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Preface

The reports included in this bulletin were originally
requested and prepared to furnish a brief guide to labor-management
relations in the United States for visiting trade unionists and
management representatives of other countries. Their principal pur-
pose was to provide a larger perspective into which individual ob-
servations, reading, or experience might be fitted. The reports
have also proved useful in various ways abroad, wherever brief and
relatively simple descriptions of union and union-management activ-
ities in the United States were needed. Many of the reports have
been translated into other languages for wider distribution.

Similar needs exist at home. As evidenced by the requests
received by the U. S. Department of Labor, there appears to be a
continuous demand from students, workers, union members, and others,
for brief descriptions and explanations of various facets of union
activity and labor-management relations. Many who seek to learn or
to understand do not have, near at hand, a well-stocked labor library
or other source from which answers to their gquestions might be
obtained.

The U. S. Department of Labor's Bureau of Labor Statistics,
whose regular program in the field of industrial relations is geared
largely to the needs of Government and of specialists in labor-
management affairs, has always regretted its inability, because of
staff limitations, to be of greater service to the inquiring worker
or student. Thus, the opportunity first to prepare these reports
and then to make them generally available was welcomed by the Bureau.

Labor-management relations in the United States are complex
and dynamic, To scholars and to the people who participated in the
developments described in these reports, it will be immediately
apparent that the goal of brevity sought in these reports might have
been achieved at the cost of oversimplification. In order to con-
centrate on the current scene, and thus to fulfill the purpose of a
guide, the evolution of particular aspects of labor-management rela-
tions and the historic struggles to gain union recognition are not
accorded the attention they would merit in detailed histories. An
annotated bibliography, now in preparation, will be added to these
reports to emable the reader to examine more extemsive sources in
the field.

The initial audience for these reports, it must be remem-
bered, were people of other countries. The topics were selected
primarily with their needs and interests in mind. Bxcept for the
deletion of appendices containing data already available in greater
volume and detail in the United States, and the changes necessary to
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Preface — Continuved

bring the reports reasonably up to date, the reports have not been
significantly revised for domestic use.

The 31 reports included in this volume are divided into
four sections: (1) trade union activities; (2) collective bargaining;
(3) labor-management relations in selected industries; and (4) gen-
eral, Additional reports now in preparation will be issued later
for insertion in this volume.

These reports were prepared in the Bureau's Division of
Wages and Industrial Relations by or under the direction of
Joseph W. Bloch., Theodore W. Reedy and Gwen V. Bymers prepared the
initial drafts of most of the reports in this series; Barl C, Smith,
Harry P, Cohany, and Patricia B. Smith also made valuable contributions.

org/
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1:01 Growth of the Trade Union Movement !

The growth and coming of age of the American labor move-
ment is linked in a very direct way to the economic, geographic,
and political development.of the United States. In the Nation's
formative years, many factors worked together to retard the growth
of unions, including the predominance of small industries, the
existence of the frontier and of free land for homesteading, a
legislative and judicial climate frequently unfavorable to labor
organization, and a widespread hostility among employers.

As the Nation grew, most of these obstacles to unioniza-
tion disappeared. The frontier and free tillable land disappeared
early in the present century as a real or potential way of escape
for the dissatisfied or footloose worker. Pactories grew into
larger and larger units and, as management became more remote,
workers felt the need for strong union representation to protect
their interests. On the legislation front, laws favorable to the
development of unions were enmacted. As a result of these and other
factors, unions have had a spectacular increase in membership, par-
ticularly in the last quarter century.

The first unions to appear in the United States were
small independent organizations, concerned primarily with problems
arising within their immediate enviromment. However, even from the
formative days of the Nation, these isolated unions moved to com-
bine with similar organizations, first in their own communities to
increase their strength in dealing with mutual problems. The for-
mation of community labor councils followed as a natural step.
These councils never attained any position of major importance in
the labor movement, although they did encourage local organizations
to work together.

Development of National Unions

The organization of national unions of workers in speci-
fic trades began shortly before the Civil War. By 1859, the stone-
cutters, hat finishers, molders, and machinists had formed such
organizations. Other national unions were organized during the war
years (1861-65), notably the locomotive engineers, plasterers,
bricklayers, masons, and cigarmakers.

1/ Other chapters in this series deal in more detail with the
development of collective bargaining, the structure of the trade
union movement, and other matters which are part of the story of
growth of the trade union movement.

(1
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National unions continued to increase in number and
strength after the Civil War. In transportation, the Railway Con-
ductors and the Firemen and Enginemen formed unions originally as
mutual benefit associations, but which soon became collective bar-
gaining organizations. In other fields, the machinists and printers
formed new national unions, while others, previously organized, ex-
tended and strengthened their jurisdictions. Between 1870 and 1873,
nine new national unions were formed. By 1879, 50 or more national
unions were in existence.

A conflict between "uplift" unionism and trade union ac-
tivities directly concerned with worker welfare on the job was
common to many early labor organizations. Before the organization
of the American Federation of Labor in the 1880's, "pure and
simple” unionism was fregquently sidetracked while other issues were
explored. These included political action for the election of
labor candidates and for legislation to improve the workers' lot,
producers' and consumers' cooperatives, utopian schemes such as
cooperative communities, and efforts to obtain free land for poten-
tial settlers (later realized in the Homestead Act). These drives
were frequently products of depressions; in good times, improvement
in wages and hours generally took precedence.

Development of Federations

The first federation to make a lasting impact on the
American labor scene was the American Federation of Labor, which
was itself organized by a merger of unions from two other federated
organizations.

The Federation of Organized Trades and Labor Unions,
which the AFL considered as its true beginning, was established in
1881 by six craft unions--the printers, iron and steel workers,
molders, cigarmakers, carpenters, and glassworkers--and a few other
labor groups. Although it did nmot exist for long, the FOTLU served
as a source for leadership, notably Samuel Gompers who headed the
AFL until his death in 1924.

Another organization which rose to prominence just prior
to the AFL was the Knights of Labor. This organization, founded in
1869 as a secret society, attained its greatest development after
it abandoned its secrecy in 1881. By 1886, it claimed a national
membership of 700,000 workers.

The Knights of Labor was essentially a social reform or-

ganization in which the " job consciousness" type of unionism played
a secondary role. When the Knights at their 1886 convention refused

1:01

http://fraser.stlouisfed.org/
Federal Reserve Bank of St. Louis



to agree to respect the jurisdiction of the large craft unions,
several of these unions formed the AFL. The FOTLU, meeting at the
same time, joined immediately with the new organizatiomn. After the
formation of the AFL, the Knights lost ground rapidly and soon
ceased to be an important part of the labor movement.

The AFL was founded with certain ideas and principles
which it maintained to present times. To quote from Samuel Gompers
and Adolph Strasser, first leaders of the organization: "We are
going on from day to day. We are fighting only for immediate ob-
Jects--objects which can be realized in a few years,” and further,
“The primary essential in our mission has been the protection of
the wage worker, now; to increase his wages; to cut hours off the
long workday which was killing him; to improve the safety and
sanitary conditions of the workshop; to free him from the tyran-
nies, petty or otherwise, which served to make his existence a
slavery."” These goals were to be achieved principally through
collective bargaining.

After the decline of the Knights of Labor, union leaders
avoided too much preoccupation with political aims, especially
those concerned with the hope of radical transformation of society.
These leaders tried, and still try, to use the power of their
unions to persuade the Govermments of the Nation and the States to
bring about changes which are considered desirable. At the same
time, they have genmerally followed a policy of "woluntarism”™ or
"antigovermmentalism,” opposing govermment regulation of those
things which they feel should be left for union control or for
union-employer negotiation.

Between its formation and World War I, the AFL grew
slowly and irregularly, reaching a total of 2 million members by
1916. This increased to 4 million by 1920 as a result of the war's
impact, but quickly declined to less than 3 million., Membership
dropped to 2.1 million during the depths of the depression in 1933,
Several factors account for the slow growth, or actual declinme in
membership, of unions before the mid-1930's., There was widespread
employer opposition. Of nearly equal importance was worker in-
difference or resistance to organization, which was due to a
variety of causes, including the workers' traits of independence,
ambition for self-employment, and the feeling that unions were not
essential to their welfare.

Throughout this period, the AFL had 70 to 80 percent of
all organized workers in its membership. The remainder were in
unaffiliated unions, the most important of which were the four
railroad brotherhoods.

1:01
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The passage of the National Industrial Recovery Act in
1933 marked the beginning of the greatest period of expansion in
the American labor movement. One section of this act guaranteed
the right of the employees to organize into unions of their own
choosing and to bargain collectively with employers. A rapid in-
crease in membership of established unions followed the passage of
this act. Bven more marked was the organization of workers in
establishments in many mass-production industries which had pre-
viously resisted unionization. Although the NIRA was invalidated
by the courts in May 1935, the National Labor Relations Act of
July 1935 (Wagner Act) took its place and served to guarantee the
workers®' right to organize and to bargain collectively.

Organization of the CIO

The organization of mass-production industries brought
jurisdictional problems to the AFL over the issue of industrial
yersus craft unionism. Union organization by crafts was admittedly
difficult, if not impossible, in these industries because of the
predominance of unskilled or semiskilled workers. Despite this,
several of the older craft unions of the AFL insisted that they be
given jurisdiction over workers in certain occupations, wherever
lines of demarcation were distinguishable. Other union leaders
felt differently. As a result, 6 affiliated unions and the offi-
cers of 2 additional unions formed a Committee for Industrial
Organization within the framework of the Pederation. Pour addi-
tional unions joined the Committee shortly after its organization.

In January 1936, the AFL Bxecutive Council declared that
the activities of the Committee constituted "dual" unionism, and
requested it to disband. The request was rejected. The unions
participating were suspended by the BExecutive Council in the fall
of 1936. That action was upheld by the AFL convention in November
1936. Final expulsion of nine of these unions came in the spring
of 1938. The unions which the AFL expelled held a convention in
November 1938 and formed the Congress of Industrial Organizations.
Thirty-two organizing committees were set up to recruit workers in
various additional industries.

Despite the difficulties between the AFL and CIO, the
growth of unionism continued at an accelerated pace, with rivalry
between the two federations stimulating organizing efforts. By
1941, estimated total union membership was between 10 and 11
million. This represented a growth of more than 7 million in less
than a decade (chart 1).

The World War II period was marked by a steady and rapid
increase in union organization and influence. Although few new
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Chart 1

MEMBERSHIP OF NATIONAL AND
INTERNATIONAL UNIONS, 1930-56
(EXCLUSIVE OF CANADIAN MEMBERS )

Millions of Members
20
15
10
5
* » T % %
L. 99090999 0 g 9 g 1 44 4 4 | ¢ 4 4
1930 1935 1940 1945 1950 1956
%* Midpoints of membership estimates made in a range for the years 1948-52 were used.
! Includes a relatively small number of trade union members in areas outside the con-
tinental United States other than Canada. In 1954 and 1956, approximately 100,000 union
members fell in chis category; comparable data for earlier years are not available.
UNITED STATES DEPARTMENT OF LABOR
BUREAU OF LABOR STATISTICS
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Chant 2.

MEMBERSHIP! AS A PERCENTAGE OF TOTAL LABOR
FORCE AND OF EMPLOYEES IN
NONAGRICULTURAL ESTABLISHMENTS

Percent
40
"PERCENTAGE OF
NONAGRICULTURAL
EMPLOYMENT \
30

20

10

o 3 I T O N

i 1 ] [ [ |

Ll 1 1

PERCENTAGE OF
TOTAL LABOR FORCE

1930 1935 1940

1 Excludes Canadian membership,

UNITED STATES DEPARTMENT OF LABOR
BUREAU OF LABOR STATISTICS

|
194

5

I T D |

1950

1956

1:01

Digitized for FRASER
http://fraser.stlouisfed.org/
Federal Reserve Bank of St. Louis




unions were formed, many already in existence expanded their
coverage of workers. Wages were held in check by the Government's
stabilization policy; however, workers made many gains in welfare
and pension plans, paid vacations and holidays, shift differ-
entials, and other bemefits.

The war also gave impetus to the elimination of barriers
to membership which existed in some unions. BExtension of member-
ship to workers without regard to race, creed, or nationality was
greatly accelerated. As the races worked together, prejudices
diminished.

Unions continued to grow and prosper throughout the post-
war years, although somewhat more sSlowly (chart 2). By the end of
World War 1II, most workers in readily orgamizable industries and
occupations were members of unions so that the recruitment of new
members became more difficult. In addition, unions have repeatedly
maintained that the Taft-Hartley Act (see below) placed obstacles
in the way of the extension of organization into new fields. How-
ever, in the decade following World War II, total union membership
increased from 14.6 million to 18 million. This compares with a
growth of more than 11 million in the preceding 10 years.

The growth of individual national and intermational
unions was more spectacular. In the 25 years following 1929,
membership in the 10 largest unions increased from 1,532,000 to
7,649,000. Two of the largest (the Automobile Workers and Steel-
workers) were organized after 1929. Forty-three unions had member-
ship in excess of 100,000 in 1956 (table).

Labor Legislation and Political Action

Throughout the years, the developing pattern of unionism
has been deeply influenced by the attitude of the Govermment and
the courts and the legislation designed to regulate the relation-
ships between employers and union organizations.

Before 1926, the attitude of the law and the courts was
often restrictive. The Railway Labor Act of 1926 was an early
example of a reversal of the trend of legal opposition to union ac-
tivity. It was based on the idea that peaceful labor relations
could be attained through free collective baigaining between em-
ployers and unions.

The Norris-LaGuardia Act of 1932 eliminated the major
judicial restrictions on strikes, picketing, and boycotts. The

1:01
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National and international unions with 100,000 or more members, 1956 !

Union 2 Members Union 2 Members'
Automobile l 320,513 |Musicians 256,851
Bakery 160,000 [Oil 183,000
Boilermakers 150,750 Packinghouse o emceeee 150,000
Bricklayers 153, 564 Painters 217,000
Building Service —ooeooeo___ 230,000 JPlumbing 243,763
Carpenters 850, 000 Printing Pressmen _______.____ 104,000
Clothing 385,000 [[Pulp _ 165,000
Communications Workers ....-. 259,000 Railroad Trainmen (Ind.} _____ 6 217,462
Electrical (IUE) cooeeeeemeees 397,412 |Railway Carmen weoeeeeeecmeeeee 129,804
Electrical (UE) (Ind.) ceceeeen.-. - 100,000 [Railway and Steamship
Electrical (IBEW) oo ____ 675,000 Clerks 350,000
Engineers, Operating cacemeee.. 4 200,000 {Retail Clerks 300,000
Garment, Ladies? oo _— 450,802 Retail, Wholesale oo .. — 117,668
Hod Carriers 465,923 Rubber 178,017
Hotel 441,000 State and County cooeeeeeo . _— 150,000
Iron 146,918 [iSteel 1,250,000
Letter Carriers o eevvucnnen 108,000 Street, Electric Railway .._... 143,680
Machinists 949,683 Teamsters 31,368,082
Maintenance of Way oo . 225,000 Telephone (Inde) caeceemceaeee 100,000
Meat 310,000 Textile, United oomaeeee 100,000
Mine, Mill {Ind.) coecoeeeeee —— 100,000 Textile Workers moemmmmemccaeaee 202,700
Mine (Ind.) (%) |[Transport Workers weeeeemeeeeer. 130,000

! The merged United Papermakers and Paperworkers joined the ranks of unions with
100, 000 or more members in March 1957.
All unions not identified as (Ind.) were affiliated with the AFL-CIO.
Expelled by the AFL-CIO in December 1957.
Per capita payments to the AFL-CIO (June 30, 1956).
Membership figure not reported.
Became affiliated with the AFL-CIO in 1957.

S w e W

SOURCE: Directory of National and International Labor Unions in the United States,
1957, BLS Bull. 1222.
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National Industrial Recovery Act of 1933, and the National Labor

Relations Act (Wagner Act) which replaced it, provided Government
recognition of the right of workers to form unions and to bargain
collectively.

The National Labor Relations Act was replaced in 1947 by
the Labor Management Relations Act (Taft-Hartley Act) as the basic
Federal law for the regulation of labor-management relations.
Under this law, which applies to industries engaged in interstate
commerce, the closed shop is banned. A list of "unfair labor
practices” (covering certain union activities) is a part of the
act, supplementing the list of unfair employer practices enumer-
ated in the 1935 legislation. Special rules govern strikes which
imperil the national health or safety. The restrictions placed
upon union activity by the Taft-Hartley Act did not alter the right
of workers to organize for collective bargaining or to strike to
improve wages or working conditions.

Other labor legislation has been enacted in recent years
which provides many benefits for workers. Probably the most im-
portant of the Federal laws, from the standpoint of the number of
workers covered, are the Fair Labor Standards Act, which estab-
lishes a minimum wage and overtime pay provisions for workers whose
activities are related to interstate commerce, and the Social Se-
curity Act, which provides old-age, disability, and survivors'
insurance, unemployment insurance, and other benefits. Amendments
to these acts in recent years have greatly extended their scope and
influence.

Leaders of the labor movement have long realized that
legislation favorable to their cause will most likely be passed
by legislators friendly to labor. Many years ago, Samuel Gompers,
then president of the AFL, suggested that workers "reward labor's
friends and defeat labor's enemies."” In recent years, both the
AFL and CIO, and the AFL-CIO since the merger (see below), as well
as a number of individual national unions, have sponsored political
action groups to promote the interests of candidates friendly to
labor. Supported by contributions from workers, these organiza-
tions generally bring the woting records of candidates before
workers and friends of labor. Labor groups also maintain repre-
sentatives in Washington, D. C., and in State capitals, to indi-
cate their attitude toward legislative proposals and urge passage
of those considered desirable.

Unity in the Labor Movement

Passage of time and changes in the patterns of industry
and of union organization lessened the differences which existed
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between the AFL and the CIO. The two organizations were never as
far apart as the heat of their controversy made it appear; both
were similar in structure and objectives. Their affiliated unions
operated in the same general manner and generally sought the same
goals. There was probably as much diversity of outlook and ap-
proach within each federation as between the federations. Even the
conflict between industrial or craft unionism tended to fade with
the years, particularly after many AFL unions broadened their base
of organization to include all workers in the plant.

In 1953, the two organizations negotiated a "no-raiding”
pact which was the foundation upon which eventual merger was con-
summated. After that agreement, it was possible to proceed with
the unity talks which culminated in the formation of a reunited
federation in December 1955.

The founding of the AFL-CIO promised a new era in Ameri-
can labor history. Although this was essentially a merger of top
structures and a reconciliation of broad outlook and policies, the
first convention of the new Pederation expressed confidence that
the consolidation of unity throughout the entire organization would
be successful, that the many internal problems facing the new
federation would be solved, and that the benefits of trade unionism
would eventually be brought to millions of unorganized workers.

The American trade union movement in 1956 claimed about
19 million members. Of these, approximately 16.9 million were
members of unions affiliated with the AFL-CIO. 2/ Somewhat more
than 1 million of these workers were outside continental United
States, mainly in Canada. The approximately 18 million union mem-
bers in the United States represented a little more than one-third
of the total number of employees in nonagricultural establishments,
the saurce ef union membership (except for executives, managers,
and similar groups).

Labor's Participation in Foreign Affairs

The interest of the American labor movement in inter-
national affairs has deepened and broadened during the past decade.
Prior to World War 1I, the ties of United States unions to the
world labor movement were intermittent and tenuous, although the AFL
had established fraternal relations with the British Trade Union
Congress as early as 1895. For many years between 1910 and World

2/ The 3 unions expelled in December 1957 accounted for 1.6
million members.
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War II, the AFL was affiliated with the International Federation of
Trade Unions, but this ‘relationship was an uneasy one ani never on
a scale commensurate with the AFL's strength.

Between the beginning of World War II and the present
time, the rivalry between the two major federations in American had
a strong influence on the activities of United States labor organi-
zations in foreign affairs. When the World Federation of Trade
Unions was formed in 1945, the AFL refused to join because the
organization included the Soviet unions. The CIO gave the WFTU its
support. In 1949, however, the CIO, the British TUC, and some
other national organizations, withdrew from the WFIU, charging
that it had become a tool of international communism.

The International Confederation of PFree Trade Unions,
formed in 1949, united the American labor movement in its approach
to world labor affairs. The AFL, CIO, and unaffiliated United Mine
Workers cooperated in the ICFITU's formation, and have continued to
support it to the present time. The International Labor Organiza-

tion (ILO) is also strongly supported by the American trade union
movement .

The merger of the AFL and CIO was hailed by the ICFTU as
a development which would substantially increase the influence of
American labor abroad. The present goals of the AFL-CIO are based
on the premise that two world forces, democracy and totalitarianism,
are competing for supremacy. To the American labor movement, the
first need is to strengthen the forces of political democracy
throughout the world. The second is to help create conditions
favorable to the growth of free trade unions everywhere.

1:01
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1:02 Structure of the Trade Union Movement

About 18 million )/ workers in the United States are
members of unions. They pay dues, participate in varying degrees
in union affairs, and work under the terms of collective bargaining
agreements negotiated by the unions. They are members of, and pay
dues to, union locals; the locals are affiliated with and pay per
capita taxes to national or intermational unions; the national or
international unions are affiliated with and finance a federation,
or are independent. Nearly 90 percent 1/ of union members, most of
the local unions, and most of the national or international unions
come within the orbit of the American Pederation of Labor and Gon-
gress of Industrial Organizations (AFL-CIO). The rest of the
unions are usually designated as independent or unaffiliated.

The composite of members and unions is frequently termed
the labor movement, or organized labor, or even labor. Such terms
are convenient in describing the central purpose and growth of
trade unionism in the United States; but they are often misleading
characterizations when used in connection with the structure,
organization, and operation of American trade unions at any given
time. Diversity; a large degree of self-autonomy; a distaste for
formulas, theory, and regimentation; a basically nonpolitical
orientation--these are key characteristics of the system of trade
union organization functioning in the United States. For want of
a better term to signify the whole, this chapter deals with the
structure of the trade wunion movement and the interrelationships
among its components.

The base of a trade union structurce is, of course, the
membership. The total number of employees in nonagricultural es-
tablishments--the source of union membership except for executives,
supervisors, and similar groups--averaged close to 52 million in
1956. Of these, about 35 percent were union members. The propor-
tion of union members was higher in mining, contract construction,
manufacturing, transportatiom, and public utilities; and lower in
wholesale and retail trade, finance, insurance, and real estate,
services, and government. The latter categories accounted for
about half of total employment in nonagricultural establishments.

Union members belong to more than 70,000 union locals,
each with its own officers and rules. Locals vary in size from a
few members to tens of thousands of members; they may include
workers from one establishment or from hundreds, one craft or all
occupations, etc. ‘

1/ As of 1956.

(1)
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Almost all of the local unions are affiliated with one or
another of approximately 190 nationmal or international unions. 2/
Bighteen unions accounted for 40,000 locals, or more than half the
total number. Seventy-five unions had feuet than 100 locals each.
Membership was similarly concentrated in the larger unions. Six
unions, with more than 500,000 members each, had one-third of the
total membership, and 15 unions with more than 300,000 members had
more than half of the total. About 90 national or internatiomal
unions had fewer than 25,000 members each.

When the AFL and the CIQ merged in December 1955, 141
national and intermatiomal unions became affiliated with the new
federation. In addition, about 1,000 small federal labor unions
and local industrial unions (local unions formerly affiliated di-
rectly with the AFL and the CIO without the intermediate relation-
ship with a national union) were absorbed by the merged Federation.
Total membership of the affiliated unions amounted to 16.9 million
in 1956, of whom about 1 million were outside continental United
States.

The December 1957 biennial convention of the AFL-CIO ex-
pelled the Teamsters, Bakery Workers, and Laundry Workers, with a
combined membership of approximately 1.6 million. As a result of
these expulsions and of mergers, the AFL-CIO at the end of 1957 had
136 affiliated unions, with a total membership of about 15.6 mil-
lion. Outside the AFL-CIO were 50 unaffiliated unions with a total
membership of 2.9 million, including the three expelled unions
listed above., Other prominent independent national unions were two
major railroad brotherhoods (engineers and conductors), the coal
miners, longshoremen, and some groups of public employees. In addi-
tion, there were a large number of unaffiliated local or single-
firm unions with at least 500,000 members.

2/ A national union, as defined by the Bureau of Labor Sta-
tistics, is a union with collective bargaining agreements with em-
ployers in 2 or more States. An international union is a national
union which claims jurisdiction and organizes workers beyond the
continental limits of the United States. In 1956, unions with
headquarters in the United States had approximately a million mem-
bers outside continental United States, distributed as follows:
Canada, 987,000; Puerto Rico, 45,000; Hawaii, 35,000; Alaska,
21,000; Canal Zone, 2,000; elsewhere, 2,000. These members are not
included in the estimate of total union membership in the United
States.
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The Local Union

The basic organization in the trade union movement is the
local union. Although it can function alone as a single-company
union, it generally is affiliated with other local organizations in
the same craft or industry as a part of a national union.

There is no fixed pattern for the formation and juris-
diction of local unions. National unions may charter locals for
particular companies, for types of products or work in a community,
for geographical areas, etc. For example in New York City, the
Amalgamated Clothing Workers of America maintains approximately
50 locals, bearing such designations as journeymen tailors; cloth-
ing cutters; coat makers; buttonhole makers; boxing and shipping;
laundry, family division; and retail clothing salesmen. In Buffalo,
N. Y., the United Steelworkers of America has about 55 locals, each
one confined to a specific plant undexr contract. In Nassau and
Suffolk (obunties, N. Y., the carpenters' union maintains a local
covering members in each small community. Thus, local unions vary
widely in size and jurisdiction.

The functions of a local union center upon such objec-
tives of trade unionism as: Negotiating and/or administering col-
lective bargaining contracts, adjusting grievinces and complaints,
finding jobs for unemployed members, conducting educational pro-
grams, collecting dues, etc. In many instances, the national union
provides assistance to the local, particularly during the process
of contract negotiations.

Local union officers are usually elected from the local's
membership, generally for l-year terms. As a rule, any member in
good standing may run for office. Election rules ordinarily re-
quire notice to all members of the pending election, open nomina-
tions, and secret ballots. 1In small locals, elected officers
usually continue to work at their trade and receive no regular
salary for their services. In larger organizations, full-time
officials may be needed. The amount paid to the various officers
for their services generally depends upon the size of the local and
complexity of the duties the officers must pexform. In most cases,
the secretary-treasurer of a local is paid a stipulated amount for
keeping the books. In many locals, the activities of the paid
officers are reviewed weekly by an executive board of working mem-
bers, and monthly meetings provide an opportunity for all members
to participate.

The shop community, or umion activities within the plant,
is a fundamental part of local union life. Whether or not they
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attend meetings, members usually keep abreast of union affairs by
way of the shop-talk of the active members. More formally, however,
the shop community is usually represented in the local union through
the shop stewards or shop committeemen. The larger the local (in
terms of membership and number of establishments represented) the
smaller the influence of shop community becomes; correspondingly,
the need for more formal types of representative govermment grows
with size.

The conduct of local officers is usually subject to con-
trol by the national union. If officers violate the provisions of
the national union's constitution or the rules laid down by the
parent organization's convention, they may be expelled. In such
cases, local affairs may be supervised by the nationmal union.

Representatives elected by the members of the local union
attend the regular conventions of the national union and, as dele-
gates, have a woice in its affairs. Between conventions, contact
is maintained through reports submitted by the local union and by
visits of representatives of business agents of the natiomal union.

The primary sources of revenue for the support of the
union and its activities are the dues, initiation fees, and
assessments collected from the members. (See chart 1.) The amount
of dues and assessment$s may vary widely from union to union, de-
pending largely upon the skill and earning power of the members, or
upon the amounts needed by the union for strike funds, or for pay-
ment of disability, unemployment, or old-age or death claims, if
such benefits are provided. Assessments are generally levied for a
specific purpose. Initiation fees also vary among unions. The
national union generally exercises some control over the amounts of
all dues and fees charged to the members, especially since it re-
ceives its principal support from a portion of these collections
by the local.

The National or International Union

The national or international union consists of a group
of local unions banded together in a formal organization. Its aims
are, broadly, to extend and protect the organization of an industry
or a craft; to increase the bargaining power of the local unions
and the workers they represent; to deal with the problems of widen-
ing markets and migratory workers; and to advance the more general
economic interests of its members.

In the process of working toward these goals, the national
union, particularly if it is of any considerable size, has developed
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a variety of functions and services. These include; Direct aid

in organization and negotiation; legal assistance; providing infor-
mation through research and publication of news of interest to
workers; and health, insurance, and pension plan services. Repre-
sentation before govermment agencies and with other labor organiza-
tions are also nearly always functions of the national union, as

are the less direct services relating to public relations activities.

In the larger unions, particularly where membership is
widely dispersed geographically, an intermediate operating agency
between the national union and the locals may be established. In
such cases, locals are grouped by region, area, or district, or
sometimes by type of industry, and report to an official designated
by the national union or by the locals in the group. The United
Automobile Workers divides its jurisdiction among regions; the
United Mine Workers among districts; and the Teamsters among con-
ferences. Whatever the term used, these offices serve as an arm of
the national union and often as a political force within the union.

Larger unions may employ extensive staffs of paid workers
to carry on their business. Organizers, or international repre-
sentatives, are hired to solicit new members and establish new
local unions wherever possible. In addition, they act as advisers
to established organizations and assist in the preparation and en-
forcement of contracts. Research directors and statisticians pre-
pare materials for collective bargaining or other purposes. Educa-
tion directors are employed to increase workers' knowledge of labor
affairs and to keep union stewards informed in the performance of
their duties. ’

Research directors are employed by about half of the
national unions in the United States. Bducational directors are
found in somewhat fewer unions. Almost all national unions issue
publications.

The convention, which, as has been indicated, is made up
of delegates selected by the local unions, is the governing body of
the most national unions. Meeting periodically, the conveantion
elects officers, adopts or amends the constitution and bylaws, and
sets the policy for the union to follow in all its affairs. It may
also decide appeals from local or national union actions.

