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Checklist: Developing trade union relationships 

This checklist will help you know how to approach trade union relationships. Your approach should be supported by the CIPD Guide on effectively working with trade unions.

The Employment Rights Act 2025 introduces a series of changes to trade union rights. The checklist below accounts for capturing these changes practically and holistically. However, members should consult the tracker for details and dates of individual changes. 

Please note that separate changes have been undertaken in the public sector, and these should be considered alongside this checklist.

Statutory elements of an employer’s relationship with trade unions
· Not disadvantaging employees for union membership and activity.
· Recognising qualifying trade unions.
· Informing and consulting with trade unions, as required by law.
· Providing necessary collective bargaining information to trade unions where relevant. 
· Allowing time off for employee representatives and enabling use of facilities for union activities.


	Where the organisation has no trade union presence

	
Questions to ask

	
Yes/No
	
Notes for improvement or change

	I know the rights recognised and non-recognised trade unions have, and their rights to access my organisation* 
	
	

	I know the difference between informal union access, formal recognition and statutory recognition
	
	

	I understand our organisation’s, and our employees’, rights relating to trade unions  
	
	

	I know which unions operate in our sector and their key priorities  
	
	

	I hold basic workforce data (i.e. headcount, structure, roles) that unions may request during a recognition process  
	
	

	I understand the ballot methods that trade unions can use when seeking recognition
	
	

	If a union seeks recognition, I can access, or quickly prepare, the policies and documents needed to meet legal duties 
	
	

	
After reviewing these areas, please see all areas below to ensure you are working towards compliance  




*Note that from October 2026 the Employment Rights Act roadmap projects that trade unions will gain an independent right to request access.  

	Where the organisation has an established trade union presence

	
Questions to ask

	
Yes/No
	
Notes for improvement or change

	Recognition agreements

	I know the details of any/all recognition agreements in place at my organisation
	
	

	I have a mechanism to review recognition agreements regularly to account for any reform (i.e. lower membership thresholds, electronic balloting, majority recognition and access rights)  
	
	

	I am aware how changes in ballot thresholds and validity periods affect my agreements   
	
	

	In my recognition agreements, there are clauses to cover the rights of employee representatives  
	
	

	I understand the rules relating to accommodation and provision of facilities to Union representatives**
	
	

	Data and protecting employees

	We track key workforce data (pay, headcount, turnover, hours/shift patterns, budgets) and we store and share this data securely and appropriately  
	
	

	We monitor union engagement data, and ensure that employees are not disadvantaged for union membership or participation  
	
	

	We ensure the practice of blacklisting is not used in our organisation   
	
	

	Industrial action and manager training

	I am aware of the updated picketing supervision requirements   
	
	

	Managers are trained on unions’ rights, and employees’ rights, both outside of, and during, industrial action. Our managers are specifically trained in the protection from detriment/dismissal for union activity  
	
	

	Managers know a process for responding to union contact  
	
	

	Managers know how to act during industrial action
	
	

	Meeting and communicating with trade unions

	We have formal and informal channels for union engagement
	
	

	My organisation has a joint negotiating committee (a JNC), or a similar body, that names employee representatives, terms of reference, the schedule of meetings and a process for meetings outside of this schedule  
	
	

	I have a record-keeping process for trade union meetings  
	
	

	Policies

	We have a clear policy for handling union access requests and engagement. Our policies reflect statutory rights across:  
• Discipline and grievance (including collective grievances)  
• Consultation (for example, redundancy and TUPE)  
• Health and safety
	
	

	Our payroll process considers employee deductions for trade union political fund contributions
	
	

	Our recognition agreements define the bargaining unit, negotiation process, dispute resolution, facility time and access rights, information rights. These agreements are reviewed regularly  
	
	

	Longterm organisational strategy

	My organisation has, and/or reviews, an industrial relations strategy linked to our people strategy and business plan. This strategy includes: 
• Our approach to unions 
• Statutory consultation duties
• Recognition decisions 
• Bargaining units 
• Bargaining scope 
• Negotiation levels  
	
	

	My organisation has, and/or reviews regularly, an industrial relations framework, including:  
• Recognition agreements 
• Negotiation and consultation processes
• Industrial action risk assessment
• Compliance with notice requirements
• Mechanisms for employee/union voice such as staff surveys and forums
	
	

	My organisation has, and/or reviews regularly, an industrial relations operating model, which includes matters such as: 
• Required skills and capabilities 
• Manager training 
• Explicit training in protection from detriment/dismissal for union activity 
• Escalation routes for decision making  
	
	



**Note that from October 2026, it is anticipated that employees will specifically be protected from detriment for taking part in industrial action

	Access practical guidance and links to more tools to support you around the Employment Rights Act 2025 on the CIPD website
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