
T h e i n e v i t a b l e q u e s t i o n a r i s e s , 
" W h a t are my rights if a union be-
gins o r g a n i z i n g my e m p l o y e e s ? 
W h a t a re my ob l iga t ions? W h a t 
can I do? W h a t c a n t I do? W h a t will 
happen if I do something illegal?" 

First get advice f rom an expert. 
You will be drawn rapidly into an 
a rea o u t s i d e your genera l exper i -
ence and you will be dealing with a 
union agent who is t ra ined and usu-
ally good at his job . How much will 
expert advice cost? Rates vary. But 
you c a n a l w a y s ask b e f o r e h a n d 
how much the cost will be. Almost 
certainly it will cost less in the long 
run b e c a u s e you will be a b l e to 
avoid costly mistakes. 

A l m o s t any un ion could be in-
volved in organizing golf club em-
ployees. N o law says that a specific 
u n i o n m u s t r e p r e s e n t g o l f c l u b 
employees. Some of the most ac-
tive in organizing golf clubs have 
been the Service Employees Inter-
n a t i o n a l U n i o n , t h e L a b o r e r s 
Un ion and the T e a m s t e r s U n i o n 
for main tenance personnel. Hotel 
and R e s t a u r a n t W o r k e r s U n i o n s 
and C u l i n a r y W o r k e r s h a v e o r -
g a n i z e d s o m e k i t c h e n and c l u b -
house employees. 

Is the golf club industry a union 
t a r g e t ? U n l i k e l y . U s u a l l y t he 
c l u b e m p l o y e e s c o n t a c t a u n i o n 
for help. This is one reason why a 
variety of unions represent golf 
c lubs . O n r a r e occas ions one un-
ion may try organizing all the golf 
clubs in a metropol i tan area. 

What laws apply? The T a f t - H a r t -
ley Act is the Federal law. It pro-
vides a m o r e extensive scheme for 
t he c o n d u c t of l a t for r e l a t i o n s 
than state laws. If your club is cov-
ered by the Taf t -Har t l ey Act and, 
t h e r e f o r e , wi thin the j u r i sd i c t i on 
of the N a t i o n a l L a b o r Re l a t i ons 
Board ( N L R B ) , s t a t e l abor laws 
would not apply. 

The N L R B exerc ises j u r i sd i c -
tion over c lubs in which the annual 
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g r o s s r e v e n u e s a r e $ 5 0 0 , 0 0 0 or 
m o r e , e x c l u s i v e of m e m b e r s h i p 
d u e s a n d i n i t i a t i o n f e e s . ( T h i s 
j u r i s d i c t i o n s t a n d a r d should not 
be c o n f u s e d wi th t h e W a g e and 
Hour Division of the Uni ted States 
D e p a r t m e n t of L a b o r , which in-
c ludes m e m b e r s h i p d u e s and ini-
t i a t i o n fees to d e t e r m i n e d o l l a r 
c o v e r a g e . ) If g r o s s is less t h a n 
$500,000, the club is subject to the 
law of the state in which it is lo-
cated. Any at tempt to discuss state 
labor laws here would be useless, 
b e c a u s e s t a t e l a w s v a r y d r a -

"One classic example 
of the illegal threat was 

the. . . owner 
who was so incensed that 

his employees were 
unionizing that he placed 

a 'For Sale' 
sign on the front gate." 

matical ly . The Sta te of Cal i fornia , 
fo r e x a m p l e , has only a genera l 
s ta tement that employees have the 
r i g h t t o o r g a n i z e a n d e n g a g e in 
c o n c e r t e d a c t i v i t i e s . N e w Y o r k 
S ta te has extensive labor laws fash-
ioned af te r the Wagner Act , the 
Federal law prior to its amendment 
in 1947. 

R U L E S U N D E R F E D E R A L LABOR L A W 
Basically Federal labor law allows 
e m p l o y e e s to e n g a g e in act ivi t ies 
collectively on their own behalf or 
to seek a union to represent them 
without fear of interference or re-
prisals f rom their employer. Once 
the employees have chosen a bar-
gaining agent, the employer must 
meet and bargain in good faith. 

W H A T T H E E M P L O Y E R C A N N O T DO 
T h e e m p l o y e r m a y not i n t e r r o -
gate employees about the union. 
This includes questions to find out 
whether employees want a union, 
why e m p l o y e e s w a n t a u n i o n or 
which employees favor a union. 