Officers are elected by the convention delegates in
about three-fourths of the unions, whereas approximately one-fourth
elect their officers by referendum vote of the general membership.
These officers carry on union affairs between conventions. National
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union officers nearly always include a general president, a secre-
tary-treasurer, and an executive board. The president generally
has authority, subject to approval by the executive board and appeal
to the convention, to decide questions of interpretation of the
union constitution; to issue and rewoke local union charters; to
appoint or dismiss union employees; to remove or suspend local
union officers; to approve strikes; and to allocate strike benefits.
He also has great influence in determining matters to be discussed
at meetings of the executive council and at the convention. His
decisions and course of action usually have a marked effect on all
of the organization's internal affairs, and also on public opinion
regarding the union.

The principal source of income for the national union is
the per capita tax which is paid by the local union each month on
the basis of a specified amount for each member. Other sources of
income include charter fees, a share of the initiation fee, rein-
statement fees, and assessments. Some additional receipts may be
obtained from union investment of surplus funds.

The PFederation

Most national unions became members of a single federa-
tion in December 1955, when the AFL and CIO merged. The AFL and
CIO were each largely similar in structure to the new Pederation,
the AFL-CIO. This structure, in turn, is very much like the or-
ganization of most large national unions (chart 2). The convention
is the primary governing body, and the president and secretary-~
treasurer have essentially the same responsibilities as their
counterparts in the large national unions, on a substantially
broader scale, of course. The Executive Council consists of the
president, secretary-treasurer, and 27 vice presidents, mostly
presidents of national unions. Large staffs of professional as-
sistants are employed.

The AFL-CIO has only such powers and engages in such ac-
tivities as are assigned to it by its affiliates and granted in its
constitution. It has no direct authority to regulate the internal
affairs or activities of its member unions, so long as they do not
impinge on the jurisdiction of other affiliated unions. Although
the Pederation has a great deal of influence with its member unions,
its actual power is the power of suspension or expulsion from the
Federation, which must be approved by vote of the convention.

EBach union is entitled to representation in the AFL-CIO

convention according to the membership upon which per capita taxes
are paid to the Federation. The convention meets every 2 years.
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Between conventions, the officers, the Bxecutive Council, the
Bxecutive Committee, and the General Board manage the affairs of
the Federation.

The objectives and principles which guide the Federation
are set forth in its constitution, as follows:

1. To aid workers in securing improved
wages, hours, and working conditions with due
regard for the autonomy, integrity, and juris-
diction of affiliated unions.

2. To aid and assist affiliated unions
in extending the benefits of mutual assistance
and collective bargaining to workers and to
promote the organization of the unorganized
into unions of their own choosing for their
mutual aid, protection, and advancement, giving
recognition to the principle that both craft
and industrial unions are gppropriate, equal,
and necessary as methods of union organization.

3. To affiliate national and inter-
national unions with this Federation and to
eatablish such unions; to form organizing
committees and directly affiliated local unions
and to secure their affiliation to appropriate
national and intermational unions affiliated
with or chartered by the Federation; to es-
tablish, assist, and promote State and local
central bodies composed of local unions of all
affiliated organizations and directly affili-
ated local unions; to establish and assist
trade departments composed of affiliated na-
tional and international unions and organizing
commit tees.

4. To encourage all workers without re-
gard to race, creed, color, national origin,
or ancestry to share equally in the full bene-
fits of union organization.

5. To secure legislation which will safe-
guard and promote the principle of free collec-
tive bargaining, the rights of workers, farmers,
and consumers, and the security and welfare of
all the people and to oppose legislation ini-
mical to these objectives.
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6. To protect and strengthen our demo-~
cratic institutions; to secure full recognition
and enjoyment of the rights and liberties to
which we are justly entitled; and to preserve
and perpetuate the cherished traditions of our
democracy.

7. To give constructive aid in promoting
the cause of peace and freedom in the world and
to aid, assist, and cooperate with free and
democratic labor movements throughout the worid.

8. To preserve and maintain the integrity
of each affiliated union in the organization to
the end that each affiliate shall respect the
established bargaining relationships of every
other affiliate, and that each affiliate shall
refrain from raiding the established bargain-
ing relationship of any other affiliate and, at
the same time, to encourage the elimination of
conflicting and duplicating organizations and
jurisdictions through the process of voluntary
agreement or voluntary merger in consultation
with the appropriate officials of the Pedera-
tion; to preserve, subject to the foregoing,
the organizing jurisdiction of each affiliate.

9. To aid and encourage the sale and use
of union-made goods and union services through
the use of the union label and other symbols;
to promote the labor press and other means of
furthering the education of the labor movement.

10. To protect the labor movement from
any and all corrupt influences and from the
undermining efforts of the Communist agencies
and all others who are opposed to the basic
principles of our democracy and free and demo-
cratic unionism.

11. To safeguard the democratic character
of the labor movement and to protect the auton-
omy of each affiliated national and interna-
tional union.

12. While preserving the independence of
the labor movement from political control, to
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encourage workers to register and vote, to
exercise their full rights and responsibilities
of citizenship, and to perform their rightful
part in the political life of the local, State,
and national communities.

To carry out these objectives, the PFederation has estab-
lished programs: (1) To extend union organization, both directly
and by assisting the affiliated unions; (2) to provide research,
legal, and technical assistance to their member unions; (3) to pub-
lish periodicals and other literature dealing with problems of
interest to labor; (4) to represent and promote the cause of labor
before the various branches of govermment and before the general
public; (5) to determine the jurisdictional limits of the affili-
ated unions and to protect them from dual unionism; (6) and to
serve as their spokesman in international affairs, especially inter-
national labor movements.

The AFL~CIO has established six trade and industrial de-
partments which operate as separate organizations within and sub-
ordinate to the Federation. Their functions are to facilitate
interunion relations and to promote the organized activities of
specific groups of workers. These departments include the Build-
ing and Construction Trades Department, Metal Trades Department,
Union Label and Service Trades Department, Maritime Trades Depart-
ment, Railway Employees Department, and an Industrial Union Depart-
ment. With the exception of the Industrial Union Department, these
departments were carried over from the AFL. The Industrial Union
Department was established at the time of the merger to provide cen-
tral guidance to unions organized in whole or in part on an indus-
trial basis. Unions affiliated with the departments pay a per
capita tax on the basis of the number of members coming within the
jurisdiction of the department.

The departments of the AFL-CIO are expected to take an
active part in the prevention of jurisdictional disputes and in
their settlement, if and when they do arise.

The Federation's concern with the problem of jurisdiction
is noted in item 8 (p.10), quéted from the AFL-CIO constitution.
In addition, the agreement for merger provided that machinery was
to be set up to implement this provision, and that each member
union was to have the same organizing jurisdiction as it had before
the merger. Since this latter provision will continue the exist-
ence of duplicate organizations, elimination of conflicts by
"agreement, merger, or other means, by voluntary agreement in con-
sultation with the appropriate officials of the merged Federation”
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is proposed. The procedures for settling jurisdictional disputes
in the AFL (the internal disputes plan) and in the CIO (the organi-
zational disputes agreements, which were binding only upon unions
choosing to abide by their terms, were carried over into the new
Federation.

The AFL-CIO constitution makes provision for 15 standing
committees to guide the work of the Federation in various fields
of activity. In addition, permanent staff departments provide pro-
fessional aid in research, education, organizing, political action,
and similar activities. The State and local bodies affiliated with
the AFL-CIO carry on Federation activities in various geographical
areas of the Nation.

The Federation permits the direct affiliation of 1local
unions in those crafts of industries in which no appropriate na-
tional union is chartered. Organizing committees are established
when it is deemed advisable to bring together related locals as a
preliminary step to the creation of a new union.

The main source of support for the APL-CIO is provided by
a per capita tax, levied upon the paid-up membership of each affili-
ated national union. Additional funds are received from investments,
rentals, subscriptions to publications, and similar sources.

Although not a department of the AFL-CIO, the Railway
Labor Executives Association is composed of executives of 22 1labor
organizations, all but 2 of which are Federation affiliates., It
functions as a policymaking body on legislative and other matters
of mutual interest to railroad workers.

Independent or Unaffiliated Unions

About 3 million members, 50 national unions, and a large
number of single-firm or locality unions, are not part of the
AFL-CIO structure. These unions arrived at their independent or un-
affiliated status by various routes. Some, such as the railroad
brotherhoods, never joined a federation. Some joined and later with-
drew; the United Mine Workers is probably the best known example of
this group. Some were expelled; for example, in 1949 and 1950, the
CIO expelled 11 unions on charges of Communist domination. Of this
latter group, only 4 remained in existence as independent unions in
1957. Late in 1957, the AFL-CIO also expelled 3 unions on charges
of domination by corrupt influences.

In the area of unaffiliated unions, there are three or-
ganizations which have some of the characteristics of a federation;
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that is, they issue charters to, or maintain affiliation among,
labor organizations in more than ome industry. These are the
Confederated Unions of America, the National Independent Union
Council, and the Bngineers and Scientists of America. These or-
ganizations also have some of the characteristics of national
unions in that they accept into membership local unions represent-
ing a single organization.

1:02

Digitized for FRASER
http://fraser.stlouisfed.org/
Federal Reserve Bank of St. Louis



Digitized for FRASER
http://fraser.stlouisfed.org/
Federal Reserve Bank of St. Louis



Digitized for FRASER

1:03 Administration of National Unions

National unions, frequently called "internationals™ if
they also have members in Canada or elsewhere outside continental
United States, comprise the chief controlling or guiding mechanism
of the trade union movement. There are approximately 190 now in
existence, ranging in size from a few hundred members to such giant
organizations as the Automobile Workers, the Steelworkers, and the
Teamsters, each with well over a million members and from 1,000 to
2,500 affiliated local unions (locals). About three-fourths of the
national unions, accounting for nearly 90 percent of all union mem-
bers in the United States, were affiliated with the AFL-CIO in
mid-1957.

National unions first came into prominence during the
latter part of the 19th century; they have grown extensively since
then. In terms of organizational structure, the larger national
unions have much in common, but differences in methods of operation
are often great. The nature of the industry in which they operate
(e. g., the size of the employer units or the degree of organiza-
tion among employers) may be a factor influencing the functions of
national unions. For example, the national officers of the Auto-
mobile Workers, Steelworkers, and Mine Workers assume much of the
responsibility for negotiating the major collective bargaining
agreements. On the other hand, in such unions as the Teamsters
and the Carpenters, where the emphasis is on local agreements, col-
lective bargaining is rarely a function of national headquarters.
The history of the organization, the type of leadership, even the
type of membership, are additional factors which help to shape each
national union and give it unique qualities.

This report attempts to describe briefly, and in general
terms, the manner in which national unions are governed.

It must be emphasized that unions are voluntary organi-
zations, relatively free of govermnment restraints. They are also
largely autonomous in the sense that, although affiliated with a
Federation (notably the AFL-CIO), each national union maintains
substantial freedom and independence of action. The constitution
of the AFL-CIO states that "each affiliated national and interna-
tional union is entitled to have its autonomy, integrity, and
Jjurisdiction protected and preserved.”

At the same time, the Federation is determimed "to pro-
tect the labor movement from any and all corrupt influences," hence
its Executive Council has the authority to investigate any affili-
ate accused of corrupt practices, to make recommendations or give
direction to the affiliate involved, and to suspend an affiliate.
This authority was called into use within the year following the
formation of the AFL-CIO.

(1)
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Historically, unions have cherished the principles of
constitutional government and the democratic aspirations which have
nourished their formation and growth. That these ideals have been
disregarded at times by some union officials is acknowledged by the
labor movement itself, The extent to which particular unions
exhibit some of the tendencies of other voluntary organizations,
including a gradual reduction of active membership participation in
the govermment of their organization, an increasing concentration
of authority and responsibility in the hands of elected officials,
and a weakening of channels of communication between officers and
members, is an aspect of union administration that cannot be ac-
counted for in a report of this type.

Union Government

Bach union has its own constitution or set of laws and
rules which establishes the structure of the organization and the
legal framework for its government and administration. The con-
stitution fixes the relationship between the nmational union and
the locals. It typically sets forth the minimum amount of dues
(and sometimes the maximum) that members are required to pay to the
locals, the portion of dues that locals must transmit to the na-
tional union (the per capita tax), the general qualifications for
membership, the functions of union officers and the method of their
election, the frequency of conventions and the authority of the
convention, the composition of the union's executive body, and dis-
ciplinary and appeals procedures. The constitution may also deal
with the collective bargaining activities of local unions by re-
quiring national union authorization to strike and national union
approval of agreements, or it may prescribe certain procedures
which local unions are to follow in strike situations.

Conventions.--The right to change the union's constitu-
tion is typically vested in the union convention, the periodic
assembly of officers and delegates representing the local unions.
Thus, the convention is the law-making body in the union. In addi-
tion, in most unions, the convention nominates and elects the
president and other principal officers. The convention may act as
the final court of appeal in disciplinary matters, or even insti-
tute disciplinary actions as in removing an officer for conduct
detrimental to the union.

About two-fifths of the national unions in the United
States hold conventions every 2 years; about a fifth meet every
year. A number of large unions hold conventions every 4 years.
Under certain conditions, a union may call a special convention to
consider a particularly crucial problem. Occasionally, conventions
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are postponed or canceled, usually by membership referendum. Con-
ventions last for a week or so and involve substantial costs for

the unions, especially large unions which may bring together, from
all parts of the country, 2,000 or more delegates.

Most unions nominate and elect their presidents by the
vote of delegates to the convention, generally according each dele-
gate voting strength proportionate to the number of members he
represents. Some unions provide for nominations at the convention,
but for a membership referendum rather than delegate vote. 1/ Few
constitutions provide for secret ballots in convention votxng, nost
depend on a "roll call” vote or a show of hands. The election of
other officers generally follows the same practice used for the
presidency.

The role of the convention as the governing, policy-
making, and electoral body is not the only reason for assembling
the representatives of affiliated local unions. Most conventions
also seek to stimulate union spirit, solidarity, and morale. Offi-
cial views on policy matters are explained to the delegates for
transmittal to the locals they represent. Resolutions are adopted,
many to express the union's views on domestic and intermational
affairs and on political issues of the day. Persons of note, fre~
quently Government officials and visitors from abroad, are heard.

In large conventions, most of the important decisions are
shaped by committees which may explore the problems at hand in con-
siderable detail. The committees' reports are often given perfunc-
tory approval by the assembled delegates; in the older unions,
opposition or disagreement seldom arises from the convention floor.
Factionalism is becoming increasingly uncommon among national unions.
Only one union, the International Typographical Union, has a formal
system of separate "parties.”

Executive Boards.--In tems of constitutional authority,
the union's Executive Board, Sometimes called "international coun-
cil,” "grand lodge," etc., ranks second to the convention in most

1/ The major type of election method which does not involve
use of convention procedures consists of allowing locals or other
groups of union members to make nominations. The candidates named
are then voted upon by the membership as a whole. More than 30

unions follow this practice.
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unions. The 5 types of executive boards, in order of their preva-
lence, 2/ are:

1. Executives only, that is, president,
secretary-treasurer, and some or all of the
vice presidents or district directors, but no
direct representation from the membership.

2. Officers plus membership representa-
tives.

3. Membership representatives only.

4. Double executive boards--usually a
combination of 1 and 2 above.

5. Multiple boards--3 or more executive
bodies, usually with a division of functions.

Although executive boards are granted supervisory powers
by union constitutions, their specific duties vary among unions.
In most cases, the board authorizes strikes proposed by local
unions. In some unions, the board passes upon collective bargain-
ing agreements negotiated by the local union; in other unions, this
is one of the president's functions. The board may have the power
to issue or revoke local union charters and repeal local bylaws if
not in agreement with the national constitution, or even take charge
of local union affairs, if mecessary, for the protection of the
union. The board may pass om all local grievances and appeals,
supervise the keeping of records and reports, provide direction to
the union'’s publications, and prepare for conventions. In general,
the board decides all major issues dealing with union operation,
subject only to limitations set forth in the union constitution and
the approval or disapproval of the convention. Responsibility for
day-to-day administration rests with the individual umion officers,
who report on their activities to the board and to the convention.

Officers.--The chief elected officials of national unions
usually are the president, one or more vice presidents, and the
secretary-treasurer. Union constitutions usually describe the
duties of the president somewhat as follows:

2/ See Handbook of Union Govermment, Structure, and Proce-
dures, National Industrial Conference Board, Inc., New York, 1956
(p. 82).
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The general president as chief executive
officer shall have full authority to direct the
working of the organization within the provi-
sions of the constitution; he shall convene and
preside at all general executive board and con-
vention meetings and between sessions execute
their instructions; he shall be an ex officio
member of all cormittees and appoint all com-
mittees not otherwise provided for; he shall
supervise and be responsible for the work of
all organizers and levy assessments according
to the provisions of the constitution and make
a full report of all union activities to the
general executive board and the convention.

In most unions, the duties of the president are more ex-
tensive in practice than in the comstitution. He is generally the
representative and, frequently, the personification of the uniom
to employers, the governmment, and the general public. Within the
union, he may take a broad view of the scope of his powers under
the constitution.

Union presidents may have the responsibility for negoti-
ating agreements covering thousands of workers, for managing and
investing large funds, for directing the various activities in
which national unions engage, for administering the operations and
the staff of the union, and for dealing with government officials.
Such responsibilities require extensive knowledge, experience, and
leadership abilities. Salaries of national union presidents, which
vary widely among unions, reflect, in part at least, an appraisal
of the responsibilities of the office, a criterion perhaps more
commonly accepted in comnection with the salaries of corporation
executives. A few union presidents earn $40,000 a year or more,
but these cases are not typical. In general, salaries are higher
in the larger unions. Among unions with 25,000 members or more,
relatively few union presidents receive less than $10,000 a year.
Among the larger unions (100,000 members or more), most presiden-
tial salaries fall in the range of $15,000 to $40,000.

Subordinate officers, such as the secretary-treasurer,
usually receive lower salaries. Union executive officers also re-
ceive allowances to cover expenses incurred in the performance of
union business.

Union Activities and Programs

As the trade union movement grew from small local organi-
zations, dealing with local employers, to larger unions, national
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in scope, the activities and services offered by unions also ex-
panded. The basic activities which the national union undertakes
are, of course, associated with the immediate problems of unioni-
zation and with the welfare of the worker on the job. These activ-
ities include the organization of workers into local unions, assist-
ing locals in collective bargaining and the writing of contracts

(or dealing directly with employers), coordinating the activities
of the locals, working out jurisdictional problems, strike control
and assistance, and, in varying degrees, assistance im contract
administration, administration of health, insurance, and pension
plans, and the settlement of grievances.

Partly as an outgrowth of the development of these activ-
ities and partly to offer other forms of direct and indirect aid to
their membership, many national unions have developed a number of
related programs, such as: 3/

1. Research, statistic:l, legal, and
engineering services, first undertaken princi-
pally as an aid to collective bargaining and
now extended to many otber fi:1ds of union
interest.

2. Publication of papers, magazines, bul-
letins, and other materials to inform the mem-
bership about labor affairs, and for public
relations purposes.

3. Workers' education programs, designed
primarily to help union officials, stewards,
and the membership to conduct union affairs
more efficiently and to be better union members.

4., Political activity to encourage workers
to register and to vote for favored candidates.

5. Internmational labor matters in which
national unions participate independently.

6. Relations with govermment agencies,
such as the U. S. Department of Labor and the
National and State Labor Relations Boards, and

3/ Most of these activities will be discussed in more detail
in other chapters of the Guide.
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activities designed to promote legislation
favorable to labor.

7. Activities relating to community serv-
ices, such as cooperation in charity drives
and other community fund-raising activities.

8. Activities relating to the health and
well-being of individual members, including
promoting and financing low-cost housing, es-
tablishing and operating vacation facilities,
maintaining clubs or communities for retired
workers, operating training and apprenticeship
programs, etc.

Discipline and Appeals

An important function of the national union is to enforce
its constitution--that is, to require local unions and individual
members to conform to mnational union rules and policy, and also to
protect their rights as expressed in the constitution. The power
to discipline by reprimand, fine, suspension, or expulsion, is thus
an essential part of union operation. The right of a union to pre-
scribe its own rules for membership is not impaired by legislative
restrictions protecting the job rights of workers against umion
discrimination.

The constitutions of many national unions specify the
causes for which an individual member may be disciplined. More
common, however, are provisions permitting discipline for any act
unbecoming a union member or detrimental to the ‘nterests of the
union. Generally, the constitution outlines the procedure for
bringing charges and the steps which must be taken to ensure that
members' rights to hearings and appeals are protected. With few
exceptions, national union constitutions provide for open hearings
during trials at the local union level and at least a majority, or
more generally a two-thirds, vote before a penalty is imposed. Pro-
gressive steps for appeal are also provided to the national presi-
dent, the general executive board, and the national convention, in
that order. In a few unions, the entire membership may be polled
on a referendum vote.

Of relatively recent origin is the widespread adoption
of constitutional provisions barring Communists, Fascists, and
other subversives from membership or from holding union office.
Many unions with no specific constitutional provisions banning
subversives have made their feelings evident in other ways. Most
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of the constitutional provisions are enforceable through local
union trial machinery when members are inwolved, and through trials
held at the national union level if national union officers are in-
volved; under both procedures, the rights of the individual to a
fair hearing are usually set forth.

Financing the Union

The maintenance of a large national mnion and its various
activities obviously requires substantial funds, most of which, if
not all, must come from its members by way of the local unions.

The local unions generally set the level of dues, initiation fees,
and assessments (when necessary), frequently within limits estab-
lished by the national constitution. 4/ In turn, the national
union levies a per capita (membership) tax on the locals, an amount
usually fixed in the constitution. Thus, membership contributions
are divided between the local and the national union.

Per capita taxes paid to the national organizations out
of members' dues to the local unions range from less than 25 cents
a month to more than $2. A recent analysis of 115 constitutions
specifying the per capita tax showed the following distribution: 5/

Monthly per capita tax
paid to national unions Number of unions

$0.25 and under .....ccc00ecs0.. 8
$0.26 t0 $0.50 ..cuceenenrannnn. 19
$0.51 t0 $O.75 .vveeeecnconcoces 25
$0.76 to $1.00 ..eeervennencna.. 22
$1.26 to $1.50 ..cvicvennncnoa.. 17
$1.51 to $1.75 .. .ieeereennese.. 3
$1.76 to $2.00 ....vevenveccnc.. 2
Over $2.00 cveeevecneocncsncanss 7

On the average, approximately $1.10 a month of members'
contributions went to the support of their national unions, exclu-
ding other possible contributions in the form of initiation fees
and assessments. It is probable that local unions retain at least
an equal amount for their own needs. On the whole, it would seem
that union members contribute about 1 percent (or less) of their
gross annual income to the support of their unions (local and na-
tional) in the form of dues. Some additional income is also ob-
tained from initiation fees and returns on union investments in

4/ See 1:04, Administration of Local Unionms.
5/ National Industrial Conference Board, op. cit. (p. 32).
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property or bonds. Assessments are irregular and usually are
levied for a specific purpose, such as building a strike fund in
advance of important negotiations.

The money received from union locals as per capita taxes
goes to pay the administrative expenses of the national union, the
per capita tax which the national union is obliged to pay to the
AFL-CIO (if it is affiliated), strike benefits, death benefits or
other types of insurance for members in some unions, and many other
expenses. Moreover, as unions grow older and larger, they tend to
accumulate assets in the form of cash, securities, and real estate
(frequently the building housing national headquarters). The 1955
balance sheet of the Steelworkers, for example, listed $3.8 million
in cash, $12.5 million in securities, $2.3 million in office funds
and other receivables, and $1 million in fixed assets (land, build-
ing, and furniture and fixtures). Although this grouping of assets
and the amounts are not necessarily typical, they characterize the
desire of many large unions to have cash or readily negotiable
(usually Government) securities at hand as a cushion against bad
time or other contingencies. However, in a large union such as
the Steelworkers (with over 1.2 million members), relatively small
expenditure per member (as in paying nominal strike benefits) would
quickly deplete available resources.

Union Records and Reports

The activities of a national union cannot be carried on
successfully without an adequate system of records. This typically
requires an extensive array of accounts and reports--financial,
operating, and statistical.

From its affiliated local unions, the national union re-
ceives reports on the local's finances, operations, dues, and per
capita taxes. Regional officers and organizers submit reports on
operations and expenditures.

Within the national union itself, national officers re-
port on their activities and operations to the executive board, the
membership, and the convention.

Each national union headquarters, of necessity, keeps
records concerning the conduct of the union's business. In most
unions, these records have tended to increase in volume as the size
of the union has increased and as information about the many phases
of the union's activities has become essential to successful opera-
tion. In many of the larger unions, recordkeeping requires a large
staff of trained personnel.
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The greater part of the recordkeeping burden falls to the
secretary-treasurer's department. This department usually has the
responsibility for receiving all of the union income, including
dues, initiation fees, returns on investment, and other items. It
makes all disbursements for payroll, donations, purchases of sup-
plies, maintenance expense, convention expense, and the many other
costs incident to operating the union.

Modern tabulating equipment is usually needed to keep
membership records readily available and up to date, and to make
them available for use in supplying statistical data for research
and union organization. Most unions distribute one or more period-
icals or other publications, financial reports, etc., to their mem-
bership, hence mailing lists must be maintained and kept current.

The recording and analysis of agreements is another type
of recordkeeping many unions find essential. These and other data,
such as strike reports, are processed for information to union
officials and members, and for use in contacts with govermment
agencies. The development of health, welfare, and pension plans
and supplementary unemployment benefit programs has increased the
work load of national union headquarters. Many unions have estab-
lished separate departments to handle problems relating to employee
benefit plans.

Most unions provide regular financial reports to their
membership. Labor uniom accounting has developed without central-
ized control, hence wide differences in these reports are notice-
able. National unions generally arrange for annual or semiannual
audits of their books by public accountants, both to insure accuracy
and as an aid in interpreting financial operations. These audit
reports frequently include the following:

1. Statement of assets and liabilities,
including a comparison with previous periods.

2. Statement of receipts and disburse-
ments.

3. Comparison of receipts and disburse-
ments, by divisions, sections, regions, or
locals of the umion.

4. Statements of per capita tax payments,

5. Analysis of membership standing by
divisions.
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6. Statement of investments and their
allocation to various funds.

7. Statements of various fund accounts,
where applicable.

Under the Labor Management Relations (Taft-Hartley) Act,
all unions wishing to use the services of the National Labor Re-
lations Board must file a detailed report with the U. S. Department
of Labor showing, among other things, its receipts and disburse~
ments by type, and its assets and liabilities. This financial
report must also be furnished to union members.

1:03

Digitized for FRASER
http://fraser.stlouisfed.org/
Federal Reserve Bank of St. Louis



Digitized for FRASER
http://fraser.stlouisfed.org/
Federal Reserve Bank of St. Louis



Digitized for FRASER

1:04 Administration of Local Unions !

The foundation of union organization in the United States
rests upon the local unions or "locals," sometimes designated by
such traditional terms as "chapters” or "lodges."” Almost all of
the more than 70,000 locals in the United States hold a charter
from, and are affiliated with, a national union and are therefore
subject to some degree of authority or control exercised by the
central body. However, many factors, including their origin, his-
tory, and membership and leadership characteristics, influence the
function, scope, and administration of local unions.

The conduct of labor-management relations, including col-
lective bargaining and handling employee grievances, helping unem-
ployed members find work, and assisting members in getting the
maximum protection of State and Federal legislation enacted in their
behalf, constitute the backbone of local union activities. However,
additional activities not so directly related to the workers' wel-
fare on the job are also important aspects of union life at the
local level. Many of these activities are purely Social in nature--
for example, providing a place for members to congregate, or spon-
soring recreational affairs such as dances, picnics, or bowling
contests. Local unions may also provide special services to mem-
bers such as legal advice, conduct education centers and training
schools, issue a periodical, participate in charitable drives and
other community activities, and engage to some degree in local
politics.

Although locals have increased in number and size with
the growth of the trade union movement, legal and collective bar-
gaining developments of the past two decades have tended, in some
ways, to diminish their status, For example, the expansion of
multiplant and multiemployer bargaining, a method of negotiation
which often results in a master agreement covering a number of
locals, has given each local involved a smaller voice, and some-
times none, in formulating contract terms for its members. 1In
other ways, too, the widening influence of national unions and
their regional or industry subdivisions in collective bargaining
has correspondingly reduced the influence of some local unions.

In certain industries with a high degree of seasonal or
casual employment, union locals have traditionally served as

1/ Certain aspects of control and administration of local
unions are discussed in 1:03, Administration of National Unions.
The position of local unions in the structure of the trade union
movement was covered in 1:02, Structure of the Trade Union Movement.
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employment centers, referring members to job openings and, in many
cases, maintaining an order of priority so as to assure equal op-
portunity to each unemployed member. However, this function of
locals was substantially weakened by the ban on the closed shop
enacted in the Labor Management Relations (Taft-Hartley) Act of
1947. Many locals continue to assist unemployed members in finding
jobs, but an employer need not, as a rule, hire union members only.

On the other hand, the development and spread of check-
off provisions in union agreements, whereby the employer agrees to
deduct union dues and assessments from members' pay (usually upon
written authorization from each member) and regularly to transmit
the amount to the local, strengthened the financial position of
the locals involved. This practice has also freed local union
officers and staff from the time-consuming job of soliciting mem-
bers for dues.

Because local unions vary greatly in terms of size,
jurisdiction, autonomy, and functions, their problems and methods
of administration and govermment also differ considerably. For
example, large locals of skilled craftsmen in the printing and con-
struction industries, which negotiate and administer an agreement
with many employers in an area, and enforce a number of shop rules
that are part of their constitutions and bylaws, necessarily handle
their affairs in a different manner than an equally large local in
a mass-production industry covered by terms of a multiplant agree-
ment. However, locals have some administration features in common.
These are discussed below.

