
HB 2016 – Cheat Sheet for Public Sector Unionized Employers 

Last year in Janus v. AFSCME, the U.S. Supreme Court ruled that compelling payment of so-called “fair 
share” fees from public employees who don’t join the unions that represent them is compelled speech which 
violates the employees’ free speech rights.  HB 2016 repeals Oregon’s statute permitting fair share – but 
then adds an array of new union and employee rights that were previously established solely through 
bargaining with management. 

Here is what Oregon public employers need to know about HB 2016.  Quotation marks indicate exact 
wording from the new law: 

1. It Becomes Effective January 1, 2020. 

2. Key Terms:  The bill introduces the new term “designated representative” to refer to a public 
employee who is designated by the “exclusive representative” to conduct the activities described in 
Sections 4.b. and 5. below. “Exclusive representative” means the union that represents a bargaining 
unit.   
 
A non-employee paid by the union to conduct union business should always be considered the 
“exclusive representative” – not a “designated representative”.   
 
If the union has no employees of its own and is led exclusively by public employees of a public 
employer, then an employee conducting business on behalf of the union should be viewed as being 
entitled to the rights the bill grants to exclusive representatives and designated representatives, 
both.  
 

3. Dues Deductions.  In any agreement between a union and a public employer for the employer to 
deduct/forward membership dues, the following rules must be observed: 

a. Unions must give Employers a list identifying employees who have provided 
authorizations to the union, and Employers must rely on the union’s list to make the 
authorized dues deductions and remit payment to the union. 

b. Employees may authorize dues deductions by notifying their union over the phone, in 
writing or electronically. 

c. If an employee wants to stop paying dues, they must use the method described in their 
dues deduction authorization agreement with their union. If no method is specified, 
employees must deliver an “original signed, written statement of revocation to the 
headquarters of the labor organization”. 

d. Employers must deduct and remit dues to a non-certified union if authorized by an 
employee. 

e. Employers will be liable to the union for any failure to make authorized deductions 
without recourse to the employee. 

f. Disputes between employees and unions over the validity of a dues deduction agreement 
or dues payments shall be resolved through an unfair labor practice complaint before the 
Oregon Employment Relations Board (ERB). 

g. It an unfair labor practice for Employers to attempt to influence an employee to not join a 
union or resign from the Union, and to encourage an employee to revoke a dues deduction. 

 
4. Access: 

a. Employers must provide employee information to the Union quarterly, including phone 
numbers, home and email addresses and details about their job and pay.  Employers must 
provide this information for newly hired employees within 10 calendar days after their 
date of hire.    

b. Employers are required to provide “reasonable” paid time to “designated representatives” 
employed in the bargaining unit to conduct union business in the workplace, including 
investigate grievances, attend investigatory meetings and due process hearings; to prepare 
for and participate in collective bargaining, in arbitrations, and in administrative hearings; 



attend labor/management meetings and to meet with new employees to provide 
information about the collective bargaining agreement. 

c. Public employers may not reduce a “designated representatives” work hours to comply 
with the duty to provide reasonable paid time except to prevent unauthorized overtime. 

d. Employers must provide “exclusive representatives” “reasonable access” to employees, 
employee information and employer property. Specifically, unions will have the right to 
meet with new employees without the employee suffering loss of pay or benefits and to 
meet with current employees during non-working time to investigate grievances and other 
issues.   

e. Employers must allow the “exclusive representative” to use their “facilities and property” 
for union meetings, provided they don’t interrupt operations.   

f. The “exclusive representative” will have the right to conduct meetings without undue 
interference from the employer, and the union has the right to establish the conduct rules 
at those meetings, not the Employer.   

 
5. Bargaining for a Designated Representative’s Release Time. 

a. Exclusive Representatives are allowed to reopen current agreements to bargain for 
“release time” which is a leave of absences for a designated representative employed in the 
bargaining unit to do work for or receive training from a union.  Henceforth, the subject of 
release time will be mandatory for bargaining.  The union must reimburse the employer 
for any compensation it pays to the designated representative during the leave – including 
employer contributions made toward any employee benefits, including OPSRP. 