T h e e m p l o y e r is p r o h i b i t e d 
f r o m m a k i n g a n y s t a t e m e n t s or 
t a k i n g any a c t i o n c o n s i d e r e d 
threatening. A s ta tement that if 
the union is success fu l , the c lub 
would be closed is an illegal threat . 
O n e c l a s s i c e x a m p l e of t he ille-
gal threat was the case of an owner 
who was so incensed that his em-
p l o y e e s were u n i o n i z i n g t h a t he 
placed a " F o r Sa le" sign on the front 
gate. 

T h e e m p l o y e r m a y not legally 
m a k e any promises during an or-
g a n i z i n g d r i v e or o t h e r i n d u c e -
ment to vote against the union. This 
includes promises of wage benefits 
or o t h e r i m p r o v e m e n t s in work-
ing condit ions, as well as grant ing 
benef i t s . T h e r e a re s o m e excep-
t ions to the g r a n t i n g of benef i t s , 
but the legal complexity of that is-
sue overreaches the scope of this 
article. 

A n employer may not force those 
e m p l o y e e s f a v o r i n g a un ion t o 
work at a d isadvantage compared 
to e m p l o y e e s who a r e a g a i n s t a 
union. Nor may he m a k e union ad-
herents work longer hours or trans-
fer t h e m to lower pay ing j o b s or 
fire them. It is not unlawful to dis-
charge a union adherent if the dis-
c h a r g e is u n c o n n e c t e d with his 



union sentiments. 
An employer may not a t t empt to 

listen in on employee d i scuss ions 
of the union by either a t tempt ing 
to a t t e n d a mee t ing , a g a t h e r i n g 
or sending a " spy , " or even creat-
ing the a p p e a r a n c e of a t t e m p t i n g 
to learn about union activity or un-
ion discussion. 

During a union organizing drive, 
u n i o n l i t e r a t u r e of s o l i c i t a t i o n 
f r o m f e l l o w e m p l o y e e s m a y be 
d i s t r i bu t ed . The e m p l o y e r is en-
titled to enforce rules, but not rules 
created for the first t ime during the 
o rgan iz ing drive, which l imi t dis-
t r i bu t i on of l i t e ra tu re and union 
solicitations to nonworking hours. 
The employer may not interfere 
with the employees ' right to dis-
cuss the union or to dis t r ibute lit-
erature to other employees during 
break t ime, lunch t ime or before 
or af ter work . 

The employer may s top a union 
agent f r o m ente r ing his p remises 
t o so l i c i t and d i s t r i b u t e l i t e r -
a tu re . T h e s e l imi t a t ions mus t be 
e s t a b l i s h e d w i t h o u t d i s c r i m i n a -
tion. A prohibition against solici-
t a t i o n a n d d i s t r i b u t i o n of l i t e r -
a tu r e d u r i n g work ing t i m e or by 
nonemployees should apply to all 
types of solicitation and distribu-
tion of l i terature. 

Under the National Labor Rela-
tions law supervisors are agents of 
the employer . They are a par t of 
m a n a g e m e n t . Any s t a t e m e n t or 
act within the above p r o h i b i t i o n s 
by a supervisor will be a t t r ibuted 
to the employer . 

A supervisor is anyone who has ei-
ther the authori ty to hire and fire 
or m a y e f f e c t i v e l y r e c o m m e n d 
hiring and firing. He can also t rans-
fer, suspend, lay off, recall, pro-
mote, assign, reward or discipline 
other employees, can direct them 
or adjust their grievances or effec-
tively recommend such act ion. The 
exercise of his authori ty in judging 

such cases should not be merely 
r o u t i n e or c l e r i c a l . A n e f f e c t i v e 
r e c o m m e n d a t i o n is m a d e w h e n 
t h e s u p e r v i s o r ' s s u p e r i o r m a k e s 
no i n d e p e n d e n t i n v e s t i g a t i o n , 
but fo l lows the r e c o m m e n d a t i o n . 
T h e m a n a g e r s h o u l d a l so k n o w 
t h a t t he conduc t of a nonsupe r -
visory employer can be at tr ibuted 
t o t h e e m p l o y e r . A n e m p l o y e r 
tel ls a nonsupe rv i so ry employe r , 
for example , to tell o ther employ-
ees t h a t union a d v o c a t e s will be 
d i s c h a r g e d . T h e e m p l o y e e be-
comes a ratified agent of the em-
ployer and any threa ts are attrib-
uted directly to the employer . 

