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	Labor Management Committees/Partnerships




The Labor-Management Committees/Partnerships Program is designed to help labor and management to establish and maintain joint committees that bring representatives of employers and employees into regular communication over subjects of mutual interest. The Labor-Management Committees/Partnerships Program goals are to:

· Provide an overview of the benefits and philosophies of joint committees.


· Help labor and management develop a mission for the Labor-Management Committee/Partnership.


· Develop planning strategies for the Labor-Management Committee/Partnership.


· Help participants develop problem solving, consensus, and other effective group interaction techniques. 

The program is intended for Federal, public, and private sectors. While the basic concepts are the same for all audiences, the legal basis and the structure for the Federal sector are different. The basis for Federal agencies is E.O. 12871, which mandates the formation of partnerships between management and labor for problem-solving. In the public and private sectors, voluntary agreements are reached for the establishment of labor-management committees or councils geared toward problem-solving.

What is a 
Labor-Management Committee?
A Labor-Management Committee (LMC) is a tool used by labor and management to improve the workplace.  The LMC is union members and managers meeting periodically to discover, discuss, and resolve issues or problems that are not typically covered by a collective bargaining agreement or “contract.” The Union Leaders and Top Management must be committed to the success of the LMC.
The basic formula for success is:
· Willingness to recognize that problems may exist
· Desire to improve the current situation
· Commitment to allocate resources (time and energy)
· Expectation, realistic in nature
Is a Labor Management Committee a cure-all?   NO.... Long-standing problems will not generally be solved by quick or easy solutions.  However, LMC does provide the forum to tackle these problems.
Starting an LMC
· Decide:
· Who will the committee members be?
· How will they be chosen?
· Will union and management have equal voice?
· How big a group will it be?
· Meet to establish ground rules.
· How will decision be made?  By majority?  By consensus?
· Are alternates allowed?
· How often will the committee meet?  How long will meetings last?
· Will participants be paid?  By whom?  The company, the union, or both?
· Will grievances or collective bargaining issues be discussed?
· Will grievances or collective bargaining issues be discussed?
· Will agendas be available in advance?
· What will be the chairperson’s role?  Or will there be co-chairs?  Will they rotate or serve concurrently?
· How will members treat one another?
· Is a coordinator or facilitator needed at the meetings?
· Who will take the minutes?
· What’s the plan for sharing committee activity with the rest of the work force and managers?
· How will the committee measure its own progress?
· Define the purpose and goals of the committee.
· Establish two-way communications with the rest of the organization.  Involve everyone.
· Tell constituents everything the committee is doing, dramatic or not.
· Reach the entire workforce.  Use a variety of media -- union newsletter, joint union/company newsletter, bulletin boards, information update meetings, and so on.
· Keep in touch with constituents.  Solicit and listen to their needs, ideas, and feedback.
· Assess committee member skills in working together.  Arrange training as needed in:
· Planning
· Conducting meetings
· Problem-solving
· Brainstorming
· Consensus
· Interpersonal Skills
· Listening
· Communicating
· Group dynamics
· Facilitating
· Monitor progress toward the original common vision.  Periodically ask:
· Where are we?
· Do we need to modify our structure, ground rules or procedures, or goals?
Subjects for a Labor Management Committee
There are hundreds of topics successfully handled by LMCs.  A partial list of these topics areas includes:
· Improving Communications
· Training
· Absenteeism
· Safety and Health issues
· Product Quality Control
· Elimination of Excessive Waste
· Morale of Workers
· Working Conditions
· Productivity
· Improving Employee Knowledge & Skill
· Suggestion Systems
· Policies, Rules and/or Regulations
· Job Design
· Supervisor/Steward/Employee Relationships
· Job Satisfaction
· Causes of Grievances
Forbidden Issues
There are certain issues that are better handled by collective bargaining or contract enforcement including:
· Any topic covered by the provisions of the collective bargaining agreement or any topic that proposes any change in the language of your current contract
· Active grievances
The LMC is not designed to by-pass the grievance procedure or any aspect of the collective bargaining agreement.
The Advantages of an LMC
For the Union
A channel of communication to top management
An avenue to express employee complaints that lie outside the normal grievance procedure
An opportunity to resolve minor problems before they become significant grievances
A chance for input on operational problems and management plans that affect employees’ work schedules, job assignments and working conditions.
Recognition, by management, of the union as a viable, responsible organization with a constructive role beyond that of simply processing grievances
A means of strengthening communications with the membership
For Management
A forum to review business conditions, quality problems, product development, customer requirements, and other related matters that demonstrate the relationship of the employees’ role in the success or failure of the business
An opportunity to advance discussion of operational problems, planning and scheduling, and other matters that have potential impact on employee work schedules, overtime schedules, layoffs, recalls, temporary transfers or new job opportunities.
An open channel of communication for top management to establish rapport with the union committee without becoming bogged down in day-to-day labor relations problems, including grievances
An opportunity for management to be responsive to constructive suggestions and valid complaints, demonstrating to the union and employees that management is sincerely interested in improving the workplace
A means of communicating with employees through their elected leaders

