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T. TINTRODYUCTION

Labor relaticons, in both the public and the privete
sector, is essentially & "private" matter: in thecry the
employer and employee representative are supposed to
neqotiate, come tc an agreement, and administer the
contract without cutside interventicn. In fact, beth
public and private labeor relaticns are extensively
facilitated and regulated by variocus governmental bcdies
and by cutsiders such as mediators and arbitraters. 1In
Minnesocta, two impartial executive branch state agencies as
w2ll as the district cocurts have responsibilities relating
to public sector labor relaticns.

Laws 1978, Chapter 332 crdered the Legislative
Commission on Employee Relaticons to study "the feasibility
of an unfair labor practices bocard." Since that teopic
cverlaps with other issues concerning the function of
governmental bodies in public sector labor relaticns, the
scope of this repcrt is brecader than what the 1379 law
requires. The purpose of this paper is to discuss the,
manner in which Minnescta public sector laber relaticns
responsibilities are divided among the impartial )
governmental beodies: the Bureau of Medizticn Services
(BMS), the Public Employment Relations Bocard (PERB) and the
district cocurts. The report alsc suggests and discusses
alternatives toc the present structure. 0f course, most
other qovernmental bodies in Minnesota are alsc involved in
labor relaticns--but as public employers and nct as
neutrals-—and this report dces not discuss their role in
public sectcr labeor relatieons.

II; PRESENT DUTIRES OF BMS, PERB AND DISTRICT COURT

A. Bureau of Mediation Services

The BMS is an executive branch agency of state
government headed by a directecr. The director is appointed
by and serves at the pleasure of the Governcr. The Bureau
was created in 1939, and has respensibilities in private
sector labor relations as well as public. This paper does
not discuss the Bureau's private sector responsibilities,
which include unit determinatiocn and conducting electicons
for private sector groups not covered by federal law. The

Bureau's public sector duties can be broken down 'intc the
following categories:

1) Representatiocn Tssues: BMS determines "apporeopriate
units" for all public sector collective bargaining, except
to the extent that bargeining units are established in



statute for state and University of Minnesocta employees.

In identifying which individual employ=2es will be assignad
teo particular bargaining units, BvS must decide issues suzh
as which employees are "supervisecry," "confidential,"
"essential," and "professiocnal." Once units are
establishad, BMS conducts any elections needed to cdetermine
if employees wish ko he represented by a labor
crgenization. BMS alsc has authority to veid any election
if the director finds that an unfair labor practice
affected the result.

1980 legislation gave BMS the duty toc assign state and’
University of Minnesota employee classificatiocns to the
statutorily estabished units if:

-— there are classificetions which were not
assigned by statute, or

—— the classifications assigned by statute
were later significantly mcdified in
occupational content.

BMS zlsc is presiding over the transition to the new
statutory bargaining units for state and University
employees. BRI
+ S-S

2) "Fair Share" Fees: Exclusive representatives-have
the right to charge employees who are represented by the
organization, but who are not dues-paying members, a "fair
share" fee. Employees have the right toc contest the amount
of this fee and BMS hears and decides all such challenges.

3) Mediation and Arbitratiocn: Whan contract
negotiations deadlock either or both sides may request the
services of a mediator toc help the parties in reaching a
voluntary settlement. BMS provides mediators who can
suggest settlements. Mediators do not have authority to
force a decision on either side.

When there is an impasse in negotiaticns and
arbitration is agreed tc by the parties or required by law,
BMS certifies those matters which have not been agreed upon
to PERB. BMS alsc maintains a list of arbitratocrs that
parties may chocse from to settle grievance arbitraticn
cases.

4) Contract Administration: BMS promulgates a

grievance procedure for parties tc use if they are not able
te negotiate one. :

B. Public Employment Relatiocns Board

PERB was created by the Public Employment Labor
Relations Act of 1971. The Board is composed of five
members appocinted by the Governor to four year terms. Two
members are representative ¢f public employees, two of



public emnloypra, and one of the puhlic at large. PER8's
duties cen be summarized as follows:

1) Rapresentetion Tssues: ERB hears appeals from BMS
appropriat=a unit Astermination AﬁﬂlSlons, insofar es the
units are not specifically set forth in statute. PERB alsc
hears appeals from the determinations made by BMS in the
course of setting up a unit as tc the meaning of

"supervisory," "confidential," "essential" or "professionalf
employee.