TYPES OF UNION RECOGNITION 

The Nat iona l Labor Relat ions Act 
defines three types of recognition: 
Voluntary recognition by the em-
ployer, recognition a f te r a union 
election is held and N L R B ordered 
recognit ion. 

V o l u n t a r y r e c o g n i t i o n r e s u l t s 
when a union presents proof that a 
major i ty of employees wish to be 
r e p r e s e n t e d by the un ion and the 
e m p l o y e r agrees to recognize the 
union on that basis. This can hap-
pen u n i n t e n t i o n a l l y . Las t yea r , a 
golf m a n a g e r was a p p r o a c h e d by 

. . an employer 
is entitled to conduct an 
anti-union campaign, 

but he must refrain from 
threats, promises 

[and] interrogations ..." 
a union business agent who offered 
to p r o v e t h a t a m a j o r i t y of t h e 
clubs' employees wanted his union 
to r ep re sen t t hem. T h e m a n a g e r , 
unaware of his legal rights, agreed 
to r ecogn ize the un ion . T h e r e a f -
t e r , u n d e r t he N a t i o n a l L a b o r 
Relat ions Act, the c lub was obli-
gated to bargain in good faith, even 

t h o u g h the c lub had the r ight to 
m a k e the union prove the employ-
ees ' in terest by insis t ing on a se-
cret ballot election. 

Recognition a f te r an election is 
m o r e c o m m o n . T h e N L R B will 
c o n d u c t a s e c r e t b a l l o t e l e c t i o n 
a f t e r a pe t i t ion is f i led. If a m a -
j o r i t y of t h e e m p l o y e e s v o t i n g 
vote for a union, then the employer 
mus t recognize the union . If t he 
vote results in a tie, or less than a 
m a j o r i t y , t h e n t h e e m p l o y e e s 
have chosen no union and no fur-
t h e r e l e c t i o n s c a n be c o n d u c t e d 
for one year. 

Recognit ion by order of the N a -
t iona l L a b o r R e l a t i o n s Board is 
relatively rare. Such an order can 
resul t even t hough the e m p l o y e r 
wins the election, if the employer 
had c o m m i t t e d subs t an t i a l u n f a i r 
labor practices. The board then de-
cides a free election cannot be held 
in the future and orders the com-
pany to recognize the union , de-
spite the election results. 

PROCEEDINGS BEFORE THE NLRB 

When a union has been able to pro-
c u r e the s i gna tu re s of at least 30 
per cent of the employees in an ap-
propr ia te unit, the union can peti-
t ion for an e lec t ion . T h e N L R B 
usually holds an informal confer-
e n c e or a l t e r n a t i v e l y a f o r m a l 
hearing to de termine if the unit of 
employees sought by the union is 
a p p r o p r i a t e . A uni t is a p p r o p r i -
ate when all the employees named 
in the union's pet i t ion have a so-
ca l led " c o m m u n i t y of i n t e r e s t , " 
which includes the s a m e superv i -
s ion, the s a m e w a g e and benef i t 
policies and the s ame working con-
ditions. Job interchangeabil i ty also 
can prove c o m m o n interest . 

In a golf c lub , usua l ly two ap-
p r o p r i a t e uni ts a r e found : ma in -
t e n a n c e p e r s o n n e l a n d k i t c h e n 
and clubhouse personnel . It is pos-
sible to have a single appropr ia te 
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unit if the fac tors m e n t i o n e d previ-
ously were present . However , this 
c an only be de t e rmined on a case-
by-case basis. 

