
 
 

FREQUENTLY ASKED QUESTIONS 
KROGER AND UFCW LOCAL 1000  

COLLECTIVE BARGAINING AGREEMENT 
ARTICLE 4  

DISPUTE PROCEDURE 
 

 

 
What does this mean? 
 
You have the right to a shop steward. A shop steward is an employee who represents 
and defends the interests of her fellow employees as a labor union member.  
 
Who picks the shop stewards? 
 
UFCW chooses shop stewards based on enthusiasm and experience.  

 

 

What does this mean? 
 
Some grievances on vacations, previous experience, personal holidays, and rate of pay 
can be fast-tracked from Step 1 to Step 3.  
 
 
 
 

Section 4.01 
The Union shall have the right to designate store stewards for each store. The store 
stewards so designated shall not exceed two (2) per store, except in Marketplace 
stores where they shall not exceed three (3) per store. Store Stewards shall have 
super seniority over all other part-time/full-time employees as it applies to layoffs and 
recalls only.  Store Stewards shall retain this right only while they are Store Stewards. 

Section 4.02 
For the purposes of this section, it is agreed and understood that grievances 
concerning proper vacation payments, previous experience credit, proper personal 
holiday pay and progression step rate of pay issues shall proceed from step 1 directly 
to step 3 and  shall not be required to go through step 2 as described herein. These 
grievances will  still have to meet the timeliness standards or will be denied on this 
basis alone. 



 
What does this mean? 

 
This section establishes that you have a fair process in place to settle disputes and 
provides for the steps in the dispute or grievance procedure.  

 
 

 
What does this mean?  
 
It means in most cases you have ten calendar days to discuss a grievance with store 
management, except for disputes over your pay (you have ten calendar days from when 
you receive the paycheck in question).  
 
Can I discuss disputes with the management directly?  
 
Yes, but we urge you to also notify your shop steward and your union representative.  
 
Should I bring potential disputes or grievances forward even if I’m not sure what the 
contract says?  
 
Yes, you should always bring potential disputes or grievances forward in as timely a 
manner as possible.  
 

 

 

 
 

It is agreed that agreements and settlements reached in Step 1 or Step 2 will be on 
a non-precedent setting basis and will have no bearing on any other grievance or 
settlement. It is further agreed that if a grievance is settled at Step 1 then  said 
grievance cannot be reopened by the Company or the Union. Should any 
differences, disputes or complaints arise over the interpretation or application of the 
contents of this Agreement, there shall be an earnest effort on the part of both parties 
to settle such promptly through the following steps: 

Step 1. No grievance will be considered or discussed which is presented later than 
ten (10) calendar days after such has happened. Where an employee has no 
knowledge that he is aggrieved until he receives his paycheck for the period in 
question, such ten (10) calendar days shall date from the day that he is made aware 
of such grievance. By conference between the aggrieved employee and/or the union 
representative and/or the  store steward and the Store Manager. Grievance is 
presented once follow up email is sent to Store Manager. 



 
What does this mean?  
 
Grievances will be in writing and include the details of the dispute.  
 
Does the district manager have a role in the dispute procedure? 
 
Yes, at Step 2 district managers will be asked to resolve the dispute and if they can’t 
then the dispute moves to Step 3.  
 

 

What does this mean?  

 

This is the Step where most disputes are resolved between the Company’s Human 
Resources leadership and the Union’s grievance team. The officials and 
representatives meet every few weeks to work through disputes and resolve them or 
refer to Step 4 or arbitration.  

 

 

 

Step 2. The grievance must be presented in writing. The written grievance shall 
include statement of the grievance, date of the occurrence, parties involved, and a 
statement of the provision of the agreement alleged to have been violated. By 
conference between the store steward and/or the business agent and the District 
Manager or District HR designee. 
 

The Company will respond to the Union within fifteen (15) days of receipt written 
grievance or the Union may refer the grievance to Step 3. 

Step 3. The Company will respond to the Union within fifteen (15) days of receipt of 
the grievance letter or the Union may refer the grievance directly to arbitration. By 
conference between an official of the Union and the Marketing Area Vice President, 
a representative of the Employer so delegated by the  Marketing Area Vice President 
or both. 

 

The Union shall have fifteen (15) days after receipt of a denial  letter from the Human 
Resources Department to demand arbitration or the grievance shall be considered 
null and void.  

Step 4. In  the  event that the last step fails to  settle satisfactorily the complaint, it 
may be referred to the board of Arbitration. 



 
What does this mean?  
 
Arbitration is the last step in the dispute procedure. The Union and Company agree on 
a neutral, third party to navigate the dispute and decide on a course of action to resolve 
the dispute.  
 

