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’ tive but predictable; you aren’t every caught blind-sided
////// ere expecting or hoping for better.




Introduction

hat should a

C [ |
look like? What should your goals b

7

) less formal level, perhaps even at the building level.
as appropriate.
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Working in a Union Environment
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rely on interpersonal relatlonshlps That is n // // // /

Educational institutions are, at their core, envir

the interactions between management and t‘ -
organizations that represent your employe //
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must find the balance between estabhshl N 7/, /

performance/behavmr expectatlons a /C/

unnecessarily combative environment
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Introduction

1ality depe;
////////%////7/ epe t. You

S 0 sin% ly can’t
i cidecF that

al union will follow

adership/UniServ override the
ing. Examples might be scheduled
CBA or protesting

e staff actually agree with.
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/ to generate member interest and

arily because they are trying to be




What can you do?




District and building administrators must
accept the existence of role of the union.

The union
isn’t going
anywhere so
deal with it.




Representation Rights




Representation Rights

e’s right to representation?
//////// ses and not the accused have no

//// igatory interviews (normally).

pan ations in which an employee is

ed for in the contract, the right to
ited to union representation.




Representation Rights

questions to bring out mitigating or

yee’s representative?
f the meeting.
yee about contractual rights.

* The representative d
» The representati

* The representa



Representation Rights
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_4

Know the Contract - Know the Law

your JOb to make sure all admm
will typically come from three mair
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Know Your Contract

it is quicker and easier to simply go by
lways been done.



What happens when the admi
contract?

-k knowledge/confidence
sistency is compromised
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Know Your Contract




How can an employer make sure its managers and
supervisors have adequate knowledge about the
CBA?

Know Your
Contract




Know the Law - Oregon’s PECBA

In 1973, the Oregon Leglslatu ///// /

Bargalmng Act, or PECBA. Th ////////////f?

ntal interest in the development of
ips between government and its employees.

public services and their employees are injurious
gencies, and public employees.

damental to the peaceful adjustment of disputes arising
ges, hours, terms and other working conditions.




What did the PECBA do?

lected, non-supervisory
chers and classified school

representation.

llectii}ely bargain over a wide range of
S.”

ng out that bargaining obligation.
ployers the right to take “self-help” measures at

e the law - the Employment Relations Board.



Union Rights Under the PECBA

/;/ , cise of protected activity.
7//{%//6//// dominate, interfere with or assist the

e or administration of a union.
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couraging or discouraging union membership.




Union Rights Under the PECBA

od faith with the union.

s of any written contract or
or refuse to reduce to writing

= An employer

when they ar e g
. 7 7
union is as.



Pick Your Battles Wisely
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lefinite imbalance of

ther hand ervisors who pick
//5///5//%//// hts the union or the reps,



Don’t. ..

Pick Your
Battles Wisely T




Don’t. ..

Pick Your Do . . .
SELSRANELY,




Don’t. ..

Pick Your
SELSRANELY,

Do...




Don’t. ..

Pick Your
Battles Wisely BuESS




Be Consistent and Predictable




Be Consistent and Predictable

responses create problems if there is a just
puts the union in the position of having to
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Be Consistent and Predictable

Key Area of Consistency: E
Requirements/Providing F ,,,,,

oloyees to work from home or flex their day
the contract doesn’t require it?

ersonal leave ighored in some buildings?
overlooked in some buildings?
ative for administrators to provide more than the

////’ ?/ ///"’

/,////// ldings, as well as trouble at the bargaining table.



Documentation Is Your Friend

Why is it important in build a strates
relationship to document ap

emories fade.

tion and as the HR department -
. / Z
/////é//// ain situations have been handled.

e la equires notice be given, the costs of not
it are extreme.



Documentation Is Your Friend
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Keeping the
Union In Its
Own Lane
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Bargain Only When You Have To

When do |
have a du
to barga /4



When do | have a duty to bargain?

ke, 1
(1St

¥
I 'TOIM

/%/////// ain must come within 14 calendar
///2///// t ion was notified of the proposed

11C

employer has an obligation to
abor organization.

> s given, the impact bargaining has to be wrapped into
cessor bargaining.



Bargain Only When You Have To

Ide: school or educational calendar, standards of
//M eria for evaluation, school curriculum, student



Bargain Only
When You
Have To
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Bargain Only When You Have To

nge your position during the 90-day
u do need to provide the rationale for

> demand to bargain is ambiguous you can ask that the
larify exactly what it is they are demanding to bargain

y is no duty to bargain then don’t; you can offer to
ear the union’s concerns.



Avoiding Board Over-Involvement

The school board has a role in the collective bz
management process.

/, AL
When the board ecome
union, then the W
stops working with HR

the board.




Avoiding Board Over-Involvement
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nsolicited comments during the board
board meeting?
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Avoiding Board Over-Involvement

t can you do about it? The short answer is nothing, as there is no
it can you do about it ng,
ochanism f hmng board members or removing them. That

Chariisin 10|
aid, try the following:

//////////?/////4// e bc;ﬁrdfmember on {he barg?;nbln%hteam} board n}:gembers
fifilienced by a board member who is directly participating in the
ning process.

e

bargaining training for the board in advance of negotiations;
remind them that their primary responsibility is to set financial
parameters as opposed to nit-picking contract proposals.

= |f you suspect a leak from executive sessions, have the
superintendent engage in one-on-one conversations with board
members or board leadership rather than updating the whole board.
Or, reinforce board positions that you want to get leaked. Ny em—

= Demonstrate the impact on students as opposed to focusing on the
district’s rights as the employer.



CHOOL PERSONNEL
ASSOCIATION

LINK TO
SURVEY