Constitutions and Bylaws

The constitution or bylaws under which local unions
operate are generally formulated by the locals, subject to the ap-
proval of the national organization to which they are affiliated.

Frequently, the constitution opens with a preamble which
stresses, in recognition of the aims of many locals, the social as
well as the economic purposes of the union. The comstitution com-
monly defines the jurisdiction of the union, the duties and powers
of officers, the qualifications for holding office, the composition
of the executive board and its duties, frequency of membership
meetings, dues, discipline procedures, and rules of order. Depend-
ing on the type of local, the constitution may also cover such
issues as traveling cards (i. e., right of workers to transfer from
one local to another), sick and death benefits, duties of shop
chairmen (stewards), and rules applying to the work and workplaces
of the local's members. The booklets containing the constitutions
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and bylaws that the locals print for distribution to members range
in size from less than'1l0 pages to more than 50, a fairly rough
indication of the wide differences among local unions in the scope
of their activities.

Union Officers

Local unions follow a more or less standard pattern so
far as titles and duties of officers are concerned. Usually, there
are a president and secretary-treasurer, and, unless the local is
very small, a sergeant-at-arms, trustees, and members of an execu-~
tive board. Business agents, key figures in many local unions, are
generally elected annually and are paid regular salaries. Shop
stewards, who act as union representatives in workplaces, are not
generally regarded as officers.

The chief officers of many locals, particularly the
smaller ones, are not full-time administrators; rather, they con-
tinue to work at their trades, serving the union during their off
hours. In many locals, only the secretary-treasurer receives
regular pay for his work. Other officers may be paid for attend-
ance at meetings of the entire union membership or of the executive
board. All officers are usually elected by the membership.

Local union officials who continue to work in the plant
and who represent and act for the union in the plant may be ac-
corded, by the collective bargaining agreement, certain privileges
or benefits that they might not otherwise have. For example, they
frequently enjoy special protection in the event of layoffs, which
their seniority standing alone may not merit, im order to provide
uninterrupted representation for the remaining workers. Many
agreements also provide that the employer pays the union represen-
tatives, in whole or in part, for the time they spend on union
business, such as grievance settlement, safety committee work, and
the like, during working hours.

Union Meetings

In constitutional terms, the local union meeting is the
sovereign body in the management of the local's affairs. Just as
the union convention exercises authority over the national or inter-
national union, so the local meeting elects officers, determines
policy, and sets up rules of government for the membership. Meet-
ings are usually held once a month, unless special business necessi-
tates that they be held more often.
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In practice, a large part of the union meeting's power
is reserved for extraordinary developments. Over the years, prob-
lems of day-to-day administration have tended to center in the
hands of officials. Attendance at union meetings, for example, is
typically low. Meetings frequently are attended only by a group of
regular participants, including the local leaders, a few "one time"
or occasional attendants, and members with a grievance or problem
to bring to the union's attention. However, when subjects of
major importance, such as election of officers, contract negotia-
tions, strike votes, or changes in dues are to be brought before
the meeting, a much larger attendance is assured.

Bfforts on the part of many local unions to increase mem-
ber participation through attendance at meetings have not been con-
spicuously successful. One method that some unions have adopted is
fining members who fail to attend. In some instances, several
meetings, arranged for different times of the day or evening, or
at different locations, are held to encourage member interest or to
act upon important policy matters.

Despite attendance problems, the local union meeting
still has a definite function to perform in union affairs. It
serves to bring membership dissatisfaction to the attention of the
officers and, in turn, gives the officers a means of communication
with the rank and file, thereby supplementing the day-to-day con-
tacts within the shops. The meeting is also a time for decision-
making and for demonstrating the common purpose for which workers
are organized. It is sometimes the only occasion at which officers
and members get together outside of the company environment to dis-
cuss mutual interests and problems.

International unions are fully aware of the participation
problems facing local unions and make efforts to aid them to at-
tract members to meetings. Bulletins on the conduct of local union
meetings are widely circulated. Posters, meeting aids such as
publications or motion pictures, and even personal assistance may
be provided.

Membership Rules and Union Discipline

Nearly every union has established rules to regulate the
rights and duties of workers within the union and to prescribe their
conduct while on the job. For example, a member may violate union
rules by working for less than the wage scale prescribed by the
union; by working overtime without permission or at less than the
overtime rate; by defaulting on his dues; by crossing a picket line;
by fighting on the job; or by failing to carry out his work properly
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or otherwise acting in a manner unbecoming a union member. Viola-
tions of these rules may subject the member to union discipline.

Certain procedures and penalties are generally set up to
compel obedience or impose punishment if members are charged and
found guilty of violating established rules. Generally, charges
must be filed in writing, signed by the complaining member or
members. A copy of the charges must be presented to the accused
member. The charges are generally referred to a trial committee
which holds hearings. If the committee sustains the charges, the
penalty may be fixed by the local in a secret ballot. A two-thirds
majority is commonly required for any severe punishment, such as
suspension from the union.

Action taken at the local level may be only the first
step in the trial procedure. Members ordinarily have the right to
appeal to higher bodies in the union organization, and, in most
unions, to the national convention if the penalty is sustained by
lesser union bodies. Members generally are aware of, or are in-
formed of, their rights, and appeals are mot too difficult. 1In
practice, a sufficient number of penalties are reversed or modi-
fied on appeal to make the step desirable for the wrongly accused
worker. 2/

International officers in most unions have the power to
step in and take over the affairs of the local if there is any
indication or suspicion of irregular action on the part of the
local officers or the local as a whole, or of secession or revolt.
Actions by locals calling for intervention may include financial
irregularity; failure to handle agreement procedures properly;
striking without approval; toleration of racketeering; internal
confiict to the detriment of the union; or other failure to con-
duct union affairs properly. The international union's direct
control usually ends when the causes of intervention are removed.

Union Dues and Finances

Union activities must be financed and union administra-
tors must be paid. The primary source of income is the membership,
mainly through initiation fees and dues. Other less important
sources of funds include assessments, reinstatement fees, and in-
come from investments.

2/ See Philip Taft, Structure and Govermment of Labor Unions,
ch. IV.
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In each local, membership dues are used to pay adminis-
trative costs or strike benefits, and to build up the union's
financial strength against emergencies. In addition, in some
unions, a portion of the dues goes to pay for sickness, old-age,
and unemployment benefits, or other insurance carried by the
union, or to provide services not directly related to basic union
operation. No information is available on average dues paid by
union members. Dues levels vary from less than $1 a month to more
than $6; probably the range of $2 to $4 would include most locals.

National unions generally exercise some jurisdiction over
the amount of dues to be charged by their affiliated locals. A
fixed amount, or maximum or minimum limits, or beth, may be pre-
scribed. In some cases, a range or a sliding scale of dues is pro-
vided in national constitutions, to allow for variations in dues
structure among locals because of differences in occupational
skill, sex, and coverage under union-financed benefit programs.
In any case, the per capita tax payable to the national union
generally places an effective lower limit on local dues. This per
capita tax is the amount a local union remits each month for each
member to the national with which it is affiliated. 3/

The amounts charged by the unions for admission to mem-
bership also vary widely, ranging from a nominal charge of $1 to
$100 or more. High initiation fees have, on occasion, been used
as a deterrent to new workers desirous of entering a trade. 1In
recent years, however, initiation fees have more generally been con-
sidered as an item of revenue, reflecting the union's desire to
offset a portion of the costs incurred over the years in building
the local. A strong deterrent to high admission charges is found
in the Labor Management Relations (Taft-Hartley) Act of 1947 which
provides that the levying of excessive or discriminatory initiation
fees shall be punishable as an unfair 1labor practice.

Assessments are sometimes levied by the union to provide
funds for extraordinary expenditures, such as strike aid, organiz-
ing, legislative purposes, or financing a convention or special
benefits. These assessments usually must be approved by the mem-
bership, although in some instances they can be initiated by the
executive body of the union. Assessments may generally be levied
at either the local or national union level. The national union
often exercises some control over the frequency and amount of
local assessments.

3/ See 1:03, Administration of National Unionms.
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The collection of money from the members, and the need
for providing information about how it is spent, makes some sort
of accounting record essential for every local umion. Records of
local unions are generally geared to those of the national unions
with which they are affiliated. Whether the local is a large one,
with an extensive accounting system, or a small one with rudimen-
tary records, it usually must provide the natiomal with a detailed
monthly report of income and expense, and must remit its per capita
payments. Moreover, compliance with the Taft-Hartley Act requires
a degree of financial disclosure to members. Along with other
nonprofit associations, labor unions are exempt from the Federal
income tax but are required to file an annual return covering
receipts and expenditures and assets and liabilities.
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1:05 The Unionization of White—Collar Workers

White-collar workers, the fastest growing segment of the
labor force, remain thé largest group of workers outside of the
American trade union movement. It is estimated that, in 1956,
trade unions had enrolled only about one-sixth of the 15 million
nonsupervisory white-collar (salaried) employees in the United
States, primarily in such fields as railroading, communications,
gas and electric utilities, entertainment, and the postal service.

White-collar (salaried) workers can be classified into
three broad categories:

1. Professional, semiprofessional, and
technical workers, who numbered about 4-1/4
million in the 1950 census. This group in-
cludes salaried architects, accountants, chem-
ists, engineers, teachers, nurses, and various
other specialists and technical personnel.
Many are employed in administrative jobs.

2. Clerical and kindred workers, approxi-
mately 6-3/4 million, are by far the largest
group in the white-collar work force. Secre-
taries, typists, file clerks, business-machine
operators, and related occupations are found in
this category.

3. Sales workers, about 3.5 million, who
sell goods and services to other business or-
ganizations and to the consumer.

In proportion to other groups, white-collar occupations
have grown tremendously since the first decade of this century. In
1910, professional, clerical, and sales personnel accounted for 15
percent of the total labor force, and, in 1950, 27 percent. The
clerical group has grown fastest, followed by the professional and
technical group.

The more rapid growth of the white-collar groups--or the
"new middle-class" as they are frequently referred to in current
literature--can be attributed to the vast organizational and tech-
nological changes which have reshaped the American business scene.
Intricate production methods have led to greater reliance on
trained professional and technical personnel. A greater amount of
planning, scheduling, and control operations within industry has
required an increasing number of clerical workers, as have many new
or expanded activities of Pederal, State, and local governments.

(1)
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Whether this rapid rate of growth will continue has re-
cently been questioned. The spreading utilization of electronic
data-processing machines and the installation of vending machines
and self-service techniques in stores are among the current factors
which may affect the future composition and size of the white-collar
force.

The Right to Ogggnize

Freedom of association is a fundamental right guaranteed
by the Constitution of the United States. The right of employees
to form and join labor organizations is encompassed within the con-
cept of freedom of association. Further protection of this right
is provided to virtually all workers in the United States, inclu-
ding professional, clerical, and sales workers, by Federal 1legisla-
tion. The relatively few types of workers (e. g., supervisors,
government workers, farm workers, domestic servants) who are not
given the right to use the special procedures established under
Federal laws nevertheless retain their general right under the
Constitution.

The most important Federal law dealing with the right to
organize is the National Labor Relations Act, as amended by the
Taft-Hartley Act of 1947. This law extends to all categories of
workers under its jurisdiction, manual or nommanual, special legis-
lative protection of the right to organize and to bargain collec-
tively, or to refrain from such activities. Under this law, how-
ever, the inclusion of professional employees in a bargaining unit
with nonprofessionals is permissible only if a majority of the pro-
fessional workers vote for inclusion in such a bargaining unit.
Otherwise, professional employees are entitled to a separate bar-
gaining unit,.

Although it is not illegal for supervisors to form unions
and bargain collectively, if they so desire, they are not given the
special protection of this Federal act. The exclusion of super-
visors from the act reflects a view that they are essentially repre-
sentatives of the employer. Thus, although the law does not pro-
hibit companies from recognizing unions of supervisors and making
agreements with them, it does not require them to do so.

As for employees of the Federal Government, the Lloyd-
LaFollette Act of 1912 is regarded as a general expression of con-
gressional sentiment in favor of the right of government employees
to organize without interference. However, extensive and full-
fledged collective bargaining as usually practiced in private in-
dustry, covering such matters as wages and hours of work, reduction-

1:05

http://fraser.stlouisfed.org/
Federal Reserve Bank of St. Louis



Digitized for FRASER

in-force procedures, and retirement benefits, has not, for a
variety of reasons, been considered feasible for most Government
agencies. But organizations of Federal employees still have a role
to play. Where a Govermment agency itself has the authority to
establish the wages of its employees, there is some participation
by the employees and their representatives in the wage fixing pro-
cess. This participation ranges from individual to formal union
representation before agency wage boards and the Civil Sexvice Com-
mission. Where the wages of Government employees are determined
through the legislative process rather than by the Government agency
employing the worker, it is not possible, as a practical matter, for
trade unions to participate so directly in the wage fixing process.
Bven here, however, representatives of Government workers' unions
are free, as are other citizens, to promote legislation dealing
with wages, civil service, and other laws affecting conditions of
employment, to participate in public hearings held by legislative
committees on such matters, and to be heard in the press and other
communications media. Their organization and numerical strength
are factors which give weight to programs they promote for the
benefit of their members. Agency heads may also consult with em-
ployee unions regarding personnel practices, grievances, and work-
ing conditions. Unions also serve as channels of communication

and discussion, and in this fashion contribute to employee morale
and to improved public administration.

The Taft-Hartley Act prohibits strikes in the Federal
service. In addition, recognizing the need for uninterrupted serv-~
ice to the public, virtually all Federal employee organizations
have written "no strike" clauses into their constitutions. They
have done so voluntarily because, as one union leader put it, the
strike question has "never for a moment . . . been a live subject"
in the Federal service.

State, county, and municipal governments in the United
States are free to develop their own systems of labor relations,
which may differ from Federal practices; some nonfederal government
units have negotiated collective bargaining agreements.

Extent of Unionization in Private Industry

Qut of a union potential of approximately 15 million
workers, about one-sixth, or 2.5 million salaried employees, were
union members in 1956, Many unions organize both manual and non-
manual workers in a variety of industries. For ifnstance, the Re-
tail, Wholesale and Department Store Union has organized not only
white-collar workers in retail and wholesale establishments, but
also manual workers in light manufacturing industries. The Team-
sters, though predominantly a union of drivers and warehousemen,
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includes among its members public employees and office clerical
workers.

Professional and Technical Employees.--The extent of
unionization among engineers, scientists, architects, and draftsmen
is small. Of the approximately 850,000 employees in these fields,
not more than 60,000 are organized. Of these, the unaffiliated
Engineers and Scientists of America claims 42,000 and the American
Federation of Technical Engineers (AFL-CIO), 12,000. Several thou-
sand engineers and other technical personnel are represented by
industrial unions or by several local independent organizations.

A high degree of unionization, however, is the pattern in
the entertainment industry. The American Federation of Musicians,
with a membership of more than 250,000, and the Associated Actors
and Artistes (38,000) represent the vast majority of performing
artists in this country.

The newspaper and related industries employ a sizeable
number of union members. About 29,000 white-collar workers are
members of the American Newspaper Guild (AFL-CIO). In addition to
editors and reporters, the Guild has among its members office em-
ployees in the advertising, circulation, and business departments
of newspapers.

Another professional group with a high degree of organi-~
zation are writers for stage, screen, radio, and television. The
Writers Guild of America (Ind.), has a membership of 2,400.

Office Clerical.--The number of unionized office clerical
employees in nongovernmental employment has been estimated at ap-
proximately 600,000, or 14 percent of the estimated 4.3 million
union potential in this segment of the labor force. This overall
figure, however, hides significant interindustry differences. For
instance, a large proportion of the clerical work force in the
railroad industry are members of the Brotherhood of Railway and
Steamship Clerks, Freight Handlers, Express and Station Bmployees.
In the communications industry, the Communications Workers of
America and several unaffiliated labor organizations bargain for
large numbers of office workers employed by telephone companies.
Other sectors of the communications industry are organized by the
Commercial Telegraphers' Union and by the Order of Railroad
Telegraphers.

On the other hand, in the so-called white-collar indus-
tries such as banking, insurance, and real estate, the extent of
unionization is negligible. Although some insurance agents are mem-
bers of unions, few clerical workers in insurance companies are
members,
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In manufacturing, more than 250,000 of the 1.6 million
clerical employees are estimated to have joined unions. In this
area, unions of wage earners, notably the United Automobile Work-
ers, the United Steelworkers, and the International Union of Elec-
trical Workers, have enrolled substantial numbers of salaried
workers.

Sales Employees.--Of the approximately 3.5 million sales
employees, about a half million are believed to be organized.
Union strength is centered in the retail field in major eastern
and western cities, primarily in department stores and grocery
chains. More than half (300,000) are members of the Retail Clerks
International Association. The Amalgamated Meat Cutters is repre-
sented in food stores where, in addition to butchers, it has some-
times organized all store employees.

Union membership among insurance agents approaches the
30,000 mark, primarily in the industrial life insurance field.
Since there are about 250,000 agents in this country, these figures
indicate that most agents have not joined labor organizations.

Government.--In the Federal Government, Post Office
employees are the most highly organized group. There are about
500,000 Post Office employees, or about 20 percent of all Federal
personnel. The vast majority are members of AFL-CIO affiliates
and several unaffiliated unions. Major unions are: National
Association of Letter Carriers (108,000 members); National Federa-
tion of Post Office Clerks (97,000); National Rural Letter Car-
riers' Association (36,000); and the National Postal Tzansport
Association (27,000). Employees in supervisory grades are repre-
sented by the National Association of Postal Supervisors (20,000)
and the National League of Postmasters of the United States (26,000).

The overwhelming majority of the more than 1 million
clerical and professional Federal employees are not union -members.
The two major unions in this area--the Americal Federation of
Govermment Bmployees and the independent National Pederation of
Pederal Employees--have a combined membership of about 160,000.
Adding the membership of several small unaffiliated unions, it is
unlikely that more than 20 percent of PFederal white-collar workers
belong to employee organizations.

Of the more than 5 million employees in nonfederal public
employment, fewer than 10 percent are believed to be organized.
The largest union is the American Federation of State, County, and
Municipal Employees. In 1956, the Government and Civic Employees
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Organizing Committee merged with the AFSCME, bringing the total
membership of the combined unions to about 150,000.

Only a small fraction of the 1,200,000 school teachers
are affiliated with the American Federation of Teachers. Union-
ization among public social workers is also the exception.

Problems in White-Collar Unionization

The question is often asked: Why has the unionization
of white-collar workers lagged behind that of industrial workers
in the United States? Unions, employers, sociologists, and others
have suggested diverse reasons for this development, some of which
arc mentioned below.

For part of the answer, it seems necessary to consider
the nature of white-collar work and certain attitudes and motiva-
tions which are often attributed, in a general way, to white-collar
workers. The duties and functions of office occupations are de-
signed to carry out administrative and technical decisions of
management. The daily tasks of office workers, it is claimed,
bring them in close contact with management and lead to a stronger
identification with company views and policies than may be the case
for plant workers. This may act as a deterrent to unionization.

Many white-collar workers, it is suggested, have an aver-
sion to being grouped with blue-collar workers. This feeling on
the part of white-collar workers may rest on claims of superior
education, their middle-class backgrounds, and pride in outward
symbols of status--a white collar, well-appointed places of work,
telephones on the desks, etc. Many office employees also believe
that they can more effectively forge ahead on indivicdual merit--
rather than by collective action--and ultimately reach a top posi-
tion in business.

Many business spokesmen claim that management has de-
veloped a program designed to retain the loyalties of their white-
collar employees, has learned to communicate effectively with white-
collar workers, and has improved personnel policies in order to
retain the undivided allegiance of this group.

Additional reasons which, it is argued, bhave retarded the
unionization of white-collar workers are (1) the great number of
women in this group and (2) the existence of many small offices.
Many women consider their employment as temporary. Workers in small
units are usually difficult and costly to organize.
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However, it is also claimed that the inability to or-
ganize salaried workers in large numbers rests in no small measure
with the labor movement. During the 1930's and 1940's, union
organizing drives concentrated on manual workers in manufacturing,
construction, and transportation. Thus, unions have not always
been available to professional and clerical workers. Moreover, .
where unions have attempted to enroll white-collar employees, their
techniques were sometimes unsuited--a misapplication of methods
used to organize plant workers. Jurisdictional conflicts between
unions may also have been a contributing factor.

Special problems have limited the unionization of two
large groups of white-collar workers--professional and government
employees.

Many professionals, notably engineers and chemists, have
raised the question whether union membership can be reconciled
with professional standing. Some professional societies feel that
union membership is not compatible with a professional code of
ethics (including the concept of confidential relationships between
the professional and his client or employer), and they have opposed
trade union activities among their members. This point of view is
reflected, in part, in the Taft-Hartley Act which prohibits the
inclusion of professionals in a bargaining unit with production
workers unless a majority of professional employees desire such
inclusion.

In public employment, because of the nature of the
employer-employee relationship, unique problems arise which have
an effect on union membership. The following statement by Presi-
dent Franklin D. Roosevelt in 1937 sums up the Government's
position: :

All government employees should realize
that the process of collective bargaining, as
usually understood, cannot be transplanted
into the public service. It has its distinct
and insurmountable limitations when applied to
public personnel management. The very nature
and purposes of government make it impossible
for administrative officials to represent fully
or to bind the employer in mutual discussion
with government employee organizations.

As matters now stand, Federal employees have the right to
form unions but agency heads are not required to recognize or to
bargain with them.
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Factors Affecting;?uture Organization

The point of view which foresees greater unionization of
white-collar workers in the future may be summarized as follows:

1. 1In recent years, labor unions have
operated and grown under a favorable legal and
political climate. Organized labor has attained
a position of importance not only in industrial
matters but also in political and community
affairs. Labor leaders can now be found on the
boards of colleges and civic organizations.

The views of prominent union officials are re-
ported in leading newspapers and magazines. In
short, unions have become socially acceptable.

2. Many white-collar workers now have
more personal contact with union members and
frequently live in communities where union mem-
bers predominate. They are thus better ac-
quainted with the objectives, accomplishments,
and status of unions and the thought of join-
ing may become more attractive to them.

3. Unions are also counting on economic
factors to bring salaried workers into the
fold. They lay great stress on the claim that
differences in incomes between clerical workers
and plant workers have been .diminishing, and
that many of the supplementary benefits (e. g.,
paid vacations) which clerical workers have
traditionally enjoyed are now available to the
wage earner.

4. A closely related factor is the matter
of job security. It is claimed that this has
come to occupy the minds of clerical workers
more and more as automation has entered the
office. Will the installation of giant elec~
tronic computers lead to loss of jobs? -Some
believe that the fear of displacement by ma-
chines will make office workers more susceptible
to unionization. Union spokesmen are quick to
claim that provisions for job security, namely,
seniority and transfer rights, or opportunities
for retraining, are meaningful only when they are
spelled out in a collective bargaining contract.
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5. Unions now attempt to present unionism
in terms which appeal to a salaried worker's
outlook. For example, the grievance committee
is often called the office relations committee.
Some unions have used a career-centered approach
by setting up workshops to prepare employees
for better paying jobs.

6. Greater unionization in the future may
also result from efforts of factory unions to
enroll salaried employees in their particular
industries. Such unions enter the field with
a knowledge of wages and working conditions in
that particular industry or company; at the
same time, these industrial office employees
are familiar with the union's activities in
collective bargaining for manual employees.

7. It is also necessary to take into
account the recent AFL-CIO merger. The an-
nounced goal of the merged Federation is to
"organize the unorganized" including the white-
collar groups. Greater financial resources and
more organizers may become available. Juris-
dictional disputés and other interunion rival-
ries, which in the past may have thwarted or-
ganization, may be overcome more readily.

Collective Bargaining Provisions for White-Collar Employees

No recent studies are available which are limited to
white-collar agreements or which compare such agreements with those
for production workers. To illustrate some of the contract simi-
larities or differences between these two occupational groups, a
major clerical workers' agreement is compared with one for produc-
tion workers negotiated by the same company and union. The nego-~
tiating parties were a large metalworking company and one of the
major industrial unions. Both contracts went into effect in
August 1956, provide for deferred wage increases in 1957 and 1958,
and are due to expire in June 1959,

Highlights of the major sections of the two agreements,
their similarities and differences are briefly discussed below,

The "scope of the agreement" clause defines the various
categories of workers included (or excluded) in the bargaining unit,
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In the contract for plant workers, all production and maintenance
jobs, as well as hourly rated nonconfidential plant clerical Jjobs
are covered. The white-collar agreement represents all salaried
clerical and technical employees, with the exception of the follow-
ing categories: Supervisory and administrative employees, pro-
fessionals, and employees in confidential and other jobs directly
associated with management. Among the jobs in the last group are
students, technical apprentices or management trainees, cost and
methods analysts, secretaries, management payroll clerks, and tele-
phone and teletype operators. As required by the Taft-Hartley Act,
watchmen and guards are excluded from both bargaining units.

The type of union-security clause is identical in the two
agreements and provides for the union shop.

Procedures for the settlement of grievances, defined as
complaints which involve the interpretation and application of or
compliance with the contract, are virtually identical for plant and
office workers.

Slight differences between the two agreements occur in
the section on rates of pay, but these are due to the method of
compensation. The salaried contract does not, as can be expected,
contain any references to piecework or other incentive plans. 1In
both contracts, however, provision is made for hourly differentials
of 6 and 9 cents, respectively, for work on the second and third
shifts; Sunday premium payments at one and one-tenth the employees’
regular rate of pay; and a semiannual cost-of-living adjustment.

The agreement sections specifying hours of work provide--
although in terminology to reflect differences in operations--a
normal 40-hour workweek, to be scheduled om 5 successive days. A
reporting or call-in allowance is found in the plant agreement only.
Paid jury duty leave is granted to both groups. However, hourly
workers receive only the difference between the fees paid for jury
service and their average straight-time hourly earnings for an 8-hour
day, whereas salaried workers are permitted to retain such fees in
addition to their salary.

Overtime pay at time and a half after 40 hours a week or
8 hours a day is a feature of both agreements. Seven holidays are
observed without loss of pay, and work on these days is compensated
at double time for both plant and office workers.

The vacation provisions for salaried employees are more

liberal than those for hourly workers. For instance, office
workers are entitled to 1 week's vacation after 6 months' service;
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for plant workers, the service requirement is 1 year. Production
workers have to be employed for 5 years to qualify for 2 weeks'
vacation; clerical workers earn such leave after 1 year. A maximum
of 3 weeks' vacation is specified for both groups--for clerical
workers after 12 years, and for plant workers ufter 15 years of
employment.

Length-of-service rights in layoff, recall, and promotion
are, in both agreements, qualified by two requirements: (1) Ability
to perform the work and (2) physical fitness. Only where these
qualifications of competing employees are relatively equal is
seniority the determining factor.

Both contracts provide for severance payments to workers
who lose their jobs because of plant or departmental shutdowns, and
for supplementary unemployment benefits to workers who are laid off,

A clause on automation is limited to the clerical agree-
ment and reads as follows:

When the installation of mechanical or
electronic equipment will have an effect on the
job status of employees, management shall re-
view the matter with the local union grievance
committee in advance of such installation.

In the event such mechanical or electronic
equipment is installed, management shall pro-
vide reasonable training arrangements for the
employees affected by such installation in order
that such employees may have an opportunity to
become qualified for available jobs.

A very brief section dealing with employee safety is in-
cluded in the clerical agreement. It states that the company will
"continue to make reasonable provisions" and, where needed, install
proper heating, lighting, and ventilating systems. By contrast, the
plant agreement established joint safety committees, requires the
company to furnish special wearing apparel and other protective de-
vices, and spells out the procedure to be followed in settling dis-
putes in this area.

Payment to employees on sick leave is an exclusive feature
of the white-collar agreement. To an office worker who submits
reasonable evidence of disability, salary payments are continued for
from 1 to 13 biweekly pay periods, depending on length of service.
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Workmen's compensation benefits, where applicable, are deducted
from these payments. However, hourly employees are covered by a
sickness and accident insurance plan which provides up to 26 weekly
payments for any one disability.

Identical pension, hospital, and surgical plans are pro-
vided for in separate agreements. Life insurance payments differ
according to earnings levels.
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1:06 Workers’ Education

Workers' education (as the term is used in this chapter)
attempts to fulfill the educational needs of workers which arise
from their membership in a trade union. That is, its function is
to provide instruction designed to help union members toward a
better understanding of, and closer and more effective participa-
tion in, their union, their community, and the society in which they
live, and to train potential union leaders.

This concept of workers' education does not include for-
mal courses taken for scholastic credit in recognized educational
institutions, training for a vocation or trade, or adult education
projects open to the gemeral public. Basic free education, which
is compulsory in the United States for young people and is generally
available to adult immigrants, is, of course, the foundation upon
which workers' educational programs are based.

In this framework, the scope and methods of workers'
education vary from time to time and from place to place. However,
workers' education in the United States does not aim at fundamental
changes in the economic and social order as is the case in certain
other countries. With relatively infrequent and short-lived excep-
tions, workers and their organizations have accepted the dominant
political and economic philosophies which have developed in this
country and have planned their educational programs to increase
their ability to deal with existing realities at home and abroad.

The educational needs of union members generally vary
according to their position in the union and the community in which
they live. Obviously, union officers and representatives need more
highly specialized training than rank-and-file members. For ex-
ample, in connection with understanding the collective bargaining
contract, which is an important element of most workers' educa-
tional programs, union officers and representatives need to learn
more about contract preparation, negotiation and interpretation,
the legal aspects of the various clauses, grievance procedures and
arbitration, and the financial intricacies of special provisions
such as those dealing with health, welfare, and pension plans. On
the other hand, the union member may want to know what the contract
means to him in terms of wages, hours, and working conditions, and
what security he and his family can derive from it.