2) "Fair Share" Fee: PERB hears appeals from BMS
"fair share fee" decisions.

3) Impasse Arbitraticn: PERB meintains a list of
qualified arbitrators. When an impasse in contract
negotiations has been reached, and arbitraticn is raqunsteo
or required, BMS certifies *he parties’ final positicns to
PERB. PERB then issuss a list of seven arbitratcrs to the
parties. The parties alternately strike names until a
single arbitrater, or in scme cases a three-arbitrater
panel, remains.

4) Srievance Arbitratiocn: 'When a qrieGamﬂe-unéer a
contract has been processed up to the arbitratichn stage,
and the parties are unéeble tc agree on an arhitratsr, the
parties may petition PERB for a list of five arbitrators.
This list is then used by the parties in selecting the
final arbitrator to decide the grievance.

C. District Courts

Minnesota district courts have jurisdicticn te review
decisions made by PERB, such as definiticons of the varicus
types of emplcyees, the appropriateness of a unit, and fair
share challenges, and toc review BMS decisions concerning
elections. The district courts have coriginal jurisdicticn
over alleged unfair labor practices committed by public
employers, employees or employ=e crganizations.

The following chart summarizes the functiocns performed
by BMS, PERB, and the District Courts:

w



FUNCTION

Unit
determination
issues

Conducting
Elections

Fair Share Fee
challenges

Hear and decide
unfair labor
practice
z2llegations

Mediation

Certification
of issues to
arbitration

Maintain list
of arbitrators
for interest
arbitration

Maintain list
of arbitrators
for grievance
arbitration

NRTSTINAL
JURTSNDICTION

BMS (to extent
not mandated
in statute)

BMS

BMS

District Court

BMS

BMS

PERB

PERB, BMS

APPEALS

PERB, then
NDistrict Court,
then Supreme
Court

District Court,
then Supreme
Court

PERB, then
District Court,
then Supreme
Court

Sup;eme Court



For those decisions which require hearings (such as
scme unit determination issues and fair share fae
challenges) the procedure starts with 2 BMS haaring at
which a hearing ¢fficer takes testimeony. "The hearing
¢fficer then discusses the case with the Airector end the

final decisicon is then issued by the director.

Tf a party decides to appeal the BMS decision to PERB,
BMS prepares a transcript of the hearing and sends it and
.the record to PERB. The parties file briefs with PERB and
then argue the case orally in front of the Board. PERB has
the power to take additicnal evidence, but this authority
is rarely used. PERB then deliberates, and scmetimes
decides the case immediately. Following PERB's decisions,
parties have the right tc appeal toc district court, and
then to the state supreme court.

Peter Nbermeyer, director of BMS, supplied the
following informaticn abocut BMS' case load, and the number
of appeals tc PERB:

FY1979 FY1030
Representation Tssue 343 374 -
(unit appeal) Zases A
decided by BMS Tl
Fair Share Cases 201 357
Decided by BMS
Representation 283 28

(unit appeal)

and Fair Share
cases decided by
PERB on Appeal
from BMS

Claudia Hennen, Executive Secretary of PERB, estimates
that unit appeals and fair share determinaticns, on the
average, take the following amcunt of time:

Time of initial filing teo BMS

decision - 5 months
(This statistic is only for BMS

decisions which are later appeeled

tc PERB. These decisions would tend

to be harder and to take longer than

the average BMS decision.)

Time from £filing of appeal with
PERB to PERB decision - 8 more months
(Ms. Hennen estimated that it



often takes 2-4 months for
. PERRBR to receive A transcript
of the BMS hzaring.)

