT AGREEMENT, MGH does not admit to any  
violation of the parties' collective bargaining agreement or any provision of state or  
federal law. 
 
4.) The Union hereby unconditionally withdraws with prejudice the grievance(s)  
described in paragraph 1 above. The Union also agrees not to file a grievance 
related to the corrective action referenced in 1 above and again in 5 below, 
 
5.) After execution of this SETTLEMENT AGREEMENT by the Union, MGH  
agrees to take the following affirmative action: 

• Pay the equivalent of 8 hours to Gina Jones  and Julie Thompson for a shift 
        not made available to her on January 28,2009. 

• Pay the equivalent of 8 hours to Gina Jones and Julie Thompson 
       regarding a shift not made available to her on January 29,2009. 
 
 
 
 

  ________________________  ___________________________ 
  For the Hospital   For the Union 
 
  ________________________  ___________________________ 
  Gina Jones    Julie Thompson 
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Example of Termination Grievance Settlement Agreement: 

 
July 24, 2009 
 
RE: SETTLEMENT AGREEMENT 
 
This SETTLEMENT AGREEMENT is entered into by and between the Mercy  
General hospital (hereinafter "MGH") and SEIU-UHW (hereinafter "the Union").  
The parties agree as follows: 
 
1. This SETTLEMENT AGREEMENT shall constitute the full, final and complete         
settlement of any and all claims of Bob Smith embodied in a grievance filed on         
July 17th, 2009 regarding a termination. 
 
2. MGH and the Union agree that this SETTLEMENT AGREEMENT shall not          
constitute precedent governing the future course of conduct between the parties       
nor shall this SETTLEMENT AGREEMENT be cited as precedent in any forum           
for any purpose. 
 
3. By entering into this SETTLEMENT AGREEMENT, MGH does not admit to          
any violation of the parties’ collective bargaining agreement or any provision of      
state or federal law. 
 
4. The Union hereby unconditionally withdraws with prejudice the grievance            
described in paragraph (1) above. 
 
After execution of this SETTLEMENT AGREEMENT by the Union, MGH agrees         
to take the following affirmative action: 

• Accept a written resignation from Bob Smith. 
• Mercy General Hospital will not contest Bob Smith’s                                    

unemployment claim. 
 

 
_______________Date:______  _______________Date:______ 
Cynthia Quesada   Nick Swart  
Director of Human Resources Field Representative 
Mercy General Hospital  SEIU-UHW 
 
 
_______________Date:______ 
Bob Smith 
Grievant 
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Appendix VIII • Organizing Action Planning Worksheet 
 
When problems and concerns arise on the job, use the following check-list to help 
determine if and how an issue can be used to build a stronger union. 
 
Part I-Analyzing the Issue 
 

1.) What is the issue and who does it affect? 
 
___________________________________________________________________________ 
 
___________________________________________________________________________ 
 
___________________________________________________________________________ 
 
___________________________________________________________________________ 
 
2.)  Can people be mobilized around this issue (is it widely felt and deeply felt)? 

Yes (  ) No (  ) 
  
3.)  Is the issue easily understood? 
 Yes (  ) No (  ) 
 
4.)  Is the issue non-divisive? 
 Yes (  ) No ( ) 
 
5.)  Is the issue winnable, ideally in a short period of time?  
 Yes (  ) No (  ) 
 
6.)  Can this issue increase the visibility of the union and result in real improvement 
in members’ lives? 

Yes (  ) No (  ) 
 
7.)  How do you want the problem solved? What is the remedy or goal you want to 
achieve? 
___________________________________________________________________________ 
 
___________________________________________________________________________ 
 
___________________________________________________________________________ 
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8.) Who can solve the problem? Who is the “target”? 
 
_____________________________________________________________________________ 
 
_____________________________________________________________________________ 
 
_____________________________________________________________________________ 
 
9.) What do you have working for you? Examples: good leaders, unity, past history, 
resources, contract language, community allies, etc. 
 
_____________________________________________________________________________ 
 
_____________________________________________________________________________ 
 
_____________________________________________________________________________ 
 
_____________________________________________________________________________ 
 
10.) What do you have working against you? Examples: facts, events, managers, 
opponents, contract language, work rules, policies, etc. 
 
