INVESTIGATORY INTERVIEWS

; The Employer must tell the Empleyee the nature of the mtemew
beforehand. : 23

If the Employee reasonably believes the interview may result in
discipline, the Employee must ask the Employer for union representation.

The Employer has to 1) grant the request; 2) stop the interview; or 3)
offer the Employee the choice between continuing the interview _
unaccompanied by a Union Representative or having no interview at all.

Once the Employee requests union representation, the Employee is
entitled to meet with the Union Representative before the interview begins. If
the Employer refuses the Employee’s request for union representation
because the Employer decides that the Employee does not have reasonable
cause to believe that she/he could be disciplined as a result of the interview,
the Union Representative should remind the employer that the Union has a
Duty to Represent Bargaining Unit Employees under the Collective
Bargaining Law. If the Employer prevents the Union from doing its duty then
the Employer opens itself to an accusation that it caused the Union to violate
its duty. This action could result in an Employer Unfair Labor Practice ruling.

The Union Representative can also ask the Employer the nature of the
mnterview beforehand.

Generally, the Employer will notify the Employee of the interview a
few hours before it is to take place. The Union Representative and the
Employee should meet together before the interview in a pre-interview
consultation. Request 10-15 minutes release time for the pre-interview
consultation.

In the pre-interview consultation, the Union Representative should
discuss the Employer’s accusations. The Union Representative should ask






