Handout 01 - Module 1
PSAC STATEMENT ON HARASSMENT

Our union is made strong by members working together to improve
our working lives and to preserve the rights that we have struggled to
achieve. Mutual respect is the cornerstone of this cooperation. The
PSAC Constitution confirms that every member, staff person and non-
staff support people (e.g. technicians, interpreters, etc.) are entitled
to be free from discrimination and harassment, both in the union and
at the workplace, on the basis of age, sex, colour, national or ethnic
origin, race, religion, marital status, family status, criminal record,
disability, sexual orientation, gender identity or expression, language,
social and economic class or political belief. Members, staff, and non-
staff support people are also entitled to be free from psychological
harassment.

Content displayed or posted on the event platform, as well as any
and all discussions on the platform, shall be respectful. Conflict, in and
of itself, does not constitute harassment. Rather, harassment includes
online bullying, content or language that is threatening, abusive,
defamatory, obscene, indecent or objectionable on the event
platform and on any other related electronic network. To be clear,
content or discussion of a racist, sexist, ableist homophobic,
transphobic, or otherwise discriminatory nature will not be tolerated or
accepted. Content and discussion must not be offensive, graphically
in tone or in nature.

Should you experience harassment at this event, contact the
identified Anfi-Harassment Resource Person to discuss the situation.
Early and informal resolution processes are strongly encouraged.
Whenever possible, members are expected to engage in a respectful
dialogue to resolve the matter. The Anti-Harassment Resource Person
is available to facilitate this discussion. If this conversation is neither
successful nor possible, the appropriate process as outlined in
harassment  policies, guidelines, collective agreements, the
Constitution and/or regulations will be fully and quickly engaged.
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Harassment in all its forms, detracts from our common purpose and
weakens our union. May each one of us freat each other with
kindness, compassion, dignity and respect.
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Thoughts about Grievances

Think about the following statements:
Assign a rating such as:
1 = “strongly disagree”,
5 = Ystrongly agree”

or somewhere in between.

Handout 02 - Module 1

1. The union loses credibility when it goes forward with grievances of

questionable validity.

| 2
Strongly Disagree
disagree

3

Neither agree
or disagree

4
Agree

5

Strongly agree

2. Winning a member’s grievance is one of the most satisfying

experiences for a steward.

| 2
Strongly Disagree
disagree

3

Neither agree
or disagree

4
Agree

5

Strongly agree

3. For a grievance procedure to serve its intfended purpose, there

has to be

.(Complete the sentence)

4. Effective use of the grievance procedure improves the union

management relationship.

| 2
Strongly Disagree
disagree

3

Neither agree
or disagree

4
Agree

5

Strongly agree

5. Filing grievances is seen as a “career breaker” by most

employees.
| 2 3 4 )
Strongly Disagree Neither agree Agree Strongly agree
disagree or disagree
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6. Grievances provide an effective tool to talk to management
about workplace problems.

|

Strongly
disagree

2

Disagree

3

Neither agree
or disagree

4
Agree

5

Strongly agree

7. The PSAC is obliged to provide representation on all grievances

fled by PSAC members.

1

Strongly
disagree

2

Disagree

3

Neither agree
or disagree

4
Agree

S
Strongly agree

8. The union doesn’'t have to represent grievances of “Rands”.

1

Strongly
disagree

2

Disagree

3

Neither agree
or disagree

4
Agree

5

Strongly agree

9. Mediation is way more effective than grievances for resolving
workplace problems.

|

Strongly
disagree

2

Disagree

3

Neither agree
or disagree

4

Agree

S
Strongly agree

10. Grievances strengthen the collective agreement.

1

Strongly
disagree

2

Disagree

3

Neither agree
or disagree

4
Agree

5
Strongly agree

11. We owe a debt to the many grievors who have come before us.

1

Strongly
disagree

2

Disagree

3

Neither agree
or disagree

4
Agree

5

Strongly agree
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Things to Know About the Grievance Process

The grievance procedure is set out in your collective agreement.
These provisions set out:

* The types of grievances which can be filed

* The number of steps or levels in the grievance process

* The time limits to initiate a grievance

* The time limits for the employer to respond

* What happens with the grievance if the matter is not resolved at
each step

When the grievance cannot be resolved:

Most jurisdictions provide for a third party to hear the case and make
a decision. This third-party process is known as a grievance
adjudication or arbitration.