The Dos and The Don’ts of an LMC

Once the labor management committee has been set up, organized and procedural items have been agreed upon, the success of the committee depends on the parties.  Based on past experience, federal mediators have identified some of the “dos” and “don’ts” that provide the framework for success.
DO keep the discussion centered on the issue involved.
DO keep personalities from becoming involved.
DO hold all meetings as scheduled.  Cancel meetings only in an emergency.
DO be prompt in attending the meetings
DO submit the agenda in advance to allow the opposite party sufficient time to investigate problems.
DO maintain an agreed-to procedure for recording and drafting the minutes, as well as methods of distribution.
DO maintain accurate minutes on subjects discussed at previous meetings that have been “completed” or “resolved” as well as those items still “open”. 
DO be sure the committee is explained and understood by employees and supervisors
DON’T start the first meeting with extremely difficult issues.  DO get accustomed to this problem-solving technique by tackling rather minor problems first.
DON’T allow the meetings to become gripe sessions.
DON’T deal in generalities.  Be specific about the problem and its suggested correction.
DON’T anticipate that you know the answer to a question before it is discussed.  DO ask questions to get the facts.
DON’T treat any issue on the agenda as unimportant.  Each item deserves thorough investigation and discussion.
DON’T delay in communicating solutions developed for serious problems.
DON’T start scheduled meetings late or drag them on beyond the allotted time.  This is a common failure of  LMCs.
DON’T look for immediate results.
REMEMBER, It is important that less serious problems be discussed initially to familiarize everyone with the committee and the process of working together to solve problems.

I

· Meetings shall start on time and end on time.
· Discussion shall be centered on the issue.
· Items not on the agenda shall not be discussed unless approved by both parties, and be of an emergency nature.
· Minutes shall not identify individuals, but rather a management or union side.
· After the meeting, before the minutes are distributed, they shall be reviewed by the co-chair persons of both parties.
· Prior to exchanging items to be discussed at the meeting, each party shall attach a short description of the issue to be discussed.
· Scheduled meetings will not be canceled unless an emergency situation exists.
· Personalities shall not be a part of any discussion.
· Start with issues easily resolved until becoming familiar with the process.
Sample Labor/Management Committee Bylaws
Purpose
To investigate, study and discuss possible solutions to mutual problems affecting labor/management relations.
Representation

Union
Five (5) members; President, Business Agent, Secretary/Treasurer, and two (2) stewards.

Employer
Five (5) members: top management representatives, department head, two (2) industrial relation representatives, and one (1) other operating member for the departments working under the union contract.
The employer’s general manager and the international representative of the union are ex-officio members.
Substitutes may be chosen by mutual consent, but it is recognized that a continuity of membership is required.  The operating members from management and the two (2) representatives from the union, other than the president, business agent, and secretary/treasurer, will be rotated every twelve (12) months.
Date and Time of Meetings
Meetings shall be held once a month, and they shall be limited to one and one-half hours.  An agenda shall be submitted five (5) days prior to the meetings, to both parties.  At the first meeting, a specific day and time shall be selected for future meetings.  Every attempt shall be made to keep such a schedule, realizing that some flexibility is necessary.
A topic not on the agenda shall not be discussed but rather shall be placed on the following month’s agenda.  The agenda shall include a brief description of each item to be discussed.  Emergency items may be added to the agenda by mutual consent.
Discussion of agenda topics will be alternated, with the party occupying the chair exercising the right to designate the first topic.
Chairing
Responsibility for chairing meetings shall alternate each meeting between the union and management.  Each party shall determine whether their chair assignment will be permanent or rotate among their members.
Reporting
Topics will be recorded as they are discussed.  Any procedures or recommendations developing from these meetings will be communicated to the proper group; i.e., Operating Department, Joint Standing Committee, Negotiating Committee, etc.  Drafts of the minutes will be refined by one designated representative from each party.
General Guidelines
· It is recognized that recommendations growing out of these meetings are not binding.
· No grievances shall be discussed and no bargaining shall take place.
· Topics that could lead to grievances may be discussed
· Each person wishing to speak shall be recognized by the Chair before speaking
· The Chair shall recognize a motion from either party to table a topic for further study.
· Either party may initiate a request to the Federal Mediation and Conciliation Service for assistance.
· Each topic shall be discussed fully and action reached before proceeding to another topic.  Topics requiring further study may be tabled.  Where mutually satisfactory decision are not reached, the topic shall be canceled, reverting to its proper place in the labor/management relationship - for instance, grievance procedure, negotiations, et