_____________________________________________________________________________ 
 
_____________________________________________________________________________ 
 
_____________________________________________________________________________ 
 
_____________________________________________________________________________ 
 
Part II- Developing and Communicating an Action Plan 
 
11.) What are some group actions you and other members might take to exert pressure 
on decision makers in management? Plan a series of actions so that if management is 
unwilling to move to resolve the problem you can “escalate” your pressure. 
 
_____________________________________________________________________________ 
 
_____________________________________________________________________________ 
 
_____________________________________________________________________________ 
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12.)  Planning Actions: 

13.) What is our message? To our co-workers? To clients? To the target? 
How will you communicate with the membership about the problem and the 
actions? 

To Do: Who Will Do: Date to be done: 

Grievance:  
 

 

Group Meeting with Decision 
Maker: 

 
 
 

 

Action Day:  
 

 

Other:  
 

 

Other:   
 

 

Possible Communication 
Methods 

Who Will Do: Date to be done: 

One-on-one Conversations:  
 
 

 

Newsletter/Flyer:  
 
 
 

 

Meeting:  
 
 

 

Phone Tree:  
 
 

 

Other:  
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Appendix IX • Grievance Folder Documents 

 
 
 

 
 
 

 

 

 

 

 

 

 

The following forms are included in this appendix: 

1. Pre–Grievance Investigation 

2. Grievance Information & Investigation 

3. Grievance Investigation Notes 
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Date:  

Date of Occurrence: 

 

Dear: 

 

Thank you for bringing your issue to the attention of our union. As the steward who will 
be working with you, I want us to be working together as a team to make sure we are 
effectively using our “people power” to bring about the best result possible. 

We must first decide the best way to proceed. It may be through a grievance, an 
outside agency or a direct discussion with a management representative. Please 
provide me with the following information as soon as possible. 

Remember, we only have:  calendar days to file a grievance from the date of the 
occurrence. Please provide me the information by: 

We will need the following information: 

• A short statement telling me what happened. 

• Copies of any paperwork that could be part of the issue. Examples include: 
incident reports, performance evaluations, disciplinary letters, work 
schedules, department or company policies, etc. 

 
• Names, phone numbers, shifts and locations of all witnesses and a brief 

description of what they will say. 

• Have other workers had a similar problem? Has the issue been discussed in 
investigative meetings or with the supervisors? If so, provide names and 
dates. 

Remember, we cannot miss any deadlines. Call me if you are unsure of how to obtain 
this information. I look forward to helping you resolve this problem. Together we can 
work to build our union’s strength. 

In Unity, 

Steward:      Phone Number(s): 

 

 
 
 PRE-GRIEVANCE INVESTIGATION  
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In order to assist your steward in resolving your alleged grievance as quickly and 
effectively as possible, please fill out this form providing as much detail as you know, 
and return it to your steward by: 

What happened (or did not happen)?
___________________________________________________________________________________ 
 
___________________________________________________________________________________ 
 
___________________________________________________________________________________ 
 
___________________________________________________________________________________ 

 
Why did it happen (or did not happen)?
___________________________________________________________________________________ 
 
___________________________________________________________________________________ 
 
___________________________________________________________________________________ 
 
___________________________________________________________________________________ 

 
Where did it happen?
___________________________________________________________________________________ 
 
___________________________________________________________________________________ 
 
___________________________________________________________________________________ 
 

How did it happen? 
____________________________________________________________________________________________ 
 
____________________________________________________________________________________________ 
 
____________________________________________________________________________________________ 
 

Have you discussed this matter with anyone in management?  Yes (  ) No (  )  
With any other steward or union organizer?    Yes (  ) No (  ) 
 
Who? ________________________________________________________________ 
 
What were you told? ____________________________________________________ 

 
Name:      Department: 

Classification:    Work Phone: 

Home Phone:    Cell Phone:  

 
 
 GRIEVANCE INFORMATION & INVESTIGATION 

Information About You 
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This form is the property of United Healthcare Workers West and is intended only for internal use by 

authorized stewards and union organizers. 