* The PSLRA (Public Service Labour Relations Act) sets out what can
be referred to adjudication (Section 209). In a nutshell, a grievance
which has been presented up to and including the final level and
which has not been resolved can be referred to adjudication if it
deals with the interpretation or application in respect of the
employee of a provision of a collective agreement and the union
agrees with the referral to adjudication. (Please consult Section 209
of the PSLRA for a complete explanation about what can be
referred to adjudication.)

* The Canada Labour Code sets out that all collective agreements
governed by Part | (Industrial Relations) of the Canada Labour Code
must contain a provision for the final settflement, without work
stoppage, of any differences which relate to the interpretation,
application, administration or alleged violation of the agreement.
This usually involves referral of the grievance to arbitration.

* Provincial and Territorial labour legislation contain similar grievance
provisions.
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Stewards and Adjudication/Arbitration:

Stewards do the initial intake of the grievance and provide
representation at the first step of the grievance process.
Representation at other steps of the grievance process will likely
involve different union representatives. Stewards are not responsible
for handling cases which are brought to adjudication/arbitration.
Each Component and Directly Chartered Local determines how it
structures the representation of grievances filed by their members.
However, the grievance file that stewards will have completed will
be essential in any adjudication/arbitration hearing.
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Adjudication vs Arbitration: Differences and similarities between
the Canada Labour Code (and provincial codes) and the Federal
Public Sector Labour Relations Act

Labour Code

FPSLRA

Grievance
Procedure

In the collective
agreement

In the act as well as the
collective agreement

Selection of the
arbitrator and dates

In the collective
agreement (list)
or by mutual

agreement and

The Federal Public
Sector Labour Relations
and Employment Board
(FPSLREB) determines

dates are the dates and selects
determined the arbitrator
based on
availability
Rejection on Arbitrable but Individual grievances
probation are often can be filed, but

difficult to win

adjudication is fairly
limited under FPSLRA.
https://www.tbs-
sct.gc.ca/pol/doc-
eng.aspx<id=22379

Classification

Arbitrable

Can't be arbitrable: this
is a separate process.
https://www.tbs-
sct.gc.ca/pol/doc-
eng.aspxeid=28698

Dismissal and
disciplinary
measures

Arbitrable. Some
collective
agreements
exclude certain
disciplinary
measures from
arbitration like
verbal or written
reprimands.

Arbitrable. The grievor
can defend her/himself
without the union
support; however, can’t
proceed to
adjudication if there are
no financial penalties
(e.g., verbal or written
reprimand)
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Labour Code

FPSLRA

Personal harassment

Arbitrable as
there is usually
language in the
Collective
agreement to
prohibit
personal
harassment

Grievance can be filed,
but arbifration is not
possible due to the
existence of another
administrative recourse.
The parties may grieve
the decision or the
manner in which the
complaint was
addressed or the
disciplinary measures.:
https://www.tbs-
sct.gc.ca/pol/doc-
eng.aspxeid=32671

Official languages

Recourse within the
Official Language Act:
https://laws-
lois.justice.gc.ca/eng/a
cts/O-3.01/index.html

Protection of
personal information

Recourse within
the Personal
Information
Protection and
Electronic
Documents Act
(PIPEDA) for
federally
regulated sector
https://laws-
lois.justice.gc.ca
/eng/acts/P-
8.6/index.ntml

Recourse within the
Privacy Act:
https://laws-
lois.justice.gc.ca/eng/a
cts/P-21/FullText.ntml
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Grievance Mediation

Many of our members’ workplaces provide for an informal problem-
solving mechanism which workers are encouraged to use before
continuing with the grievance process. The Public Service Labour
Relations Act sets out an Informal Conflict Management System
(ICMS) since 2005. In other workplaces or jurisdictions, these systems
are known Alternative Dispute Resolution (ADR) System:s.

WHAT IS GRIEVANCE MEDIATION?

* An impartial third party—the mediator—facilitates communication
between the parties involved in a dispute and works constructively
with them, in a flexible and creative way, to assist them in reaching a
resolution.

* The purpose is to reach a mutually satisfactory resolution to a
dispute that is sustainable. In the process, the mediator helps the
parties realistically evaluate alternatives for settlement.

* The purpose of mediation is not to determine who is right or wrong.
A mediator helps shift the focus from one of blame to a creative
exchange between the parties. The mediator also helps the parties
shift the focus from the past to the future.

* The mediator encourages the parties to communicate with each
other, so they understand each other’s point of view.