The training of members qualified to carry on the work
of the union is an important part of workers' education. David
Dubinsky, president of the International Ladies' Garment Workers®
Union and a leading advocate of workers' education, expressed the
needs of the labor movement in these terms: "Labor leadership is
no longer a hit-or-miss avocation at which anyone with some
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qualifications can become a success. The feeling in the world of
organized labor is growing ever stronger that, just as the young
lawyer and doctor spend years of effort to attain a career, so
should the young man or woman, eager for a career in the trade union
movement, be ready to sacrifice time and energy for the required
preparation.”

Although worker interest in education as a community
responsibility is almost as old as the labor movement itself, or-
ganized effort in workers' education as a part of union activity
is of comparatively recent origin. Principal developments in the
field date from the end of World War I, when the 1918 American
Federation of Labor convention set up a committee to study workers'
education. In the following year, the Federation decided to spon-
sor workers' education as an integral part of the labor movement.
The Workers' Bducation Bureau was established in 1921 to promote
and serve the interests of workers' education. In 1923, by con-
vention action, it was approved as the formal educational arm of
the AFL, although maintaining operating autonomy. 1In 1924, the AFL
convention recommended that its affiliates provide financial support
to the Bureau on a per capita basis. Over the years, AFL support
increased and, in 1950, the AFL convention voted to take over the
Workers' Education Bureau entirely and integrate it into its offi-
cial structure as the AFL Department of Education.

The establishment of resident labor colleges, offering
a full curriculum of labor-related courses, was another method of
worker education which came into prominence soon after World War I.
However, much of the need for such institutions was eliminated when
unions and recognized colleges took over the teaching of subjects
of interest to workers. The "leftist" tendencies of certain schools
also threw this phase of worker education into disrepute and hastened
its decline.

At different times, Federal, State, and local government
agencies also have had an impact on workers' education, principally
during the depression of the early thirties, when an Emergency Edu-
cation Program was set up to provide jobs for unemployed teachers,
financed by funds for adult education under the Federal Works Pro-
gress Administration. In addition, a number of private groups have

offered general and specialized educational services for union
members,

Within the trade unions, workers' education is steadily
growing in importance. In October 1956, John D. Connors, Director
of the Department of Bducation, AFL-CIO, stated:
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Only a dozen years ago, not a single State
federation of labor or State industrial union
council had an education department. Today,

19 State central organizations have education
directors.

Twelve years ago, only a handful of the
national and international unions had educatiqn
directors. Today, fully one-half of the 139
international and national unions affiliated
with the AFL-CIO have education departments,
with most of the others assigning to a top
officer responsibility for union education.

Methods Used in Workers' Education Programs

Projects and problems dealt with in workers' education
programs are handled with a flexibility not usually found in more
formal courses of imstruction. Techniques are generally adapted
to the subject matter, the worker students, and the organization
conducting the training, rather than to a rigid curricular pattern.
For several reasons, it is believed that educational programs for
workers are carried on most effectively under union direction. For
example, the subject matter is generally specialized and courses
are directed to the workers®' particular needs and interests. More-
over, many workers with limited educational backgrounds may tend to
feel uncomfortable in a more formal educational system.

Bducational programs may take many forms. An early
method of training consisted of one or more classes a week over a
period of several weeks. At present, this is being superseded by
more concentrated forms of instruction. Two- or 3-day conferences
and weeklong schools have been found to be a more effective method
of arousing and retaining interest and bring about group partici-
pation. Directors of workers' education activities are constantly
experimenting with new methods. They arrange debates, lectures,
open forums, panel discussions, conferences, and seminars. They
attempt to represent actual situations through role-playing tech-
niques, particularly in steward training courses; for example,
students take on the role of supervisor, steward, and worker in a
mock grievance case. Visual and auditory aids, including films
and filmstrips, records and tape recordings, and graphs and posters
are used. Timely and interesting publications are widely distrib-
uted for home study.

For the training of stewards and officers, summer schools
are sponsored by unions throughout the United States, generally on
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college grounds, with a special staff from the college and union
officials participating in the program.

Types of Subjects Taught

In theory, the variety of subjects which could be taught
in workers' education courses is unlimited. Practically, however,
there must be certain well-defined areas of instruction, and these
deal mainly with the trade unionist's relation to his union, his
job, his community, and the Nation. As indicated earlier, the
scope or depth of the subject matter may vary, depending upon the
students® positions in the union--representative, official, labor
education specialist, or rank-and-file worker. At all levels,
however, most of the subjects now taught in workers' education
pro jects are of the "bread-and-butter" type--the preparation and
administration of labor agreements, union functioning, and economic,
social, and political subjects as they directly affect the worker. 1/

At the beginning of workers' education programs, texts,
course outlines, and experienced teachers were lacking. Many of
the present instruction courses have been prepared by union offi-
cials and education directors. In recent years, however, univer-
sities have given extensive aid both in teaching and providing
course materials.

The subjects taught in workers' education programs at
the present time, or for which training programs are planned,
generally fall in the following categories:

1. Contract preparation, content, and
interpretation, grievance procedure, mediation,
conciliation, and arbitration.

2. Legislation which affects union opera-
tion or relationships, such as the Labor Manage-
ment Relations Act, State "right to work" laws,
minimum wage legislation, and the 1like.

1/ 1In addition to practical courses in labor and economic
affairs, some unions offer instruction in cultural pursuits through
theater groups, musical shows, orchestras, choirs, book clubs, out-
ings, and athletic programs. These programs are aided and encour-
aged principally as morale builders, organizing aids, and part of
the social activities of local unions.
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3. Social security legislation, unemploy-
ment compensation, and retirement problems.

4. Industrial safety legislation, shop
practices, and first aid training.

5. Conduct of union meetings, parlia-
mentary law, public speaking, and union
administration,

6. Labor history and union structure.

7. Automation, adjustment to technological
change, and training for new skill requirements.

8. Employer and shop relationships, de-
termination of wages and hours, job evaluation,
and time and motion study.

9. Consumer economics, installment buying,
cooperatives, insurance, credit unions, and
budget management.

10. Citizenship, political action, poli-
tics, civil rights and liberties, political
parties and pressure groups, lobbying, elec-
tions and voting, problems of democracy, re-
sponsible citizenship, and operation of
government,

11. Relation of wages, prices, profits,
and productivity.

12. International affairs, foreign labor
organizations, tariffs, and labor's stake in
world affairs.

13. Community relations, participation
in community affairs, training for community
action, how to use community agencies, and
counseling.

14. Health problems and health and welfare
insurance progranms.

15. Special educational courses, such as
classes in reading and writing English for
foreign members, and general training in lit-
eracy for uneducated groups.
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Impressive as the above list is, it may be expanded into
other areas as workers' interests develop. At the same time, this
list should not be thought of as a catalog of courses, such as would
be offered by a university. The "rule of thumb” still applies in
much that is being done in workers' education. Good instructors try
to offer just as much as they think the students will absorb with
interest. Since there are no scholastic standards to be met, no
rigid curriculum is prescribed.

Examples of Union-Operated Bducation Programs

Workers' education is still largely in the formative
stage. Many unions have only elementary programs and others, none
whatever. However, several unions have developed their education
programs far beyond the experimental stage. A brief summary of what
three unions are doing is presented below:

The Ladies' Garment Workers' Union.--One of the oldest and
most active unions in the field of workers' education is the Inter-
national Ladies' Garment Workers' Union. 1Its program has continued
to grow since its start in 1914.

Bducational activities are maintained on three levels:
(1) Mass education, which includes lectures, excursions, and visits
to museums, art galleries, and other places of interest, and other
types of recreational and cultural activities; (2) classroom educa-
tion, which provides new members' classes, and courses in union
history, current events, labor problems, languages, journalism,
parliamentary law, and public speaking; and (3) a training institute
for members likely to assume positions of responsibility in local
unions. The union has 24 full-time educational directors in the
larger population centers, as well as a staff training institute
and a varied program ranging from individual counseling to mass
meetings of area membership.

Programs intended for the rank-and-file members include:

1. New members' classes. In some areas,
attendance is compulsory. Ranging from a single
lecture to a series of 4 to 6 planned talks,
these classes cover such topics as rights and
responsibilities of new members, why members
pay dues and what they get in return, welfare
agencies available to union members, etc.

2. Cultural and recreational classes in
handicraft, art, music, dramatics, and choral
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singing. An annual spring festival exhibits
work done by students in sculpture, painting,
and ceramics.

3. A special course, Bnglish for His-
panics, which grew out of the large imflux
of Puerto Ricans into the garment industry.
The specially developed textbook and homework
assignments are built around trade union and
shop experiences.

4. Organized tours of the United Nations
building. These have become increasingly
popular in locals surrounding the New York City
area.

5. In Pemnsylvania auu Massachusetts,
musical revues produced by the unions are pre-
sented to raise funds for local charitable and
relief agencies.

Programs for local officers include:

1. Officers' qualification course. This
is carried on mainly in the New York metro-
politan area where completion of the 17-week,
2-night-a-week course is a prerequisite for new
candidates for full-time office. The course
includes such subjects as ILGWU history, trade
union techniques, economicg of the garment

industry, etc.

2. Refresher courses for shop stewards,
usually conducted at local level, weekly or in
weekend institutes.

3. One-day, weekend, 7- and 10-day in-

. stitutes for officers and active members. Some

45 such institutes were run in 1955, Some are
conducted in conjunction with a university
labor program. Included in these programs are
economics, political action, and labor and
international affairs.

4., Spanish language course for business
agents and staff--mainly in New York City area.

Federal Reserve Bank of St. Louis
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The ILGWU Training Institute, now in its
seventh year, puts approximately 25 qualified
students a year through a 12-month full-time
study-work training program. Qualified appli-
cants are ILGWU members or members of other
unions; some come from outside union ranks.
Those successfully completing the course are
offered staff jobs in the ILGWU.

Divided into 5 periods, the students’
training includes an initial 12-week study
period at the Institute in the union's head-
quarters in New York City followed by a period
out in the field on an organizing drive or
working in a local union. Another 12 weeks of
study at the Institute leads to a second period
in the field followed by a final period of study
at union headquarters.

The curriculum includes history of the
ILGWU, labor history, labor law, economics for
workers, structure and operation of the ILGWU,
economics of the garment industry, problems in
organizing, comparative labor movements, com-
parative economic systems, and local umnion ad-
ministration. In addition, skills in mimeo-
graphing, leaflet writing, operation of film
projectors, etc., are developed in workshop
sessions.

General services of the Bducation Department include:

Bxtensive publication of pamphlets, books,
outlines, songs and records, a film library with
60 items available to union and community groups
(including the widely used, ILGWU-produced film
With These Hands), a book salés division, packet
mailing service of education aids to education
directors and committees, and a lecture program
at Unity House, the union's summer .vacation
center.

The national Bducation Department spends
much time on talks and film showings to foreign
labor delegations and public school groups
vigiting the union's headquarters. It provides
speakers for schools and religious and community
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groups. Monthly meetings of education direc-
tors in the New York City area serve to dis-
cuss new ideas, coordinate programs, preview
new films, and develop new materials.

The Automobile Workers.--The United Automobile, Aircraft
& Agricultural Implement Workers operates an extensive education
program staffed by full-time educational personnel at its national
headquarters and in each region. Three cents of each member's
monthly dues payment is allocated to a special educational fund;
each local union is required to set aside the same amount of dues
into a local education fund. The establishment of local educa-
tional committees is required, with the local union determining
each committee's size and method of selection.

Staff training is carried on at regional meetings,
weekend conferences, evening classes, and summer schools. Topics
generally discussed include problems and techniques of collective
bargaining; grievance procedure; technical developments and auto-
mation; and political, legislative, and economic issues. In the
more extended courses, such subjects as labor history, foreign
affairs, farm problems, and civil rights may be included.

In addition to these continuing activities, the union
holds a biennial International Bducation Confevence for the educa-
tion staff, to bring them together for interchange of ideas and
problems and to assist in presenting the union's views and aims on
topics of interest to labor in general. In addition, special pro-
grams are held, frequently inspirational in mature. In 1956, for
example, the conference put on a pageant, We Remember Our Past--
The UAW Is Twenty Years 0l1d.

The job of the educational staff is, basically, to train
and inform union officials and members, particularly those in po-
sitions of leadership or control. The various programs reach more
than 60,000 UAW members annually in the various union-sponsored
schools. Subject matter is usually geared to current problems.

In 1956, for example, the programs placed particular emphasis on a
study of political issues, in view of the presidential election
during that year. Since the courses are not restricted by formal
curricular limitations, flexible programs are followed.

The national union publishes an educational magazine,
Ammunition, which is sent to more than 50,000 leaders in local
unions. Special issues discussing problems of general interest
are frequently given wider circulation, both within and outside
of the union. Films and filmstrips dealing with union topics
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and problems are also produced and distributed for showing at local
union meetings. Union-prepared pamphlets receive wide distribution.
In 1956, these included statements on pensions, farm problems,
automation, and UAW history. A revised steward’'s guide and sugges-
tions for the improvement of union meetings were also published.

The union sponsors a daily radio program of news and
interviews for its members and the general public. This program is
now presented by more than 35 stations.

One of the more ambitious educational programs to be
undertaken by the national union is the establishment of a perma-
nent resident education center. A building and property adjacent
t0 union headquarters in Detroit has been purchased for this pur-
pose. The labor university planned for UAW staff and officers,
and eventually for members, will be designed to broaden their
understanding of the history, philosophy, and morality of the union
movement and to offer advanced training in union administration and
collective bargaining.

The various regional divisions of the union carry on their
own educational programs. Although these follow the national
union's program and are generally similar in all regions, sufficient
latitude exists so that problems unique to specific areas can be
discussed.

In many regions, speakers are made available to schools
and community organizations to present the union's story and in-
fluence public opinion favorably.

At the local union level, local educational committees
see that the educational program prescribed by the national union
is presented properly. In addition, local activities are carried
on independently in many areas. Efforts are made to negotiate with
management for the right to distribute union literature through
pamphlet racks. Current publications are generally made available
at union meetings, and at the union hall. Cooperation with other
local unions in the community is encouraged, particularly in efforts
to place publications presenting the unions' viewpoint in schools
and libraries.

International Brotherhood of Pulp, Sulphite and Paper
Mill Workers.--An education program incorporating many unique
features is carried on by the Pulp, Sulphite and Paper Mill Workers
with the cooperation of the United Papermakers and Paperworkers.
This program is distinguished from other union education projects
because (1) the training classes are an integral part of the union
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structure and are a function of the regional officers of the
unions, and (2) actual teaching in local unions is dome by in-
structors chosen by the locals themselves.

The use of rank-and-file instructors was undertaken pri-
marily because of insufficient budget and staff to carry on an ex-
tended program from national union headgquarters. It is now real-
ized, however, that the local imstruction program is the only
method by which the unions can reach large numbers of members not
otherwise within the range of ordinary educational programs.

Selection of local instructors is left entirely to the
local unions, with guidance in the form of criteria suggested by
the education department. This department does not reject the
local's choice, however, even if the criteria are not met. Finan-
cing of the program is carried om jointly by the locals and interna-
tional unions, with the internationals paying for the training of
instructors and for work materials, and the locals paying for in-
structors' time and expenses during training and for the setting
up of local classes.

Instruction is carried on by discussion from prepared
questionnaires and "acting” (role playing) followed by further
discussions. The initial subject matter in the training program
is covered by eight units for each course:

1. What is the steward's job?
(questionnaire).

2. Greeting the new employee (acting).
Union accomplishments (questionnaire).

3. How the union is run--constitution,
finances, majority rule, minority rights
(questionnaire).

4. Grievances (questionnaire; acting).

5. The contract (questionnaire).

6 Grievances (questionnaire--acting--
grievance record).

7. Information for the steward--Taft-
Hartley Act, Wagner Act, pension plans and
social security, reading list (questionnaires).

8. Grievances (acting).
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These first eight units constitute the basic training
course for officers, stewards, and committeemen. It covers the
ground most familiar to the local instructors at the time when
much of their attention must be devoted to consideration of the
methods and techniques of teaching. Additional units (9 through
12) deal with the subject of seniority. An advanced course deal-
ing with the economics of the pulp and paper industry is planned.

Bducation in the Local Union

The types of workers' education programs offered by most
local unions other than those described immediately above, depend
upon many factors, such as the size of the local, the interests of
the officers, and the pressures for various types of action. The
needs and aims of workers' education in locals are essentially the
same as those of national unions. In practical application, the
first purpose of the local program is the development of well-
informed union members. To carry out this plan, national unions
and other agencies furnish various types of aids for the use of the
local.

Specific subjects to be taught will usually be determined
by questioning local officers and members. Some favorite topics
include the conduct of union meetings, the history of labor unions,
labor economics, labor laws and their enforcement, and the operation
of health and welfare plans. Labor education directors warn locals
to plan carefully for a small project and to avoid huge failures at
all costs.

Pederation Education Activities

Following the merger of the AFL and CIO in December 1955,
the educational programs operated by the separate federations were
combined and carried forward with augmented intensity. As was the
case with both organizations before the merger, the Federation is
concerned primarily with giving aid to the educational programs of
member unions by providing guidance and by furnishing printed
materials, films, and other aids.

An extensive program of summer schools and institutes,
conducted by national and international unions and State central
bodies, plays a large part in the Pederation's educational work.
These schools generally offer intensive courses designed primarily
to aid local officers, shop stewards, and key members of local
unions in providing service to the unxon's membership. Grievance
procedures, legislative programs that require understanding and
participation, interpretation of the contract, developing collective

1:06

http://fraser.stlouisfed.org/
Federal Reserve Bank of St. Louis



13

bargaining programs, steward training, and similar subjects are
given special attention. Other workshops and conferences may deal
with such subjects as political education, labor law, health and
welfare programs, and community relations. The Federation also
conducts periodic conferences of education directors of national
and international unions and State central bodies and also holds
regional conferences on problems of the particular region.

The Department of Bducation maintains a large library of
films and filmstrips on labor subjects and general subjects of
interest to labor, which are rented to labor and community groups.
Many labor organizations participate in a Film-a-Month plan.

The Department is actively interested in public education,
including vocational education and apprentice training, and pro-
motes and advises on scholarship contests for high school students
sponsored by State and city central bodies.

Another phase of the Department of Education's program
is its cooperation with the ICFIU and other interpmational organi-
zations such as UNES(O, representation on the Fulbright and Ruskin
Scholarship selection committees, and cooperation with other pro-
grams bringing trade unionists from other countries to the United
States.

The Department of Education issues a monthly publication,
AFL-CIO Bducation News and Views, which keeps member unions and
State and local organizations informed about new developments in
education. Federation and international union programs are an-
nounced, and reported on when completed. New books, pamphlets,
and films of interest to labor are also listed and discussed.
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1:07 Trode Union Uses of Economic Data

Trade unions, like many other organizations and institu-
tions in the United States, make extensive use of economic data for
policy guidance and as the basis of reasoning and persuasion in the
statement of their positions. With the expamsion im the scope of
their interests and responsibilities over the past few decades, un-
ions in general have devoted an increasing amount of attention to
economic data. Increasingly, the process of collective bargaining
revolves around the presentation of economic facts and their inter-
pretation. Thus, economic facts and their use have become an impor-
tant resource of the trade union movement.

Most formal research work in the trade union movement
dealing with economic data is undertaken at the level of the
national union and in the AFL-CIO. Almost half the nmational un-
ions employ full-time research directors who, in some unions, also
serve as directors of education. Other national unions generally
assign an officer or staff member to research work as the need
arises. The AFL-CIQO maintains a central research staff which
makes wide use of economic data for policy purposes and provides
similar services to the Federation's affiliates. Research person-
nel often have professional (university) training as well as some
background in union activities. Many have also had experience in
industry, govermment, or in teaching.

Beonomic research activities were long regarded by many
persons, including some union officials, as being outside the main
stream of union activity--interesting and informative, but not es-
sential to union operation. However, this concept changed as un-
ions turned more and more to the use of economic data to advance
their collective bargaining and other operating programs. It is
now widely acknowledged that local union leaders and others who
engage in collective bargaining must familiarize themselves with
the economic information that may enter into negotiations or that
may serve as a guide in formulating demands. Although needs vary,
depending on the situation, the types of data most frequently re-
quired include (not necessarily in order of importance): (1) In-
formation on general ecomomic conditions, as well as conditions
in the industry; (2) information on levels of wage rates and fringe
benefits; {3) a measure of changes in the cost of living; (4) stud-
ies of family needs and budgets; (5) information on changes in
productivity; and (6) information on company profits.

Trade unions are necessarily resourceful in their search
for and use of data; some go to great trouble and expense in ob-
taining data not otherwise available. However, it must be empha-
sized that the availability of economic data helps explain their
extensive use by unions.
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Making facts available is a traditional and highly re-
spected responsibility of the. Federal Government. Obviously,
reliable and useful economic data do not come into existence auto-
matically. For each of the innumerable aspects of economic activity
for which data are sought, information must be collected, tabulated,
explained, and published--systematically and repeatedly, so that
data are reasonably current. These are typically costly under-
takings. In addition to the varied types of economic data collected
and issued by the Federal Govermment, the States contribute a lim-
ited amount and a few private organizations also produce some pri-
mary data. Universities and endowed research organizations also
participate in increasing the flow of information, mainly in terms
-of analyzing and interpreting available statistics. Corporation
financial reports constitute another basic source of information.
Almost all of these data are available to the unions, as well as
to others, free or at a nominal cost.

This chapter deals primarily with the ways in which unions
use economic data. The following summaries of activities of certain
unions in the collection and use of such data .indicate the extent to
which union research departments at national union headquarters will
go in the preparation of factual information and the wide variety of
ways in which it is used. The unions which are used as illustrations
are only a few of many whose research departments carry on similar
programs. On the other hand, some national unions and undoubtedly a
substantial number of local unions make little or no systematic use
of any type of economic data.

Bconomic Data for Collective Bargaining

The most intensive and sophisticated use of economic data
usually arises when a third party is involved--whether a public
board or agency, or an arbitrator--particularly in major situations. 1/
In 1951, for example, when an emergency Federal wage stabilization
program was in effect, the United Steelworkers of America began nego-
tiations for a wage increase with steel companies. Barly in 1952,
after negotiations between the union and the companies broke down,
the case was referred to the Wage Stabilization Board for action.
The union's research department prepared materials documenting the
union's demands, justifying these demands in economic terms as well
as in terms of wage stabilization regulations and policies, and
analyzing the equities involved. A few of the principal exhibits
presented to the Board are described on the following page.

1/ The railroad unions, periodically faced with the necessity
of preparing extensive briefs for emergency board hearings, often
find it desirable to employ consultants or private research compa-
nies to assist in the preparation of economic exhibits.
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Wage Policy in Our Expanding Bconomy was a 60-page exhibit

repared by the research department of the former Congress of
gndustrial Organizations, to which the union was affiliated, for
the Steelworkers' case. Included in this report were 18 charts

and 22 tables, designed to justify a dynamic wage policy in general
and steel wage increases in particular. The economic arguments
were presented undexr the following headings: The Expanding Economy;
Wages, Profits, and the Price Spiral; The Movement of Inveatories
and Sales; The Pattern of Consumer Income, Bxpenditures, and Sav-
ing; Rising Productivity; and CIO Proposals to Strengthen the
Stabilization Program.

Another exhibit, prepared by the research department of
the Steelworkers' union, was entitled "The Bconomic Documentation
of the Steelworkers' Demands.” To bolster the argument that "the
union's economic demands are both reasonable and justifiable" the
union presented a substantial amount of testimony dealing with
productivity, profits, sales, prices, dividends, and wage trends.

Another union exhibit presented Fact Sheets Showing the
Financial Positions of Individual Companies as Compiled by the
Research Department of the United Steelworkers of America. This
exhibit contained a compilation of information, from published re-
ports to stockholders and general financial or industry publica-
tions, on 51 steel companies. The following economic data were
reported for each company:

Ingot capacity
Number of employees
Selected measures of operations (for each year,
1939-51)
Operating rate (percent of capacity)
Profits before taxes
Net profits (amount and index, 1939=100)
Sales (amount and index, 1939=100)
Net worth
Long term debt
Common stock cash dividends

Significant ratios (1939-51)
Net profits as a return on net worth
Profits before taxes as a return on net worth
Sales dollar percentages
Net profit
Wages and salaries
Materials
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Percent changes, selected periods compared to 1951
Net profit (stated)
Profits before taxes
Sales
Net worth

In addition to these exhibits, an analysis of union and
company contract proposals and a special survey of holiday, vaca-
tion, and other "fringe" practices of leading companies in major
industries were assembled and presented. Rebuttal testimony to
answer the economic arguments offered by the companies was also
prepared.

Although this was a special case, the normal work of
the Steelworkers' research department is scarcely less demanding.
In addition to the type of activity illustrated above, the depart-
ment supplies assistance and advice to local unions on wage data,
financial reports, and other matters.

The research department of the United Rubber, Cork, Lino-
leum and Plastic Workers Union also carries on a broad program of
collection and compilation of economic data for the use of its
local unions as well as national headquarters. 1In the department's
report to the 1954 convention of the union, the following items
were mentioned: Wage information was collected from local un-
ions; wage surveys for key occupations were made on a district-by-
district basis, and according to the various industries organized
by the union; and studies of the key provisions of union agreements
in force in the industry were made to show gains and to bring lag-
ging arecas of the industry up to standard.

In addition, a series of releases dealing with economic
trends in rubber and allied industries were prepared to aid union
officers and committees to establish union policy and guide union
action.

For collective bargaining purposes, the department pre-
pared briefs for use in the negotiations with the Big Four rubber
companies (Firestone, Goodrich, Goodyear, and U. S. Rubber) and with
other companies in the industry. Reports on finances of individual
companies were prepared to assist bargaining committees in situa-
tions in which companies claimed inability to pay. Studies were
also made of guaranteed annual wage plans to prepare for bargaining
on that subject in the rubber industry.

In addition, financial, wage, and economic data for in-
dustries and areas were prepared for use in organizing drives.
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The report of the General Executive Board to the 1953 con-
vention of the International Ladies' Garment Workers' Union called
the research department of the factfinding agency of the union, and
charged it with the responsibility of '"gathering and analyzing the
economic and statistical information on our industries as well as
the functioning of our economy as a whole.” The department main-
tains a comprehensive library of current and historical material
about the industry and the union. It not only utilizes available
statistics from government and private agencies but makes firsthand
surveys of subjects of interest to the union.

The research department of the Amalgamated Clothing Work-
ers carries on a similar program for the officers and members of
the union.

The research department of the Textile Workers' Union de-
scribed itself in the officers' report to the 1956 convention of
the union as the analyst and interpreter of developments in the
industry, shaping new courses of action to deal with the depressed
condition of textile manufacturing, the wave of mergers, and the
movement of mills to nonunion areas of the South. The report goes
on to say:

In addition to these special tasks, the depart-
ment carried on its regular function of compil-
ing and analyzing information and preparing re-
ports to assist in the day-to-day operation of
the union. These reports included data on wages
and fringe benefits; company profits, dividends
and executive compensation; affiliation of plants
with parent companies; plant labor relations;
elections; strikes; agreements; contract analy-
sis; pension plans; arbitration issues.

Preparations for wage negotiations in the various
industry divisions required extensive analyses
of economic conditions, including profits, costs,
prices, production, trends, etc. When negotia-
tions eventuated in strikes, research activities
were intensified in the effort to exert maximum
leverage on the struck companies. When arbi-
tration was used as the means of settling wage
deadlocks, the research department prepared the
briefs and presented the arguments.

One of the notable projects of the Textile Workers' re-
search department was the preparation of a 214-page Textile Workers'
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Job Primer, which serves as a technical guide for union workers who
have to deal with work assignment and production standard problems.
It has had wide distribution both inside and outside the umion.
Supplementary material has been provided through technical memoranda
and bulletins, as well as articles on specific problems.

In many cases, the most effective data that a union can
use are derived from its own activities. For example, the Inter-
national Association of Machinists and the International Chemical
Workers' Unions maintain central files of agreements negotiated by
local affiliates and regularly analyze these agreements. The infor-
mation and statistics thus derived are quickly available to local
unions for use in collective bargaining.

Other Uses of Economic Data

The uses of economic data described above are based pri-
marily on immediate collective bargaining needs. There are other
uses of economic data which have developed through the years, as
unions have increased in size and maturity. Some of these uses are
summarized below.

General Information to Aid Union Officers and Members.--
Economic data are collected and published in bulletins and union
publications to build up an informed membership. In addition, some
of the larger international unions publish bulletins and reports de-
signed to influence thinking and action on the part of the general
public.

Long-Range Planning.--An important use of economic data
is to plan the long-range program of the umnion. In many organiza-
tions, studies are made of wage rates, employment, industry struc-
ture, prices, inflation tendencies, and the like; these are used to
evaluate future trends, to chart a course for forthcoming contract
negotiations, and to lay down a general pattern of action.

Liaison With Statistical Agencies of the Government, Edu-
cational Institutions, and Research Associations and Societies.--
Persons in charge of union research and collection of economic data
often work closely with other users of data and with private and
governmental agencies which collect and publish data.

Public Relations.--Unions find it desirable to present
their case to the public, particularly when labor disputes arée im-
pending or taking place. Quite often economic data are prominent
features of this program, usually to demonstrate the workers' need
for increased wages and company ability to pay.
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The AFL-CIO Bconomic Reseagch Program

Briefly, the major functions of the AFL-CIO research de-
partment are as follows:

1. Appraisal of trends in employment and
unemployment, wages, productivity, and other
key aspects of the economy, and evaluation of
government fiscal, monetary, credit and other
policies.

2. Service, in an economic advisory ca-
pacity, to union officials and to other groups.

3. Review of the Government's statistical
programs and provision of techmical advice
necessary for their improvement through the
Joint Labor Research Advisory Committee to the
Bureau of Labor Statistics and the Labor Ad-
visory Committee to the Office of Statistical
Standards of the Bureau of the Budget.

4. Purnishing of background information
to affiliated unions for collective bargaining
purposes.

5. Supplying organizers with various types
of factual information required for handling
specific organizing or bargaining problems, and

6. Maintaining contact with research di-
rectors of the different national and inter-
national unions, coordinating activities in
areas of common interest, and facilitating ex-
change of information.