 
 
 

Section 4.03 
The board of Arbitration shall consist of one (1) person appointed by the Union, and  
one (1) person appointed by the Employer. Said two (2) persons shall, within two (2) 
days after disagreement, request the Director of the Federal Mediation and 
Conciliation Service to furnish a panel of arbitrators from which a third (3rd) arbitrator 
may be selected, (or other selection that is mutually agreeable). Failing to agree upon 
an arbitrator from this panel, said two (2) persons shall request an additional panel 
or panels of arbitrators until a mutually agreeable third (3rd) arbitrator is selected. 
The decision of the majority of the Board shall be binding upon the Employer, the 
Union and the aggrieved employee. The expense of the third (3rd) arbitrator shall be 
paid for  jointly. 



 
 
What does it mean?  
 
This section provides for just cause and progressive discipline as the groundwork for most 
terminations. 
 
Can the company use corrective actions or warning notices that are over six months old against 
me? 
 
No.  
 
What is the definition of insubordination?  
 
Insubordination shall be considered a deliberate and willful refusal to carry out a proper order. 
 
What if I get into an argument with my supervisor and use foul language?  
 

Section 4.04 
The Employer shall not discharge, nor demote, any employee without just cause and 
shall follow progressive discipline in regards to the specific and similar complaint or 
complaints against such employee to the employee, except that no written notice 
need be given to any employee before discharge or demotion for just cause such as 
but not limited to incompetence, proven dishonesty, intoxication, illegal use or 
possession of drugs, refusal to take alcohol or illegal substance test based on 
reasonable belief or probable cause, insubordination, failure to record sales and/or 
discounting, falsification of application, failure to perform work as assigned, etc. No 
warning notice will be recognized or used against any employee which is over six (6) 
months old and copies  of warning notices will be provided to the union upon request. 
Insubordination shall be considered a deliberate and willful refusal to carry out a 
proper order. Foul or abusive language directed toward a supervisor is 
insubordination unless the abuse is provoked by the supervisor. Two consecutive 
days of no call no show will be considered a voluntary quit. Three documented no 
call no shows within a rolling 6 month period will be cause for discharge. Each no 
call no show will be documented by a written warning letter. 

 
With respect to discharge and suspension, the following progressive discipline shall 
be taken: 

1. First Offense – Documented Verbal Warning 
2. Second Offense – Official Written Warning; subject to demotion 
3. Third Offense – one to three (1-3) workday suspension without pay; if mutually 

agreeable between the Union and the Employer, then suspensions can be 
extended to five (5) workdays as circumstances warrant. 

4. Fourth Offense – subject to discharge 
 
The Employer agrees that its Managers and Loss Prevention Managers will comply 
with the application of Weingarten Rights. 



Foul or abusive language directed toward a supervisor is insubordination unless the abuse is 
provoked by the supervisor. 
 
How many days of no call no show will result in a voluntary quit?  
 
Two consecutive days.  
 
What about no call no shows over a longer period of time?  
 
Three documented no call no shows within a rolling 6 month period will be cause for discharge. 
 
What is progressive discipline?  
 
Progressive discipline is a process for dealing with problems with job-related behavior to assist 
the employee to understand that a performance problem or opportunity for improvement exists.  
 
Do I have the right to union representation?  
 
Yes, the Employer agrees that its Managers and Loss Prevention Managers will comply with the 
application of Weingarten Rights.  
 
What are Weingarten Rights?  
 
An employee may be represented by the union at an investigatory interview with his or her 
supervisor when the employee reasonably believes that the interview may lead to a disciplinary 
action.  
 
Do I have to request union representation? 
 
Yes, you must request either your shop steward or a union representative.  
 

   

 

 
 

 Section 4.05 
No grievance will be discussed unless the outlined procedure has been followed 
except as otherwise provided in Article 4, Section 4.07. 

Section 4.06 
Lengthy discussions between employees and representatives of the Union, including  
the store steward, or among themselves concerning disputes, shall not take place  
during working hours. 

Section 4.07 
It is agreed that Steps 1 and 2 of this dispute procedure may be waived if 
acceptable by both the Employer and the Union. 



 
 

 
What does this mean?  
 
If you win a monetary settlement through the dispute procedure, you will receive your 
settlement from the Union.  
 

 

Section 4.08 
The Board of Arbitration is not vested with the power to change, modify or alter this 
Agreement, but only to interpret the provisions of this Agreement. 

Section 4.09 

Any monetary settlement reached within Article 4 shall be remitted to the Union on 
or prior to employee’s 2

nd  
regular pay period following settlement. 