* The entire process is voluntary—no party can be coerced into
entering, continuing or returning to mediation.

* The mediator does not have the power to render a decision, or to
force the parties to reach a settlement.

* The parties agree on the mediator, as each party needs to be
personally comfortable with that person and his/her credentials.
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* There are no minutes taken of the proceedings. If there is a report
issued by the mediator, it is limited to the fact that a settlement was
or was not reached. If a mediator takes notes for the purpose of the
mediation, they are confidential and protected from disclosure. If an
agreement is reached, the terms of settlement are recorded and
signed by the parties. At the beginning of mediation, everyone (i.e.,
mediator, the parties and their representatives/accompanying
persons) signs an Agreement to Mediate that sets out some basic
rules governing the process.

*The terms of the settlement are binding on the parties. Once a
settlement has been reached, there is no longer a dispute between
the parties and therefore no matter to be determined by an
arbitrator. Labour boards have recognized that it is in the best
interests of good labour relations that binding mediation agreements
be honoured.

*Use of mediation never prevents a party from using the grievance
procedure (or another formal process where one exists) should
mediation fail. A participant may switch between mediation and a
formal process at any time. Mediation can be used at any stage of
the grievance process.

* When the mediator has previous experience as an arbitrator, with
the parties’ agreement, they can help them assess their cases by
indicating what arbitrators have decided in similar cases in the past
and how an arbitrator might look at their situation. This is sometimes
referred to as the evaluative model of mediation. (See below under
the title, what are the disadvantages of grievance mediationg For
comments on this model.) Some jurisdictions follow a facilitative
model, such as the PSLRB sessions where PSLRB mediators are used.
This allows the PSLRB to draw a fairly clear line between mediation
and adjudication. It ensures that when parties take part in
mediation, they are participating in an assisted negotiation, and that
when they appear before the board in an adjudicative hearing,
they will receive a third-party decision on the merits of their case.
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*Time taken to use mediation does not count against the time limits
of formal processes as long as the parties ensure that time limit issues
are protected. A grievance, for example, can, upon mutual
agreement, be held in abeyance pending the outcome of
mediation. For PSLRA units, the PSLRB Regulations provide for a
suspension of time limits.

* Each party may be accompanied or represented by a person (or
persons) of their choosing. A person (or persons) who accompanies
or represents a party has the right to speak.

* If the issues in dispute revolve around the interpretation or
application of a collective agreement, a representative of the
bargaining agent must be involved.

e Usually, the parties to a conflict are at the table. It is preferable
that individuals responsible for making decisions concerning the
settlement also be at the table.

* Anything discussed during mediation is privileged. Any verbal or
written communication with the mediator is confidential.
Confidentiality is an important factor that influences the participants’
trust and confidence in the integrity of the process. Being able to say
and do things without prejudice is an important element of open
communication and exploring settlement options. Otherwise, the
parties would unlikely make offers that are much different from their
initial positions. Participants must agree not to use any information
gained when using mediation outside of the mediation process. The
terms of the settlement are also confidential. The mediator cannot
be involved in subsequent formal proceedings should mediation fail,
including being compelled to testify.

* An employee can’t be subjected to any retaliation or reprisal for
having participated in, or withdrawn from, mediation.
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* Mediation requires a solid systemic foundation in order to be
effective. There must be clearly articulated principles and
procedures, and adequate training in conflict management for
employees. Union involvement in developing and participating in
conflict management systems is a necessity.

WHAT ARE THE ADVANTAGES OF GRIEVANCE MEDIATION?

* Mediation gives the parties greater control and flexibility to actively
shape a settlement to both the immediate crisis and its underlying
causes in a way that best addresses the interests of both parties. At
the various levels in the grievance procedure, it is the employer who
renders a decision and if the grievance goes before an arbitrator, a
binding settlement is imposed.

* The union has the right to consult with the employer with respect to
a grievance at each level of the grievance procedure. To “consult”
means to seek and provide information, exchange views, listen to
each other’s opinions, observations and recommendations, prior to
a decision being rendered—by the employer. Mediation is a process
that offers structured direct negotiation with the employer, prior to a
decision being made—by the parties themselves.

* It provides individual grievors with greater involvement in the
process and greater input into the outcome. This can result in
increased empowerment over their situation.