Time from PERB decision to
District Court decision - 12 more months

Time from District Court

decision to Supreme Court - 11 more months
(Recent changes in Suptreme

Court procedures may have

changed this figure. The

time for a decisicon varies

greatly from case to case.)

Ms. Hennen estimates that about 29 percent of PERB
decisions are appealed to district court.

ITI. PERCEIVED PRORLEMS WITH THE PRESENT SYSTEM

This paper dces not attempt to draw concluéiéns as to
the effectiveness of the present structure for dealing’'with
public sector labor relations. Rather, we have talked to a
number of pecple who are inveolved on a daily basis with
BMS, PERB, or the district courts, and from their cocmments
have tried to get some sense of how the present system 'is
regarded, and what changes might be considered.

Although most people we talked to had suggestions for
improving the current distribution of duties tc BMS, PERB
and district court, no one suggested that the present
system was in a state of crisis or that any structure must
be changed to prevent a crisis. Some people felt that no
major changes are needed in the present structure.

Most pecple felt that the problems that do arise are a
result of the way the system is structured and not of
failure of any individuals in an agency. Those interviewed
emphasized two general categories where problems arise:

(1) the handling of unfair labor practices and (2) problems
caused by the structure of the relaticonship between BMS,
PERB, and the court appeal system.

The fcllowing problems were menticned in regard to
handling unfair labor practice cases under the current :
system. Tt should be noted that there was disagreement on
whether or not some of the things listed below are problems.

-- District court judges, who have initial
jurisdiction to hear unfair labor practice
allegaticns, are not specialists in laber
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law, and their Adecisicn often reflects a
lack of understanding of PELRA. Scme
practitioners alsc felt that 'since judges
must run for re-election, unfair labor
practice decisions are scometimes political
when they should not be.

District courts take toco long te decide
unfair labor practice cases. GEspecially
during the course of negotiations, decisions
must be made quickly if there is to be an
effective remedy for the alleged unfair labor
practice, and courts have been unable tc make
timely decisions.

Since unfair laber practice charges are filed

in district courts throughout the state, there
are inconsistent decisions. Because there is

nc consistent bcdy of law, more litigation 1is

encouraged,

It is toco costly to bring unfair labeor practice
charges in district court, especially

for small employers and small employae
crganizations. On the cther hand, sgne _
practiticners feel that the relatively high'
costs deter the filing of frivelous chargés.

Because district ~courts acrocss the state decide
unfair labor practice cases, and because their
decisicns are not centrally published, it is
not practicable tc gather informaticn on the
results of unfair labor practice cases.

The following matters were identified as problems with
the present relaticnship between BMS, PERB, and the court
appeal process. Again, there was disagreement on whether
or not some things are problems.

- —

The praocess of unit determination and

fair share appeals takes toc long because BMS
decisicns can be zppealed teo PERB, and in turn
te the district courts and the supreme court.
Among suggestions as to contributing factors
in these delays are: (1) BMS is slow in
processing transcripts ¢f hesarings, perhaps
because of clericael understaffing; (2) Since
PERB is a part-time beocard and only meets
approximately once a month, the appeal
process is slowed; (3) Crowded district court
calendars. s

The lengthy appeal process is very costly.
For example, the appealing party must pay for
a transcript ¢f the BMS hearing whan it
appeals to PERB, and there are further costs



if there is a2n appeal to court.

-- Bacausa PERB members sarve conly part-time,
they sometimes have conflicts of interest
whan cases involving parties who the members
are affiliated with come before the Board.

-— BMS performs two distinct types of functions:
{1) it mediates disputes when parties are
bargaining a contract; and (2) it has
adjudicatory functions such as deciding the
composition of a unit, and making decisions
in fair share challenges. Some people feel
that even though BMS has separated these
two types of decisions internally, there is
still 2 possibility that BMS's mediation
abilities are weakened by the fact that the
Bureau must decide cases which inveclve the
same parties for whom it alsc attempts to
mediate disputes.