1. Labor-management cooperation provides an opportunity for labor and management to jointly resolve problems outside of the crisis environment caused by contract negotiations.


2. Labor-management cooperation does not require either party to lose its identity or relinquish its role.  Both parties must recognize that cooperation, problem-solving, and long-range planning are in the self-interest of their members.


3. Labor-management cooperation should be seen as a long-term effort designed to improve organizational effectiveness and not merely as a means to create problem-solving teams.  Labor-management cooperation must be fully integrated with contract negotiations and administration as well as organizational goals and values.


4. The success of labor-management cooperation often depends on how it is initiated.  True labor-management cooperation is characterized by joint initiation, structure, ownership, control and implementation.  The plan for implementing labor-management cooperation should contain provisions for monitoring and evaluation.


5. Change is essential for the survival and growth of any organization.  Labor and management must be willing to modify their values and norms in order to institutionalize cooperation and participation.


6. Successful change depends upon an accurate understanding of the status quo, the defining of a vision for the future, and jointly creating a realistic means to fulfill that vision.


7. Labor-management cooperation can aid positive change, but is not by itself a cure for shifts in the economic, political, and social arenas.

8. The greatest assets of any organization are its human resources.  Each human being has the potential to strengthen and change the organization, both individually and collectively.


9. Labor-management cooperation should result in measurable outcomes.  These outcomes, equally weighed, include human development, human dignity, democracy, quality, and productivity.


10. Adequate safeguards should be built into the process including joint control, a written agreement, fundamental fairness, and adhere to the principles of labor-management cooperation.

11. A successful labor-management cooperation process establishes structures for:

· Direct and representative participation in decision making, open to all members of the organization.

· Frequent and timely feedback of information and rewards.

· The sharing of information and expertise.

· Guarantees of individual rights and liberties (fundamental fairness, i.e., providing for the right of review and appeal of proposals).

· Establishing supporting attitudes and values and translating those into behaviors.


12. Labor-management cooperation must be uniquely tailored to reflect the needs and culture of the specific location.  There is no one formula to be imposed from the outside, but there is a set of fundamental principles necessary to guide initiation processes and design.


13. A successful labor-management cooperation process is one which requires enormous commitment from both parties and one which will not be held “hostage” when problems occur in the relationship.


14. A successful labor-management process is not “free”.  There are significant costs involving time, resources, and training.  The parties must be willing to view these costs as an initial investment on which they expect to gain a long-term return in improved quality, employment security, productivity, and mutual growth.


15. Labor-management cooperation, with its underlying values of democratizing and humanizing the work place, is simply a preferred way to work and live.


16. Labor-management cooperation is enhanced by joint decision making, participative management, consensus techniques, and improved skills in problem-solving and communications.
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1.
Bring labor and management leadership together to assess the present state of affairs in the organization.  Ask for example:
· Where are we now?
· What is working?  What isn’t?
· Where will the organization be in the next few years if present practices continue?
2.  Develop a common vision for an ideal future.  Decide, for example,
· In what kind of place would we like to work?
· What do we need to get there?
· What can each side contribute?
· What roles need to change?
3.
Commit to joint change.
· Are managers and labor leadership at all levels committed to joint change?
· Are both parties willing to commit the needed resources (time, dollars, training, etc.) to a joint committee effort?
Learning Styles Inventory

Directions: When training and working with adults, it is important to understand how each individual learns a skill or concept.  We have very different learning styles and for a labor-management committee to be effective, we must be able to work with all these styles and design approaches that work.  Use this Inventory to determine your learning style. For each statement appearing in the right column below, circle a code in the left column. Use the following scale:

SA 
=
 Strongly Agree

A 
=
 Agree

D 
=
 Disagree

SD
=
 Strongly Disagree

If you neither agree nor disagree with a statement, then mark the code that most closely approximates your feelings about it.