 

Shop Steward: 

 

 
 
 GRIEVANCE INVESTIGATION NOTES 

Grievance Information 

 
Date of event causing grievance: ____________________________________________________________ 
 
 
Date of complaint made known to steward:  ___________________________________________________ 
 
 
Date of grievance submitted to employer: _____________________________________________________ 
 
 
Brief Description of Grievance: 
__________________________________________________________________________________________ 
 
__________________________________________________________________________________________ 
 
Union’s Position/ Argument: 
__________________________________________________________________________________________ 
 
__________________________________________________________________________________________  

 
Grievant(s): _______________________________________________________________________________ 
 
 
Date of Hire:______________________________________ Classification: __________________________ 
 
 
Department:______________________________________ Supervisor: ____________________________ 
 
 
Shift:_____________________________________________ Schedule: ______________________________ 
 
 
Status: (   ) Full-Time  (   )  Part– Time  (   )  Casual  (   )  Other: ________________________________ 
 
 
Home Phone:_____________________________________ Work Phone:  __________________________ 
 
 
Cell Phone: _______________________________________ City/Zip: _______________________________ 
 
 
Address: _________________________________________________________________________________ 
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Contract provision(s) that support union’s grievance (include paragraph numbers): 

____________________________________________________________________________________________ 

____________________________________________________________________________________________ 

____________________________________________________________________________________________ 

 

Date of step one meeting: ______________ 

Individuals present at step one meeting: ________________________________________________________ 

____________________________________________________________________________________________ 

____________________________________________________________________________________________ 

 

Employer’s position/arguments: ________________________________________________________________ 

____________________________________________________________________________________________ 

____________________________________________________________________________________________ 

____________________________________________________________________________________________ 

(   )   Denied, if denied complete the following: 

 

(   )  Resolved, if resolved explain settlement: ___________________________________________________ 

 ___________________________________________________________________________________________ 

 ___________________________________________________________________________________________ 

 ___________________________________________________________________________________________ 

 
 
 GRIEVANCE INVESTIGATION NOTES 

Steward Recommends: (   )  Withdrawal of Grievance (   )  Appeal to Step Two 
 
 
Basis for recommendation:____________________________________________________________________ 
 
 ___________________________________________________________________________________________ 
 
 ___________________________________________________________________________________________ 
 
 ___________________________________________________________________________________________ 
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INFORMATION ABOUT YOU    

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 
 GRIEVANCE INVESTIGATION NOTES 

Prior Work Record: List All Prior Discipline 

Date of Action: Step of Discipline: General Reason: 

 
 

  

 
 

  

 
 

  

 
 

  

Date: Average General Rating: Good or Bad Ratings: 

 
 

  

 
 

  

 
 

  

 
 

  

Prior Performance Evaluation 

Past Practice? (   ) Yes   (   )  No  
Known by both parties and agreed to by both parties, consistently practiced by both parties, cannot 
violate the Contract (CBA). If yes, relevant past practice: _______________________________________ 
 
 _________________________________________________________________________________________ 

Witnesses 

Name Date  
Interviewed 

Statement (attach notes) 
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Just Cause Checklist  
(for discipline grievances only) 

Explain Any No Answers: ______________________________________________________ 

 
____________________________________________________________________________ 
 
____________________________________________________________________________ 
 
____________________________________________________________________________ 
 
____________________________________________________________________________ 
 
____________________________________________________________________________ 
 
____________________________________________________________________________ 
 
____________________________________________________________________________ 
 
____________________________________________________________________________ 

 

 

 
 
 GRIEVANCE INVESTIGATION NOTES 

 Yes No 

Was rule or policy known by the employee?  
 

  

Was the rule related to safe and efficient operations? 
 

  

Did the employer investigate before deciding to discipline? 
 

  

Was the investigation objective and fair? 
 

  

Did the investigation provide proof of guilt? 
 

  

Did management follow the steps of progressive discipline? 
 

  

Did the punishment fit the crime?  
 