The AFL-CIO research department issues two monthly publi-
cations dealing with economic or collective bargaining subjects--
Labor's Bconomic Review and Collective Bargaining Report. Both
make extensive use of economic data. The first publication deals
with broad economic issues of interest to labor, as illustrated in
such recent topics as:

Who Owns American Business?

Who Pays for New Investment?
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Wage Increases--Bssential for Prosperity
For a Pair PFederal Tax Policy

Insuring Against Total Disability
Farmers-Workers and the "Cost-Price" Squeeze

An Unsolved Problem: America's Low-Income
Families

Distressed Areas: A National Problem

Collective Bargaining Report is designed principally as
an aid in collective bargaining. Bargaining trends and develop-
ments are analyzed and data of general significance for bargaining
are presented.
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2:01 The Development of Collective Bargaining

Collective bargaining--the process of discussion and
negotiation between an employer and a union, culminating in a
written contract, and the adjustment of problems arising under the
contract--is, in the United States, the core of trade union purpose.
It is the predominant form of labor-management relationship--this
country's major device for joint participation in establishing
wages and working conditions outside the relatively limited area
in which the Government operates.

The importance of collective baigaining is measured not
only by the millions of workers and thousands of establishments
directly affected but by its impact on the economy and, histori-
cally, on the social and political concepts of the United States.
The Nation's basic industries--coal, steel, autos, construction,
public utilities, railroads, trucking, etc.--almost entirely, or
to a very substantial degree, operate under the terms of collective
bargaining agreements. The encouragement of collective bargaining,
free from Government interference except in emergencies, is a
fundamental part of Federal labor policy.

Growth of Collective Bargaining

The evolution of collective bargaining and the written
agreement in the United States, from their first faltering steps
early in the 19th century to their present stature, is obviously
rooted deep in American political and economic history. The
emerging reliance of American trade unions upon collective bargain-
ing to achieve their ends, as against political means, was unique
among labor movements throughout the world.

It is important to note, in this regard, that throughout
the history of the United States the American worker enjoyed the
right to vote and the heritage of a democratic form of government.
It is important, too, to remember that the tradition of vested
interest associated with medieval and mercantilist institutions,
which in other countries may have compelled labor movements to con-
centrate on legal enactment, failed to take root in the United
States. During the formative period of the trade union movement,
moreover, the economy of the United States was characterized by a
relative scarcity of labor, a rapidly growing population, and a
high rate of economic growth--factors tending to subordinate radi-
cal political activity to direct dealings with employers.

What may well have been the crossroads at which the trade
unions moved towards collective bargaining and abandoned political-
minded and panacea-seeking organizations was reached during the lat-
ter part of the 19th century, when the "pure and simple'" unionism
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advocated by Samuel Gompers, head of the newly formed American
Federation of Labor, became dominant. Early in the 19th century,
a type of workable relationship with employers had been developed
by the first unions, which consisted in the main of selecting a
representative to present demands to the employer and making an
arrangement, if possible, and striking, if not. Later in the cen-
tury, national unions were formed to coordinate the operations of
various local unions in the same industry so as to protect the
standards of all. There were, according to a noted historian,
decades of continuous experimentation with programs and strategies
in "an incessant search for a mode of operation which would secure
to labor a maximum improvement in conditions together with a most
stable organization and a minimum of opposition."

At the same time, agitation for reform--cooperation,
monetary reform, 8-hour-day legislation, syndicalism, and social-
ism--competed with the emphasis on job control and collective bar-
gaining. The Knights of Labor attempted to combine the role of a
reform group and a labor federation and failed in both. By the
end of the century, the AFL, appealing to the skilled crafts, was
dominant, as was Gompers' philosophy of relying upon collective
bargaining and written agreements to further workers' interests
and avoiding government intervention in matters of social legis-
lation and collective bargaining.

These were to be the guiding trade union principles
until the early 1930's, but throughout most of the earlier period,
particularly the 1920's, conditions were not favorable to the
growth of collective bargaining. Only a small fraction of the
workers in the United States were covered by collective bargaining
agreements. After the depression began in 1930, collective bargain-
ing as a trade uanion method appeared to be in full retreat.

The rejuvenation of collective bargaining was brought
about, in large measure, by a more favorable govermment attitude,
The National Industrial Recovery Act (1933) and later the Natiomal
Labor Relations Act (1935) encouraged and protected labor's right
to organize and raised collective bargaining to the status of a
national labor-management policy. The formation of new and power-
ful unions, the organization of the large mass-production industries,
and the enactment of various types of social legislation (with trade
union support) had by 1940 reconstructed collective bargaining.

The impetus has not been dispelled. During the past 15
years, collective bargaining has become a vitalforce in the economy.

By 1956, it was estimated that there were over 125,000 written agree-
ments in effect; that 18 million workers were covered by these
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agreements; that over 1,800 agreements covered 1,000 or more
workers each.

Role of Government

"Pure and simple" unionism, by which workers' economic
needs would be met primarily through collective bargaining, was
gradually integrated with Government support of collective bargain-
ing and the enactment of a broad program of social security bene-
fits and some wage and hour standards. Bven Samuel Gompers, the
chief exponent of limiting Government intervention, spent much of
his adult life looking after the political affairs of the labor
movement. Prior to 1932, however, the AFL was largely preoccupied
with protective legislation, such as removing the legal impediments
to organization (e. g., labor injunctions issued by the courts),
and providing standards of work for women and children. It was not
until 1932 that an AFL convention endorsed unemployment insurance.

The rapid and continued expansion of union organization
and collective bargaining, following thé adoption of favorable
legislation in the 1930's, brought home the realization that the
growth of collective bargaining in this country was largely depend-
ent upon a positive government attitude in support of the principle.
During the past two decades, the major labor federations have de-
voted increasing attention to legislative matters of a broad scope,
including measures designed to enhanée the workers' economic well-
being. However, the chief business of the national unions and their
thousands of locals continues to be the negotiation and administra-
tion of collective bargaining agreements.

|

Understanding the role of the Federal Government is an
essential part of understanding how collective bargaining works in
the United States. Two aspects merit attention in this brief re-
view: 1/ (1) What Federal protection and regulation of the right
to organize and to bargain collectively means in practice, and (2)
how Federal wage and social security benefits supplement benefits
provided through collective bargaining, and vice versa.

Under the National Labor Relations (Wagner) Act (1935)
and later under the Labor Management Relations (Taft-Hartley) Act
(1947), the right to organize was safeguarded by prohibiting em-~
ployers from interfering with or restraining the workers' choice

1/ Mediation and conciliation activities of the Federal and
State Governments are discussed in a separate chapter in this
series (2:04).
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of belonging to or mot belonging to a union. The right to bargain
collectively was then enforced by making it the duty of the employer
to recognize and bargain with the representatives of his employees
on wages, hours, and other conditions of employment. "This con-
cept,” a prominent union economist wrote im 1950, "which looked
simple enough in the beginning, has grown into a vast and detailed
body of doctrine, often reaching into the minutiae of labor-manage-
ment relations and of internal union problems'"

The statement of a legal duty to bargain collectively
inevitably gave rise to demands for a legal definition of the scope
of the duty. What is bargaining? What is encompassed by the term
"conditions of employment?"” Thus, to take one example, pension
plans initially became an important issue in collective bargaining
not because employers and unions mutually recognized its place on
the bargaining table, but because United States courts ruled that
pension plans fell within the scope of conditions of employmeut.

In general, however, established collective bargaining relation-
ships have adjusted to the formalities required by Federal legisla-
tion and continue to function from year to year with the responsi-
bility for basic decisions regarding wages, hours, and conditions
of employment resting with the parties involved rather than with
the Government.

The coexistence of economic benefits provided by collec-
tive bargaining and Federal social security legislation and wage
and hour standards is another key element of nodern industrial re-
lations in the United States. This relationship is illustrated in
the accompanying table, which shows the major types of economic
benefits provided to factory workers under collective bargaining
and under legislation. The picture would be somewhat different
for certain groups of workers in nommanufacturing industries.

In another sense, the noneconomic benefits obtained
through the collective bargaining process, along with the job
security provisions shown in the table, form the basis for indus-
trial democracy, a fitting Supplement to the political democracy
guaranteed by the Constitution of the United States.

Structure of Collective Bargaining

The classic illustration of collective bargaining in
action shows representatives of management sitting on one side of
the table- and representatives of employees on the other side. Such
scenes occur thousands of times each year throughout the country.
With this illustration in mind, this section deals with the question
of what or whom these men and women may be representing.
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Economic benefits provided to factory workers under collective bargaining agreements
and by legislation, 1956

Workers!
needs

Under collective bargaining—

Majority of workers
are provided:

Many workers are
also provided:

Legislation
provides !

Wages

Wage rates for each occupation
determined by mutual agreement.
General wage changes applying
to all workers.

Automatic wage escala-
tion based on cost of
living.

Automatic annual
increases.

Minimum wage of
$1 an hour.

Premium
pay for
extra hours
of work at
unusual
hours

Time and one-half for hours in
excess of 8 per day and 40
per week,

Double time for work on Sundays
and holidays.

Time and one-half for work on
Saturdays.

Premium pay for nightwork.

Premium pay for the
6th and 7th consecu-
tive day worked.

Higher premium rates
for overtime, week-
ends, and holiday
work.

Shorter workweek.

Time and one-
half for hours
in excess of
40 per week.

Paid leave

Paid vacations (1 to 3 weeks).
Paid holidays (6 or more).

Paid rest periods and
washup time.

Paid leave for jury
duty, death in family,
military training.

Paid sick leave.

Paid lunch periods.

Health and
insurance
protection

Life insurance.

lAccidental death and dismember-
ment benefits.

Hospitalization and surgical bene-
fits for workers and dependents.

Weekly accident and sickness
benefits (off~the-job disability).

Maternity benefits.

Medical care benefits
for employees and
dependents.

Extended illness in-
surance.,

Workmen's com-
pensation {on-
the-job disa-
bilities).

Temporary disa-
bility insurance
in 4 States.

Retirement
income

Monthly pensions upon retirement
at a specified age (usually 65)
and after long service, supple-
menting Government pensions.

Hospitalization and
surgical benefits
after retirement.

Old-age and sur-
vivors! insur-
ance program
for workers
retiring at 65 or
later.

Job security

Promotions and layoff determined
in whole or in part on basis of
length of service.

Protection against discharge
except for cause.

Grievance procedure, with arbi-
tration if necessary.

Reporting pay guarantees.

Supplementary unem-
ployment compensa-
tion.

Dismissal pay.

Guaranteed weekly,
monthly, or annual

pay.

Unemployment
compensation.

! The items listed represent a simplified description of the major benefits available
to most factory (manufacturing) workers.

SOURCE: U. S. Department of Labor, Bureau of Labor Statistics.

Digitized for FRASER
http://fraser.stlouisfed.org/
Federal Reserve Bank of St. Louis

2:01



Digitized for FRASER

On the management side, the representatives may be nego-
tiating for a single-plant company, for one plant of a multiplant
company, or for several or all plants of a multiplant companv.

They may be employers combining for the purpose of negotiating a
single agreement, or they may represent an association of employers
organized on a locality or industry basis. They may be negotiating
for all of their employees under agreement or for only certain de-
partments or crafts,

On the union side, similar or corresponding arrangements
occur. In addition, the matter of union organization is important.
The union negotiators may include one or more representatives from
the national union (a federation like the AFL-CIO does not partici-
pate in collective bargaining), or from its districts, councils,
or departments, whose role is to maintain a certain policy or to
help achieve as close an approximation as pcssible, The repre-
sentatives may recognize this obligation without any direct par-
ticipation on the part of the parent body. Imn some cases, there
are no ties whatsoever with other organizations.

The number of combinations of different types of bargain-
ing units is probably limited only by the extent of collective bar-
gaining. The determination of the bargaining unit is often part
of the collective bargaining process. For the widening of struc-
ture from the single plant to the entire company or to an associa-
tion of companies, it is necessary to have a corresponding spread
of union organization, eventually by the same union, and an appro-
priate adjustment in management policy.

As a rule, each type or variation of structure has de-
veloped out of the conditions surrounding individual situations.
Chief among these conditions are: The nature of the product; the
area and extent of product competition; the nature of the labor
force; the scope of the labor market area; and the importance of
labor. costs with respect to total costs. The quality of leadership
and judgment displayed by management and union representatives, and
personality traits that cannot be separated entirely from any under-
taking in which men engage with serious intent, are undoubtedly
factors in this aspect of collective bargaining as in others.

It is convenient to classify the great variety of bargain-
ing structures according to three broad types of employer units:
The single-plant unit, the multiplant or companywide unit, and the
multiemployer unit. In terms of number of agreements, it is prob-
able that those negotiated by one-plant companies exceed all other
types combined. However, multiplant or companywide bargaining is
the predominant structure in the mass production industries,

2:01

http://fraser.stlouisfed.org/
Federal Reserve Bank of St. Louis



Digitized for FRASER

including basic steel, autos, electrical equipment, farm machinery,
aluminum, meatpacking, and rubber. The master agreement, involving
a number of plants of the same company and locals of the same union,
is the product of this type of bargaining. The development of multi-
plant units in the mass production industries counstitutes the major
structural change in collective bargaining since 1935.

The distinguishing characteristics of multiemployer bar-
gaining is the open and generally formal agreement among employers
that they would negotiate or accept identical terms for their em-
ployees under union contract. The terms may relate only to gen-
eral wage changes, or to specific wage rates and fringe benefits,
or they may encompass the entire range of problems dealt with
under collective bargaining. Since similarity in contract terms
can also be reached in other ways (commonly referred to as pattern
bargaining), it is essentially the method of bargaining rather than
the content of the agreement that sets off multiemployer bargaining
from the other types. It is estimated that about a third of all
workers under collective bargaining are covered by multiemployer
agreements, precdominantly in such industries as railroads, coal
mining, apparel, construction, maritime, trucking, printing, and
baking. Multiemployer bargaining is an old institution; there are
systems in operation today (as in anthracite mining) which have
persisted in closely related forms for more than 50 years.

Despite the importance of multiplant and multiemployer
bargaining, the determination of occupational wage rates and other
aspects of wage setting are predominantly matters for local or
single-plant bargaining. Under many companywide and multiemployer
agreements covering more than a single area, the determination of
actual wage rates is left to plant bargaining, although the deter-
mination of general wage changes is handled on an overall basis.
Other issues (e.g., seniority 1lists) may also be reserved for plant
action. Since the primary responsibility for enforcing agreements
rests with the local unions, the locals continue to play a signifi-
cant role in virtually all bargaining relationships.

Scope of the Agreement

When a company negotiates an agreement with a union for
the first time, it acknowledges that certain practices which it had
previously controlled unilaterally are now subject to union approval
or discussion., Over the years, the issues subject to negotiation
have been substanhtially broadened. The greatest change has occurred
during the past 15 years, partly as a consequence of National La-
bor Relations Board and court decisions defining the scope of bar-
gaining but, in the main, undoubtedly a reflection of the increasing
maturity of collective bargaining.
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The written agreement, which is the primary goal of
collective bargaining, may express condition of employment in
simple terms, leaving many of the administrative details and other
matters to the day-to-day relationships between the parties. On
the other hand, it may attempt to cover all details and thus leave
as little as possible to later bargaining. Agreements vary in size
from a single sheet to over 200 pages of a pocket-size booklet,
reflecting the diversity of employment conditions and bargaining
issues among companies and industries as well as differences in
the degrec of precision sought and the language used.

The accompanying table lists the major economic items
covered by union agreements in manufacturing industries. Where
such benefits are provided, the contracts usually set forth the
specific terms, e.g., amounts, duration, eligibility requirements,
etc. Many agreements include the scale of wage rates to be paid;
in a large number of cases, however, the job rates are incorporated
in special supplements or, as in some long-established relation-
ships, are not put into a formal written agreement.

The other issues covered by agreements are numerous and
important in safeguarding the rights of the union and its members,
in providing them with a sense of dignity and participation and,
not to be underemphasized, in establishing the policies and prac-
tices which are necessary in the day-to-day functioning of the
enterprise. Short of reproducing an entire agreement, however, it
is difficult to describe the scope of collective bargaining today.
For example, an agreement negotiated by a large company and a large
union in 1955 runs to over 200 pages and deals with the following
broad subject groupings:

Recognition of the Grievance procedure
union
Seniority
Union shop
Wages, premium pay,
Dues and assessments vacations, holidays,
insurance, etc.
Company responsibility
Duration of agreement
Strikes, stoppages, and
lockouts Supplemental unemploy-
ment benefit plan
Representation (shop
stewards and committee- Retirement plan
men)
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Bach of these subjects is treated in extensive detail
in the agreement; the section on seniority, for example, includes
22 pages of rules and procedures; the grievance and arbitration
procedure is spelled out in 19 pages. An agreement so comprehen-
sive, although appropriate for a large multiplant corporation, is
obviously unsuitable for the small enterprise. The flexibility
that collective bargaining offers is reflected in the ever chang-
ing scope of the written agreement and the vast differences that
prevail among agreements at any one time, particularly as between
large and small companies 4and among industries.

In a dynamic society, it is unlikely that the limits of
collective bargaining, in terms of the benefits provided to workers
and the scope of the agreement, will ever be reached. George Meany,
President of the AFL-CIC, expressed this belief in these terms:

"A union exists to protect the livelihood and interests of a
worker. Those matters that do not touch a worker directly, a un-
ion cannot and will not challenge. These may include investment
policy, a decision to make a néw product, a desire to erect a new
plant so as to be closer to expanding markets, to reinvest out of
earnings or seek new equity, capital, etc. But where management
decisions affect a worker directly, a union will intervene."

Enfbrcingﬁthe Agreement

Considering the complexities of modern large-scale in-
dustry--the concentration in one plant of thousands of workers per-
forming specialized and interrelated functions, and hundreds of
supervisors and foremen who act for "management”--there appear to
be endless possibilities of day-to-day frictions and disputes.
Bven in the absence of collective bargaining, employer statements
of policy are needed for the large establishment. Under collective
bargaining, the need for formal policy guides is greater since the
union participates, in varying degrees, in determining policy and
in working out any problems that may arise. It is, however,.
generally acknowledged that no collective bargaining agreement, no
matter how detailed, can cover all aspects of working conditions
and employment relationships, or anticipate all of the problems
that might arise; nor can it provide a specific solution for many
that are anticipated. At best, the negotiators, who, if they are
corporation officials and officers of large international unions,
may have little direct contact with the immediate work scene,
attempt to provide the basic standards, rights, and obligations
under which the day-to-day issues will be resolved. They may seek
to reduce the area of possible disagreement, but they are often
hindered in this attempt by the pressure of time in negotiations
and the inadequacies of language. Thus, the collective bargaining
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agreement, in many of its aspects, is necessarily a flexible docu-
ment, dependent for its success on the manner in which its terms
are carried out or enforded.

Local or plant management and union officials may or may
not carry primary responsibility in the negotiation of agreements,
but in most cases the burden of enforcing the agreement and, in
effect, making collective bargaining work, falls upon them. In
this area, the shop steward, who is a union member designated or
elected to represent all the workers in a particular plant, de-
partment, or section, is the key person on the union side; on the
management side, the immediate supervisor or foreman is the base
of the responsibility hierarchy. In large plants, a union com-
mittee may be established to consider problems beyond the scope
of the individual shop stewards. In most cases, a representative
(business agent) of the union local or national body is available
to lend assistance.

A major function of local unions and management offi-
cials is that of resolving disputes. The mechanics of handling
disputes is usually defined as the grievance procedure, 2/ formally
established in the written agreement. It is probable that the
majority of problems that arise in a typical plant, particularly
those involving personality clashes, are resolved by the employee,
shop steward, and foreman without recourse to the advanced and
more formal procedures of grievance settlement. However, the
availability of the procedure for reaching higher levels of manage-
ment and union authority is the foundation of these informal settle-~
ments. Most agreements provide for binding arbitration of disputes
which resist settlement by the parties; thus, eventual settlement
and the avoidance of a work stoppage is assured. The availability
of grievance procedure and arbitration holds together a system of
union-management relationships predicated on the use of reason
rather than force.

The enforcement of agreements through the courts merits
a brief reference. The collective bargaining agreement is a con-
tract between the employer and the union representing his employees
which, like business contracts, binds each party to its terms.
Both types of contracts are enforceable by law. Recourse to the
law, however, is not common; when such action is resorted to, it
generally signifies a breakdown in union-employer relationships.

2/ A separate chapter in this series (2:02) deals in detail
with grievance procedures.
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Like provisions for arbitration, perhaps the principal effect of
legal liability is that it encourages voluntary compliance.

Other Aspects of Collective Bargaining

Collective bargaining rests on a foundation of respect
for contracts, for the other party, for the profitable continuation
of the business, for continued employment and income, and for law
and order in industrial life. Yet thousands of strikes occur each
year. Is there a fundamental inconsistency here? The answer, which
labor, management, and the Government generally endorse, is that
there is not. The strike or lockout, or the threat of such action,
is accepted as an integral part of collective bargaining, subject
to certain rules of faif conduct 1laid down by the Govermment.
Lacking the right and the ability to strike, a trade union would
indeed be a weak "bargainer" since there would be little inducement
for the employer to work out a settlement. On the other hand, a
strike is a costly and serious undertaking for mggg\unions, not to
be entered into lightly. Consideration of strike dction requires a
careful evaluation of possible gains, which are limited, against
possible losses, which may be unlimited. Strikes capture newspaper
headlines and public interest, and a casual observer of the American
scene miglit easily be led to overestimate the prevalance of stop-
pages. Actually, probably more than 90 percent of the agreements
expiring each year are renegotiated without a work stoppage. Vio-
lence in labor disputes, highlighted during certain periods in
American history, has all but disappeared, although such incidents
still occur from time to time.

In his autobiography (1925), Samuel Gompers wrote, “For
yvyears I have been a voice crying in the wilderness when I declared
that wage earners had a right to participate in determining con-
ditions and standards of life and work. . . As the years have passed,
increasing knowledge of production and principles of human coopera-
tion have demonstrated that labor's contribution is basic for sus-
tained advance in human betterment and for unrestricted progress in
production.” The modern trade union sSubscribes to these principles.

Labor today has a new and more profound interest in
management problems--production, productivity, profits, etc. This
interest is reflected, directly or indirectly, in collective bargain-
ing and in the day-to-day activities of shop stewards and other un-
ion officials. The technique of collective bargaining, especially
where big companies and large numbers of workers are involved, has
become almost a profession, requiring on both sides an intimate
knowledge of the needs of industry as well as of workers.
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2:02 Grievance Procedures

"Grievance” may be defined as a complaint or expressed
dissatisfaction by an employee in commection with his job, pay, or
other aspects of his employment. A grievance "procedure” is usu-
ally a formal plan specified in the collective bargaining agreement
which provides opportunity for adjustment of grievances through
pProgressively higher levels of authority in the company and the un-
ion, and by arbitration if necessary.

Virtually all collective bargaining agreements in the
United States now make formal provision for the handling of griev-
ances. Since the major conditions of employment, such as wages,
hours of work, overtime pay, etc., are fixed by collective bargain-
ing, any individual grievance relating to the adequacy of these
general conditions is typically not subject to review through the
established grievance procedures. However, the language of a col-
lective bargaining agreement can never be So precise as to elimi-
nate more than one interpretation of many of its provisions; more-
over, there are many problems that arise or changes that occur which
cannot be anticipated or adequately covered in written agreements.
Thus, the cause for grievances arises out of the dynamic nature of
industrial life, plus misunderstandings, violation of agreement
terms, the clash of personalities, and other circumstances that
surround the intricate workings of the employer-employee relationship.

A grievance procedure provides the means whereby an em-
ployee can voice, and be assured a fair hearing for, his complaints
about things which occur, usually a management action, in the day-
to-day operations of the plant where he works. Thus, one of the
basic elements of sound employer-employee relationships is achieved
by the establishment of such a procedure. Without a positive pro-
gram for dealing with these complaints, grievances which may be
trivial to begin with have a way of growing and spreading so that
employee morale and production are bound to be affected. Many

strikes have originated in neglected grievances or in the breakdown
of the grievance procedure.

Types -of Grievances

The grievance climate in any organization is strongly in-
fluenced by the background of management-union relationships. If
such experience has been difficult, both parties may see each griev-
ance case as a new cause for conflict, to be fought to the end inmn
every detail. In those companies in which a considerable measure of
mutual accommodation has been reached, grievances tend to be fewer
and settlements easier. Under long established relationships, the
parties sooner or later must decide whether to confine the grievance
procedure narrowly to questions of interpretation and enforcement of
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the agreement, or to permit consideration of any dispute or com-
plaint that may arise whether or not it is specifically covered by
the contract. Both approaches are widely used.

The numerous causes of grievances may be classified under
one or another of the following headings:

1. Those which arise under the contract:

a. Over interpretation.
b. Over conflict between clauses.
c. Over application to specific cases.

2. Those which arise outside of the contract:

a. Because the contract is silent on the
issue,

b. Because the issue is too unusual to be
covered by the contract.

c. Because of defective supervision or
poor contract administration.

The frequency with which the various types of grievances
occur varies widely among companies or from time to time im the
same company. Workers' complaints about actions which have a per-
sonal impact, such as those affecting their pay or their position
in the company, account for most grievances. For example, records
of a large steel company indicated a total of approximately 17,000
formal grievances during an 8-year period; of these, about 60 per-
cent dealt with rates of pay, 15 percent with seniority issues,

5 percent with hours and overtime, and 20 percent with matters
broadly characterized as working conditions.

Common causes of grievances include:

Wages

The worker feels that he is not getting
what he is worth or what his job should command
in relation to other jobs.

He feels that his incentive rates are too

low, or that there has been an error in calcu-
lation of his earnings.
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Seniority

He feels that he has been deprived of a
promotion or laid off because his length of
service was not calculated properly, or that
his abilities have not been given sufficient
weight, or that he is an object of discrimi-
nation.

Discigline

He feels that he has been unjustly dis-
ciplined, or that he is being penalized for
union activities, or that the pemalty is too
severe.

Other

The worker feels that the foreman is
playing favorites, or that an agreement pro-
vision is being violated, or that rules and
regulations are not clearly posted, or that his
working area is dangerous or unsanitary.

Management may also make use of grievance procedures to
press complaints and to obtain employee cooperation. In some cases
where management's right to transfer, discipline, or discharge
workers is severely restricted by agreement with the union, provi-
sion is made for allowing management to bring its complaint directly
through the grievance procedure. Where management exercises these
rights subject only to appeal by the employee through the grievance
procedure, which is the more general practice, then management of
course has the opportunity to express its grievance simply by the
act of transferring, disciplining, or discharging a worker. In all
situations, management is obliged to show cause and to defend its
action as within the terms of the collective bargaining agreement,

How Grievances Are Handled

Once it is recognized that employee grievances should be
brought into the open for settlement or at least for fair discussion,
a procedure to handle them must be established. The worker must
know that a channel exists through which he can be assured a sympa-
thetic hearing, without fear of jeopardizing his job because of his
complaint, and that he can enlist the help of his union to press
his case. This channel must be open all the way to the top,
whether to an employer or a corporation executive, and, if all dis-
putes are ultimately to be settled, to impartial decision if
necessary.

2:02

http://fraser.stlouisfed.org/
Federal Reserve Bank of St. Louis



Digitized for FRASER

The details of grievance procedure vary greatly among
companies, depending upon the nature of the bargaining units, past
experience in negot1at1on between the parties, and policies of em-
ployers and unions. The size of the establishment also has a ma-
terial bearing on procedural differences. Where the number of
employees is small, presentation of a grievance may be made to the
owner or manager of the establishment by the employee himself or
by the full-time, salaried business agent of the union. A high de-
gree of informality generally exists in these smaller organizations;
a sequence of well-defined steps seldom exists; and written records
are rarely kept.

In the larger plants, carefully defined and regulated
systems of appeal steps are generally found. These systems make
provisions for the participation of various levels of union and
management responsibility. The general pattern of grievance pro-
cedure in large plants tends to be as follows:

Step 1: The union steward and agrieved employee,
or the employee alone, present the complaint to
the foreman of the department where the employee
works. If no satisfactory solution is reached,
the grievance goes to:

Step 2: The union business agent, or the chief
plant steward, or the chairman of the union
grievance committee of the plant, who presents
the case to the next higher supervisor. Follow-
ing this, if settlement is not reached, is:

Step 3: The plant's union grievance committee,
with the possible assistance of a representa-
tive of the international union, meets with top
management of the plant. The last stage of
negotiation may then be:

Step 4: Representatives of the national office
of the union (or regional or district represen-
tatives) meet with the general officer of the
company (e. g., president, vice president).

If the dispute remains unresolved at this point, a fifth
and final step, arbitration, is necessary.

Quick processing of grievances is desirable. When delays

occur, or excessive stalling or haggling prevails, the foundation of
the procedure is weakened and the results may be as bad as if there
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had been no formal procedure. BExcept in cases involving an im-
portant principle or where factors not necessarily related to the
significance of the specific grievance (such as intraunion or
intracompany politics) are present, unions and management generally
strive to settle grievance disputes at the lowest possible level
in the grievance procedure. In this way, time, money, and tempers
are spared. In the steel company experience previously referred
to, it was found that of the 17,000 grievances submitted to the
first step of the grievance procedure, 14,800 were carried to the
second step, 11,600 to the third, and 5,300 to the fourth step.
About 2,000 werxe appealed to arbitration, but many of these were
witharawn or otherwise disposed of before action was taken on them
by the arbitrator. Only about 1,000 grievances, or 1 in 17, were
subject to the arbitrator's decision., The grievance procedure in
this company is very similar to that outlined above.

A 1943 survey of grievances in a large automobile company
showed a greater volume of grievances than in the steel company,
but a higher ratio of settlement in the early stages of the proce-
dure. Of more than 40,000 grievances presented for processing in
a 15-month period, 45 percent were settled at the first level and
47 percent at the second. Thus, only about 8 percent of the griev-
ances in the automobile company went beyond the second step; of
these, 316, or less than 1 percent, were brought to arbitration.

