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Collective Bargaining and Unions

in Today’s

Barbara Cherry, DNSc, MBA, RN, NEA-BC

Workplace

After studying this chapter, the reader will be able to;
1. Use terms associated with collective bargai"ing'
correctly in written and oral communications,

2. List key events in the historical development of

collective bargaining and unions.
3. Recognize questionable labor or management
practices in the workplace.

KEY TERMS

4. Analyze collective bargaining as a method to achieve
power sharing in the workplace.
5. Bvaluate current conflicts and controversies associ-

ated with collective bargai
nurses.

ning by professional

Arbitration The process of negotiation sanctioned in
the United States by the National Labor Relations
Board. It is the method used for formal talks between
management and labor within modern business,
industry, and service organizations. “Binding
arbitration” means that all parties must obey the
arbitrator’s recommendations.

C°“°Cﬁv.e bargaining The process whereby workers
organize under the representation of a union in
order to share a degree of power with management
to determine selected aspects of the conditions of
employment,

Gri ] ;
‘evance A term associated with a negative workplace

We:l; that results in an allegation by an employee
b EOf‘She'has»notebeen treated fairly and equi-
semngsg‘:’,?g?m oceur in union and non-union

union setting, a grievance generall
il o ,agri generally
mﬂngg such as an employee and a

Grievances often involve job security or safety,
which is a union priority, or job performance or
discipline, which is a management priority.
Industrial unionism A type of union in which there
is a single union for all workers in a corporation.
For example, all people who work in an automobile

manufacturing company may be grouped together
under the United Auto Workers (UAW). It is possi-
ble that the industrial union, with its massive num-
bers of union members, is the strongest possible

collective group.

Labor A group composed of those who work for
others to receive a salary.

Management The group
or company who plan,
activities of employees
receive a salary.

Occupational unionism
each occupation withi

of people within a business

organize, lead, or control the

who have agreed to work t

A type of union in which
n a given company has

0
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wwr,k' stoppage caused by the o -
ortion of employees to perform ‘:al ofy
es place to enforce demang 5
conditions or to protest un; 2
_sympathy strike occurs e r

. stops work to support the strike Of: 3

practices Actions that interfer,
of employees or employers 4 ide
ational Labor Relations A A,,n

2 Was
task unfairly, or it cap Be 28

the identification of a pattery of m
eiving discriminatory treatmey

e beca : !

5 b{e1 ause of being union Suppo

> L7y

esolve his feelings and ethi

uated in June from
National Council |







254 UNIT 2 Current Issues u riees
iti ish reasonable working
b"@'."‘?‘f"‘ “t:jw:::s,:fk:o f:::ﬁs agreements between
il for wages and health and
mpjoyees:and management for wag o
retirement benefits. Unions can vary by t le Bre :ism
groups of employees represented. Industl:m unio

issaz?s'ihkle union representing all workers in a company
whereas occupational unionism is a _separ.ate union rep-
resenting a distinct occupation within a given company.
~ However, exemptions to the 1935 NLRA. were estab-
lished for nonprofit companies. This provision meant
nprofit hospitals, such as nurses,
tect der the NLRA and therefore were
i'otectedx;fo articipation in collective bar-

, activities. Hospitals’ employees may have been
rom protection by the NLRA because it was
vices provided were so essential that
tivities would be contrary to the public’s
ally, i , legislation allowed for the
pitals in coverage under pro-
ses could form collective bar-

. | would protect the relative

fis
began in 1946 when the
ANA) endorsed collec-

argaining, it also
1g nurses who were

fhf«algot,Relaﬁans:Act\(NLRB, 1997). The reade

representing over 150,000 registered
2018). Other unions that represent n
ANA state affiliates, Service Emp|
Union, and the American Federat;
and Municipal Employees.
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THE COLLECTIVE BARGAINING PRo

Collective bargaining is a method of equaliz; : \
As such, it involves negotiation and adml-n~
agreements between employees an J
cause the individual employee, or even 5 smal]
employees, has limited power to bargain with ., *
ployer, banding together in a union gives the em ol
a stronger voice to negotiate with Managemep, ]
goals of collective bargaining are achieved by jmp,,
rules regarding how employers must treat em ‘
represented by a union. The union movements g
United States is involved with strengthening 5
position in the relationship between management 5
labor. '

Nurses and nurse managers need to understan
steps involved in the union organizing and electj
cess as well as what are considered appropriate or
propriate management responses and labor resp

Because union organizing involves power sha
sometimes a temporary sense of distrust
direct-care nurses and management, it can b
anxious and emotional process. Knowing the

patterns for the process of union organizin,
alleviate some stress. ‘

Thezfol}‘owing discussion is an overview

:_;'dn:tgpsfn the union organizing process b

ation taken from the Basic Guide to

d employer,

1 einttelmon is given to ensurin:




