MANAGER'S GUIDE TO AVOID UNION PROBLEMS

1.  GET A COPY OF YOUR LABOR AGREEMENT.  Get a copy of your labor agreement and follow its provisions.  It is your local labor relations' bible and will contain most of what you need to know about the law and the Federal labor relations program.

2.  AVOID ALLEGATIONS OF UNION DISCRIMINATION.  Treat union officials and bargaining unit employees the same as other employees.  Treating them differently because they exercised their rights under the statute can be construed as reprisal or union discrimination.

3.  THINK BEFORE MAKING UNILATERAL CHANGES.  Avoid making unilateral changes in personnel policies, practices, or working conditions without checking your labor agreement and/or notifying the union in advance, except in emergency situations.

4.  AVOID IMPLEMENTING NEW REGULATIONS WITHOUT A PRIOR REVIEW.  Avoid implementing new regulations from any level, to include DOD, Army, and OTSG, without notifying the union if the changes affect working conditions of bargaining unit employees.  If the regulation conflicts with the labor agreement, the terms of the labor agreement are controlling until the agreement expires or the parties agree to negotiate changes to the agreement.

5.  ALLOW UNION REPRESENTATION AT FORMAL MEETINGS.  Give the union the opportunity to attend "formal meetings" with unit employees over general conditions of employment.  If a meeting is attended by one or more representatives of the agency (supervisors, managers, personnelists, attorneys, etc.) and one or more bargaining unit employees, and it concerns a grievance (at any step) under the negotiated grievance procedure or general conditions of employment, the meeting will be considered formal.  The Federal Labor Relations Authority identified certain factors that will be considered when determining whether a meeting is a formal discussion.  These include:  who and how many agency officials attended; where the meeting took place; was the meeting mandatory; how long did the meeting last; how was the meeting called; was there an agenda; and were notes kept?  If a meeting is considered formal, the supervisor must give the union advance specific notice and the opportunity to attend.  Normal "shop talk" and performance counseling sessions are not considered formal meetings.

6.  ALLOW UNION REPRESENTATION AT INVESTIGATIVE MEETINGS.  If an investigative meeting is conducted by any agency official (supervisor, manager, CID, IG, etc.), the union must be given the opportunity to be present IF a bargaining unit employee requests representation AND the employee reasonably believes that the examination may result in discipline.  If these conditions are met, the official conducting the examination must discontinue the interview until a union rep is present; discontinue the interview and rely on information gathered from other sources; or give the employee the option of having the interview without union representation or having no interview at all.  The interviewing official does not have to advise individual employees of this right unless required by the labor agreement.  All employees are given an annual notice and it is also usually contained in the labor agreement.  This right does not arise in performance counseling sessions or meetings where discipline is actually issued.

7.  USE YOUR SERVICING CPAC.  Contact your Labor Relations Specialist/CPAC for advice and assistance if the union requests negotiations, you need an interpretation of the labor agreement, or when in doubt about what to do.  It's better to ask up front than after the fact.
8.  GET TO KNOW YOUR UNION REPRESENTATIVES.  Get the names/telephone numbers of  union officials representing your employees and develop a cordial working relationship with them.
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