-— BMS hearing cfficers are generally experts
in labor relations, but often Are not
specialized in conducting hearings. Some
pecple felt that the conduct of Haariﬁgs
and the quality of the reccords and’ optnlong
could be improved, B

-~ Both BMS and PERB maintain lists of
arbitrators that parties may choose from
in selecting a grievance arbitratocr. Some
felt that there was no need for two lists,
and that choice may 2llow parties to
manipulate the system by trying to use the
list that they feel is most faveorable tc them.

IV. ALTERNATIVES TO THE PRESENT SYSTEYM: PRO AND CON

A. Minor Changes in Present System

There are several relatively minor changes which cculd
be made in the present system without making any structurel
revisions. For example, if it is felt that BMS hearing
officers need toc do a better job of conducting hearings,
specisl effort could be made to provide training in
conducting hearings, or tc provide more officers or
officers with different qualificatiocns. Similarly, there
are points at which the appeals process could probaebly be
speeded up by adding more staff, or changing the methcd for
appeal, without making any major structural changes. Also,
to the extent that the two lists of arbitrators maintained
by BMS 2nd PERB are thought toc be a problem, it would be
easy to mandate that only one of these agencies maintain a
list. Apart from this "fine tuning" there are a variety of



alternatives for major structural changes tc address the
perceived problems under the current system.

B. NLRA MgAal

The Vationzl Labor Relations 2Act 2nd the laws of some
states provide for one acdministrative agsncy to handle all
adjudicatory metters and ancther agency to de mediation, or
cther methods of dispute resclution. 92ne division cf the
Naticnal Labeor Relations Board regulates determination of
bargaining units and helds electicns. Ancther division
under the NLRB decides unfair labor practice cases. A
separate agency, the Federal Mediation and Conciliation
Service prcocvides mediatiocn services when bargaining reaches
an impasse.

Tf this mcdel were applied in Minnescta, a
multi-member board woculd take over BMS's current
responsibilities for unit determination, fair share
challenges, and conduct of elections, and would replace
district courts a2s the initial bedy to hear unfair labor
practice charges. Presumably the Bocard would make
decisicns by assigning a hearing cfficer to .conduct
hearings and to meke a recommended decisien? in. emrh case.
The Board would then make & final decision afte¥:
considering the recocmmendation of the hearing offlcer/
Alternatively, the decision of the hearing officer cculd be
considered Aas the final decisicn of the Becard, unless one
of the parties appealed toc the Beard. Under either opticn,
the only responsibility ¢f BMS in the public sector would
be to conduct mediaticn sessicns, and pessibly teo provide
cther services at bargaining impasse

Among the perceived advantages of this mecdel are that
the Board would develop considerable expertise in
administering public sector laber law. It is argued that
unfair labor practice decisions would be of a higher
quality than the present decisions, and that these
decisions would be made more quickly (assuming that Beoard
would be full-time). PFurthermore, placing all adjudicatory
responsibilities in a single agency would eliminate the
duplicative administrative appeal from BMS tec PERB that now
exists, and woculd streamline the decisicn-making process.

These whe faver this medel alse contend that it would
allow BMS to do a better job as a mediation agency, because
the Bureau would be free of the conflicts it now faces as
both a mediaticn and adjudication agency. Ancther possible
advantage is that a multi-member Bocard whose members are
appointed for fixed terms might be perceived as a better
decision maker than a directocr who serves at the’ pleasur°
of the Governcr.

Perhaps the strongest argument against such a major
change in the assignment of respcocnsibilities is the belief
held by some that the present system seems toc be working



fairly well., Although numercus people have pointed ocutx
problems with the current structure, it is argued that
these problems can be mitigated without major structurel
changes. Furthermocre, recent legislation has méade
substantial changes in public sector labor law, and it mey
be best to see how these changes work before making more
major revisions.

Ancther disadvantage of moving toe a full-time board
would be cost. Currently PERB cperates on a budget of
approximately $43,000 per year, which includes per diem for
its members, and the salary. . of the one full-time staff '
person. Although much of the-staff for a full-time bocard
would undoubtedly come from current employees of BMS and
PERB, there would be higher costs just from paying the
salaries of the full-time board members. If the board had
to make unit determinaticn decisicns, hold electicns, hear
fair share challenges, and decide unfair labcr practices,
it would probably have to be full time toc make decisicns in
a2 timely manner., There would be further costs in hiring
staff to hear unfair labor practice cases. If the Board
were given responsibility to investigate and enforce unfair
labor practice cases (as the NLRB does) there could be
further costs. i .