	YOUR RESPONSES
	
	STATEMENTS

	SA
	A
	D
	SD
	
	1.  I learn best by listening to others.



	 SA
	A
	D
	SD
	
	2.  Whenever I need information, I usually look it up in a book or manual.



	SA
	A
	D
	SD
	
	3.  Whenever I encounter a problem on the job, I usually ask a co-worker what to do to solve it.



	SA
	A
	D
	SD
	
	4.  I like to read in my spare time.



	SA
	A
	D
	SD
	
	5.  Of all the courses I completed in high school, I enjoyed English the most.

	
	
	
	
	
	

	SA
	A
	D
	SD
	
	6.  I learn best by watching others.



	SA
	A
	D
	SD
	
	7.  Whenever I am learning something new, I usually find it necessary to watch other people before I can apply the skill properly myself.



	SA
	A
	D
	SD
	
	8.  I like to watch television or movies in my spare time.



	SA
	A
	D
	SD
	
	9.  Other people have sometimes kidded me because I tend to imitate behaviors of people I admire.



	SA
	A
	D
	SD
	
	10.  Of all the courses I completed in high school, I tended to like those in which I had an opportunity to imitate the behaviors of other people.

	
	
	
	
	
	

	SA
	A
	D
	SD
	
	11.  I learn best by doing things.



	SA
	A
	D
	SD
	
	12.  Whenever I am learning something new, I usually find it necessary to try out the new knowledge or skill before I can be effective in using it.



	SA
	A
	D
	SD
	
	13.  During my spare time, I enjoy participating in sports.



	SA
	A
	D
	SD
	
	14.  Other people have pointed out that I like to "jump in and get my feet wet" on new projects or tasks.



	SA
	A
	D
	SD
	
	15.  Of all the courses I had in school, I preferred those that I thought were "practical", that is, courses that taught me things that I could use right away.

	
	
	
	
	

	

	SA
	A
	D
	SD
	
	16.  I learn best by first trying something out and then having someone else let me know what I did "right" and "wrong."



	SA
	A
	D
	SD
	
	17.  When I am learning something new, I usually find it necessary to "jump in there and do it," and then have someone else help me figure out what I did well and not so well.



	SA
	A
	D
	SD
	
	18.  I enjoy activities that require me to do something and then measure my own progress.




	SA
	A
	D
	SD
	
	19.  Other people frequently give me advice, and I like that.



	SA
	A
	D
	SD
	
	20.  Of all the courses I completed while in school, I preferred those in which the teacher gave me general goals to achieve and then prompt, specific feedback on how well I achieved the goals.

	
	
	
	
	

	


Ratings

Directions: Examine each code you marked on the Inventory and assign it the following points:

Strongly Agree 
= 
4 points

Agree 

= 
3 points

Disagree 

=
2 points

Strongly Disagree 
=
1 point

· Total your scores on items 1‑5 and place the answer in the box below those items on the survey.

· Total your scores on items 6‑10 and place the answer in the box below those items on the survey.

· Total your scores on items 11‑15 and place the answer in the box below those items on the total survey.

· Total your scores on items 16‑20 and place the answer in the box below those items on the survey. 

THEN PLACE THE FOUR SCORES IN THE BOXES BELOW:

	SCORE FOR ITEMS 1-5
	SCORE FOR ITEMS 6-10
	SCORE FOR ITEMS 11-15
	SCORE FOR ITEMS 16-20



	
	
	
	


IF YOUR SCORE ON:

· Items 1‑5 exceeds all other scores, then your Learning Style is dominated by "listening and reading."

· Items 6‑10 exceeds all other scores, then your Learning Style is dominated by “observing and imitating."

· Items 11‑15 exceeds all other scores, then your Learning Style is dominated by "doing."

· Items 16‑20 exceeds all other scores, then your Learning Style is dominated by "receiving feedback."

If your Scores on two groups of items are tied, then you have more than one major learning style.

Four Types of Learning Styles

The research on learning styles has identified four general types of learners.

1. Listeners and readers:


Tend to learn best when they:

· Hear what others have to say.

· Read procedures, policies, and other information.

2. Observers and imitators:


Tend to learn best when they:

· Observe others perform tasks.

· Model their behavior after what they’ve seen others do.

3. Doers:


Tend to learn best when they:

· Try things out on their own.

· Adjust their behavior through “trial and error”.

4. Receivers of feedback:


Tend to learn best when they:

· Have others observe their behavior.

· Make adjustments based on the feedback or advice of others.