  

Has management always disciplined all workers for this same reason?   
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Miscellaneous Notes 
 

___________________________________________________________________________ 
 

___________________________________________________________________________ 
 

___________________________________________________________________________ 
 

___________________________________________________________________________ 
 

___________________________________________________________________________ 
 

___________________________________________________________________________ 
 

___________________________________________________________________________ 
 

___________________________________________________________________________ 
 

___________________________________________________________________________ 
 

___________________________________________________________________________ 
 

___________________________________________________________________________ 
 

___________________________________________________________________________ 
 

___________________________________________________________________________ 
 

___________________________________________________________________________ 
 

___________________________________________________________________________ 
 

___________________________________________________________________________ 
 

___________________________________________________________________________ 
 

___________________________________________________________________________ 
 

___________________________________________________________________________ 
 

___________________________________________________________________________ 

 
 

 
 
 GRIEVANCE INVESTIGATION NOTES 
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Appendix X • Misc. Helpful Documents 
 
 
Example Letter: Confirming Extension of Timelines 

 

 
 
 

Date: 
 
Name: 
Title: 
Facility: 

 
 
 
Address: 
City/State/Zip: 
 
Re: (Grievance Name/Facility Name) 
 
Dear (insert name): 
 
This letter will confirm our (date) conversation extending time  
limits on the above-mentioned grievance.  We have mutually  
agreed to extend the time limits until (date). 
 
Sincerely, 
 
 
(Name) 
SEIU-UHW  Steward 
 
CC: Grievant 
Next Person in Chain of Command 
Facility Union Organizer 
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Example Letter: Moving Grievance to the Next Step 

 

 
 
Date: 
 
 
Name: 
Title: 
Facility: 
 
Address: 
City/State/Zip 
 
Re: (Grievance Name/Facility Name) 
 
Dear (insert name): 
 
In accordance with Article: (insert number(s) and paragraph(s)) of our current  
contract, the union hereby moves the above-mentioned grievance  
to Step: (insert number) and requests a meeting in the matter.  
Please call me to set up a mutually acceptable date, time, and place  
for this meeting. I can be reached at: (insert number)            
or my cell at: (insert number).  
 
If I do not hear from you within the time specified in our  
bargaining agreement, I will move this matter to the next step. 
 
Thank you for your anticipated cooperation. 
 
Sincerely, 
 
(Name) 
SEIU-UHW Steward 
 
 
 
 
CC: Grievant 
Next Person in Chain of Command 
Facility Union Organizer   
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Example Letter: Non-Responsive Employer-Moving to grievance to the next step 

 

 
 

Date: 
 
 
Name: 
Title: 
Facility: 
 
Address: 
City/State/Zip 
 
Re: (Grievance Name/Facility Name) 
 
Dear: 
The employer has failed to respond in a timely manner to the  
above-mentioned grievance at Step: (insert number). In accordance with  
Article:  (include number(s) and paragraph(s)) of our current contract, the  
union hereby moves the above-mentioned grievance to Step (insert number) 
and requests a meeting in the matter. Please call me to set up a mutually  
acceptable date, time and place for this meeting.  
I can be reached at: (insert number) or my cell at: (insert number). 
 
If I do not hear from you within the time specified in our collective 
bargaining agreement, I will move this matter to the next step. 
 
Thank you for your anticipated cooperation. 
 
Sincerely, 
 
(Name) 
SEIU-UHW Steward 
 
CC: Grievant 
Next Person in Change of Command 
Facility Union Organizer 
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Example Letter: Non-Responsive Employer-Moving Grievance to Arbitration 

 
 

 
 
Date: 

 
 
Name: 
Title: 
Facility: 
 
 
Address: 
City/State/Zip 
 
Re: (Grievance Name/Facility Name) 
 
Dear (insert name): 
The Employer has failed to respond in a timely manner to the  
above-mentioned grievance at Step 3. Therefore, in accordance  
with Article: (include number(s) and paragraph(s)) of our current contract, 
the Union hereby moves the above-mentioned grievance to arbitration. 
 
 
 
Sincerely, 
 
(Name) 
SEIU-UHW Steward 
 
 
 
 
 
 
 
 
CC: Grievant 
Next Person in the Chain of Command 
Facility Union Organizer 
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Example Letter: Confirming a Step Meeting on a Grievance 

 
 

 
 
 
 
 

Date: 
 
Name: 
Title: 
Facility: 
 
Address: 
City/State/Zip 
 
Re: (Grievance Name/Facility Name) 
 
Dear: 
This letter confirms our agreement to schedule Step : (include number)   
grievance hearing as follows: 
 
Date: 
Time: 
Place: 
 
If you have any questions, please feel free to  
call me at: (insert number) or my cell (insert number):  . 
 