* The settlement does not set a precedent, so a solution can be
crafted to meet the unique circumstances of the situation. The
parties will be more comfortable with making commitments and
concessions in mediation, if they know these will not damage their
case if mediation fails, or be publicized if mediation succeeds.

* Unlike arbitration, mediation can address the issues and interests
surrounding and underlying the matter in dispute. It can help to
identify and resolve situations that could produce future grievances.

Virtual Grievance Handling | 2021 | National Education 12



Handout 05 - Module 1

Mediation allows the parties to look beyond the symptoms to see
problems in a broader perspective than is possible at arbitration,
where the emphasis is on the arbitration of rights and the answers to
relatively narrow questions. It can result in practical workplace
solutions which may lay the foundation for better working
relationships.

* A mediated settlement has the potential to include remedies not
available at arbitration—e.g., collaborative skills training for union
and management representatives; development of a workplace
communications policy; agreeing to the text of a revised job
description; agreement to market an employee to another
organization or agency, or to tfransfer an employee between
departments; agreement to a job classification review; agreement
concerning early retirement; retroactivity (for example an agreement
to payback pay); facilitation of a more comfortable work
environment until retirement on full pension.

* While a mediated settlement might not be achieved, mediation
has the potential to clarify the issues in dispute and enhance the
parties’ understanding of what lies behind the conflict.

* Mediation is informal and permits people to simply tell their own
stories. The parties are encouraged to speak freely and openly with
each other. Unlike arbitration, they are not bound by procedural
rules or rules of evidence.

|t teaches people to resolve their own issues, and increase
confidence in their ability to do so. When union and management
are involved, it improves the ability of those parties to settle
grievances or other disputes.

* Mediation encourages face-to-face communication (instead of
communicating through their representatives) which can contribute
to building and enhancing ongoing and long-term relationships.
When union and management are involved, it can foster better
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union management relationships.

*Mediation can be arranged relatively quickly. The process attempts
to resolve issues in a short time frame. The longer a dispute lasts,
relationships can become worse and morale can suffer.

o Statistics generally tend to demonstrate high levels of satisfaction
with the process. Even in cases where a settlement is not reached,
the parties rate the process as fair in the vast majority of cases.

* Mediation avoids the adversarial atmosphere and “win-lose™
outcome associated with grievance arbitration.

e Over time, as conflict resolution systems evolve and improve, it
may result in more issues to surface, especially those rooted in abuse
and discrimination, and therefore conftribute to healthier workplaces.

WHAT ARE THE DISADVANTAGES OF GRIEVANCE MEDIATION?

* Mediation may not be suitable where there are substantial or
systemic power imbalances, especially in situations of harassment,
abuse or discrimination. The facilitative influence and competencies
of the mediator may be inadequate to address the imbalance,
ensure the safety of both parties and protect the integrity of the
process.

* The skills, experience and impartiality of the mediator are crucial. A
mediator is responsible for protecting the parties and ensuring that
they are heard. S/he needs to understand all of the issues that must
be addressed, including those related to culture, violence and
oppression that might be outside his/her realm of experience. A
mediator must ensure that the parties know the options that are
available and have thoroughly considered the risks and advantages
of each option. S/he needs to ask hard questions of the parties and
probe and check their understanding in pursuit of a resilient, durable
agreement. The mediator must make sure that neither party is being
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taken advantage of and that their decisions are informed and well
considered. It requires a high level of competence and many
mediators are inadequate for the task.

* Because mediation takes place in private, it is tantamount to @
private justice system that might not best serve and protect the
public interest. As such, it may fail to bring to light issues that concern
and advance those interests. Had Robichaud 1 and Meiorin 2 been
settled in private, society would have been denied the benefits of
these landmark cases.

* The confidentiality of the proceedings limits the ability of the union
to sensitize and mobilize other members who might be interested or
otherwise affected by the issue. It limits the “organizing model”
approach to only the member(s) directly involved in the dispute.

* While not a disadvantage per se, the success of mediation may be
attributable, in part, to the way the parties have approached the
grievance procedure. After all, the procedure is designed for the
parties to consult on grievances and attempt to settle them at the
lowest possible level. Grievances, and the formal grievance
procedure, should be treated as opportunities to solve problems and
enhance relationships.

* Employees and their union representatives, without appropriate
advice from their advisors, may agree to a mediated seftlement that
compromises collective rights where entitlements clearly exist, in the
interests of maintaining or furthering relationships. This is not a flaw of
grievance mediation, but part and parcel of its allure.