	Committee Effectiveness Training



CET was designed to help labor and management groups of all kinds (area, industry, worksite, LMC’s, task forces, etc.) to acquire the skills they need to accomplish their goals. It focuses on the knowledge and skills committee members need to get the job done (task functions of a group) and how to interact effectively (maintenance functions of a group).

The eight modules cover:

· Effective planning

· Effective meetings

· Group problem solving

· Consensus decision making

· Communicating with constituents

· Understanding self and others

· Interpersonal skills

· Group dynamics and shared leadership

CET is referenced in almost all of the other Preventive Mediation programs and is an invaluable tool in working with groups.

HANDOUTS

Farmers

INFORMATION BITS*

	Directions
	Make one set of six information bits for each working group. Cut along lines before distributing one information bit to each group member.

If the group has only five members, copy one bullet item from information Bit #6 onto each of the first five information bits before distributing them.


(-------------------------------------------------------------------------------------------------------

FARMERS INFORMATION BIT #1

· The dogs’ owner lives next door to the house with a plum orchard.

· Hull raises albino rats.

· The farmer who lies in the bungalow raises pigeons.

· Only one of the village houses is located on the east side.

· The farmer who lives next to Pavlov drives a station wagon.

(-------------------------------------------------------------------------------------------------------

FARMERS INFORMATION BIT #2

· Pavlov’s neighbor raises chimpanzees.

· The farmer who raises dogs also grows cherries.

· Skinner lives next to the red brick house.

· One of your group’s tasks is to decide who drives a truck.

· The houses of the village are standing in a semicircle, beside each other.

(-------------------------------------------------------------------------------------------------------


*  Reproduced from “Farmers: Information Sharing,” by Aharon Kuperman, in The 1981 Annual Handbook for Group Facilitators, ed. John E. Jones and J. William Pfeiffer (San Diego), pp. 22-23, with the permission of University Associates, Inc.

(-------------------------------------------------------------------------------------------------------
FARMERS INFORMATION BIT #3

· Kohler grows pears.

· There is a limousine in the garage of the ranch house.

· Each farmer raises a different kind of animal.

· Farmer Thorndike lives next to Farmer Skinner.

· A motorcycle stands in the back yard of the log cabin.

(-------------------------------------------------------------------------------------------------------

FARMERS INFORMATION BIT #4

· The person who raises cats lives next door and to the east of the house with the almond trees.

· Your group has fewer than three tasks.

· Every week, boxes of dog food are placed at the gate of the log cabin.

· Only one of the village houses is located on the west side.

· Each of the five farmers living in the village drives a different kind of vehicle.

(-------------------------------------------------------------------------------------------------------

FARMERS INFORMATION BIT #5

· The log cabin is in the most northern position in the village.

· Each farmer grows a different kind of fruit.

· The ranch house stands next to the cottage.

· Farmer Thorndike drives a sports car.

· Farmer Skinner raises pigeons.

(-------------------------------------------------------------------------------------------------------

FARMERS INFORMATION BIT #6

· Only Farmer Skinner lives at the wend end of the village.

· There are albino rats in the yard of the ranch house.

· One of your group’s tasks is to decide who grows apples.

· Pavlov lives in the log cabin.

· Each farmer lives in a different type of house.

(-------------------------------------------------------------------------------------------------------

Farmers

SOLUTION TO EXERCISE*

The table below summarizes the data contained on Information Bits #1-6.

The group has two tasks, described on Information Bit #2 and #6. Those two tasks are:

· to determine who drives a truck and

· to determine who grows apples.

The answers to these two questions are Skinner and Hull, respectively.

	Farmer


	Skinner
	Thorndike
	Pavlov
	Kohler
	Hull



	Animals


	pigeons
	cats
	dogs
	chimpanzees


	albino rats

	Fruit


	almonds
	plums
	cherries
	pears


	apples

	House


	bungalow
	red brick
	log cabin
	cottage


	ranch

	Location


	west
	northwest
	north
	northeast


	east

	Vehicle
	truck
	sports car
	motorcycle
	station wagon


	limousine


*  Adapted from “Farmers: Information Sharing,” by Aharon Kuperman, in The 1981 Annual Handbook for Group Facilitators, ed. John E. Jones and J. William Pfeiffer (San Diego), pp. 21, with the permission of University Associates, Inc.

Farmers

HOW TO PITCH A BETTER MEETING
	Step 1
	Plan
	Plan the meeting, being clear about

· why the meeting is needed,

· what outcomes the group wants,

· who should attend,

· what arrangements need to be made,

· what agenda items need to be discussed,

(what processing will be used—brainstorming, diagnosing a problem, developing solutions, selecting a solution, reaching consensus, and so on), and

· how many items will be addressed

· how much time will be needed to achieve the desired outcomes.