O n c e the a p p r o p r i a t e unit is de-
t e r m i n e d and a t ime a n d place set 
for the election, the e m p l o y e r and 
t h e u n i o n m a y p r o c e e d t o c a m -
paign . U n d e r the N a t i o n a l Labor 
Re l a t i ons Act , but not under cer-
ta in s t a t e acts, such as N e w York , an 
e m p l o y e r is e n t i t l e d t o c o n d u c t 
a n a n t i - u n i o n c a m p a i g n , bu t he 
m u s t r e f r a i n f r o m t h r e a t s , p r o m -
ises, in te r roga t ions and other dire 
consequences if the un ion were to 
w i n . H e a l s o m u s t r e f r a i n f r o m 
m i s r e p r e s e n t a t i o n s . If t h e e m -
p l o y e r d o e s e n g a g e in such c o n -
d u c t a n d wins t h e e l e c t i o n , t h e 
union is entitled to file object ions 
t o t h e e l ec t ion . If t h e o b j e c t i o n s 
a r e w e l l - f o u n d e d , t h e e l e c t i o n re-
sults will be set as ide and a new elec-
t ion held . 

U N F A I R L A B O R P R A C T I C E 

P R O C E E D I N G S 

S e p a r a t e f r o m o b j e c t i o n s t o t he 
conduc t of an elect ion a r e so-called 
u n f a i r l a b o r p r a c t i c e p r o c e e d -
ings. If the employe r violates the 
N a t i o n a l L a b o r R e l a t i o n s A c t 
by e n g a g i n g in t h e i l legal ac t iv i -
ties men t ioned previously , he will 
be subjec t to a variety of remedies , 
depend ing on the n a t u r e of the il-
legal ac t . For example , if an em-
p l o y e e h a s b e e n d i s c h a r g e d be -
c a u s e he e n g a g e s in u n i o n act iv i -
t i e s , n o r m a l l y t h e e m p l o y e r 
would be ordered to re ins ta te the 
e m p l o y e e with ful l b a c k pay re-
duced only by the a m o u n t he earned 
at o the r jobs . This can be ex t reme-
ly expensive because the final re-
sults of a d ischarge case can t ake 
two to three years . In o ther situ-
a t i o n s u n l a w f u l i n t e r r o g a t i o n or 
t h r e a t s and promises will result in 
t h e e m p l o y e r p o s t i n g a n o t i c e 
tha t he agrees to s top such conduc t . 
If f u r t h e r i l legal c o n d u c t r e su l t s , 

the case can be reopened and en-
f o r c e m e n t s o u g h t in a F e d e r a l 
C o u r t of A p p e a l s . V i o l a t i o n of a 
cour t o rder would subject the e m -
ployer to c o n t e m p t of cour t . 

C O L L E C T I V E B A R G A I N I N G 

If the union wins the elect ion, the 
e m p l o y e r m u s t b a r g a i n in g o o d 
fa i th . Th is ob l iga t ion requires the 
e m p l o y e r t o a t t e m p t t o r e a c h 
ag reemen t with the union concern-
ing w a g e s , h o u r s a n d e m p l o y e e 
w o r k i n g c o n d i t i o n s . H o w e v e r , 
the employer need not m a k e a con-
c e s s i o n o r a g r e e t o a n y s p e c i f i c 
p roposa l . It should be noted, how-
ever, tha t the legal obl iga t ions of 
ba rga in ing in good faith require a 
g ive-and- take pos tu re . 

M A N D A T O R Y S U B J E C T S O F 

B A R G A I N I N G 

T h e employer is required to ba r -
g a i n a b o u t a n y m a n d a t o r y s u b -
jec t , which includes mainly wages , 
benef i ts , hours of work , work rules, 
w o r k r e q u i r e m e n t s , s e n i o r i t y , 
c a u s e s f o r d i s c h a r g e , g r i e v a n c e 
p r o c e d u r e s a n d m u c h m o r e . T h i s 
does not m e a n tha t these i tems mus t 
be in every c o l l e c t i v e b a r g a i n i n g 
c o n t r a c t o r t h a t t h e e m p l o y e r 
mus t agree to these i tems. It s imply 
m e a n s tha t they a r e subjects a b o u t 
which you are requ i red to barga in . 