Sincerely, 
 
(Name) 
SEIU-UHW  Steward 
 
CC: Grievant 
Next Person in Chain of Command 
Facility Union Organizer 
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Example Letter: Withdraw a Grievance 

 
 
 
 

 
 
 

 
 
 
  Date: 
 

Name: 
Title: 
Facility: 
 
Address: 
City/State/Zip 
 
Re: (Grievance Name/Facility Name) 
 
Dear (insert name): 
 
The Union hereby withdraws the above-referenced grievance  
without prejudice. 
 
Sincerely, 
 
(Name) 
SEIU-UHW Steward 
 
 
 
CC: Grievant 
Next Person in Chain of Command 
Facility Union Organizer 
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Issue being Investigated:  
 
_____________________________________________________________________________ 
 
_____________________________________________________________________________ 

Who? Names of everyone involved, witnesses and management. 
 
_____________________________________________________________________________ 
 
_____________________________________________________________________________ 
 
_____________________________________________________________________________ 

What? Exactly what happened, what was done, what words were said? 
 
_____________________________________________________________________________ 
 
_____________________________________________________________________________ 
 
_____________________________________________________________________________ 
 
_____________________________________________________________________________ 
 
_____________________________________________________________________________ 

When? Exact dates and time and sequence of events. 
____________________________________________________________________________________ 
 
____________________________________________________________________________________ 
 
____________________________________________________________________________________ 
Where? Exact location: department, floor, building, parking lot, etc. 
 
__________________________________________________________________ 
 
__________________________________________________________________ 
Why? Reasons this happened and what was violated. 
 
____________________________________________________________________________________ 
 
____________________________________________________________________________________ 
Remedy: What will fix the situation? 
_____________________________________________________________________________ 
 
_____________________________________________________________________________ 

 
 
 INVESTIGATION INTERVIEW NOTES 
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Appendix XI • COPE Check-off Authorization Form 
 
 

The following page is the form for members to authorize COPE deduction. 
After filled out, return to your union organizer for processing!  
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Appendix XII • Glossary 
 
Burden of Proof- When management takes disciplinary action against an employee, 
management must then prove it had cause to take the action. Management has the burden of 
proof—this incorporates the theory of “innocent until proven guilty”. In all other instances, 
when the union is claiming that management has violated the contract or work rules, the 
union has the burden of proof. 
 
Discrimination- Discrimination is the unequal treatment of workers because of race, gender, 
age, religion, disability, marital status, sexual orientation, nationality, union membership or 
union activity, political affiliation or some other unfair basis. Discrimination may occur in 
hiring, types of jobs given, rates of pay, promotions and transfers, layoffs or other areas. 
Some employee classes are protected by law while protection for others is negotiated. 
 
Equal Treatment- Management’s rules, policies and procedures must be applied in the same 
way to all bargaining unit employees. 
 
Grievance Arbitration- Grievance arbitration is often the last step of the grievance procedure. 
A third party makes a decision that is usually final and binding on both parties. 
 
Grievance Mediation- Grievance mediation is a voluntary and less formal method of dispute 
resolution in which a neutral party serves as a facilitator in efforts to resolve a grievance. The 
ultimate acceptance, rejection or modification of a settlement remains with the two parties. 
 
“Made Whole”- Phrase that unions include in their remedies for grievances that involve loss 
of pay and/or other benefits (e.g., disciplinary actions or improper denial of overtime or 
promotions). The term means that the grievant is treated as though management never took 
the improper action. In discipline cases, it asks that the grievant be restored to the status he 
or she had before management took the action. In instances such as when a promotion or 
overtime has been denied, it asks that the grievant be treated as though management had 
taken the correct action. When “be made whole” is included in the remedy—and the 
grievance is upheld—it ensures the grievant will receive all back pay and any benefits that 
are due. It would cover such areas as seniority, vacation and sick leave, pension and medical 
coverage. Being made whole covers all the bases, so the steward doesn’t have to remember 
each and every possible injury when writing the grievance. 
 