Another argument against creating a full-time board is
that creating an agency tc hear unfair labor practice-
charges might stimulate the filing of frivoclous charges.
Some practitioners contend that the present system for
hearing unfair labor practices works, and that the reason
that more are not filed is that there simply aren't many
unfair labor practices committed which merit the filing of
charges. On the other hand, it would be possible to
discourage frivoclous charges by giving the Board authority
to assess costs or attorney fees against a party who files
a charge which the Board finds frivolous.

Finally, the present system of two administrative
agencies making decisions on the same case is thought by
some to reduce appeals to court. Scme people feel that
parties appeal BMS decisions tc PERB to get a "second
opinion," 2nd that if PERBR upholds BMS, the party will not
appeal to court. Under the single agency system, parties
would have to file court appeals to get a "second opinion.”

The National Labor Relations Act provides that appeals
from NLRB decisicons shall be filed in the Circuit Courts of
Appeals, instead of in the U.S. District Courts where most
federal cases begin. If this model were followed in
Minnesota, appeals from the Bocard's decisions would be
filed directly with the Supreme Court, in the manner in
which appeals from un=mployment compensaticn and workers'
compensation cases are currently heard. It is important to
note that this alternative of cutting the district courts
out of the appeal process could be done under the current
system, as well as under the alternative discussed above.
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That is, without medifying any of the present
responsibilities of PERB or BMS, it would be possible to
expedite the 2ppeal process significantly by providing for
appeal from PERB directly to the Minnesota Supreme Court.

C. Single Agency Mgdel

In some states, such as Wisconsin, one beard has
jurisdiction ncot only over all adjudicatery decisicns (unit
determination, conduct of elections, and unfair labor
practices) but alsc is responsible for handling mediation.

Applying this model tec Minnescta, all BMS and PERB
public sector responsibilities would become subject to cne
bocard. This system would be very similar toc, and have most
of the same advantages and disadvantages of, the NLRA
mocdel. The major difference would be that the Board would
also be responsible for mediaticn. While this would
centralize all responsibility in cne agency, it would alsc
leave room for the argument that an agency cannct have
maximum effectivensss as a mediaticn agency if it alsc has
to decide cases which may inveclve the same parties as those
invelved in mediaticn. To the extent that the mediation
and adjudication functicns are clearly separated..within the
agency this argument would be weakened, but ocné board would
still maintain ultimate responsibility for beoth types'of
functicons. -

D. Other Altarnatives

The following alternative structures are less
comprehensive than those discussed abeove. All ¢f the .

following cpticns are lesser parts of the comprehensive
alternatives discussed abgve.

1) Administrative Agency to Hear Unfair Labor
Practices: Under this alternative, an administrative
agency, instead of the district courts, would have initial
jurisdiction over unfair laber practices. The perceived
advantages of assigning the responsibility toc an
administrative agency are that the agency might make
decisions more quickly than the courts, and that the agency
could have more expertise, and thus make better decisions.
Furthermore, an agency would build up & more consistent
body of decisicns than the district courts are able to, and
would alsc be able to maintain data on the filing and
results of unfair laber practice charges.

A slightly different alternative would be the creaticn
of an unfair labor practices court, instead of giving the
responsibility to an administrative agency. The "advantages
which were menticned in regard to an agency te hear unfair
labor practices would alsc apply to @ court. Further, a
court might be able toc produce a better recocrd, and to the
extent that a ccurt's decisions would carry more weight
than the decision of an agency, zppeals could be reduced.

11



However, court proceedings might be more expensive than
proceedings before an Agency.