R U L E S D U R I N G A S T R I K E 

U n d e r the N a t i o n a l Labor Rela-
t ions Act , the e m p l o y e r may con-
t i n u e o p e r a t i n g d u r i n g a s t r i k e , 
but should not solicit the s t r ikers t o 
r e tu rn to work . Th i s is an unfa i r la-
b o r p r a c t i c e . T h e e m p l o y e r m a y 
i n d i c a t e t o s t r i k e r s t h a t w o r k is 
avai lable and m a y replace s t r ik ing 
e m p l o y e e s wi th o t h e r e m p l o y e e s , 
who may be m a d e regular employ -
ees . S t r i k i n g e m p l o y e e s c a n h a v e 
the i r j obs back only a f t e r m a k i n g 
a n u n c o n d i t i o n a l o f f e r to r e t u r n 
to work and if a j o b is avai lable . 
However , if the r ea son for s t r ike is 
t h e e m p l o y e r ' s u n f a i r l a b o r p r a c -

tices, such as refusal to ba rga in in 
good fa i th , t he s t r ikers , upon an of-
fer to r e tu rn to work , m a y re tu rn 
i m m e d i a t e l y . S t r i k e r e p l a c e -
ments mus t be d i scharged if neces-
sary to m a k e r o o m for the r e tu rn -
ing e m p l o y e e s . F a i l u r e t o r e i n -
s t a t e e m p l o y e e s in t h i s i n s t a n c e 
will result in back pay l iabil i t ies. 

B A R G A I N I N G S T R A T E G Y 

N e g o t i a t i o n s s h o u l d be c o n d u c t -
ed by s o m e o n e w i t h e x p e r i e n c e . 
B a r g a i n i n g involves m a n y t a c t i -
cal m a n e u v e r s tha t a re best m a n -
a g e d by a n e x p e r i e n c e d n e g o t i -
a tor . He will be able t o give sub-
s t a n t i a l r e a s o n f o r r e s i s t i n g u n -
a c c e p t a b l e c o n t r a c t u a l l a n g u a g e 
o r be a b l e t o p r o p o s e c o m p r o -
mises at the a p p r o p r i a t e t ime . 

P R E P A R A T I O N FOR B A R G A I N I N G 

The c lub m a n a g e r , work ing with 
the n e g o t i a t o r , shou ld c o l l e c t all 
f ac t s c o n c e r n i n g the p r e s e n t e m -
p l o y m e n t s i t u a t i o n , i n c l u d i n g 
cur rent wages , benefi ts and oper -
a t i o n a l r e q u i r e m e n t s . In a d d i -
tion, fac ts a b o u t clubs in the gener -
al a rea should be ga the red for c o m -
p a r i s o n . T h e n the n e g o t i a t o r a n d 
c l u b m a n a g e r s h o u l d d i s c u s s 
g o a l s — c o n t r a c t l anguage and eco-
n o m i c c o s t s . T h e r e l a t i ve i m p o r -
tance of c o n t r a c t c lauses should be 
discussed. A comple t e look at the 
economic s t r uc tu r e of the c lub and 
the o u t s i d e l i m i t s on w a g e s and 
benefi ts should be kept c lear ly in 
mind and be well p lanned . 

T I M I N G 

The union usually reques ts a first 
m e e t i n g a t wh ich they p r e s e n t a 
p r o p o s a l . T h e c l u b ' s n e g o t i a t o r 
t akes his t i m e to explore the pro-
posal with the union so tha t he un-
d e r s t a n d s c l e a r l y all t he a s p e c t s . 
The c lub also m a y ask the un ion for 
c o l l e c t i v e b a r g a i n i n g c o n t r a c t s 
with o the r c lubs . A f t e r the initial 
meet ing, the negot ia tor and m a n -
a g e m e n t c a r e f u l l y p r e p a r e s a 
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tion Manual. Write for your Order Blank TODAY! 
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FREE! 
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BOWLERS. T E N N I S and TEAM PLAYERS 
prefer Green Gripper - the patented, scien-
tifically treated towel to wipe on control 
and power. It's the modern replacement for 
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sprays. 

Make BIG P R O F I T S on this year-round 
REPEAT SALSS winneri 

Gentle, odorless, clean and convenient. The 
all weather Green Gripper comes in a handy 
carrying pouch carded for rack display. 
$1.00 suggested retail. 

Write for your FREE sample and prices. 
RUSH - it's sports season right now1 

green 
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90If • bowling • tennis • team sports 

V U K A S PRODUCTS,Inc. 
P.O. Box 1022 

Ann A rbo r , Mich. 48106 
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c o u n t e r p r o p o s a l , p u t t i n g i n t o it 
the basic structure of the needs of 
the c l u b . T h e c o u n t e r p r o p o s a l 
should be prepared with the knowl-
edge tha t there will be mod i f i ca -
tions as the give and take of nego-
tiations get under way. 

