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[bookmark: _g140bldsivx9]Sample Debriefing Agenda—Collective Bargaining

	[bookmark: _7vddqhdqe3a4]About This Resource
This resource is part of a resource collection for leaders and managers at various stages of the unionization process. 
This sample agenda is intended to help leaders plan for and execute a debrief of the collective bargaining process. 
Important note: If management and the union are debriefing together, clarify the purpose and desired outcomes of the debrief and agree on the agenda in a joint planning process in advance.

Notes on setup
· Who: The core negotiating teams from both management and the union. 
· How: If it’s a joint (management and union) debrief, have a facilitator who was not part of either team. If the debrief is happening separately, consider coming together afterwards to share insights.  
· Where: Location away from the office, face-to-face if possible. Sit in a circle and mix up seating (no sides).
· How long: Ideally a full day, with a lunch break. 

Additional resources:
· Not sure about debriefing the bargaining process? Check out Beyond Neutrality’s piece on why it’s important.
· Not familiar with the POP model? Check out this article.


[bookmark: _l0nwml6qguvc]

[bookmark: _rc2fi1hm4hsu]Purpose
To bring bargaining teams together to learn from what happened, strengthen relationships, celebrate our progress, and capture lessons learned for the ongoing labor-management partnership and future negotiations.
[bookmark: _d4m7wc9w39he]Outcome
We’ll leave this debrief with a shared understanding of lessons learned from the bargaining process that we can apply to future processes, along with next steps for establishing a strong labor-management partnership.
[bookmark: _nsbqf1buzzoa]Process—Agenda
I. [bookmark: _sbs5g06oy3gs]Welcome & Review POP
II. [bookmark: _xtnts6f3njy6]Celebrations
A. What are we proudest of about how we conducted negotiations?
B. What are we most excited to see implemented from the new CBA?  
III. [bookmark: _nb37ibmko9i8]Topline Reflections
A. In 2-3 sentences, describe what it was like for you to be part of negotiations.
1. What did you learn about yourself?
2. What did you learn about our organization through this process?
IV. [bookmark: _ut6q54x4f5q6]Evaluation and Learning
A. What was our definition of success for bargaining? 
B. To what extent did we meet those expectations?
C. To what extent did this process further our work towards racial equity and inclusion? To what extent did it fall short? 
D. What went well and why? What can we learn from this? 
E. What didn’t go well and why? What can we learn from this? 
F. What skills were helpful when things got hard? What skills should we develop or practice moving forward?  
G. Knowing what you know now, what advice would you give your past self at the start of the bargaining process? 
V. [bookmark: _y664hima9jer]Recommendations
[bookmark: _fbnbp75tg2t7]For future negotiations
	Recommendations
What recommendations do you have for the next round of negotiations?
	Action Items & Deadlines
What needs to happen between now and then to support the process?
	Owner(s)
Who is responsible for these next steps?

	Start prepping earlier!
	· Begin pulling together org finances 6 weeks before bargaining begins
· Have current policies & related costs assembled for review by management bargaining team 2 months in advance of first bargaining session
	· Chief Operating Officer
· HR Director
		

	More consistent updates for all staff.
	· Consider incorporating office hours for management and confidential staff to ask questions.
· Share status updates with all staff in writing once per month (updates to be agreed to by both labor and management)
	· Chief of Staff


[bookmark: _7pqued714aqp]
[bookmark: _c0spz3nqyxdn]For short-term next steps 
	Repair
What, if anything, is needed to have closure on tensions or issues between people that came up during collective bargaining?
	Owner(s)
Who is responsible for these next steps?

	Address an incident of racialized tension between two individuals with an outside mediator. Determine what, if anything, needs to be shared back to the larger group afterwards.
	Chief of Staff

	
	


[bookmark: _l6sfity4sv9i]
	Restore
What, if anything, is needed to facilitate open communication and trust between management and the union going forward? 
	Owner(s)
Who is responsible for these next steps?

	We learned that a working agreement around not interrupting each other worked well for us. We recommend incorporating something similar in Labor Management Committee working agreements.
	Chief of Staff

	
	



VI. [bookmark: _iebztsw0gm18]Closing
A. What do we want to share about this debrief with others? Who will be responsible for sharing this information?  
B. Name 1-2 things that you are grateful for coming out of the debrief.
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