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 1. Understand Labour Relations Legislation 

• Review applicable federal, provincial , and /or territorial labour relations legislation.  

• Consult with legal counsel if needed.  

• Confirm procedural rules:  

o Ontario:  Rules of Procedure  

o British Columbia:  Rules of Procedure  

o Nova Scotia:  Rules of Procedure  

 

2. Confirm the Freeze Period 

• Understand the legal restrictions on changing employee terms and conditions 

during the freeze period.  

• Communicate clearly with leaders and supervisors about what can and cannot be 

changed.  

 

 3. Establish Bargaining Authority 

• Confirm who has authority to bargain (seek approval from CEO, VP, or governing 

body).  

• Document and communicate this authority to the bargaining team.  

 

 4. Define the Bargaining Mandate 

• Obtain senior leadership approval for bargaining limits.  

• Clarify “bottom line” positions.  

• Define thresholds for when additional approval is required.  

 

5. Appoint a Chief Spokesperson and choose your team thoughtfully 

• Decide on legal counsel v ersu s internal representative.  

• Identify backup or support resources (labour lawyer, HR lead, etc.).  

• Provide spokesperson/team training if required (e.g., Queen’s IRC programs).  

• Choose, or elect where applicable, bargaining team members with different, 

complementary strengths, including labour relations, finance, operations, etc.  

 

 6. Preparation – Forecasting Scenarios 

• Wages: multiple financial models.  

• Benefits: cost projections (consult benefits broker).  

• Scheduling: options such as regular, extended, compressed, or hybrid shifts.  

• Vacation: accrual, usage, and cost impact.  

https://www.ontario.ca/page/collective-bargaining
https://www.lrb.bc.ca/rules
https://nslegislature.ca/sites/default/files/legc/statutes/labour%20board.pdf
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• Premiums: evenings, nights, and weekends (ensure “no pyramiding” language).  

• Statutory holidays: review and cost out strategies.  

• Benchmarking: survey comparable organizations/unions (wages, benefits, work –life 

balance).  

 

7. Preparation – Information Gathering 

• Review staff complaints and concerns.  

• Analyze compensation and benefits challenges.  

• Identify root causes of certification.  

• Collect workforce data:  

o Turnover  

o Absenteeism  

o Service levels  

o Age demographics  

o Novice -to-veteran ratio  

• Align priorities with workforce demographics (e.g., pensions vs. wages).  

 

 8. Proposal Development 

• Engage the bargaining team in prioritizing issues.  

• Stay within mandate while setting clear priorities.  

• Review templates or existing collective agreements for coverage.  

• Draft proposals with short - and long -term implications in mind.  

• Ensure clarity of language and avoid ambiguity.  

• Develop key clauses carefully:  

o Management Rights Clause (Residual Rights Theory).  

o Recognition Clause (use exact certification language).  

o Seniority Clause (ensure practical application).  

 

 9. Relationship Building 

• Establish respectful communication channels with the union.  

• Look for opportunities to build trust and collaboration.  

• Recognize that each round of negotiations brings new challenges and opportunities.  

 