	Step 2
	Inform
	Inform meeting participants of

· the purpose of the meeting,

· the desired outcomes,

· the agenda items (the “what”),

· the processes to be used


(the “how” of addressing agenda items),

· the date, time, and location, and

· any premeeting assignments.



	Step 3
	Target
	Develop a target for productive discussion by

· stating and clarifying the purpose of the meeting,

· getting agreement on the desired outcomes,

· allowing for modification of the agenda

(including adding or deleting items, changing the order, or adjusting the times allocated), and

· getting agreement on the processes to be used in addressing agenda items.



	Step 4
	Contain
	Contain the discussion to the agreed-upon agenda by

· designating a facilitator and a recorder,

· adhering to the agenda unless the group explicitly agrees to alter it,

· adhering to an agreed-upon process unless there is common agreement that it is no longer useful,

· confronting behavior that diverts the group from attaining its desired outcomes,

· encouraging each group member to bring all his or her information to bear on the issue at hand, and

· getting agreement on action steps, responsibilities, and target dates.




Facilitation: To Start a Meeting

Facilitator Considerations (Task and Maintenance):

· Planning

· Room setup

· Introductions/Opening remarks

· Icebreakers

· Role assignments

· Ground rules

· Physical comforts

· Meeting purpose/goals

· Agenda clarity

· Time issues

· Prior “assignments”

· New vs. existing group




During a Meeting

Facilitator Considerations (Task and Maintenance): 

· Review processes to be used

· Frame issues

· Keep the group clear on what the task is
· Question the relevance of discussions or contributions

· Guard the integrity of the process the group has chosen to use

· Check for agreement or disagreement

· Summarize where the group is in terms of agenda, tasks, process 
· Identify deviations from agreed upon agenda, tasks, processes
· Encourage participation
· Protect the group from domination by a few
· Suggest alternatives or options (process vs. content)
· Surface conflicts
· Ask for process checks
· Call for time-outs or breaks
· Identify when a suggestion has been made but ignored
· Identify when a decision needs to or has been made
· Listen and observe actively
· Provide feedback

Facilitator Considerations (Task and Maintenance):

· Closure where possible

· Action planning

· Confirm follow-up responsibilities

· Check work against agenda

· De-brief / obtain feedback

· Future agenda

· Future participants

· Communication with constituents, others

· Future “logistics”
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1997 Kaiser Permanente and AFL-CIO Labor

Management Partnership Agreement
1. PURPOSE

Health care services and the institutions that provide them are undergoing rapid change. Advances in health care and the explosive growth of for-profit health care businesses present challenges as well as opportunities for Kaiser Permanente, the unions, and the members they represent. Kaiser Permanente and the undersigned labor organizations believe that now is the time to enter into a new way of doing business. Now is the time to unite around our common purposes and work together to most effectively deliver high quality health care and prevail in our new, highly competitive environment.

As social benefit membership organizations, founded on the principle of making life better for those we serve, it is our common goal to make Kaiser Permanente the pre-eminent deliverer of health care in the United States. It is further our goal to demonstrate by any measure that Labor Management collaboration produces superior health care outcomes, market leading competitive performance, and a superior workplace for Kaiser Permanente employees.

In this spirit and with this intent, Kaiser Permanente and the undersigned labor organizations agree to establish a Partnership in pursuit of our common goals to: 

· improve quality of health care for Kaiser Permanente members and the

communities we serve; 

· assist Kaiser Permanente in achieving and maintaining market leading

competitive performance; 

· make Kaiser Permanente a better place to work; 

· expand Kaiser Permanente's membership in current and new markets,



including designation as a provider of choice for all labor organizations



in the areas we serve;

· provide Kaiser Permanente employees with the maximum possible



employment and income security within Kaiser Permanente and/or the



health care field;

· involve employees and their unions in decisions. 

2. PROCESS AND STRUCTURE

Senior Partnership Committee.  The parties will establish a Senior Partnership Committee (SPC) consisting of Kaiser Permanente executive level staff and senior union leadership designated from the participating International Unions representing employees at Kaiser Permanente and from the Industrial Union Department (IUD), AFL-CIO. The SPC may expand the Partnership to include representatives of other parties as necessary, as agreed to by the labor and management representatives on the SPC. The responsibilities of the SPC are to establish,  consistent with the terms and scope outlined in this agreement, concrete targets, goals, objectives, time lines and other Partnership initiatives. The SPC will meet as often as necessary to discuss strategic issues of the levels.

