Running head: UNFAIR LABOR PRACTICES 		1

UNFAIR LABOR PRACTICES 		4






Unfair Labor Practices
Student’s Name
Instructor’s Name
Date













Unfair Labor Practices
In the case presented, the labor regulations concepts in the National Labor Relations bill of 1935 will be used. The Board shall file the charges submitted via form 501 which handles matters involving the bosses. Four parties are involved, that is the Delphi Golf Inc Union, workers in the organization as well as the three potential workers a process where both facts and situations will be analyzed.
In defending the steps considered, several steps will be involved. It starts when the unfair labor behavior charges pointing to Delphi Inc are filed via the National Labor Relations Board. The regional docket shall send an NLRB employee to collect facts from the company used to validate the claims made by the employees. Here, the organization needs to hire labor personnel with knowledge and skills in assessing unfair practices cases. The individual should understand both the law and the business work before giving advice. Notably, it is essential to do this as the corporation will be required to provide a position statement regarding the filled events and its implementation of the law in their practices (Gould, 2019). It will be a response to the dissenting workers and thus describe the union’s stand. 
The leading defense for Delphi Inc in the Unfair Labor Charges is the proscribed reason. It refers to where the company accepts to have breached the National Labor Relations Act and giving valid reasons for the actions. Here, the organization has to show its understanding of the law and prove how the concepts would not be implemented in making decisions. According to the universal rights approach, used with this concept, it is said that the alternatives considered have to benefit all people. Primarily, in real life, this would not work all times, and when this happens, the company must explain the reasons why all the stakeholders did not benefit. Concerning the case presented, Delphi Inc would offer evidence to describe the proscribed idea in making agreements with the trade union. 
 In case the union workers' claims are valid, the court would allow a collective bargaining agreement. Here, both parties are allowed to discuss the issue and come up with a solution catering to their needs. It is done because the employees' claims are found right while the company has good reasons for breaching the law. However, the court would eliminate the security clause, which did not consider the non-members in making the decisions.  
The employer implemented actions considered to cause injury to the employees and also affect their positions leading to discrimination. According to the agreement, the hired workers must gain membership to the union within one month from when they join the company. Instead of this, the organization should give more time for them to participate, so they gain consent. Informed consent means they understand how the union operates and the consequences of various aspects. With approval, the employees would not feel forced into actions.
Contrarily, where some workers do not prefer joining the union as their interests are not ensured, the organization should not sign the collective bargaining agreement. With the current state, the company workers' benefits were not prioritized, meaning the forced membership was illegal. For that reason, if the collective bargaining agreement is not signed, good faith would have been present (VanderVelde, 2017). 
The union should have also made membership voluntary and workers enough time to decide if they would join after consent is ensured. Apart from that, it would have eliminated the case from the court and solve the grievances with the workers separately to avoid engaging with the National Labor Relations Act. If this were done, good-faith bargaining would be evident.	
The union and the organization act as one and thus liable for the workers and the three prospective employees. It is the case as they entered a security clause as per the collective bargaining agreement.  
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