Procedural Details

In large establishments, standard procedures encourage
the regular handling of grievances and tend to remove some of the
cause for delay. In addition, they reduce the possibility of con-
flicting decisions; establish the limits of authority at each step
of the procedure; reduce the possibility of argument over facts;
and act as a deterrent to unfounded grievances. As an example of
the way grievances are handled in one large company, the provi-
sions relating to the grievance procedure contained in the collec-
tive bargaining agreement are summarized below.

This agreement provides for a preliminary discussion of
the grievance by the worker (and his grievance committeeman, if so
desired) with his foreman, to sée if the grievance can be resolved

- without the necessity of carrying it through the more complex stages

of formal grievance procedure. Only 2 days are allowed for this
step; if grievances are not settled within that time, they must be
prepared for formal consideration. This involves the statement of
the grievance in writing on grievance forms furnished by the company.
These forms are dated and signed by the employee and his grievance
committeeman and are presented to the foreman for action. The
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foreman must answer the grievance within 5 days by imserting his
decision on the grievance form, over his signature; if his decision
is not satisfactory to the worker, it may be appealed to Step 2.
Under the terms of the agreement, failure to appeal the grievance
to the next step means that the grievance is settled and that mo
further action is necessary.

All grievances do not go through this first step. Griev-
ances involving workers under more than one foreman may be filed
initially at a later step in the procedure. Grievances which al-
lege violations affecting the employees working under a particular
department superintendent, but under more than one foreman, are
filed in Step 2; grievances involving employees working under more
than one department superintendent are listed on agenda forms for
consideration at Step 3 of the procedure.

The second step of the grievance procedure provides for
appeal to the department superintendent within 7 days from the date
on which the grievance form is returned by the foreman. Seven days
are also allowed to the superintendent for answer of the appeal;
within that period, the superintendent will discuss the grievance
with the grievance committeeman., The superintendent's decision
will also appear on the grievance form, over his signature.

If the grievance is appealed to Step 3, it is put on the
agenda of the grievance committee and taken up at its next regular
monthly meeting with the general superintendent or his representa-
tives, Bither party may call witnesses who are employees of the
company. The grievance may be referred back for further considera-
tion to a prior step in the procedure. Grievances discussed but
not settled at this meeting must be answered in writing by the
plant management within 10 days after the meeting. Detailed min-
utes are kept of these meetings, with a full statement of each
grievance discussed, the arguments presented, and committee and
plant manager's findings.

The fourth step of the procedure provides for written
notice of appeal within 10 days, and consideration of the grievance
by a representative of the international union and a representative
of the company after the grievance has beemn reviewed by the district
union executive. Witnesses may be called, and full mimutes of this
meeting are kept. Meetings are held at the earliest date of mutual
convenience following receipt of the notice of appeal. Decisions
must be rendered within 10 days after the meeting, unless another
date is agreed upon. '
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Finally, appeal to arbitration is provided if the griev-
ance is still unsettled. This appeal must take place within 30
days if the grievance is not settled at Step 4 procedure.

Both the company and union can utilize the grievance pro-
cedure, but, in either case, time limits as set forth in the
agreement must be observed. Suspension of the procedure is provided
for in a work stoppage, or the procedure may be waived by agreement
between the parties. Access to the plant by the union's district
director, or the representative of the union who customarily handles
grievances, is permitted at reasonable times to investigate
grievances.

Provision for the selection and operation of a umion
grievance committee, consisting of from 3 to 10 employees of the
plant, is established by the contract. The exact number of com-
mitteemen is mutually determined by the union and the company,
Assistant committeemen may also be designated by the union, not to
exceed 1 for each 200 employees.

A procedure as elaborate as the one outlined above will
necessarily be appropriate only in a very large company. In the
small establishment, grievances not immediately settled at the
shop level will in all probability be carried to the highest
authority at once for immediate resolution. In between these two
extremes lie a great variety of methods.
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2:03 Voluntary Arbitration®

As practiced in the United States, arbitzation is a pro-
cedure whereby an employer and a union voluntarily submit issues
or grievances, which they have been unable to resolve by mutual
agreement, to an impartial person for a final and binding solution.
It is today a commonly accepted device for settling grievance dis-
putes arising under the terms of collective bargaining agreements.
About 90 percent of all agreements contain clauses which provide
for arbitration as a final step in the grievance procedure. Labor
and management have found that this technique for the peaceful
settlement of troublesome disputes yields substantial benefits to
both parties. On the other hand, the use of arbitration for fixing
contract terms is far less common, indeed relatively rare.

The increasing acceptance of grievance arbitration during
the past decade undoubtedly reflects a growing maturity in collec-
tive bargaining relationships. Working harmony, or at least some
degree of union-management accommodation, is necessary for favor-
able acceptance of the arbitration procedure and for itis continua-
tion. In the process, each side relinquishes a cherished preroga-
tive: Management surrenders a part of its authority to make the
final decisions affecting the enterprise; the union surrenders the
use of strike or other action, awaiting a decision which may be to
its disadvantage.

Arbitration differs from other methods of voluntary dis-
pute settlement, such as mediation or conciliation. The mediator
or conciliator has no power to impose settlement upon the parties,
but can only assist them to reach some mutually acceptable compro-
mise. In contrast, the arbitrator renders a decision, generally
favorable to one party, which is binding because both parties
have agreed it should be so.

The arbitrator serves the parties to the agreement under
which he operates, not the community at large or his own concepts
of justice. He knows that the company and the union must accept
his award and live with it; he realizes that any decision that

1/ Compulsory arbitration is not discussed in this chapter
because of its limited use in the United States. However, statutory
provisions for compulsory arbitration in certain disputes are found
in three States: Mimmnesota, Nebraska, and Pennsylvania. The Minne-
sota law applies only to employees of charitable hospitals, while
the Nebraska law provides for settlement of unresolved public util-
ity disputes by a State Court of Industrial Relations. In a few
additional States, seizure and operation of public utilities are
provided for if labor disputes threaten to. cause .a shutdown.

(L
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cannot be carried into effect or that might creaté lasting dissat-
isfaction would render the whole process futile. In grievance dis-
putes, the arbitrator is gemerally bound by the terms of the agree-
ment and the facts as he sees them; previous decisions may also
provide a guide. On the other hand, in arbitrating contract temms
(e. g., wage adjustments) the arbitrator is usually faced with op-
posing claims, conflicting data, and no mutually acceptable prin-
ciple upon which to base an award.

Arbitrators, as a group, subscribe to a uniform code of
ethics concerning their relationships to the parties, but their
views as to the purposes and methods of grievance arbitration dif-
fer widely. Some feel that they should take a narrow view of their
authority within the scope of the agreement; others favor a broad
view, that is, they would go beyond the language of the agreement
if netessary to seek a solution which would advance harmony. Some
approve of attempting to mediate a dispute; others claim that medi-
ation is not the function of the arbitrator. Some likxe informal
hearings; others prefer quasi-judicial hearings. Some write elab-
orate decisions; others offer brief awards. In many instances, the
company and the union together shape the kind of arbitration they
want, but frequently the arbitrator has a free hand in some of the
procedural matters.

The process of arbitration necessarily involves delay and
often substantial costs to both parties, who typically share the
expenses. Such costs include, in addition to the arbitrator's pay,
the time spent in preparing briefs, assembling witnesses, transcrib-
ing minutes, etc. Although these expenses and the delay involved
in the process tend to reduce the use of arbitration, they also
have beneficial effects in retarding its abuse (as, for example,
in carrying trivial or frivolous cases to a decision of a third
party) and in providing more of an incentive for union and manage-
ment to work out their disputes peacefully without arbitration.

The problem of securing an arbitrator competent to deal
with a particular dispute has been partially met by the Federal
Mediation and Conciliation Service and State agencies which will
provide a list of arbitrators if requested to do so jointly by
management and union. Lists of arbitrators may also be obtained
from private sources such as the American Arbitration Association. 2/

2/ The handling of grievances in the railroad industry is dis-~
cussed in chapter 3:04, Labor-Management Relations in the Railroad
Industry.
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Grievance Arbitration

The aim of grievance arbitration is to prevent work

-stoppages which might result in the loss of production and wages.

In this respect, the procedurec may be considered as an extemsion
of the in-plant grievance machinery. BEven in those companies in
which arbitration is rarely used, the fact that it is available
often has a salutary effect upon the processing of grievances.

The widespread adoption of arbitration was almost in-
evitable as grievance negotiation developed into a formal step-by-
step procedure. If the union and management are unable to agree
on a solution to a problem and have no further recourse, mounting
dissatisfaction, with the threat of a stoppage or slowdown to force
a settlement, will be the consequence. In this connection, it is
important to bear in mind a significant aspect of grievance ad-
justment--a stalemate in grievance dispute settlement means that
the employer's actions or views prevail. Putting the unresolved
dispute before an impartial third party, with both sides bound to
accept his findings, is an entirely logical means of eliminating
what would otherwise be a source of endless difficulty.

Types ot Grievances Brought to Arbitration

What kinds of grievances go to arbitration? What dis-
position is made of the various types? To throw some light on
these questions, the Bureau of Labor Statistics made an analysis
of all disputes referred to arbitration between August 1942 and
June 1952 in the 15 plants of the Bethlehem Steel Co. The United
Steelworkers of American was the union representing the employees
throughout this period. During the period, 2,400 disputes were
submitted to arbitration. Of these, more than half were disposed
of prior to the arbitrator's decision: that is, more than 1,150
were withdrawn by the union, and about 100 were settled by the
parties. More than 100 cases had not been heard at the end of
the survey period. Im all, 1,003 cases upon which an arbitrator’s
decision was rendered were analyzed by the Bureau.

Grievances brought to arbitration related to almost every
phase of working conditions and shop relations.. Wage rate or job
classification disputes accounted for almost half of the total
number of disputes acted upon by the arbitrator. Included under
this heading were individual worker complaints that wage rates or
Job classifications were either mot in accordance with plant prac-
tices or with the type of work being performed. Other complaints
in this category related to premium pay, pay on temporary assign-
ments, report and call-back pay, and the like.
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A second major classification of grievances, which ac-
counted for slightly less than one-third of all those brought to
arbitration, included such items as seniority in layoff, promotion,
filling of temporary vacancy, etc.

Of all grievances brought to arbitration, approximately
20 percent were decided in favor of the workers involved, 12 per-
cent were granted in part, and 50 percent were decided in favor of
the company. The remaining 18 percent of the cases were dismissed
by the arbitrator for lack of jurisdiction or as untimely, settled
by the parties or withdrawn, or were awaiting action at the time
of the study.

Mechanics of Grievance Arbitration

Under most agreements, certain conditions must exist be-
fore a case can be brought before an arbitrator for hearing. The
possibility of reaching agreement through use of the grievance pro-
cedure must, first of all, be exhausted. Second, one party or the
other must take steps to appeal the grievance or dispute to arbi-
tration. Since most complaints rest upon the employer's action
(or lack of action), by the very nature of the grievance procedure
the union is practically always the party who appeals. Third, the
appeal should be made within some definite time 1limit, to remove
any cause for disagreement as quickly as possible.

The arbitrator may be selected either for the specific
grievance in question (the ad hoc method) or he may be named as a
permanent umpire, to pass on all disputes arising during the life
of the collective bargaining agreement or for a specified period
of time, such as a year. Bach system has its advantages and dis-
advantages. Naming of a permanent umpire eliminates the difficulty
of selecting an arbitrator for each issue. In addition, a perma-
nent umpire has the advantage of gaining familiarity with the con-
tract and with the parties themselves. Because of his tenure, his
selection usually involves careful comnsideration to be sure that he
will have the confidence of both parties.

The ad hoc method usually provides for the selection of
the arbitrator by mutual agreement from a list jointly prepared by
the parties, or furnished by some outside person or agency, such as
the Federal Mediation and Conciliation Service or the American
Arbitration Association. This method has the advantage of being
flexible and suitable for situations in which arbitration is in-
frequently used. However, delays may result because of difficulty
in the selection of the arbitrator.
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Other third parties in arbitration may be the "impartial
chairman" who is, in essence, a permanent arbitrator, often with a
somewhat broader power to preside over the collective bargaining
agreement and its observance. In other situations, grievances are
arbitrated by a tripartite board, composed of an equal number of
company and union representatives and an impartial chairman. The
chairman usually casts the deciding vote.

Since the arbitrator plays such an important role in the
maintenance of good industrial relations and since the cases upon
which he acts may be of tremendous importance to the company and the
union, both parties expect him to be impartial, of sound judgment,
immune to pressure tactics, and well versed in the field of labor
relations. In addition, it is desirable that he be familiar with
the industry and its methods of operation and wage payment.

In general, the arbitrator has jurisdiction over three
types of issues: (1) Interpretation of contract clauses, where
meanings are obscure or questiomable; (2) alleged violations of the
contract; and in some situations, (3) new issues arising during the
life of the contract. Decisions may be based either on a liberal
or a strict interpretation of the agreement language. This gen-
erally depends upon the attitude of the arbitrator and the opposing
parties.

Arbitrators, particularly those who serve as permanent
arbitrators, acknowledge that some of the cases they hear are
clearly without merit, brought to arbitration by either the company
or the union in order to shift the burden of making an unpleasant
but obvious decision to someone else's shoulders, or to try to ob-
tain a concession denied in agreement negotiation. Since a party
to an arbitration case rarely concedes the weakness of its position,
the arbitrator is usually compelled to treat each case on its merits
even though he suspects (but rarely knows for sure) that one or both
sides may not be entirely in earnest.

The Arbitration Hearing.--The first step in bringing a
grievance to arbitration is the stipulation, or submission, gener-
ally furnished to the arbitrator before the hearing, although this
is not essential unless required by the collective bargaining agree-
ment. In any case, the arbitrator will want to have all of the in-
formation contained in the stipulation, which:

1. Notifies the arbitrator of his
selection.

2. States the place of hearing.
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3.. Defines the issue or issues to be de-
cided by the arbitrator.

4. Sets forth the scope of the arbitra-
tor's authority (sometimes by quoting the col-
lective bargaining agreement).

5. May outline hearing procedures.

6. States how expenses are to be appor-
tioned between parties (usually equally).

Although the grievance or issue being brought to arbitra-
tion has gone through the previous steps of grievance negotiation,
it is still necessary for the union and management representatives
to prepare their cases for the arbitration hearing. Usually, each
party comes to the hearing equipped with all factual material con-
cerning the grievance, and is prepared to present briefs or oral
arguments to support its case.

The actual hearings are generally held on company prop-
erty, although sometimes they are held on neutral ground, such as a
hotel conference room or other public¢ place. The arbitrator con-
ducts the hearings in a manner to afford all parties full oppor-
tunity to present their cases. Hearings have some of the charac-
teristics of the proceedings in a court of law, but are nearly
always much more flexible, with less rigid rules regarding testi-
mony. Formal hearings may find the parties represented by legal
counsel, a reporter taking verbatim record of the proceedings, a
liberal use of witnesses, and emphasis on documentary evidence. In
informal proceedings, the testimony is oral, no permanent record is
kept, and less attention is paid to formal rules of evidence.

As a matter of hearing procedure, the arbitrator will
want to know, first, what the issue is, and second, all the back-
ground facts which are not in dispute. Before going into details
of the grievance, it is helpful to the arbitrator for each side to
present a brief introductory statement summarizing its position.
These statements generally include, in addition to a definition of
the issue and a statement of agreed upon facts, the contract clauses
pertinent to the dispute and a listing of the important arguments
vhich will be made.

Legalistic rules of evidence rarely apply to arbitration
hearings. Testimony ordinarily includes anything pertinent to the
problem under discussion. The specific types of evidence needed
will vary according to the kind of issue up for arbitration. Many
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of the rules and regulations written into union agreements are
stated in general terms uQich an agbitrator will have to interpret.
For example, it is frequently provided that employees may not be
discharged except for "good cause.” What is good cause? In pro-
viding for changes in job status, contracts frequently call for an
evaluation of "skill and ability” in such undecisive terms as
"relatively or approximately equal.”

The criteria the arbitrator uses in making his decision
in such matters, in addition to the facts in the case, may include
determination of the intent of the parties in making the agreement;
the past practice in similar cases; the relationship between the
parties; and analysis of agreement provisions to determine the
most reasonable interpretation. The parties to the dispute will
be called upon to provide all the available factual information
upon which the agbitrator can base his decision.

Bach specific type of case calls for its own kind of
evidence. For example, disciplinary action may require that the
arbitrator determine, frequently from conflicting testimony,
whether the employee is not guilty or guilty as charged, or
partially guilty and subject to more moderate punishment. In
seniority grievances, the arbitrator will need accurate information
about senpiority dates, work records, and performance and skill of
the individual employee involved. In addition, he will want to
know how the agreement provision involved in the dispute has been
interpreted in the past in the specific plant. In job classifica-
tion grievances, the arbitrator may need an analysis of the plant
job structure, and complete information about the specific job in
question.

Once the actual hearing is completed, posthearing briefs
may be filed bythe parties, commenting on the evidence and summing
up their position. No new evidence may be presented in these
briefs, since the opposing party would have no opportunity to re-
fute it.

The final step, of course, is the award or decision of
the arbitrator. This may be a simple announcement of who won, but
many arbitrators offer an "opinion" which sets forth the issues
and facts in the case and the arbitrator's reasons for arriving at
his decision.

Subsequent Use of Decisions.--In any particular company,
and sometimes in an emtire industry, arbitration decisions may
come to establish a body of common law by which future grievances
can be resolved. For this reason, the parties frequently reproduce
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the decisions, either in printed or mimeographed form, and make them
available to company and union officials, imcluding foremen and shop
stewards.

Just as a clear-cut contract clause may settle an issue
for the life of the agreement, So may an arbitration decision on an
issue susceptible to precedent remove that issue from dispute so
long as the agreement is in force. It may also pave the way for
modification of a contract clause when the new agreement is written,
if the parties are not satisfied with the consequences of the
decision.

Some arbitration decisions are given publicity, particu-
larly through commercial information services. Other unions and
companies may find these helpful in preparing cases for arbitration
hearings, or even in settling grievances before they are brought to
arbitration. However, since each decision is an interpretation of
the language of a specific contract in a particular situation, cau-
tion is needed in this use.

Arbitration of New Contract Terms

In contrast to the widespread acceptance of grievance ar-
bitration, the practice of arbitrating disputes over new contract
terms,. e.g., a demand for a wage increase, is relatively uncommon.
Certain industries, such as railroads and public utilities, fall
back on arbitration, when necessary, primarily because of the urgent
need for (and public pressure for) avoiding work stoppages. Wage
arbitration has also been resorted to in recent years in the women's
apparel industry and in the New England textile imdustry, both of
which were faced by extraordinary economic problems. In general,
however, managements and unions, either separately or together, are
adverse to bringing such issues as wage increases or decreases or
other major contract issues to arbitration.

Historically, the reluctance to resort to wage arbitration
can be attributed to these factors, among others: The costs and
delays involved; the nature and inherent weaknesses of wage arbitra-
tion; the growing strength of unions in relation to dealing with
their own memberships as well as with management; and the increasing
maturity of collective bargaining. Many industries, for example,
automobiles, have had little or no experience in, or taste for, wage
arbitration; other industries, such as men's apparel, have had a
substantial amount of experience in wage arbitratiom but have aban-
doned this procedure in favor of working out their own solutions
without recourse to a third party.
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Perhaps a basic difficulty of wage arbitration is that
the arbitrator has no established or commonly accepted principles
or doctrime to rely upon, as he has in grievance arbitration. How
much of a wage increase or decrease is justified at any particular
time? Should the arbitrator take into account--or what weight
should he give to--such factors as: Changes in the cost of living,
changes in productivity, ability to pay, competitive position in
the industry, wage level comparisons with other plants in the same
industry, comparisons with other industries, similar comparisons
in terms of recent wage adjustments, the living standards of the
workers, future prospects for the plant and industry, and other
criteria commonly offered by the parties in their arguments? Even
if he were expected to consider all of these matters, he would in-
evitably be faced with opposing data and interpretations presented
by the participants with varying degrees of persuasiveness.

In the absence of a fixed standard of determination, the
scope of the arbitrator's decision, in a wage increase situation,
for example, lies between the union's last demand and the company's
last offer, with the midpoint presenting a great attraction. The
parties realize this. Hence, a union, particularly a newly es-
tablished or struggling one, may propose arbitration in the hope
of gaining something and in the knowledge that it has nothing to
lose, while the company may decline arbitration for the opposite
reasons.

The process has been used at times by some unions faced
with the unhappy necessity of taking a wage reductiom or an increase
substantially below the levels attained by other unions. Thus, the
onus for so unpopular a move can be shifted from the union offi-
cials to the arbitrator. Sometimes it is the company which needs
such an outlet. However, as unions grow stronger and more secure,
union officials become better able to take the responsibility for
all decisions, including unfavorabple ones, in the knowledge that
their membership will support them. They also like to receive the
credit for a popular gain.

Taking into account that some industries, because of
their strategic or essential nature, must continue to rely upon
arbitration when required, it is nonetheless widely acknowledged
in the United -States that the infrequent use of arbitration in
contract negotiation is, on the whole, a sign of maturity in col-
lective bargaining relationships. In the absence of a dependence
on arbitration, each side must evaluate its strength, take the
responsibility for its decisions, and jointly live with the conse-
quences, whether good or bad. Most companies and unions prefer
this course.
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2:04 Mediation and Conciliation

Participation by a third party in a dispute between
management and union in order to bring them together to resolve
their differences is called mediation or conciliation. At present,
the terms are generally used interchangeably. A precise distinc-
tion between mediation and conciliation, about which even the ex-
perts disagree, is no longer of comnsequence since, in practice,
one borders upon and merges with the other.

There is, however, a distinct difference between media-
tiom or conciliation and arbitration. The arbitrator hears both
sides of a dispute and makes a decision that is binding. The
nediator has no power to decide. He brings the parties together
to facilitate or work out with them a decision which is essentially
their own.

The mediator is gemerally called into a case under vari-
ous circumstances including: (a) When collective bargaining has
reached an impasse, a seemingly irreducible number of issues re-
mains, and a strike is a strong possibility; (b) when a strike is
in effect and the problem is to end it as soon as possible. In
all situations, an "atmosphere of crisis" generally prevails. One
of the chief functions of a mediator, operating in such circum-
stances, is to keep negotiations going--i.e., to clear the air of
personality factors and to focus the attention of the disputants
on the issues to be resolved. Necessarily, the mediator must be
recognized as impartial.

The mediation of labor disputes in the United States is
primarily a Government service, although private persons or agen-
cies may undertake it if requested to do so. Practically all
mediation and conciliation is undertaken by the Federal Mediation
and Conciliation Service, and similar agencies in some of the more
highly industrialized cities and States.

The Mediation Process

There is no standardized set of rules for the process
of bringing the parties to a dispute together and, if necessary, of
introducing the aid of a third person into their deliberations.
There are, however, certain broad principles which are useful in
the development of the mediation procedure:

1. Mediation is nearly always requested
by one or both parties to the dispute. If re-
quested by one party, the mediator generally
meets with that party first. In a joint re-
quest, the mediator may meet with either party

(1)
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first. In any case, meetings are generally
held separately before bringing the pargies
together.

2. The mediator must build up a relation-
ship of confidence with both parties. He must
obtain the background facts and, if possible,
determine the position of both parties toward
concessions or bargaining areas.

3. When the parties are called into joint
conference, care must be taken to emnsure that
the time, place, and procedures adopted for the
meeting represent the best possible choice for
mediation.

4. The mediator must control the progress
of the mediation process, either directly or
by suggestion. He may propose recesses, arrange
for new meetings with the parties either sepa-
rately or together, or make suggestions or
proposals as to specific items in dispute.

5. If an impasse is reached, the media-
tor may call for assistance from higher offi-
cials either in his own Service or in the
organizations of the parties to the dispute.

6. Pinally, if no agreement seems possi-
ble, the mediator may privately make his own
contract proposals, or may recommend fact-
finding, submission of the "best offer” to a
vote of the employees, or arbitration. Again,
he may withdraw temporarily and allow the dis-
pute or strike to continue until he believes
progress can be achieved.

None of these principles, of course, tells how the media-
tor should conduct himself when faced with an actual situation. All
authorities agree that successful mediation is based on recognition
of the fact that it is an individualized process; how the mediator
accomplishes his results is often dependent on the personalities in-
volved, to be evaluated as the specific occasion demands. Training
beyond the statement of general principles is generally based on
watching and working with an experienced mediator on actual situa-
tions, the development of the proper "feel” for successful proce-
dures in the conduct of actual cases, and discussions of mediation
problems and techniques with supervisors and experienced mediators.
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The Federal Mediation and Conciliation Service

The forerunner to the FMCS, the United States Concilia-
tion Service, came into bding in 1913 under the terms of the act
which created the U. S. Department of Labor. This act provided
among other things that the Secretary of Labor should "have the
power to act as mediator and to appoint commissioners of concilia-
tion in labor disputes whenever in his judgment the interests of
industrial peace may require it to be done.” Then, as now, the
service was operated on a voluntary basis. The conciliators were
given no power to coerce the parties to a dispute or any legal
means to enforce their recommendations. ‘

The Labor Management Relations (Taft-Hartley) Act of 1947
established the FMCS as an independent agency, outside the Depart-
ment of Labor, and made some changes in the laws relating to Fed-
eral mediation designed to link mediation more directly to the
collective bargaining processes. The act states, among other things,
that "settlement of issues between employers and employees through
collective bargaining may be advanced by making available full and
adequate facilities for conciliation, mediation, or voluntary ar-
bitration."” The act also provides for notification by either the
union or the employer to the other party to the agreement of intent
to request contract modification or termination. This notification
must precede the expiration date of the contract by at least 60
days. The FMCS is alerted for action by another notification at
least 30 days before contract expiration, calling attention to the
existence of an unsettled dispute. In practice, the FMCS moves
promptly to offer its service to mediate disputes, particularly if
a dispute involves large numbers of workers or seriously affects the
national economy. FMCS jurisdiction is limited to disputes involv-
ing a substantial effect on interstate commerce, excluding rail and
air operations. 1/

During the 1955 fiscal year (July 1, 1954-June 30, 1955),
the FMCS, according to its annual report, employed 352 persons, of
whom 225 were in the mediator class and 127 were clerical and ad-
ministrative employees. Approximately 14,200 cases were closed
after being assigned to mediation, 7,100 by formal mediation,

1/ A separate mediation agency, the National Mediation Board,
specializes in disputes arising in railroads and airlines. Employ-
ees of these interstate carriers are covered by a separate labor
law, the Railway Labor Act. (See chapter 3:04.)
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6,800 by informal mediation, and the rest in other ways. Issues
appearing in the cases were in order of their importance, wages
(by. far the most important), vacations and holidays, pensions,
insurance and welfare, hours and overtime, union security, senior-
ity, and the guaranteed annual wage.

The Service reports that the cases presented to it are
now more difficult of solution and require longer participation by
the mediators. This is ascribed in part to the fact that negotia-
tions between large companies and large unions are carried on more
expertly; although less frequent mediation is required, when ne-
gotiations break down the problems finally presented to the media-
tor are more difficult to resolve., Frequent problems also arise
in adapting terms of larger "patternsetting” companies to smaller
operating units. Health, insurance, and pension plans have intro-
duced many complex and unfamiliar problems,

The Service reports that it has established a continuing
review of its policies, procedures, and functions, to insure the
most effective possible assistance in union-management negotiations
by:

1. Proffering and providing effective con-
ciliation and mediation services when such as-
sistance is necessary to prevent or to minimize
labor-management disputes growing out of the
negotiation of contracts which would substan-
tially affect interstate commerce.

2. Utilizing the experience and knowledge
of mediators to prevent or minimize disruptive
factors that exist before, develop during, or
continue after, contract negotiations.

‘3. Cooperating with mediation agencies of
the various States toward the common goal of
effective mediation service to labor and
management.

4., Inducing the parties to disputes af-
fecting interstate commerce to seek peaceful
means of settling their differences through
other voluntary measures when they cannot be
settled through collective bargaining and
mediation.
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5. Encouraging labor and management to
use voluntary arbitration as the final means
of settling grievances arising under negoti-
ated contracts when they cannot be settled
through other grievance procedures.

In carrying out this program, the Service does not limit
its activities to dispute mediation. The staff of the Service
carries on "preventive mediation," described by the Service as
follows:

The Labor Management Relations Act, 1947,
imposes upon the Service a.duty to assist par-
ties to labor disputes in imdustries affecting
commerce to settle such disputes in order to
prevent, or minimize, the interruption of free
flow of commerce growing out of labor disputes.
Preventive mediation work can be described
simply as the effort to create a healthier la-
bor climate between labor and management/both
generally and/ during the effective period of
a 1abor-management contract so that they will
be /better able to live together without dis-
putes and will be/ familiar with, and be dis-
posed to use, the grievance adjustment machin-
ery in the contract to iron out differences
before work stoppages develop. It has been,
and continues to be, the policy of the Service
to have its mediation staff spend as much time
as possible on preventive work when they are
not otherwise engaged in their primarv duty
of mediation. . . .

Finally, the Service assists parties to a dispute in
selecting arbitrators who are "experienced, qualified, ethical, and
acceptable." A roster of approximately 400 arbitrators, none of
whom are Government employees, is maintained from which panels are

selected for submission to parties requesting them. During the

1955 fiscal year, 1,316 requests for panels of arbitrators were
received.

State Mediation Agencies

In addition to the services provided by the FMCS, about
two-thirds of the States and Territories of the United States have
mediation services. About one-half of these are active and func-
tioning; the remainder of these States have available mediation
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services of one kind or another. As is true of the FMCS, most of
the State agencies function on a voluntary basis, that is, without
compulsory powers or enforcement functions.