The powers of the SPC do not supersede the legally mandated obligations of the parties such as the duty to bargain over mandatory subjects; the responsibilities and duties of the governing boards of Kaiser Foundation Health Plan (KFHP), Kaiser Foundation Hospitals (KFH), and the Permanente  Group's (PMG's) to govern Kaiser Permanente; contractual obligations between KFHP, KFH, and the PMG's, and the duty of the IUD and its affiliate unions to represent the interests of their members.

Access to Information. It is the express intention of the parties to freely share information with each other. The parties will have timely access to all relevant and pertinent information necessary to address the purposes of the Partnership. We agree that information must be broadly and deeply shared in order to maximize the effectiveness of the Partnership. Training and education will be provided to maximize the parties' understanding and utilization of the information.

Confidentiality.  The parties understand that certain information may be of a very sensitive and proprietary nature, and will need to be held in strict confidence. The IUD, participating union and management officials, and consultants will execute appropriate confidentiality agreements before accessing such information.  Regardless of whether proprietary information is received via the Partnership or by other means, it should not be used to the detriment of the other partner.  If information is misused by either party, it will be incumbent upon the partners to investigate the circumstances and invoke appropriate measures.

Consultants. The parties will jointly select a third party consultant to assist the Partnership formation and implementation process and to continue with such assistance until such time as the partners agree that these services are no longer required.

Partnerships at Other Organizational Levels. It is the vision and intent of the SPC that the Partnership concept will become pervasive throughout Kaiser Permanente. Further, the SPC acknowledges that the involvement of employees from all levels of the organization in appropriate relevant issues results in high quality decisions beneficial to the continued viability of the enterprise. To this end, as sufficient progress is made by the SPC, appropriate business units will be charged with the responsibility to develop local joint partnerships that meet the SPC targets that fall within the partnership scope described within this agreement. (For purposes of this section the term "business unit" means Division, Region or Market.)

Each business unit partnership will establish a Partnership Steering Committee (PSC) which will develop and monitor the implementation of action plans and initiatives. These PSC's, responsible for cascading the Partnership down through the organization, will develop committees and activities at other organizational levels as they deem necessary, appropriate and timely; subject always to the review and approval of the SPC.

All joint committees created by the Partnership will consist of an equal number of members from the unions and the company or a greater number of union members. The union members of the committees will be selected by  elected union leadership consistent with internal union , and company representatives will be selected by the senior managers of the relevant and appropriate business units. If the Partnership decides to select and use Kaiser Permanente employees as internal consultant-facilitators to assist the committees and the implementation of joint activities, the internal consultant-facilitators will be jointly selected by the unions and company, based on a mutually agreed upon set of criteria. In addition, at least half of the internal consultant-facilitators will be union members.

Costs of the Partnership. Following execution of this agreement, Kaiser Permanente will bear the costs of administering the Partnership, including consultants, lost time, and  incidental expenses of all Kaiser Permanente employees. Union officials who are not Kaiser Permanente employees will be responsible for their own expenses.

3. DECISION-MAKING

The decision-making process may vary from issue to issue. Nonetheless, it is vitally important to determine the decision-making method with consistently applied criteria. Two such criteria are as follows: 

1.  the degree to which the parties' constituents or institutional interests are likely to be affected by the decision, and 

 2.  the level of expertise or added value the parties can bring to bear on the decision to be made. 

If either party's vital interests are likely to be affected by the decision,  consensus should be used. If constituent or institutional interests are even marginally affected, consultation should precede a final decision.

If one party has little, if any interest in the outcome, and no particular  on an issue to be decided, informing is adequate. We recognize that choosing the appropriate process is somewhat subjective, and that erring in favor of more rather than less participation by partners in decision-making displays commitment and respect for the Partnership. It is understood that this Partnership may not be sufficiently robust in its early stages to withstand many mistakes in the direction of unilateralism. Consequently, the parties will strive for consensus.

In the absence of consensus, mandatory bargaining subjects will be resolved in accordance with contractual and legal rights. On non-mandatory and non-contractual subjects, management reserves the sole responsibility and right for the final decision. 

4. SCOPE

The issue of scope is inextricably tied to decision making. Scope sets the boundaries for the Partnership; what is in play, what is not. The decision-making process describes the procedures for disposing of or resolving the issues deemed within the parameters of the Partnership.

 The scope of this Partnership should be broad and should include: strategic

initiatives; quality; member and employee satisfaction; business planning; and business unit employment issues.