* The power dynamics of the employment relationship produce a
difference in perceptions between grievors and employers
regarding the nature and substance of conflict, and expectations
regarding outcomes of mediation. There are many more day-to-day
consequences for employees in uncomfortable or hostile
relationships with the employer. This may reflect the tendency for
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grievors to go into mediation with higher expectations than
employers, especially in the area of personal relationships. Also,
grievors are more likely than employers to see outstanding,
unresolved issues following mediation, including concerns about
going back into a workplace without a formal change in their
circumstances.

* The evaluative model of mediation (i.e., when a mediator provides
an opinion on the likely outcome of the dispute at arbitration) can
undermine the parties’ ability to reach a negotiated settlement. It
may also influence one party or the other to focus only on the
narrow issues that will be determined by an arbitrator. It can also
create a perception of mediator bias.

WHEN MIGHT GRIEVANCE MEDIATION BE APPROPRIATE?

* The parties are willing to try to settle the issue(s) in a cooperative
manner.

* An informal and flexible process is preferred over the more formal
options.

» A formal process is unlikely to achieve the desired outcomes or a
particular remedly.

* |gnoring the problem is not viable.

* There is interest in maintaining or rebuilding the relafionship.

e A case is complex and requires a creative solution.

* Arights-based process can’'t address the fundamental issues.

* The parties prefer to resolve their dispute in private and do not
want a public record.

WHEN MIGHT GRIEVANCE MEDIATION NOT BE APPROPRIATE?

* The parties in dispute do not have the authority required to resolve
the problem.
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* The parties are unwilling to work toward a resolution. Or a grievor
wants the union to resolve the problem without his/her direct
involvement.

* Either party wants to be declared right, or see blame assigned to
the other party. Either party wants to punish the other. Either party
wants to obtain information to use in a formal process.

* There is an absence of good faith.

* Alack of credibility of one party is an issue and integral to the
dispute.

 Either party is unable to rationally participate in the mediation.

* A party is challenging the validity of a law, policy or collective
agreement provision.

* Expectations of the process and outcomes are unrealistic.

* The parties are clear about their respective interests and positions
and one or both parties believe that the matter should be pursued
or arbitrated using a rights-based process.

* There is a need to set a precedent with regards to the issue of law
or its application.
* The issue is one that should be debated in the public eye.

* There is a physical danger to any persons involved in the process.

1 Robichaud v. Canada (Treasury Board), [1987] 2 S.C.R. 84.

2 British Columbia (Public Service Employee Relations Commission) v.
BCGSEU, [1999] 3S.C.R. 3.

Sources:

Birken, Mitchell S. Grievance Mediation: The Impact of the Process
and Outcomes on the Interests of the Parties. Industrial Relations
Centre, Queen’s University. 2000.

Department of Justice Canada. Summative Evaluation of the
Dispute Resolution Fund. June 2002.

Directive on Informal Conflict Management Systems (Treasury Board
Secretariat).

Informal Conflict Management Systems (ICMS Resource Guide).
Macfarlane, Julie; Manwaring, John and Zweibel, Ellen. Negotiating
Solutions to Workplace Conflict: an Evaluation of the Public Service
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Staff Relations Board Pilot Grievance Mediation Project. Final Report.
March 2001.

Miscellaneous pamphlets from the welbsites of provincial and federal
labour boards, as well as the Federal Mediation and Conciliation
Service.

Skandharajah v. Treasury Board (Employment and Immigration
Canada), [2000] PSSRB 114 (166-2-24127)
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The Grievance Procedure—How Does it Work?

Please complete the questionnaire. Mark the correct response(s). Some
questions may have more than one correct response.

1. A grievance

(@) is presented by the grievor to the grievor's immediate supervisor;

(b) can be presented by the union on behalf of theunion;

(c) can be signed by the grievor but presented by the
union representative;

(d) can be signed by a union representative on behalf of an
employee (who doesn’t want to sign or file his/her own
grievance).

Answer: Ref:

2. The collective agreement obliges an employee or the union to first
discuss the matter with the supervisor before filing a grievance. Is
this statement true or falsee

Answer: Ref:
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3. A grievance is not valid unless it is on the appropriate grievance
form. Is this statement true orfalsee

Answer: Ref:

4. A representative of the union must sign each and every grievance
that is presented to the employer. Is this statement true orfalse?