Management Rights Clause- This section in the contract specifies that management retains 
certain functions and rights regarding the “method and means” of managing the workplace. 
These often include such areas as hiring, promoting, transferring, laying off, establishing 
work standards and policies, scheduling, deciding qualifications for positions, deciding 
locations of facilities, and so on. 
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Precedent- A precedent is a decision that is later used as a guideline for making a decision on a 
case that has similar circumstances. Precedents may be used to interpret and apply the 
collective bargaining agreement or work rules. Precedents can be established by grievance 
settlements, arbitration awards or even union withdrawal of a grievance (thereby letting 
management’s interpretation stand) 
 
Agency Shop- A union security contract clause requiring those employees who are covered by 
the contract, but who decline to join the union, to pay a service fee to the union equal to, or a 
percentage of, the union dues. This fee (sometimes called “fair share”) is intended to 
compensate the union, which, by law, must give full and equal representation to all bargaining 
unit members, regardless of membership status. 
 
Bargaining Unit- A group of employees in a given workplace who have a sufficient similarity of 
interest to constitute a unit for the purpose of bargaining collectively with their employer. A 
bargaining unit is usually defined by the National Labor Relations Board or similar federal, 
state or local agency. 
 
Card Check- A process in which an employer agrees to recognize the union based upon cards 
signed by a majority of employees, thereby gaining recognition without an election. A third 
party, such as a member of the clergy or an arbitrator, examines the cards to verify majority 
support. Once an employer agrees to card check — and a review of the cards indicates that 
there is majority support — the employer is required by law to bargain with the union. 
 
Certification- Official recognition by a labor relations board that an employee organization is 
the exclusive representative for all the employees in an appropriate bargaining unit for the 
purpose of collective bargaining. 
 
Contract or Collective Bargaining Agreement (CBA)- A formal written agreement over wages, 
hours and conditions of employment entered into by an employer and the union representing 
the employees in the bargaining unit. 
 
Employee Assistance Program (EAP)- Confidential information, support and referral service 
designed to help employees cope with personal problems that have a negative impact on their 
lives and, subsequently, on their work productivity. Deteriorating job performance can lead to 
an employer taking disciplinary action. Such programs often provide assistance in such 
situations as emotional stress, marital and family problems, financial and legal difficulties, and 
drug or alcohol abuse. 
 
Fringe Benefits- Vacations, holidays, insurance, medical benefits, pensions and other economic 
benefits that are provided to employees under the union contract; these are in addition to 
direct wages. 
 
National Labor Relations Board (NLRB)- Quasi-judicial agency set up under national or state 
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labor relations acts. Its duties are defining appropriate bargaining units; holding elections to 
determine if workers want union representation; certifying unions to represent employees; 
and applying legal provisions prohibiting certain employer or union unfair labor practices. 
 
Pay Equity- A term referring to the concept that female-dominated jobs or professions have 
been traditionally undervalued, based on levels of responsibility and required education, 
and that pay for these jobs should be raised to levels of comparable jobs that are traditionally 
held by men. 
 
Picketing- The carrying of signs or the passing out of literature protesting working 
conditions or actions taken by the employer. Picketing occurs during a strike or in the form 
of an informational picket. In this tactic, designed to put pressure on the employer, union 
members inform the public and other workers about the conditions they feel are unfair. 
 
Representation Election- A vote conducted by an appropriate labor board or agency to 
determine whether a majority of the workers in a previously established bargaining unit 
want to be represented by a given union. 
 
Scab- Someone who takes a striking worker’s job or refuses to go on strike with co-workers. 
By filling the jobs of striking workers and keeping the employer operational, scabs may 
weaken or help break the strike. 
 
Seniority- Length of service with an employer. Preference can be accorded to employees, 
based on their seniority, in such areas as promotion, transfer, shift assignment, scheduling, 
vacation accrual, layoff, recall, etc. 
 
Service Fee- A monetary assessment of non-members in a bargaining unit to help defray the 
union’s costs in negotiating and administering the contract (see Agency Shop). 
 
Strike- A concerted act by a group of employees who withhold their labor for the purpose of 
bringing about a change in wages, hours or working conditions. 
 
Unfair Labor Practice (ULP)- An employer or union practice forbidden by the National Labor 
Relations Act, or state and local laws, subject to court appeal. It often involves the employer’s 
efforts to avoid bargaining a contract in good faith. Other examples may include 
management’s failure to provide information the union has requested and needs to process a 

grievance or management’s repeated failure to implement grievance settlements or 
arbitration awards.  
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NOTES: 
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