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Assistant Secretary of the Army

(Manpower and Reserve Affairs)

Civilian Personnel Policy
Negotiating Changes to Bargaining Unit Employees’ 

Conditions of Employment (Local Application)
1.  Purpose:  This standard operating procedure (SOP) outlines the tasks to follow in advising labor unions (http://cpol.army.mil/permiss/41.html) of changes to bargaining unit (http://cpol.army.mil/permiss/411.html) employees’ conditions of employment and engaging in collective bargaining (http://cpol.army.mil/permiss/413.html) (also known as negotiations) if requested by the unions, prior to implementing the proposed changes.  

2.  Applicability:  This SOP covers all labor negotiations that are not 

full-scope contract negotiations; it includes impact and implementation bargaining (http://cpol.army.mil/permiss/4132.html) as well as substance bargaining (i.e., bargaining over the substance of the change).  The SOP applies to all activities with labor unions representing activity bargaining unit members.   Where this SOP conflicts with the terms of collective bargaining agreements or established past practices, (http://cpol.army.mil/permiss/4133.html) parties should continue to adhere to the terms of established agreements and past practices.   Consideration should be given to bringing contract terms and past practices into conformance with this SOP where they conflict.   Questions concerning bargaining obligations and other labor relations concerns can be raised through command channels to HQDA.  

3.  Processes and Responsibilities:  

a.  The following paragraphs relate to the numbered blocks in the Impact and Implementation Bargaining (Local Application) Business Process Map M11 (http://cpol.army.mil/library/bpm/maps/m11.jpg).  Where a block is self-explanatory, it will not be mentioned in this SOP.  

1.  Management Determines Need for, or is Directed to Make, Changes to Bargaining Unit Employees’ Conditions of Employment.  [Link to Block 1 of BPM]  When management determines a need to make changes that impact on bargaining unit employees’ conditions of employment, the local union must be notified of the proposed change prior to implementation and afforded an opportunity to request negotiations.  The same is true even where higher level headquarters directs the change.  Where a proposed management change conflicts with the terms of the negotiated agreement, and where your agreement does not provide for the mid-term re-opening of the agreement , the union may decline to re-open the agreement.  The proposed change must then be raised again when the agreement comes up for renewal. 

2.  Union Notified of Proposed Change.  [Link to Block 2 of BPM]  In accordance with the terms of the parties’ collective bargaining agreement or established past practice, the CPAC, or other designated management official, will notify the union of the proposed change.  (If the proposed change will ultimately require some type of CPOC action,  such as changes to the RIF or merit promotion articles, the CPAC will offer the CPOC an opportunity to comment on the proposed change and on the union’s proposals.) Union notification should normally occur via memorandum and should include a proposed effective date and a point of contact.  Your negotiated agreement may provide detailed instructions on the procedures for notifying the union on proposed changes to conditions of employment.  Additionally, changes and union comments ordinarily should be coordinated with the labor counselor and, depending upon the subject matter, with other appropriate management officials (i.e., EEO Office, Safety Office.)  
3.  Collective Bargaining, If Requested.

                3A.  Union Does Not Request To Bargain.  [Link to Block 3 of BPM.]  If the union does not request negotiations, or declines to bargain for reasons other than the matter is already covered by the parties’ collective bargaining agreement, management may implement the proposed change.  A memorandum of the union’s declination to bargain, or failure to timely respond to management’s notice, should be maintained.  

             3B.  Union Requests To Bargain.  [Link to Block 5 of BPM.]  If the union requests negotiations, the CPAC will assist in administering the negotiation process.   The make-up of the management negotiation team will be determined locally.  The CPAC will conduct all necessary coordination.  The parties will normally negotiate to completion (which includes the resolution of impasses by the Federal Service Impasses Panel) (http://www.law.cornell.edu/uscode/5/7119.shtml) prior to implementing the proposed change.   

4.  Implementation of Changes.  [Link to Block 4 of BPM] Once negotiations are completed (or the union does not request to negotiate), the CPAC will advise management that it may now implement the proposed change.  The CPAC should advise appropriate organizations and individuals of the results of the negotiations.  Where the agreement ultimately requires some action by the CPOC (e.g., a change to RIF, merit promotion, temporary promotions, etc.), the CPAC will advise the CPOC of the change and provide it a copy of the agreement.  Management , CPAC and, if appropriate, the CPOC take necessary steps to implement the change.


b.  Remember, where the above processes and responsibilities conflict with the terms of the parties’ negotiated agreement or established past practice, adherence to the agreement and established practice is required until the agreement or past practice is modified through collective bargaining.   

4.  References and Related Documents. 


a.  5 U.S.C. § 7114(a)(4) (http://www.law.cornell.edu/uscode/5/7114.shtml)

b.  5 U.S.C. § 7114(b) (1), (2) and (3) (http://www.law.cornell.edu/uscode/5/7114.shtml)

c.  5 U.S.C. § 7117(a)(1) and (2)  (http://www.law.cornell.edu/uscode/5/7117.shtml

d.  DoD 1400.25-M, Subchapter 711, Labor-Management

               Relations  (http://cpol.army.mil/permiss/40.html)

NOTE:  Labor-Management Partnerships. (http://cpol.army.mil/permiss/419.html)  The above procedure for making changes to bargaining unit members’ conditions of employment does not necessarily cover changes made under a labor-management partnership arrangement.  Local labor-management partnerships have developed numerous and varied methods for involving unions early on in the process of identifying problems and crafting solutions.  As each partnership is unique, we will not provide an SOP for implementing changes to conditions of employment under a labor-management partnership arrangement.
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