FAQs on Representation


FAQs ON UNION REPRESENTATION

1. What is the goal of representation?

The primary goal for having a representative accompany a member in a meeting with their supervisor is to facilitate clear communication, mutual understanding, and effective problem-solving, and to ensure that due process is respected. Always remember that you and your administrator are equals in this process.

2. When do employees have a right to a representative in a meeting?

If an employee is asked to come to a meeting and a possible outcome is disciplinary, then the member has a right to a representative under the law. This includes meetings which are held to investigate a situation, as well as meetings where the supervisor is actually giving discipline or counseling.

By our contract, employees have a right to a representative when a principal/supervisor wishes to discuss follow up to concerns related to a performance evaluation. Employees do not technically have the right to a representative when the supervisor initially gives their evaluation (at the final evaluation conference), but supervisors who have concerns will usually use that same meeting to discuss how the concerns will be addressed, which triggers the right to representation.

It is to everyone’s advantage if building representatives and principals/supervisors build mutually respectful relationships that can be called into play to problem solve whenever there are concerns, even where an employee may not have a contractual or legal right to a representative.

3. Does an employee have to meet with their principal/supervisor?

Yes. Refusal to meet is grounds for discipline.

4. How do I get time off for a meeting? Can I postpone a meeting?

Meetings can be scheduled before or after school, or at other times provided coverage is available. It isn’t acceptable for a supervisor to refuse to work with the building representative to find a workable time; likewise, building representatives should treat the meeting request as a priority and schedule it within 72 hours, if at all possible.

5. Can employees bring a representative to other meetings?
	
Yes. It can be a very good idea to bring a representative to a variety of meetings with your principal or supervisor, but especially those where an employee may feel intimidated or defensive, or where communication and understanding may be difficult.

6. Are building representatives the only ones allowed in these meetings?

If the subject of the meeting is an investigation or actual discipline, then usually just the AR will be present with the employee. But if the meeting is more about problem-solving, then it can be helpful to have other colleagues in the room, especially those with potentially useful knowledge or experience.

If the building representative is not available or if for some reason the employee and building representative don’t have a strong relationship, we recommend that the employee ask a colleague who they trust and respect to serve as their representative.

Principals and supervisors want to solve problems and communicate clearly so as to reach mutual understanding. They value the role of a representative in achieving that outcome and very rarely has a principal objected that a chosen representative is not an official building representative.

7. I think the member may be guilty of the allegation from the principal. Should someone else represent them?

No. Remember, as representatives it’s not our job to judge the member. Even where a member may have committed an infraction, they have a right to a fair investigation and to reasonable discipline. It’s in all of our members’ interest to uphold those standards, and our role in doing that is critical.

8. What should members be able to expect of me?

You are not expected to fix all the problems that surface in the lives of members. You listen, clarify, and suggest actions or strategies that the members can use to resolve their own issues. If there is something you believe merits representation or that requires additional expertise, reach out to your Uniserv Director/Local President and talk it through.

9. Members in my building are saying they are being harassed, intimidated or bullied. What can we do?

Bad behavior by administrators or peers seldom rises to legally actionable harassment, intimidation or bullying. These are popular words but their legal definition usually requires that a protected group has been targeted and the behavior has occured. 

A better route is usually to address such incidents directly and, sometimes, collectively. Members with concerns about treatment by a principal/supervisor, should work with a trusted building representative to share those concerns with the offending party and work directly on how to address them. If the offending conduct does not stop, it can be useful to bring in additional colleagues to another problem solving meeting with the principal/supervisor to emphasize the seriousness of the matter and raise expectations for a productive solution.

10. Is it better to have a Local President/Uniserv Director in the meeting instead of an building representative?

Principals want to be seen as fair, reasonable people, and your presence is the best way to remind them of that. No principal wants to set themselves up to be portrayed as unreasonable or unfair to other staff due to their conduct in meetings with you. 

The main job of Uniserv Directors/Local Presidents in this situation is to help you prepare for the meeting by reviewing the relevant contract language, how other similar situations may have been handled, identifying key points to raise in the meeting, and brainstorming solutions.

You have crucial knowledge of your building and the people involved that a non-building staff doesn’t. Local presidents and Uniserv Directors need your independent perspective in order to provide effective assistance.