Answer: Ref:

5. A grievance must be filed within days of

(@) the alleged violation of the collective agreement;

(b) the date of the employer’s written nofification of the
situation giving rise to the grievance;

(c) the grievor first becoming aware of the circumstances giving rise
to the grievance;

(d) receiving an unsatisfactory decision of the employer.

Answer: Ref:
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6. A “day”is definedas

(a) a working day;
(b) any day between Monday and Friday;

(c) any day excluding Saturday, Sunday and designated paid
holidays.

Answer: Ref:

7. Information on the number of levels and the titles of the
employer’s representatives at each level of the grievance
procedure is to be found

(@) in the collective agreement;
(b) on nofices posted by the employer;
(c) by asking the immediate supervisor.

Answer: Ref:

8. Itis the grievor who must present the grievance to the
immediate supervisor. Is this statement true orfalse?
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Answer: Ref:

9. The union has the right to a hearing at each level of the
grievance procedure.

Answer: Ref:

10. A copy of the employer’s decision at each level of the
grievance procedure will be providedto

(a) the steward;
(b) the grievor;
(c) the appropriate representative.

Answer: Ref:

11. When the employer does not respond to the grievance within
the tfime limits, the steward should
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Answer:

Ref:

12. A grievance against an employee’s discharge shall be presented
directly to the final level of the grievance procedure. Is this true or

false?

Answer:

Ref:

13. A grievance is considered abandoned when

(@) fime limits are notrespected;

(b) an employee so notifies the employer inwriting.

Answer:

Ref:
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14. Time limits may be extended by mutual agreementof

(a) the employer and the employee;

(b) the employer, the employee and where appropriate,
the union representative;

(c) the union and the employer.

Answer: Ref:

15. Under no circumstances can a level in the grievance
procedure be bypassed. True orFalse?

Answer: Ref:

16. A manager can dismiss a grievance if she/he thinks it is trivial,
vexatious, in bad faith or frivolous. True orFalse?

Answer: Ref:
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Grievance Process—Canada Post

Note: days exclude
Saturdays, Sundays, and

Complaint holidays
Classification Policy /
Interpretation
All gnevances except Indeﬁnqte SRR
national Discharge
25d .
i | Local grievance = fona
H ar grievance
Within 20 days ~ :
Hearing and Hearing and
= writtengreply written reply
Within 30 days _ Yes Yes .
. EE satisfied?  m— End EE satisfied?
E No No
Referral to Referral to
. expedited formal
. arbitration arbitration
Within 90 days |
Expedited Formal
arbitration arbitration
Within 10 days |
i | Written decision Written decision

Virtual Grievance Handling | 2021 | National Education

Within 20 days

Within 30 days

Within 90 days

Within 60 days

25



Handout 08 - Module 1

Grievance Process — Canada Revenue Agency

Incident )
: R: Resoived Note: Saturdays. Sundays and paid
R : Y ! p:
End sJ;rv};,m 2 WtInE stays NR: Not Resolved holidays shall be excluded
- . : Individual grievances only - timelines
¢ change for group and policy grievances
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Handout 09 - Module 1

Grievance Process—Canadian Food
Inspection Agency

[ ncisent )

— R : R: Rasolvad
y B Takio £ {C VR Cint NA- Not Aesoved
Ena - SuUpanasor
\._s—j
NR
Grievance : m':y ‘157/?/
I wilhin 15 cay s withen next 15 days
i < . NR N |7_“¥
Reply - EE | Transmn to
Eru‘:/ (15 days) satishaa? 2rd vl
] v
nu:y (IBC:}/
within 15 days h .-"';
PR AR T2 ———— ‘ within next 15 days
y R Repy . MR EE N Transmit
Ena (15aays) & - salishea? & ard i
e

3 neny_' \usay,)
winin 15 deyvs 3 _gease
| - ——— __--="7 within naxt 15 gays
— o i EE N |vrensme o
(15 Ny l tnal vi :
| Y acevad within 40
cays
N v % o
EE : Raterrad
sansneu:,gv 49‘“‘7‘—' . PSAC retar o (expeated) aq).
Y [ N N

Virtual Grievance Handling | 2021 | National Education 27



Handout 10 - Module 1

Grievance Process—Parks Canada
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Handout 11 - Module 1

Grievance Process—Treasury Board
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NOTE: There is a one-year time limit to file an individual human rights grievance.

Virtual Grievance Handling | 2021 | National Education

29



Handout 12 - Module 1

Grievance Process - Sample Academic Sector DCL
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