As negot ia t ions begin, a thor-
ough examinat ion should be made 
of the c lub ' s ba rga in ing s t r eng th . 
P r imar i ly , the s t rength hinges on 
the a t t i t u d e of the c lub m e m b e r -
ship and the ef fect iveness of the 
board of d i rec tors . N o employe r 
has b a r g a i n i n g s t r e n g t h w i t h o u t 
the support of the policy makers . It 
would be foo l i sh to a t t e m p t to 
drive a ha rd bargain in negot ia-
tions only to find out that at the cri-
t i ca l m o m e n t , when a s t r i k e is 
threatened, that the board of direc-
tors will not support the position 
taken. This would usually mean a 
h igher t h a n necessary se t t l ement 

with the union. In this regard, tim-
ing of negotiations becomes criti-
ca l . T h e c lub m e m b e r s h i p may 
simply not tolerate any delays or 
in te r fe rence in the use of the fa-
cil i t ies if they occur dur ing peri-
ods of heavy use. These ma t t e r s 
must be considered in advance be-
c a u s e l i t t l e t i m e fo r ex tens ive 
p lann ing when negot ia t ions reach 
their critical stage will be available. 

C O N C L U S I O N 

No article can cover the entire field 
of l a b o r r e l a t i o n s . It will be 
enough, however, if the reader un-
derstands that labor problems can 
be c o n s i d e r a b l y d i m i n i s h e d , if 
not eliminated, if approached in a 
r e a s o n a b l e and u n d e r s t a n d i n g 
m a n n e r . F u r t h e r m o r e , p rob lems 
with e m p l o y e e s c a n be avo ided 
more easily before they start than 
af ter your employees have chosen 
a union. • 
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ent sys tem," says one Florida su-
perintendent. " M y greens cha i rman 
is saying let 's try it for a couple 
more . " 

Superintendents throughout the 
nation do not appear a larmed at the 
growing number of chemical regu-
la t ions and legislat ion being pro-
posed or implemented by Federal 
or s t a t e g o v e r n m e n t s . " M o s t su-
perintendents, aware of today ' s cli-
mate by the public for safe ecolog-
ical chemicals, have switched to al-
ternatives or replacement chemicals. 
"Thei r cost has not significantly af-
fected my maintenance budget and 
I 'm still getting the desired results ," 
says a New York State superintend-
ent. One Oregon superintendent is 
enthusiastic about the bulk buying 
of f e r t i l i ze r in large pape r bags. 
They weigh 600 pounds and suit the 
fertilization requirements of his 
course for a year. One suggestion, 
echoed by several superintendents, 
was for chemical manufac turers to 
give superintendents more hard data 
on the chemical life and decomposi-
tion rate of turf materials. Super-
intendents are also very wary and 
unsure of the new Depar tment of 
Labor ' s Occupational and Safety 
Health Administrat ion guidelines 
and the effect tfris will have on their 
operat ions or budget. 

One San Diego superintendent 

summed up the feelings of the su-
pe r in tenden t s con t ac t ed by GOLF-
DOM on the present and future stat-
us of golf course maintenance bud-
gets. " W e have reached a critical 
o p e r a t i o n s t a n d p o i n t , " he says , 
" w h i c h means tha t budgets only 
have three ways to go. They can be 
reduced, but the members must be 
informed of the effect this will have 
on the playing s tandards that can 
no longer be sustained due to these 
cuts. The budget can be stabilized 
with only cost of living and infla-
t ion increases . This negates any 
s p e n d i n g fo r c a p i t a l i m p r o v e -
men t s and little loose money for 
new equipment purchases. Or, bud-
gets can continue to increase and 
correspondingly, so will dues and 
assessments. I foresee a leveling off 
or stabilizing of the golf course 
m a i n t e n a n c e budget for this year 
and next ." 

O n e interes t ing point made by 
one superintendent was that clubs 
are no longer asking the superin-
tendent " H o w much money do you 
need to maintain the course?" In-
stead they are working the oppo-
site way. They are analyzing how 
much money they will have coming 
in and then disbursing that income 
accord ing ly . It is a more inflex-
ible system, but a necessary one to 
k e e p c l u b o f f i c i a l s wi th in t he i r 
budgets. • 
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