~|Iﬁfa1r.<labor
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llt‘

(1 upionization on the part of nurses employed in the
fe-l_clht}'. Once signed by the nurse, the union authoriza
tion card designates the union as his or her bargaining
agent. The signed authorization card is legally binding
on the employee, despite any claims the union may
make to the contrary. It is very important for the nurse
to understang that his\orrher.ws‘ig‘na‘mre n a union
authorization carg s automatically authorizing the
union to serve gs his or her legal representative.
interest in representation by the union, the employer
and the NLRB are officially notified, and the emplc
must refrain from anti-labor acti n, such as )
who favor the union 7

the nurses who are

nurses) responds in the affirm:

representation, then-nurs”’e’é‘?ln?thgﬁf_n

sented by the union and ar

join a union. A n
not to .be;omea
resulting from the unic

2 P
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information about unit. Eligible nurses are .generauy considereq
who are engaged in patient care and are ﬂott'o be

This information o]
ment positions. Normally, for a 10-day pey; :
0

homes or restaurants to gain mma]
grievances and workplace inequities.

is used as a basis for cam aign literature. To gain addi- : SILO 2k
tional supporters, discussilc)m and card signing take place will be distributed to eligible employees 1y,
bathrooms,  the employer may circulate literature; h owever p
> bo

facility: locker rooms,
ible work areas. Now,

d Facebook—are

must cease such activities 24 hours before th, g
Clectiy

in areas in the actual
On the day designated for the electiop o th;
> e

lunch areas, lounges, and less vis

e-mail and social media—Thwitter an
being used effectively as means for union organizers o ties (the NLRB, union representatives, 5,
communicate with employees (Carlson, 2014). representatives) meet to review the list ;f d em
As the union drive surfaces to gain mana; ement’s  tovote. A secret ballot election is then co those ¢ g
attention, organizers begin to distribute cards more National Labor Relations Board. The thrnduqed
z count ballots, and in case of a true tie, 5 :Clt’artia _
) (o

ds a regis-

.mploy-  employer is declared. However, any votes i 4:
be .'set aside for a later recount.yogjzztlin &
made within 5 working days after the elect(;
be made on the grounds of problems with
of the election or unfair labor practices

NS my
Onan
them

Mgt e
Post Election
?;fter,the‘elecﬁon, in the case of a union vict :
;;Yv;,gua.ta'ntees:workers the right to collectivslm“
ﬂstnke ‘, - Nurses may subsequently change a)' 3

ividual workers’ rights; res
@et?ods of enforcement, i
uﬁizl;)l:;); the union agreement

and management occur in







ons the nurse should ask when confy,

uesti
ofq anizing effort.

union Org

Ontegy

ts
esand bene.ﬁ
wagut the nursing A .
In one large Y U o ting a Positive Work Enw‘ronmelln, Regar
£ Regjstered Nurses hether the nurse works in a union e“‘”fonrnem;
efSuryeys: 9= s negatively ~ Whe ies he or she can use to ¢
presentation Wa 11). The  are several strategl i evelg
sfaction (Seago et ab 20 for this  encourage sound relationships between mapgge
out that a causer eovocal and labor to promote a positive work environmeps.
o that union nurses could be mtc; o Assess your knowledge of the labor laws anq
ir concerns, or the dlSSta‘.I d5 . tices in your area; .seek to understand the -
the unionization. .Anothef 'stals yin e culture of the facility; and seek help before
non-union hospi activity begins or grievances are filed.
Understand what protections are already in |

nnd that hospitals with unions have
through laws and regulations to protect your

. S in
joned that gains 1t
Nursﬁ are aunoﬂ um.omuuon

t ggweﬁpaﬁem,saﬁsfacﬁon (Koys etal, 2015).

ional practice issue to consider is that
n nurses and their managers regard-
d concerns is limited in a union-
mple, the manager cannot discuss
concerns with a nurse directly;

ust serve as the intermediary

ager. This added layer to

as a nurse (e.g., whistle-blower protection, staff
regulations, safe patient handling laws).

Identify and be proactive in situations in y
nurses or managers disrespect others, ignore se
staff and patient care concerns, or neglect ap

ate communication and follow-up.

Participate in education and training that will
your labor relations skills in union and ij,o
environments. 4
Be proactive in solving issues that comp
patient care; embrace your role in achievin,
outcomes that truly improve care.

Develop an understanding of and respect
health care facility’s financial challenges and
part of the solution for more cost-effect;

formance increases costs to the

t time and legal expense.
rganizing efforts, nurses
ide; ctors, including the pro-
ent. Box 14.1 presents a list
A P18 Ine il

Questions to Ask when
y @ Union Organizer

Management or Staff?

nurses and: shift supervisors haye 1
considered part of management rather tk
what about nurses who:rQutinely sup.
act merely as extenders of care? Are
exclusively on behalf of th
m, or are they roi;ﬁ”heﬁm
thties as professional nursegp
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: if the p,

tédcbythe union has more paid tim, Offuan
frequent salary increases tha}n a colleagye he

ks with on a daily basis; plus the non
fi@fegsional knows that the cost of the Uniop oo
‘may be the reason he or she is not able tq
increase. Relationships between Interprofessjo
members is a very important issue a nurses
unionization! L
RO aed

strategy to gain concessions from the employer,
of unions in the future of health care may hinge
i >T'SUS ¢ producti
union facilities, and op the sy
Practices in union as well
ion workplaces. Nurses live in a new era in health,
d will need to continue to grow in their knoy
and collective bargaining. )

APy iy e

V.M., Lavan, H,, & Katz, M.
and hospital outcomes, Hospital ]