With respect to quality, we recognize that business units must meet and/or exceed quality requirements of various accrediting and review organizations and the governing boards of KFHP, KFH, and the PMG's. The SPC's quality focus will be on achieving results to meet and surpass these requirements.  Business unit activities will be consistent with principles established at the strategic level.

Existing Labor Management Cooperative Arrangements. These arrangements should be permitted to continue and where possible been enhanced by partnering efforts, provided they are consistent with the terms set forth in this agreement.

Current Business Issues And Plans. The parties acknowledge and agree that there are many business initiatives underway whose genesis precedes the formation of this Partnership and that it would be both impractical and detrimental to the viability of the Kaiser Permanente organization to halt or substantially alter these initiatives, some of which are based on multi-year planning and preparation.

Kaiser Permanente will make every effort to educate and fully brief members of the SPC about current business initiatives, business plans and the business environment in which we currently compete. Opportunity for comments, observations and recommendations will be made available to Partnership participants as a part of this process. Business initiatives begun following formal establishment of the Partnership will be managed in compliance with the Partnership process outlined in this document.

5. EMPLOYMENT SECURITY

The Parties acknowledge a mutual obligation and intention to maximize employment security for Kaiser Permanente employees. As such, it is the intent of the parties of the Partnership to avoid the displacement of any Kaiser Permanente employee. We recognize that there could be circumstances when such a commitment cannot be achieved. In such cases, the Partnership will make use of attrition, growth of the business, aggressive job matching, short-term training efforts and other mechanisms agreed upon by the Partnership participants. There will be no loss of employment to any employee because of participation in a Partnership program at the worksite.

6. UNION SECURITY

The parties to this agreement believe that Kaiser Permanente employees should exercise free choice and decide for themselves whether or not they wish to be represented by a labor organization.

Kaiser Permanente has no objection to a union signatory to this agreement becoming the bargaining representative to its people. Where a signatory union becomes involved in organizing Kaiser Permanente employees, the employer will maintain a strictly neutral position. 

It is the intention of the parties that employees' desire for exclusive bargaining

representation be resolved in the most expeditious manner possible. Whenever a majority of employees in a unit the parties agree to be appropriate express clearly and unambiguously the wish to be represented by a signatory union, Kaiser Permanente agrees to recognize that union. An umpire shall be selected who will have the final authority to resolve ambiguities as to majority status and disagreements as to unit appropriateness. 

 Kaiser Permanente reserves the right to speak out in any appropriate manner

when undue provocation is evident in an organizing campaign. Kaiser will

encourage subcontractors, vendors, mergers and alliance partners to adopt

the same policy regarding union representation of their employees.

7. MARKETING COOPERATION

Upon the signing of this agreement, all parties will make their best efforts, as opportunities arise, to market Kaiser Permanente to new groups and individuals and to increase Kaiser Permanente's penetration in existing groups. The AFL-CIO, acting in the interest of and in support of the Partnership, will use its influence to the greatest extent possible to assure that union health and welfare trusts and Taft-Hartley trusts operating in, or providing benefits to union members in, areas served by Kaiser Permanente include Kaiser Foundation Health Plan as a unionized health care option available to their members.

8. TERM OF AGREEMENT

Either party may terminate this Partnership agreement with 60 days notice. Neither party will provide this notice without first making every reasonable and good faith effort to discuss and resolve the differences leading one or both of the partners to consider terminating the Partnership.

 9. SAVINGS CLAUSE

Should any provision of this agreement be declared by a court or agency of competent jurisdiction to be in conflict with the laws, regulations or common law of the United States of America or the State or local jurisdiction in which the provision is being applied, the remaining portions of this agreement shall remain in full force and effect. In the event of such a declaration, the parties will jointly determine how best to modify this agreement to be in compliance with such law or regulation and with the spirit of this agreement.

	Activity:  Common Group Problems

Certain group problems are prevalent in meetings.  Anticipating these problems and preparing ways of dealing with them will help you facilitate meetings.  Here are some common problems:
· Someone dominates the discussion meeting after meeting.


· Someone does not participate.


· Someone brings up a personal job problem in the middle of a group discussion.


· Someone is hard to understand.


· Two group members have a personality clash.


· Someone asks for your opinion.


· Someone displays obvious boredom.


· Someone displays hostility.


· The group gets off subject.


· The group gets into a heated argument.


	List ways that you would deal with these problems.  For instance, if someone is hard to understand, you may repeat or summarize the points that person is making.
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