The disadvantages of either an agency or court
alternative could be that mcocre charges, including possibly
frivolous charges, might be filed. An unfair labor
practice charge might be easier and cheaper te file than it
is now. While this is perceived by scme as an advantage
over the present system, octhers fear that unfair labor
practice charges might be used to harass the octher side
during negotiaticns rather than to resclve legitimate
complaints. Some pecple alse argue that deciding unfair
labor practices requires some - -legal expertise, and that
there is no guarantee that members of an administrative
board would have this expertise.

Tf the duty to decide unfair labor practice charges
were given to BMS, a single director, appointed by and
serving at the pleasure of the Governcr, would have
responsibility for the decision. Some argue that this
would make unfair lebor practice decisions subject to too
much political pressure. If the BMS decision cculd be
appealed to PERB, the process would take tog long. Tf PERB
or a new bcard were given the responsibility to hear unfair
labor practices, the board might have to be full-time to
make decisions in a timely Ffashion. However, if a ° *v
full-time board had only PERB's present duties plus the
duty to decide unfair laber practices, the Board might not
be able to keep busy.

2. Abolish PERB: Ancther alternative to the present
system would be to abeoclish PERB, so that BMS decisions on
matters such as unit determination and fair share fees’
would be final unless appealed toc court. Presumably BMS
would take over PERB's present responsibilities for
supervising selectiocn of arbitrators.

The perceived advantage of this alternative is that
the prcoccess would work more quickly. There would be only
one administrative decision, yet due process rights would
be preserved by allowing an appeal to court. By

eliminating an appeal step, the process would alsc become
less costly.

Disadvantages of this alternative are that PERB
decisions are made by a board consisting of representatives
of management, labecr and a neutral, and thus may ocffer more
protecticn to parties, and a different type of review, than
the decision made by the director of BMS. Eliminating
PERB's place in the appellate process might alsoc lead to
more court appeals than under the present system. These
court appeals might take longer tc decide and would be more
costly than PERB decisions are.

3. Eliminate District Court from Appeal Process:
Under this alternative, already mentioned above, BMS and
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PERB structure would remain the sam=., However, appeals
from PERB decisions would skip the district court step, and
would proceed to the Supreme Court on a writ of

certiorari. The Supreme Zourt would have the option of
hearing the cass or of simply affirming PERB's decisiocon.
This opticn hes the advantage of speeding the present
apreal vrocess, while not adding any significant expenses
either to the state or the parties. A possible
disadvantage could be that an already crowded Supreme Court
dockat could become mere so, and that PERB decisions might
be less likely to receive thorough judicial scrutiny.

4, The final alternative would be toc leave y
jurisdiction over unfair labor practices in district court,
but to give PERB initial jurisdicticon over the adjudicatory
matters (unit determinaticn, fair share challenges,
elections) that BMS currently handles. This would have the
advantage previcusly mentioned of (1) speeding the process
by eliminating one level of administrative decision-meking,
and (2) eliminating 2ny possible conflicts that arise
because BMS is currently both a mediatiocn agency and an
adjudicatory agency. However, this alternaztive might
require the use of either more full time PIRB staff or a
full-time board in order to make timely declisieons.

E. Subsidiary Issues AT

If any of the major changes cutlined above are
instituted a number of subsidiary issues must alsc be
considered. Among these issues are: "

-- Comnosition of the Board: Should a board which
will hear unfair labor practices and/cor
representation issues be composed entirely
¢of "neutral" members, or should the present
tri-partite composition be maintained? How
many members should be on the becard, whe should
appocint the members, and focr what term? Should
the members serve full-time or part-time?

-- Jnfair Labor Practice Duties: If an
administrative agency 1s to be given the
duty to hear unfair labor practices,
should it be a board, or an agency with-
a single director? Should this agency
have authority to investigate alleged
unfair labor practices and te sezk
court enforcement of its orders, or
should these duties remain with the
parties to the acticocn? 1If an agency
cther than BMS were selected to
hear unfair labeor practices, sheuld
BMS's current powar to veoid electicons
based on electicn~related unfair lebor
practices be transferred to the naw
agency?