State mediation agencies differ widely in their mechanical
arrangements, legal powers (to call meetings, summon parties to
hearings, etc.), and in the moral and financial support which they
receive. The most common arrangement is for the conciliation sery-
ice to be a part of the State labor department. State conciliators
frequently have other duties .when not engaged in settling disputes.
Some States have permanent board members who are paid regular sala-
ries; others provide individual conciliators or tripartite panels
as the need arises. Some States provide labor relations boards
with quasi-judicial powers to handle disputes involving union organ-
izations or collective bargaining, with the conciliation service
dealing with and limited to disputes arising over questions of wages,
hours, or working conditions. Other States provide only one agency
for all types of disputes.

Most State agencies take action only at the request of
one or both parties to a dispute. A few State laws provide for in-
vestigation of disputes involving the public interest without re-
quest. If parties to a dispute voluntarily agree to have a State
board act as arbitrator, the law usually specified that the awards
shall be binding for a specified period, usually a year.

State agencies are subject to the operation of Section
8(d)3 of the Labor Management Relations Act. This section, in addi-
tion to providing for notification of the FMCS of the existance of
a dispute, also provides for notification of officials of the State
in which the dispute occurs.

The New-York State Board of Mediation represents.an ex-
ample of a relatively large State agency in operation. The present
Board of Mediation and Arbitration was established in 1937 by an
act of the legislature, as a successor to earlier boards which had
been in operation since 1887. The purpose and function of the board,
as described in the 1937 act, are as follows:

It is hereby declared as the public policy
of this State that the best interests of the
people of the State are served by the prevention
or prompt settlement of labor disputes; that
strikes and lockouts and other forms of indus-
trial strife, regardless where the merits of the
controversy lie, are forces productive ultimately
of economic waste; that the interests and rights
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of the consumers and the people of the State,
while not direct parties thereto, should al-
ways be considered and protected; and that the
voluntary mediation of such disputes under the
guidance and supervision of a governmmental
agency will tend to promote permanent industrial
peace and the health, welfare, comfort, and
safety of the people of the State. . . .

At present, the State board consists of seven members,
appointed by the Governor with the advice and consent of the State
Senate. Since board members are not salaried, but are paid on a
per diem basis, there is little political pressure on their appoint-
ments, with relative permanency in membership as a result. This
board is now primarily concerned with policymaking matters. A full-
time paid staff of 16 mediators and a 3-person administrative staff
handle most of the cases which come to the board. Board members
handle some cases on occasion, particularly in those companies in
which they have successfully settled earlier disputes.

The law under which the board operates provides for hear-
ings, the attendance of witnesses, the administration of oaths,
taking of testimony, and receiving of evidence.

The State board receives a 30-day notification of the
existence of a dispute within its territory at the same time as
the Federal Mediation and Conciliation Service, under the provisions
of the Labor Management Relations Act. Mediation cases, arising
from this notification or from other sources, may be undertaken by
request of employers, unions, or both; or the board may intervene
on its own initiative. Union requests account for nearly 70 percent
of the cases.

Mediators are assigned to specific areas and work under
the direction of a supervising labor mediator. Within the areas,
cases are sometimes assigned at random; i.e., to the mediator with
the first vacant place on his schedule. For some cases, specialists
with experience in certain industries or on specific issues may be
selected. If a mediator fails to settlc a dispute, another mediator
may be assigned if the case is important enough to warrant it. In
New York City, 6 full-time mediators are given 2 disputes a day as
their caseload. In upstate areas, especially where more travel is
involved, the caseload is smaller.

In addition to mediation and conciliation services, the

board acts as an agency to name an arbitrator, usually when a col-
lective agreement provides that it should undertake that function.
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2:05 Union Adjustment to Technological Change

Change is a dominant characteristic of American indus-
trial life. To survive and to prosper, business establishments
must adjust to changing technology, productivity, products, demand,
and other factors. Wage earners are directly and quickly affected
by these adjustments through changes in employment, hours and weeks
of work, skill requirements, wages, working conditions, job security,
and union security. In the long run, these adjustments affect work-
ers' standards of living, work, and leisure.

Technological change may be defined, in a narrow sense,
as the development and use of new machines and methods to increase
productivity. A broader definition would include changes in ma-
terials and products, utilization of materials, management and en-
gineering techniques, and the like, which result in greater effi-
ciency. Wage earners in organized establishments expect their
unions to represent their interests in the more direct impact of
technological, managerial, or other business changes.

On a day-to-day basis, such protection is afforded by
wage rate adjustments, written and unwritten shop rules, guarantees
ef various types, seniority rules, premium pay practices, supple-
mentary unemployment compensation, grievance procedures, and other
practices. Over a longer term or during periods of rapid change,
however, such protective devices may be inadequate for the task of
easing worker adjustments and other solutions may be sought and de-
veloped, at least in part, through collective bargaining.

The extent to which technological change may cause tem-
porary or permanent displacement of workers, affect living standards,
or alter working conditions, depends upon a number of factors. These
include the capacity of the Nation to absorb more goods, the availa-
bility of other job opportunities for displaced workers, the mobil-
ity of labor, the emergence of new industries, retraining opportu-
nities, and other factors affecting product and labor markets. High
levels of employment and continuing improvements in living standards
in the United States since the end of World War II attest to the
ability of management and labor to adjust to, and derive benefits
from, a rapidly advancing technology. However, workers and their
unions remain alert to the threat of unemployment and seek to erect
safeguards against this possibility.

Union Attitudes

Trade union attitudes toward technological change, which
now generally accept the inevitability of change and the benefits
to be derived therefrom, represent an evolution away from fear and
resistance. Resistance to change, still often the first impulse on

(1)
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the part of union members, is increasingly recognized as a futile
policy or as a more perilous venture for the union than adapting to
the new situation and seeking a compromise solution to the problems
posed.

Historically, unions, particularly those representing
craftsmen, had good reason to fear technological displacement. The
hand cigarmakers, for example, were displaced by a combination of
new machinery and a falling market for their product as cigarettes
became more popular, Musicians in theater orchestras were thrown
out of work by talking pictures. Glassmakers, hand typesetters,
and other craftsmen experienced a declining demand for their serv-
ices and had to turn to other occupations, usually with lower skill
requirements. Hence, unions of craftsmen sometimes tended to resist
changes which might render established skills obsolete or curtail
demand for their skills.

The change in union attitudes in recent decades was
brought about or conditioned by several important developments. In
the first place, the American economy has been expanding at a rela-
tively rapid rate, thereby allowing substantial scope for adjustment.
The growth of industrial unions, the broadening of the jurisdiction
of craft unions, and the increased strength of the labor movement
as a whole provided a firm basis for coping with change and for
seeking a share of the gains resulting from increased productivity.
The strengthened faith of the American people in technological prog-
ress, buttressed by high employment and rising standards of living,
was a significant environmental influence. All of these factors
encouraged the adjustment to technological change, with the provi-
sion that workers share adequately in the benefits of industrial
progress.

At the present time, with automation in the offing, re-
sponsible trade union leaders emphasize the right of workers to
share in the' rewards of the new technology (in higher pay, shorter
hours, and other benefits) and the need to assist, through collec-
tive bargaining and legislation, workers who may lose their skill
and their jobs. The problems accompanying a far-reaching alteration
of production and processing techniques are not glossed over, but
outright opposition to change, even of the magnitude promised by
the exponents of automation, is rare.

George Meany, president of the AFL-CIO, in a statement
accompanying an AFL-CIO pamphlet Labor Looks at Automation, wrote:

This is a time of remarkable technical
progress. Significant new types of automatic
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machines and methods-~-symbolized by the term
"sutomation"~~are being put to use rapidly and
widely.

Labor welcomes these technological changes.
The new techniques offer promise of higher
living standards for all, greater leisure, and
nore pleasant working conditions. Yet, there
are pitfalls as well as promises in the new
technology. There is no automatic guarantee
that the potential benefits to society will be
transformed into reality.

It is not characteristic of the trade
union movement to sit back and let the future
take care of itself. Labor unions can be ex-
pected to raise with employers the problems
created by the new technology. The collective
bargaining process must be utilized to work out
the necessary arrangements for introducing the
new machinery and equipment, for reviewing the
wage structure and job classifications that
might be affected, and for making certain that
the benefits flowing from the new technology
are sharad fully with the workers.

At the national level the new technology
raises questions of a different character.
While the new machines are almost human in the
way they solve problems of production, they
still cannot create the necessary income to
purchase their additional output. There is no
value to new machinery which lies idle for lack
of sufficient purchasing power in the hands of
consumers to buy the products of the machine.
Lavor will continue to press for an expanding
national economy with sufficient income in the
hands of consumers to purchase the increasing
output of American industry.

The trade union movement does mot pretend
to know all the answers to the questions raised
by the new technology. We are confident, how-
ever, that all groups in our society--manage-
ment and Government as well as labor--want to
find the solution to these issues.

Federal Reserve Bank of St. Louis
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John L. Lewis, president of the unaffiliated United Mine
Workers, in a statement of the attitude of that union, said:

. + . If an automatic or semiautomatic
machine can be harnessed to use energy and do
the work of human hands, I think it's a justi-
fiable enterprise that makes its own contribu-
tion to the standards and the culture and the
happiness of the population,

If, in addition, the utilization of energy
and machinery, new formulas, improved techniques,
can be made to become an economic advantage in
lowering cost of production. .. then it, indeed.
becomes not merely an opportunity but an
obligation.

That's been the premise upon which the
United Mine Workers of America has stood . . .
that, in return for encouraging modernization,

. . . the union would insist on a clear partici-
pation in the advantage of the machine and the
improved techniques.

On the whole, management and labor spokesmen are in sub-
stantial agreement on the competitive or economic need for change,
the general beneficial effects of advancing technology, and the need
to share the gains. There remains, however, disagreement on methods,
safeguards, shares, etc., which forms much of the substance of col-
lective bargaining. At the plant level, traditional worker sus-
picion of management techniques and changes, which undoubtedly varies
widely among companies, has given way, in part at least, tqQ confi-
dence in grievance procedures, in the increasing ability of unions
to deal directly with industrial engineering and job change problems,
and in the prospect of higher wages.

Collective Bargaining Provisions

Adjustment to technological changes under collective bar-
gaining takes many forms, explicit and implicit. For example, the
agreement may make no mention of technological or managerial changes
or the process of adjusting to change as such, but the establishment
of a grievance and arbitration procedure, which is almost universal,
and the regular negotiations over wage rates and fringe benefits,
take into account, or are based upon, actual or potential changes.
Many employers and unions, on the other hand, have negotiated agree-
ments with provisions dealing specifically with some aspects of change.
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The U. S. Department of Labor's Bureau of Labar Statis-
tics examined 1,410 collective bargaining agreements in effect in
1953 for specific ‘references to the introduction or use of new
machines or methods and the workers affected by these changes.

These agreements were selected as representative of all industries,
including some in which technological change was not an immediate

prospect or problem.

Most agreements (928) contained no explicit reference to
the introduction or use of new machines or methods. In 330 agree-
ments, management specifically retained the right to introduce
changes in machines and methods as circumstances warranted. For
example, a steel agreement provided:

The management of the plants and the di-
rection of the working forces and the opera-
tions at the plants, including. . .the sched-
uling of work and the control and regulation
of the use of all equipment and other property
of the company, are the exclusive functions of
the management . . .

From a meatpacking agreement:

The management of the plants and the di-
rection of the working forces, including the
right to . . . determine the products to be
handled, produced, or manufactured, the sched-
ules and standards of production and methods,
processes and the means of production or han-
dling, schedule of working hours, and opera-
tions to be contracted or subcontracted, is
vested exclusively in the company, subject only
to such restrictions governing the exercise of
these rights as are expressly provided in this
agreement.

In 31 agreements, pledges of union cooperation in the in-
troduction of new techniques were written into the contracts. For
example, an agreement covering a carpet manufacturing plant:

The union agrees that, so long as work
loads are within the capacity of an average em-
ployee and are not detrimental to the health of
employee, it will not obstruct, or allow its
members to obstruct, any efficiencies in produc-
tion which the company desires to install. Such
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workload changes will first be discussed with
the union before being put into effect.

In 206 agreements, the unions pledged cooperation in
maintaining or increasing production, a position which can reason-
ably be interpreted as one which allows management substantial scope
in the introduction of new techniques. For examplé:

The union recognizes that a high level of
wages can be maintained only by maintaining a
high level of productivity. The union and its
members will cooperate in attaining such a
level of production as is consistent with the
health and welfare of the employees. The un-
ion and its members will seek to assist in ef-
fectuating economies and the utilization of
improved methods and machinery. . . .

In only 10 of the 1,410 agreements was reference made to
a restriction or prohibition of new machinery or methods, in general
or in particular.

Just as most agreements had no provision explicitly cov-
ering the introduction or use of new machines or methods, most
agreements (935) also contained no provision directed specifically
to the treatment of workers affected by changes in machinery or
methods. The principal method of handling this problem, found in
434 agreements, was a provision allowing the union.to participate
in setting or reviewing wage rates and/or workloads on new or
changed jobs, as in the following example:

If an operation is so substantially changed
that a new job classification is justified, or
a new job is created which requires a new classi-
fication, such classification and the rates to
apply will be negotiated between the company and
the union.

In 47 agreements, the union was to be notified or consul-
ted before changes were made, e. g.:

The company may, from time to time, find
it necessary or desirable to make changes in
equipment, operations, the organization of
work or the duties or qualifications required
for any job. . . . In cases where such revision
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is necessary, the company will furnish to the
union copies of such revised specifications
and/or charts and will discuss them with the
union if so reduested. . . .

A clause providing that changes were not to result in a
reduction of earnings for the workers immediately affected appeared
in 27 agreements. For example:

If during the life of the agreement there
are changes in processes, operations, machines,
or changes in the method of wage payment, due
consideration shall be given to such changes
so that the employees affected shall be able,
for faithful work under the new conditions, to
earn at least their previous earnings, with
the same expendituxre of time, skill, or effort
as under the displaced methods or processes.

Job protection was specifically provided for in 35 agree-
ments, aS8 in the following example:

When an employee is permanently displaced
by the elimination of a job because of a tech-
nological change in equipment, method or pro-
cess, the company will endeavor to provide a
transfer to another job. Or, the employee may,
at his option, elect to immediately receive
technological displacement compensation.

The above clause also illustrates the practice of provid-
ing a separation allowance for technologically displaced workers,
found in 16 of the 1,410 agreements studied.

Adiust'irgﬁto Change--Specifiic Examples

In the fall of 1952, the Bureau of Labor Statistics made
a study of three plants in the ladies' garment industry to determine
the attitudes of, and methods used by, management and labor in the
introduction of new machinery. All plants were organized by the
International Ladies' Garment Workers' Union. The survey found that
both workers and management profited from new machinery introduced
with the understanding and participation of the union. Adjustments
were successful, according to information developed in interviews
with officials of the companies and union locals involved, because
the interests of the workers, the union, and management were har-

-moniously reconciled to the change. Common practices were followed,
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although they were not formalized in the union's agreement with any
of the three companies. PFirst, management gave advance notice to
appropriate union officials and, in most instances, also directly
to the employees involved. In addition, changes were given at
least an 8 weeks' trial during which workers' earnings were main-
tained under a rather general clause in the agreement designed to
cover all kinds of changes in work assignments.

Management in this industry in general accepts the - policy
of sharing productivity problems with the union. The union takes
an active interest in promoting sound business conditions in the
industry; it employs engineers who assist individual plants in
solving operational problems; and it generally favors technological
changes which increase productivity, provided they are introduced
in orderly fashion. In supporting such changes, the union encour-
ages plants to expand output wherever possible to facilitate the
absorption of displaced workers and to increase total employment.

The International Typographical Union has adopted a
policy of providing information on new methods and training its
members to take over the new processes in the industry. In a bul-
letin issued in 1954, the union stated that the introduction of
photographic composing machines was a definite threat to union mem-
bers, since it displaced the hot-metal process with which they were
familiar. Members were urged to enter upon retraining programs
to acquire the skills and techniques needed for the new method in
order to keep their jobs, and to enmable the union to protect its
interests and retain jurisdiction over the composing process.

The Bakery and Confectionery Workers Union has urged its
local unions to insert a clause in their contracts to protect
workers in the industry against loss of employment or pay by reason
of changes in machinery or methods of production. According to the
union president, the union has always supported the introduction of
mechanical methods which increase productivity. At the same time,
it is concerned with "the consequences of the machines’ influence
on the individual,” and believes that the benefits of mechanization
should be shared by management with workers and consumers.
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2:06 Sharing Productivity Gains Through Collective Bargaining

A fundamental belief shared by management and unions in
the United States is that the standard of living of the people, as
measured by the quality and quantity of goods and services availa-
ble to all, depends largely upon the productivity of the Nation's
farms, factories, and labor force. It is also widely recognized
that the long~term gains in real wages (wages in terms of what they
can buy), the shortening of the workday and workweek, the improve-
ments in working conditions, the extra benefits such as pension and
insurance protection provided to workers, and annual paid vacations
were made possible, in large part at least, by rising productivity.
Yet, with relatively few exceptions, there is little agreement be-
tween management and unions in collective bargaining sessions as to
how to measure productivity gains and, if measured, how to reckon
with these gains in terms of wage adjustments.

Although managements and unions may not come to a meeting
of minds on how to share productivity gains, their wage settlements
frequently have a basis in real productivity changes--whether in the
company involved, in other companies, or in the economy as a whole--
or in the general beliefs of the parties regarding the continuous
sharing of productivity gains.

Union Attitudes

Over the past 75 years, the American labor movement has
consistently viewed rising productivity as a source of improvement
in the wage earner's standard of living, with these improvements to
be obtained principally through the process of collective bargaining.

When Samuel Gompers, first president of the American
Federation of Labor and for 40 years a dominant figure in the labor
movement, was asked what the labor movement wanted, he answered,
"More." George Meany, now president of the AFL-CIQO, recently an-
swered this same question in the same way: "If by a better standard
of living we mean not only more money but more leisure and a richer
cultural life, the answer remains, "More." The economic reasoning
upon which trade unions currently base their demands for "more'" has
been $uccinctly stated as follows:

Productivity increases create a rise in
output, with the same or fewer man-hours of
work. The increase in productivity arises from
the contributions of many groups--including
workers, management, and the Nation's accumula-
tion of technical knowledge.

(1)
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Who is to receive the fruits of rising out-
put per man-hour--industry, workers, consumers
or a combination of the three groups? How are
the benefits of increasing productivity to be
shared?

When rising productivity reduces produc-
tion costs $1 an hour--by increasing the output
produced in an hour--business can share such
benefits with other groups in the economy.
Failure by business to share the fruits of indus-
trial progress with other groups can create
economic distortions--excessively high profits
and insufficient consumer buying power--that
makes full employment impossible in the long
tun.

Through trade union strength and collec-
tive bargaining, however, wage and salary
earners can obtain a share of the benefits of
industrial progress--thereby helping to improve
the buying power of many millions of families
and bolstering the economy's mass consumption
base.

* % *

Wage and salary increases, based on in-
creasing productivity, need not result in an
inflationary price level. On the contrary,
there is sufficient room for some price reduc-
tions, since labor's share of the benefits of
industfial progress takes only.a part of the
savings to business arising from lower unit
production costs.

* K *

The workers' share in industrial progress
should not be limited to productivity increases
in a plant or in a company. Productivity is
affected by many factors outside the plant or
company-~by the Nation's scientific development,
education of the labor force, competition among
industries. Workers should rightfully share
adequately in the benefits of the increased pro-
ductivity of the national economy as a whole

* % %
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Unions recognize and accept the fact that their wage
demands often prod management to introduce technological improve-
ments, institute more efficient methods, and improve training and
supervision. Thus, the labor movement's belief in the benefits
of a rising level of productivity is not limited to the expecta-
tion or demand that workers share in past gains.

Management Attitudes

As a group, employers also generally beliieve that workers
should share in productivity gains, but many tend to support the
theory that workers would fare better if these gains were distrib-
uted mainly in the form of lower prices. In this manner, it is
reasoned, gains in real income would be distributed among all people
and would not accrue to just one segment of the population. With
exceptions, notably the major automobile and farm machinery manu-
facturers, management generally questions the desirability of antic-
ipating productivity increases of a specific amount and hesitates
to accept a formula governing wage adjustments.

The attitude of the National Association of Manufacturers,
a large employers' organization, toward sharing productivity gains
with workers has been expressed, in part, as follows:

Productivity is one, but only one, of the
economic forces which enter into the process
by which wages are set. . . .

* Kk *

. . . Confusion exists as to what relation-
ship ought to hold between productivity and
wages, as well as to whether that desired re-
lationship has in fact been maintained.

Any analysis of the economic connection
between wages and productivity is complicated
by the fact that money wages are affected by
many other factors besides labor productivity.
Money wages are a price. As such they are
related to other types of prices and they are
subject to the impact of the same economic
forces as the price of goods. The chief basic
determinants of the general level of prices--
wages as well as other prices--are monetary and
fiscal in character.
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The same thought can be put in this way:
The basis for the argument that real wages
should increase in proportion to increases in
productivity is the proposition that, unless
this happens, labor's percentage share of the
national income will decline. With proper
qualifications this is a correct proposition and
can be demonstrated very clearly. If produc-
tivity increases and wage rates are left un-
changed, 1labor costs per unit of output will
decline, Unless prices are reduced, then labor
will receive a smaller share of the fimal pur-
chaser's dollar. If labor's percentage share
is to remain unchanged, either money wages will
have to be increased or the price of the product
will have to be reduced. Either of these events
will increase real wages.

During the past 22 years--through the boom
of 1929, the depression and partial recovery,
the war and the reconversion, the postwar boom
and inflation--the employee's share of the total
proceeds of business output has remained almost
constant. The figures show that the share of
the ultimate purchaser's dollar going to labor
has remained at about one-half. The remaining
half goes for taxes, depreciation allowances,
rents, royalties, interest, and profit. . . .

Thus, on the test of the distribution of
economic proceeds, real wages must have risen
proportionately with increases in productivity.
It is significant that in most of this period
there was no 'national wage policy' set by any
central authority. The result was the outcome
of natural economic processes. This backward
look reminds us that natural forces have a not-
always-appreciated capacity for bringing about
desired results.

Wage Adjustment Based on Overall Level of Productivity

Advances in national productivity or the general state of

the economy have long been a factor in major collective bargaining
situations although not always recognized explicitly at the hargain-
ing table. However, the 2-year agreement negotiated in 1948 by the
General Motors Corp. and the United Automobile Workers was the first
agreement of significance to establish a defimite formula relating
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wage increases to general productivity increases. This agreement
provided for an annual increase of 3 cents an hour (termed an "an-
nual improvement factor”) to be added to the base rate of each wage
classification for the duration of the agreement. 1/ Its purpose
was to assure the worker that the buying power of his hour of work
would increase as the Nation's industrial efficiency improved.

Also included in the agreement was a provision for auto-
matic cost-of-living wage adjustments at 3-month intervals, based
on changes in the Bureau of Labor Statistics' Consumer Price Index,
which would maintain the purchasing power of an hour of work.

The expectation that the annual-improvement factor em-
bodied in the 1948 General Motors-UAW agreement would be immediately
adopted by many other companies and unions was not borne out at that
time. This did not necessarily mean, however, that the principle
of providing wage earners.with a share of the benefits resulting
from increased productivity was not widely accepted. The General
Motors 2-year agreement and the agreements negotiated by other large
concerns and unions during 1948 differed basically in one respect:
The former agreement waived all wage-determining factors other than
productivity and the cost of living, whereas other agreements left
the field open, so far as annual bargaining was concerned, to these
and other considerations.

In 1950, General Motors and the UAW renewed their agree-
ment for a 5-year period and increased the annual improvement fac-
tor from 3 cents to 4 cents an hour. Shortly after this agreement
was signed, Charles E. Wilson, then president of General Motors,
explained that the 4-cent improvement factor represented approxi-
mately 2% percent of the average hourly rate of General Motors'
workers. Mr. Wilson said, "Many people think it was arrived at
based on what.we ‘expect or can achieve in Genmeral Motors (but) this
is not so. . . . The 2}-percent annual-improvement factor is some~
what less than the Nation's manufacturers have been able to achieve
on the average in the last 50 years. . . . In addition, in 50 years,
the standard workweek has been reduced from 60 hours to 40. . . .

1/ The clause read: "The annual-improvement factor pro-
vided herein recognizes that a continuing improvement in the standard
of living of employees depends upon technological progress, better
tools, methods, processes and equipment, and a cooperative attitude
on the part of all parties in such progress. It further recognizes
the principle that to produce more with the same amount of human
effort is a sound economic and social objective."
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We in General Motors have subscribed to what we think is the aver-
age of what the country can do. Of course, we hope to do better
ourselves and, in addition to raising real wages, continue our
policy of improving our products and reducing our prices.”

The annual-improvement factor attracted a wider following
after the 1950 revision. Altogether about 1,250,000 workers, mostly
in the automobile, farm machinery, and other metalworking industries,
were covered within a short time by agreements providing for auto-
matic annual increases. By mid-1957, the number had increased to
more than 5,000,000. The annual increase specified in the General
Motors contract and in other automobile agreements was raised to
5 cents an hour in 1953, and to 6 cents or 2} percent of base pay
in the 3-year agreements negotiated in 1955. 2/

The real significance of the General Motors experiment
is not measured solely by the number of agreements that explicitly
followed this example but by the extent to which the concept of
raising wages in line with advancing productivity has spread in
collective bargaining, in economic thinking and planning, in wage
arbitration, and in minimum wage legislation. The foundation upon
vhich this concept rests is, simply, the prevailing expectation that
the upward trend in the productivity of the economy will continue.

Wage Adjustments Based on Plant or Company Bxperience

The rate of productivity increase. varies greatly among
ccompanies and industries. During recent years, some unions have
placed increasing emphasis on obtaining wage increases based on
productivity changes in individual companies, and undoubtedly the
word productivity is used more and more around the bargaining table.
However, employer objections to basing wage adjustments on short-
term productivity changes in specific plants and the difficulties
encountered in measuring such changes appear to have prevented the
negotiation of wage increases based precisely on productivity
increases.

Nonetheless, the general principle of sharing productivity
gains prevails. The mutual acceptance of the relationship between
increasing a company's productivity and obtaining wage increases and
other economic benefits is sometimes expressed in the collective bar-
gaining agreement as a statement of principle, as in the following
examples:

2/ See chapter 3:01, Labor-Management Relations in the Auto-
mobile Industry.
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From an agreement for a glass manufacturing plant--

Recognizing that the welfare of its em-
ployees and their opportunities to earn a living
depend upon the success and prosperity of the
company and further recognizing that the various
wage increases provided for in this agreement
are of a substantial nature, the union hereby
pledges for itself and all its members--the em-
ployees of the company--that they will perform
their work effectively and efficiently to the
best of their ability, and will cooperate in
the introduction or installation of such pro-
cesses, machinery, changes in or introduction
of new methods of operation, incentive pay plans
or systems, and job classification and evalua-
tion plans or systems as the company may intro-
duce or put into effect for the purpose of bet-
ter and more efficient operation to the end
that the company may increase production and
reduce . costs so that the company may adequately
meet competitive conditions and maintain
employment.’

From an agreement for a metalworking plant--

The union also recognizes that the company
can provide steady employment and good working
conditions only by manufacturing products of
the highest quality with the greatest possible
efficiency. Therefore, the union agrees to
support the company's efforts to assure a full
day's work on the part of employees it
represents, to oppose poor attendance, scrap and
other practices which restrict production, and
to strengthen the good will between the company,
its employees, its customers, and the community.

Wage Incentive Systems

the more he earns.
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In the short run, or between contract remegotiatiomns, an
immediate method by which workers in some plants share productivity
gains resulting from increased effort rather than new machinery is
through the operation of an incentivé wage system that relates the
worker's pay directly to his output--that is, the more he produces,

If the worker is assured that a sustained high
level of effort will not lead to a reduction in rates, he has an
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incentive to increase his effort and output and thus his earnings.
Such assurances, however, have not always been provided.

Some industries, such as apparel and textiles, make ex-
tensive use of incentive methods of wage payment. In other indus-
tries, including automobiles, chemicals, and petroleum refining,
the practice is rare. A great deal depends, of course, on the
nature of the industry or type of productive process as well as the
attitude of the employer and the workers.

Historically, some trade unions in the United States have
objected to the installation of incentive methods of wage payment
and have gone on strike, adopted limitatioms in output, or used other
means to defeat the purpose for which such systems were installed.
In general, much of this opposition stemmed from previous experience
with rate cutting and the "speedup.” On the other hand, incentive
systems have received union approval and even encouragement when
the unions had confidence in the fairness of the systems, and could
depend on good administration and participation. Unions which now
accept' incentive methods of pay, with appropriate safeguards against
abuse, may still feel that certain basic shortcomings exist in the
techniques of ratesetting and work measurement.

Employers generally favor the logic behind incentive wage
plans. These plans, designed to make maximum use of an individual's
ability and to reward him accordingly, appeal to employers because
they assure relatively stable unit labor costs and promote efficiency.
Many employers oppose attempts on the part of trade unions to par-
ticipate in policy decisions affecting the installation of incen-
tive plans, the conversion of particular jobs to incenftive, and the
establishment of incentive rates. On the other hand, many employers
are glad to accept union participation and advice.

org/
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2:07 Union-Management Cooperation

Union-management cooperation in the United States is
generally defined as joint action, uwsually formal in nature, in
areas of mutual interest beyond the issues of wages, hours, working
conditions, and grievances, which normally come within the scope of
collective bargaining. The employer and the union authorized to
represent his employees are required by law to bargain in good
faith, a process which necessarily implies a cooperative attitude,
but the type of union-management cooperation defined above, and
with which this chapter deals, is entirely voluntary. Under normal
circumstances, unions, except by invitation, do not participate in
the area of management problems excluded from the written agree-
ment. Likewise, management cannot enlist union participation in
such problems if the union is unwilling.