-— Privete Sector: Tf major structural
changes are made, should BMS continue
to have 1its present adjudicatery .
authority over privete sector
employers and employeses who are not
covered under the federal act?

-- Appeals: 7Tf only one agency has
responsibility for public sector labor
relations, shculd appeals from the
decision of an administrative agency
start in district court, or proceed
directly to the Supreme Court? What
is the proper scope of review for
decisions of the agency?

V. OTHER STATES

We have surveyed other states which have public sector
collective bargaining on a scale comparable to Minnesota.
The list below is intended to provide some examples of the
practices of other states. Due to time limitations, the
list is not comprehensive. B

4 <Dy

Of the states surveyed, the biggest differences from

the Minnesota system are that:

-— all states surveyed sc far assign the
initial jurisdiction cver unfair labor
practices to an administrative agency.

-- no state surveyed so far provides the
- potential for two separate agencies to
decide issues such as unit appeals.

\
California (Similar to NLRA)

The Public Employment Relations Board consists of
three public members, appointed by the Governor to serve on
2 full-time besis for five years. The Board handles
representation issues (unit determinaticn, elections, etc.)
and also hears unfair lebor practice allegations.

Mediation services are provided by a separate agency, the
state conciliation service.

Florida (Similar to NLRA)

The Public Emplocyment Relations Commissicn Is made up
of three full-time public members appointed by the Governcr
to four year terms., PERC handles representation issues and
unfair labor practices, but most mediation services are
provided by a separate agency.



Iocwa (Single Agency)

Th2 Public Employment Ralations Board is made up of
four year terms. No more than ? members may have the same
pclitical affiliaticn. PZR8 not only has responsibility
for representatiocn issuss and unfair labor practices, but

alsc provides mediaticn services.

Massachusetts (Similar to NLRA)

The Laber Ralaticns Commissicn, compesed of three
full-time commissicners appointed by the Geovernocr to five
ear terms, has jurisdicticn cover representation issues and
unfair labor practices. A separate Bocard of Conciliaticn
and Arbitraticn, a2 three member board within the Department
of Labor and Industry, provides mediation services.

Michigan

Michigan has twc separate administrative systems: one
for state emplecyees and one for local. Both systems
provide for apnocinted beoards to handle representation
issues and to decide unfair labecr practice tases.

For local government emplcy=zes, ths responsible  agency
is the Employment Relaticns Commission, consisting of three
members, appointed by the Geverncr to serve three year
terms on a part-time basis. The Commission alsoc has
mediaticn responsibilities.

Representation issues for state employees are decided
by the Civil Service Commission, which consists of four
part-time members (twec from each political party) appointed
by the Geverncr to eight year terms. Unfair labor practice
charges are decided by a three member Employment Relations
Board, which is a2 unit within the Civil Service Commissicn.

New Jersey (Single Agency)

The Public Employment Relatiocns Commissicon has
jurisdiction cver representation issues, unfair labor
practices, and mediation. The Commissicn is made up of
seven members. Two represent labor, two management, and
three the public. The members are appcinted tc three year
terms, and serve part-time. The chairman, who is selected
from among the public members, serves full-time.

New York (Single Agency)

The Public Employment Relations Becard has jurisdiction
over representation issues, unfair labor practices and
mediaticn., The Bocard has three "public" members, nc more
than twe of whom may be from cne politicel party. Terms
are six years.
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Oregon (Single Agency)

Tha Emplcocyment Relations Board has responsibility for
reaprasentation issues, unfair labor prectices, and
mediation. The Bo=zrAd consists of three public members
appointed by the Governor to serve full-time for four ysars.

Pennsylvania (NLRA Mcdel)

The Labor Relations Becard has jurisdiction cver
representation issues and unfair labor practices. A
separate Bureau of Mediation performs mediation services.
The Labor Relations Beocard is composed of three members
appointed by the Governor to serve part-time for six year
terms. : : !

Wisconsin (Single Agency)

The Employment Relations Commission handles
representation issues, unfair labor practices and
mediation. The Commission consists of three members
appointed by the Governocr to serve on a full-time basis for
six years. :
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