Obviously, union-management cooperation must be based on
harmonious collective bargaining relationships. Only after this
stage has been achieved is it possible to extend the sphere of
Joint action into new areas of cooperation. Cooperation does not
imply the absence of militancy on either side; rather, it signifies
mutual respect and recognition of the interdependence of major goals.
Often, cooperation is the only means available to organized plants
to meet the competition of nonunion plants, or for a company to re-
main in business. There is, of course, no guarantee that coopera-
tion will succeed; plans have failed or have ended in controversy.

A cooperative venture may be established for a single
purpose or for various types of problems. Among the types of prob-
lems to which union-management cooperation has been directed are:

Plant efficiency Availability of work-
Waste ing capital
Introduction of new Sales stimulation
maclhines Legislation

Safety Excessive overhead

Absenteeism costs

Training Factory layout

Time study and job Social activities and
evaluation recreation

Product design Community problems

Work simplification Savings bond drives

The form cooperation may take varies with circumstances.
Joint committees are most common. These may function on a permanent
bagsis, or may be established to study a particular problem; once the
problem is resolved the committee disbands. Frequently, committees
consisting of representatives of union and management first work to-
gether on such problems as plant safety, absenteeism, and training.

(L
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Successful collaboration on these may lead to joint participation
on problems relating to efficiency or production, elimination of
waste, work simplification, and plant layout, or even product design.

Joint research, where union and management each hire out-
side experts to study a problem or jointly sponsor an outside tech-
nician, is another method of cooperation. Some unions employ a
professional industrial engineer whose advisory services are availa-
ble to employers.

Union Attitudes

Union attitudes toward cooperation, as expressed by
leaders of the major federations and unions, have changed during
the past 50 years from an avowal of indifference to management prob-
lems to a widespread interest and concern in all internal and ex-
ternal aspects of business operation. World War I brought the prob-
lem of production into sharp public focus. With this in mind,
Samuel Gompers, then AFL president, advanced the union's offer of
cooperation and service. AFL participation, with management offi-
cials, on Government boards and commissions introduced its leaders
to the benefits to be gained through cooperation and gave them a
greater appreciation of management problems.

In December 1919, the AFL, in cooperation with other
labor organizations, issued a manifesto which said, in part: "Labor
is fully conscious that the world needs things for use and that
standards of life can improve only as production for use and con-
sumption increases ., . . There cannot be a full release of produc-
tion energy under autocratic control of industry. There must be a
spirit of cooperation and mutuality between employers and workers.
We submit that producticn can be enhanced through the cooperation
of management with the trade union agencies."

This interest was not abandoned during the 1920's despite
the prevailing atmosphere of hostility between employers and unions
However, the conciliatory attitude of the AFL was swept away, along
with much of the labor movement, during the depression of the early
1930°'s.

The organization of the mass-production industries in
the 1930's kindled a new interest in union-management cooperation.
Almost from its inception, the CIO, and particularly Philip Murray,
its second president, showed a keen interest in cooperation. Active
promotion of union-management cooperation was tremendously accel-
erated by the advent of World War II. 1In 1940, Mr. Murray proposed
the establishment of industry councils, consisting of representatives
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of management and labor, to plan production in the basic defense
industries. Although never adopted, the CIO supported this pro-
posal for many years thereafter, offering it again during the
Korean emergency. The Steelworkers, among other CIO unions, con-
sistently encouraged union-management cooperation in many specific
ways.

The war period also revived the interest of the AFL in
cooperative undertakings, particularly the formation of plant labor-
management committees to increase production and reduce cost.

Shortly after the war, the AFL urged the continuance of this approach:

Many labor-management committees want to
continue their work in peacetime. . . To accom-
plish this cooperation, unions must work with
management to reduce production costs, and
management must give the union concrete infor-
mation about production problems, and be ready
to 'talk cold facts' around the conference
table. . . Union-management cooperation brings
efficiency, not by speedup, but. by breaking
bottlenecks and by a hundred and one other
improvments which workers can make because they
know work conditions from direct experience.

Local and national unions vary in their attitudes toward
cooperation. At the level of plant labor-management relations,
most unions probably would concede that responsibility for running
the business rests primarily with management. Some unions refuse
to share this responsibility through formal cooperation programs.
They prefer, instead, to be able to press their points of view upon
management in negotiations or through the grievance procedure,
leaving management solely responsible for all actions. Sometimes,
however, this is essentially a tactical stand of union officials,
dictated by the fear of membership reprisals if a cooperative pro-
gram does not achieve tangible results, and does not mnecessarily
reflect an indifferent or antagonistic attitude toward management
problems.

Management Attitudes

Over the past half century, management, too, has relin-
quished strong feelings of noncooperation which were rooted in a
belief, now long abandoned, that unions had a revolutionary intent.
Although distrust and suspicion of union intentions still charac-
terize the attitude of some employers, just as similar feelings re-
garding employers are found among unions and workers, in general,
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employer representatives who deal with unions acknowledge the need
for mutual respect and cooperation, even if they stop short of for-
mal cooperative arrangements.

In this evolution, the concept of management as a ration-
alized or scientific undertaking that could make no allowance for
worker or union participation and negotiation had been discarded.
Over the years, the proponents of scientific management came to
recognize the subjective aspects of their work, the importance of
the human factor, and the need to gain the cooperation of workers.
Many large companies which had resisted unionization for many years
moved quite rapidly towards sincere cooperative attitudes after the
initial impact of union recognition had worn off.

On the whole, however, management tends to be cautious
about the establishment of formal cooperative arrangement, par-
ticularly those dealing with plant problems. Employers may regard
such arrangéments as a useful channel of communications by which
management problems and actions can be explained to the union and
the employees, a method of stimulating employee interest, and the
source of a sense of participation which is good for morale; how-
ever, many undoubtedly fear the possibility that through such
cooperation the unions may encroach upon management prerogatives.

Joint Committees

Although many union-management committees were established
during World War I, and a few such programs were undertaken during
the 1920's, it was during World War II that the concept flourished.
One observer of war period committees states that: '"The joint
committee was a natural development in a country scrutinizing its
procedures in contrast to authoritarian methods.” 1/ The War Pro-
duction Board, in an effort to increase and improve production,
encouraged the establishment of committees composed of representa-
tives of labor and management, but took no active part in their
direction. Some 5,000 committees were organized between 1942 and

-1945, though not all were active at the same time. Between 500 and

1,000 comnittees worked on production problems. War activities such
as bond drives, car pools, blood donor campaigns, and rallies occu-
pied many committees to the exclusion of other interests.

Though only a few of these "war-drive inspired"” committees
were able to survive in the postwar period, their existence did

1/ Dorothea de Schweinitz Labor and Management in a Common
Bnterprise, Cambridge, Harvard University Press,. 1949 (p. 9).
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provide valuable experience for future efforts in this direction.
Moreover, many individuals in high positions with both management
and unions were convinced of the benefits of cooperation.

The central idea of cooperation is easy to comprehend,
but the day-to-day application of the theory provides the test.
A modern factory is a very complex organization; any formal coopera-
tive effort requires strict attention to details. It is most im-
portant that top management and union officials support the plan
wholeheartedly; it is also essential that shop superintendents,
foremen, and workers are in sympathy with the idea. The manner in

which a committee is initiated and organized will greatly influence
its chances of success.

Analysis of successful union-management cooperation com-
nittees functioning during World War II revealed that informal pre-
liminary conversations between the plant manager or industrial rela-
tions director and officials of the union were used successfully to
get an idea under way. Once accepted, a meeting was arranged to
bring together representatives appointed by management and the
union for the purpose of organizing a union-management cooperation
committee. It was found advisable to settle at the outset the areas
in which the committee would function,its size, and its composition.
There were no hard and fast rules to guide these decisions and the
experience in one establishment did not often apply in another.
However, out of these efforts certain broad generalizations may be
drawn as guidelines.

Size proved to be a matter of importance in a successful
committee. Very large committees accomplished little and small
ones were not representative. ZEffective top level committees were
large enough to include policymaking officials of the firm and the
union, top production officials, and union stewards. The actual
number varied with the particular plant. Equal representation was
characteristics of the most effective committees that operated
during the period.

From a practical point of view, committee structure should
fit the particular situation. A top level committee, supplemented
with subcommittees on a departmental or special problem area basis,
proved successful in many organizations. The subcommittees, com-
posed of representatives from the lower echelons of management and
employees, elicited active participation where it was vitally needed.
The top level committee performed a coordinating function.

Cooperation conmittees should be properly related to the
collective bargaining and grievance committee machinery, but committee
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members Should not become involved with these problems lest they
become ineffective during periods of contract negotiation. Where
subcommittees were used, some continued to function and to provide
ideas and information during such periods when top level coopera-
tion committees usually did not meet. The latter were able to re-
sume their role once negotiations were completed.

Union-management committees tend to operate as advisory
units in the organization. Through this medium, management can
utilize the experience and knowledge of the men on the job. These
committees may process suggestions made by employees, bring them
to the attention of management, and consider alternative sugges-
tions or solutions to the problem at hand. The choice to be made
among the alternatives remains the prerogative of management.

Naturally, the results of labor-management committees do
not always measure up to the expectations of either labor or manage-
ment. The objectives of the committee and its authority may not be
clearly defined; operating procedures may cause disputes; or the
committee may take on the aspects of a negotiating body with each
side striving to force concessions. Labor-management committees,
it is generally agreed, are not substitutes for good labor-manage-
ment relationships and cannot function without a working harmony
between the parties.

However, the benefits of labor-management committees
cannot be measured solely by their direct results. In a study of
labor-management committees, the National Planning Association, a
privately endowed rescarch organization, found that the direct
effects of problem-solving committees (e.g., time study or safety)
were particularly noticeable, but that the indirect effects of the
joint committees were of greater significance:

By providing new opportunities for com-
munication between management and labor and
for friendly discussions in some of the less
controversial areas of collective bargaining,
these committees frequently colored the entire
relationship and made it easier for the parties
to understand each other's thinking when it
came time to discuss key bargaining issues.
All management and union leaders with whom we
spoke were quick to endorse the idea that joint
committees had a 'contagious effect’ in promot-
ing the stability of their bargaining relation-
ships. In other words, joint committees added
to the opportunities afforded to both parties
to build a relationship which was mutually
satisfactory.
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Some Bxamples of Labor-Management Cooperation

In the past several years, new plans have been introduced
and plans previously initiated have grown in scope and significance.
Among these is the experience .of the American Velvet Co. and the
Textile Workers Union of America. An improved relationship between
the union and the company dates from 1940, when a 3-year contract
containing a profitsharing plan was negotiated. Both the company
and the union believe that the basic reason for success of the re-
lationship has been the mutual respect demonstrated daily by union
and management. Past presidents of the local serve as a top advi-
sory committee to management and the union on such problems as
production, finance, and labor relations. A planning board, with
three management and three union representatives, studies problems
concerning workloads, piece rates, overtime, and similar matters.
The relationship between the company and the union continues to be
dynamic; as new problems arise, new solutions are worked out and
a constant effort is made to promote better understanding between
management and the employees.

In the men's clothing industry, a long history of suc-
cessful collective bargaining between the Hickey-Freeman Co.
and the Amalgamated Clothing Workers of America has resulted in a
situation marked by a degree of union-management participation sel-
dom found in American industry. The union is a partmer to decisions
on production methods, ratesetting, company expansion, discharges,
and other company problems.

Financial cooperation between labor and management, though
admittedly rare, is another type of cooperation. For example, in
1955, the Boot and Shoe Workers Union announced that it would con-
tribute $100,000 to any organized fund operated and supported by the
shoe industry for a national footwear promotion program aimed at
increasing the per capita consumption of shoes. Another instance
of financial cooperation occurred when the 500 members of the
Amalgamated Clothing Workers employed by the Hamilton Tailoring Co.
of Cincinnati, Ohio, loaned the company $100,000 to tide it over a
period of limited funds. Under the plan, the employees had 10 per-
cent deducted from their pay checks as their share of the loan;
for this they received debenture bonds of the company, paying 33
percent annually. The company in turn repaid $10,000 a month to
the union until the debt was paid. When asked why a union would
make a loan to management, a spokesman for the wunion answered,

"Our members work in this place. . . The union functions to protect
people's jobs. We feel that we are a part of the industry.”
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Another type of cooperation is joint sponsorship of re-
search. For example, the International Association of Machinists
and U. S. Industries, Inc., a manufacturing firm employing several
thousand union members, recently established a research foundation
to study health and insurance benefits and effective ways of using
funds for such purposes. The company and the union each made an
initial contribution of $25,000 to support the research project.
In this instance, as in other union-management ventures, the re-
sults of the foundation's studies will be made available to other
companies and unions.
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2:08 Union Participation in Safety Programs

Providing a safe working place is one of the employer's
prime responsibilities. Cooperation in safety programs and adher-
ence to prescribed safe methods are the workers' responsibilities.
In general, the role of the trade unions is to prod both management
and members to measure up to their responsibilities, and to urge
State and Federal Governments to enact and to enforce adequate
legislation on safety and on accident compensation.

Providing the equipment and arrangements necessary for
safe conditions is primarily an undertaking of management; that is,
the decision to design and to install guards, to replace dangerous
equipment, or to repair plant defects, etc., is typically one which
workers and unions cannot make themselves, although a union may
seek particular management action. Specific health and safety pro-
visions are found in some collective bargaining agreements, particu-
larly in those covering hazardous occupations, in which the employer
formally agrees to furnish specific safety equipment or clothing to
prevent accidents. The union and the employer also may agree in
the contract that an employee's failure to use protective clothing
or equipment is just cause for discipline.

The active participation of organized labor in the con-
tinuous job of accident prevention was inevitable. On the one hand,
management recognized that it could not enforce safety rules or in-
sure the use of protective devices without worker cooperation. In
many organized establishments, this need led to enlisting union sup-
port. The unions, in turn, ordinarily regard safety of members as
one of their major responsibilities. The president of the United
Automobile Workers recently called attention to the unions' part
in the industrial safety program: "Although labor organizations are
latecomers to the safety movement, they can be counted on to spur
its growth and to cooperate fully in its development. . . Unions
can contribute immeasurably by bringing into safety work their
knowledge of work motivatian."

A plant safety committee composed of management and
worker representatives is often an effective method of union-manage-
ment cooperation in avoiding plant injuries. Approximately 30 per-
cent of major union agreements in manufacturing industries now con-
tain clauses formally providing for joint labor-management safety
committees.

Some indication of the extent to which programs for the
prevention of industrial accidents have succeeded is reflected in
injury-frequency rates for recent years. In 1938, the injury-fre-
quency rate for all manufacturing industries was 15.1 per million
employee-hours worked. In 1943, a war year, the rate rose to 20.

(1)
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By 1954, it was 11.9, the lowest on record. In 1955, the rate rose
to 12.1 injuries per million employee-hours, then dropped to a rate
of 12.0 injuries in 1956. Among industry groups, the injury-fre-
quency rates varied widely. In the food and kindred products indus-
try, the injury-frequency rate was 19.0 in 1956. 1In some industries
which were not without substantial hazards, the rates were very:low;
for example, in 1956, the synthetic rubber industry had a rate of
only 1.9; explosives manufacture, 2.5. By contrast, in industries
where safety programs have been comparatively limited in scope,
frequently because of difficulty in application and enforcement,

the rates remained high; logging had an injury-frequency rate of
65.0, and stevedoring, a rate of 88.5, in 1956,

Development of workmen's compensation legislation, in
which unions played an active role, called attention to the inci-
dence and cost of accidents. It is now recognized that the payments
demanded by law are only part of the total injury cost to the em-
ployer, and that related or indirect costs are often substantial.

Types of Hazards

The specific causes of accidents are innumerable, but
basically all accident causes fall into two broad categories--unsafe
working conditions or environmental hazards and unsafe acts of peo-
ple. Accident preventionists generally agree that both an unsafé
condition and an unsafe act are likely to be involved in the occur-
rence of any accident and that if either can be eliminated or avoided,
an accident is unlikely to happen. True accident prevention con-
sists of recognizing unsafe conditions and unsafe actions and of
eliminating them before they result in accidents. In general,
management has the responsibility and the ability to correct or
eliminate unsafe conditions. The elimination of unsafe acts, how-
ever, requires participation and cooperation on the part of the
workers. ‘

In well-organized safety programs, all circumstances sur-
rounding the occurrence of any accident in the plant are carefully
analyzed and the pertinent details given wide publicity as clues for
the detection of similar accident potentials anywhere in the opera-
tion. The exchange of such information from plant to plant. fre-
quently results in the detection of unsuspected hazards before acci-
dents happen.

The procedure of accident analysis has been standardized
and consists essentially of listing the following items of informa-
tion about each accident:
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The Roles

1. The accident type--designates the
event which resulted in injury and indicates
the kind of occurrence that may be expected if
similar hazards are permitted to exist.

2. The unsafe condition--names the en-
vironmental condition or circumstance which led
to the occurrence of the accident--for example,
unguarded, slippery, improperly piled, etc.

3. Agency--identifies the object or sub-
stance which was unsafe in the manner indica-
ted by the named unsafe condition--for example,
a circular saw (unguarded), a working platform
(slippery), boxes of finished materials (im-
properly piled), etc. This is a guide as to
where to look for hazards similar to that named
as the unsafe condition.

4. Agency part--identifies in detail the
specific part of the agency with which the un-
safe condition was associated, thereby giving
a more exact guide as to where to look for
such hazards--for example, the blade (of a cir-
cular saw), the gears (of a machine), etc.

5. The unsafe act--indicates any action
of a person which contributed to the occurrence
of the accident--for example, failure to block
or anchor objects against unexpected motion,
failure to wear required protective equipment,
unnecessary haste or speed, etc.

6. Personal factor--indicates the reason
why the person acted unsafely. This is the clue
which indicates whether the cure for such unsafe
actions should be more extensive training in the
skills of the operation, closer supervision, or
development of more effective job placement
procedures.

of Management and Unions,ig Protective Measures

Within individual establishments, management is primarily

responsible for making accident prevention a vital part of all
activities, and for enlisting the assistance of workers and unions
in carrying out the job.
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Satisfactory safety performance may depend upon certain
basic activities carried on in connection with the selection and
training of workers, and upon arousing and maintaining their inter-
est in accident prevention. FPor example, before an applicant is
placed on a job, it may be determined whether he has the required
mental and physical abilities. Since most establishments do not
have the facilities to test an employee's abilities, dependence is
usually placed on the applicant's job history and previous experi-
ence in the same or similar work., On-the-job analyses of his per-
formance follows as a matter of course, until his suitability for
the particular job is definitely established.

In many establishments, training of the employee includes
instruction in safe working procedures. In larger plants, these
procedures will, in all likelihood, be formally developed. 1In
smaller plants, training may depend upon the practical knowledge
provided by another employee or the shop foreman. The foreman
necessarily has a key position in the safety program, hence his
training should be such that he can be made responsible for the
safe performance of the work in his department. Frequently, the
union will encourage the worker to give special attention to safety
instruction, particularly if there is an active safety committee
with union representation.

A basic part of an effective safety program is continuing
worker awareness of potential hazards and scrupulous observance of
sound safety rules. Many devices may be used by management to
arouse such consciousness of safety mneeds, including safety meet-
ings and contests, suggestion systems, plant publications, and signs,
slogans, or posters. In the same manner, union encouragement of
the safety program may include presenting speakers on safety and
showing safety films at union meetings. Many union periodicals
devote space to safety methods and programs, often on a regular
basis. Local unions frequently carry "Work Safely" posters on their
union hall bulletin boards. These and related activities are de-
signed to maintain worker attention to the need for safety
precautions.

Most unions, particularly those with members in hazardous
industries, make special efforts to set up safety programs to pro-
tect their membership. As an example of a recently organized union
program, the Seafarers Log, official journal of the Seafarerd Inter-
national Union, announced in November 1956 that a SIU safety program
would get underway early in 1957, with "active participation of SIU
crewmen in all ship's departments at regular safety meetings. . .
Since safety is a continuing job, the shipboard aspects of the pro-
gram will be coupled with shoreside safety machinery jointly opera-
ted by the union and the companies."

2:08

http://fraser.stlouisfed.org/
Federal Reserve Bank of St. Louis



Digitized for FRASER

In addition to the activities of the various national
unions, the AFL-CIC and the State central bodies carry on a safety
program designed to improve Federal and State legislation relating
to factory inspection programs, machine guards and other safety
devices, and the protection and care for workers injured on the
job. Safety education carried on by member unions is also aided
through furnishing pamphlets, posters, film strips, and speakers
for meetings. Articles in federation publications also stress
the need for better safety programs in industry.

Union-Management Safety Committeces

An establishment in which hazards exist needs an organized
program to enlist and maintain the combined effort of the entire
work force in the accident prevention program. Certain decisions
affecting plant safety are ordinmarily made initially by management.
These decisions include the control of physical hazards, such as
the providing of safe and properly guarded equipment, standards
to be followed in equipment design, plant layout, procedures to be
used, programs for safety training and arousing worker interest,
and determination as to disciplinary procedure, accident investiga-
tion, and records to be kept.

When a union believes that management is not adequately
meeting a particular safety problem, it normally raises the ques-
tion for negotiation or brings it to the established procedures for
resolving complaints or grievances. Often there is a workers'
safety committee, or a joint union-management committee, which
works to bring the practical knowledge and viewpoint of the work-
men into play. Such a committee arrangement can also serve to
stimulate worker interest in safety. When used in plant inspection
or accident investigation, the worker committeecan call unsafe
operating conditions to the attention of management and unsafe
practices to the attention of their fellow workmen, and act to %ee
that they are corrected.

Many union agreements contain clauses providing for the
establishment and operation of committees concerned with plant
safety. Recently the U. S. Department of Labor's Bureau of Labor
Statistics examined 1,594 major agreements covering over 7 million
workers in all manufacturing and nonmanufacturing industries. Pro-
visions for formal committees concerned with plant safety, sanita-
tion, and employee health were found in 356 of these agreements
covering more than 2 million workers. There are, of course, many
additional instances in which there is a cooperative management-
union safety program without any formal provision written into the
agreement. Contracts with specific clauses providing for plant
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safety committees were most frequently negotiated by mining com-
panies, public utilities, and factories producing chemicals, petro-
leum and coal products, rubber, and primary metals.

Most of the details of committee organization and func-
tioning were provided by the safety committee clauses. The size of
the committee was nearly always stated; equal union and employer
representation generally was provided. For example, one agreement
provided that:

A joint safety committee consisting of
3 employees designated by the union and 3
management members designated by the company
shall be established in each plant. The safety
committee shall hold monthly meetings at times
determined by the committee, preferably outside
of regular working hours.

Committees differ in size among establishments. The num-
ber of workers employed in the plant and the scope of the committee's
functions are probably determining factors; obviously, each plant
must decide for -itself the wmost efficient committee size.

Common eligibility requirements for committee service were
length of employment beyond a stated minimum and knowledge of plant
practices. Worker appointments to the committees were to be made
either by the union, by the company (usually from lists submitted
by the union), or by the parties acting jointly. The scope of the
employment unit represented by the committee, whether by work area,
plant, or companywide, was usually stated. Other provisions dealt
with the term of membership on the committee and remuneration for
time spent on committee business.

In order to encourage greater participation in committee
work among employees, many agreements provided for rotation of com-
mittee assignments, as in the following examples:

There shall be a committee of 2 members of
the union and 2 representatives of the company,
to be known as the safety committee, who will
meet with the safety engineer. . . .The member-
ship of the committee shall be limited to those
employees who have been employed by the company
for more than 1 year, thus assuring a knowledge
of the plant and working conditions in order
that they may effectively carry out their com-
mittee duties. It is also provided that the
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membership of the safety committee shall have
an entire change of personnel every 6 months.

* * *

The unions will provide the company with a
panel of names from which the company will se-
lect at least one to serve as a member of the
plant safety committee. The membership of this
committee shall be rotated so that a large num-
ber of employeces shall have a chance to serve
on the committee.

Committee operational procedures were occasionally set
forth in the agreements. Meetings at regular intervals, generally
monthly, were provided for in some contracts. Plant inspection
tours were similarly scheduled. Of the few agreements providing for
the selection of a committee chairman, most specified a management
representative, such as the plant safety engineer. One clause pro-
vided the following organization for the committee:

A safety committee consisting of the safety
director, who shall be the chairman, 2 members
designated by the union and 2 members designated
by management shall be established. The
safety committee shall hold regular semimonthly
neetings from 1 to 3 p. m. on such dates and at
such place as the committee may determine. Time
consumed on committee work by committee members
designated by the union shall be considered
hours worked to be compensated by the company.

The safety director shall be actively in
charge of all activities of the committee, in-
cluding assignment of projects, conducting of
meetings, and following up on recommendations
to management.

The majority of agreements studied by the Bureau which
provided for safety committees established for the committee a
series of activities designed to implement the plant safety program.
These included inspection of selected areas to discover hazards, in-
vestigation of accidents to recommend means to prevent their recur-
rence, and "safety first"” educational activities.

Of the 356 agreements with clauses providing for the es-
tablishment of safety committees, 296, or 33 percent, specified the
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functions which the committees were to perform. In order of fre-
quency, these were:

1. Recommend rules, practices, or changes
relating to health, safety, or sanitation.

2. Recommend action to eliminate plant
safety and health hazards.

3. Promote safe working conditions and
practices.

4, Inspect unsanitary and unsafe condi-
tions and equipment.

5. Make- regular inspections and report on
hazardous conditions.

6. Investigate accidents and injuries.

7. Secure employee compliance with com-
mittee recommendations and company safety
program.

8. Formulate safety education programs
for employees.

Other functions performed by joint committees (specifically
mentioned in less than 5 percent of the total number of agreements
containing functional clauses) included elimination of hazardous
working conditions; study of safety practices and problems; study of
accident and injury rates and health reports; formulation of a gen-
eral safety program; and review of grievances and complaints. An
illustrative clause of a general type, covering company and committee
activity in promoting overall safety, stated:

The company shall continue to make reason-
able provisions for the safety and health of
the employees during their regular working hours.
Protective devices, wearing apparel, and other
equipment necessary to properly protect employ-
ees from injury shall be provided by the com-
pany. There shall be a safety department, and
also a safety committee, upon which the union
shall have a representation, the function of
which shall be to promote safe working condi-
tions and general overall safety for the entire
plant,
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Some committees function on a limited basis, specifically
mentioned in the agreement. One-third of the agreement clauses of
this type provided that the committee was to be an advisory body
only, consulting with management on matters relating to health,
safety, and sanitation. One-eighth provided that matters involving
grievance procedure and collective bargaining were removed from
committee consideration. In a few plants, committees were assigned
only educational activities,

Labor-management safety committees, as indicated by the
agreements, were expected to undertake a variety of tasks in the
implementation of committee policy. Principal activities included
inspecting selected areas in order to discover accident sources and
hazards, investigating accidents for the purpose of recommending
ways to prevent their recurrence, promoting safety and first aid
training for all employees, and advancing the safety program among
employees.

Basic to the development of safe practices and rules to
comply with current needs were the committees' inspection and in-
vestigatory duties. Many committees were to make regularly sched-
uled plant inspections, generally monthly. Such inspections were
generally to be confined to the plant area but might extend further--
for example, to the sanitary condition of employee lockers. Items
noted during these inspections were to be discussed at the regularly
scheduled safety meetings. Plant committees were also to investi-
gate all accidents involving a loss of worktime and make spot in-
vestigation of jobs which were allegedly hazardous. Lost-time ac-
cidents and hazardous jobs were similarly to be studied and dis-
cussed at the regular safety meetings. The purpose of the above
activities was often to recommend mecessary changes or additions
to protective equipment or devices in order to control and eliminate
hazards.

Some agreements empowered the safety committees to enforce
compliance with safety rules and practices. In a few plants, the
committee was authorized to order employees off hazardous jobs, and
to suspend operations, if necessary, until dangerous conditions were
corrected. In at least one situation, the committee was empowered
to order the immediate destruction of unsafe equipment which could
not be satisfactorily repaired. An unusual exercise of committee
power was indicated in another agreement in which the committee was
authorized to select special jobs for temporarily disabled employees
who were unable safely to perform their regularly assigned job. 1In
one plant, the nature of which required constant attention to
safety, the committee was given blanket power to take any steps
necessary to correct unsafe conditions.
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In a few situations, the committee might not only in-
vestigate employee complaints of unsafe conditions but might review
such grievances as well. If no settlement was effected, the griev-
ance would generally be handled through the regular grievance and
arbitration procedure. A notable exception was the bituminous-coal
agreement in which the joint industry safety committee was empowered
to arbitrate any appeal filed with it by a coal operator or mine
worker alleging violation of the mine safety code.
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2:09 Fringe Benefits Under Collective Bargaining

Largely during the past 15 years, the vast majority of
companies engaging in collective bargaining have altered their
basic systems of paying for work by the addition of a variety of
benefits that increase the income, leisure, or security of wage
earners. Some of these had .previously been available only to
salaried employees and executives. Others are almost entirely new.
These benefits, which include paid vacations and holidays, pension
plans, health and welfare benefits, supplementary unemployment com-
pensation, etc., are commonly called "fringe benefits." The wide-
spread application of fringe benefits to wage earners is often
credited as one of the major accomplishments of unions in the area
of collective bargaining.

Like certain other United States expressions, the term
fringe benefits, while colorful, cannot be precisely defined. In
the first place, the practices bearing this label are now far more
substantial, in terms of cost and income, than the word fringe
would imply. Secondly, the word benefits is sometimes given the
connotation of an unearned gratuity, which labor finds distasteful,
or is applied to a practice which labor may not accept quite as a
benefit. Thirdly, and most troublesome, there is no consensus among
employers, or labor groups, as to which practices should be classi-
fied as part of the basic wage structure, as part of the adminis-
trative costs of employing workers, as part of managements' incen-
tive and morale-building program, or, finally, as genuine fringe
benefits.

This chapter does not attempt to define fringe benefits;
rather, it deals principally with the types of practices supple~
menting wages which are commonly provided under the terms of agree-
ments negotiated by employers and unionms.

Many of the practices described in this chapter are not
unique to the United States, although the extent to which they are
provided through private rather than Government action may be con-
sidered so when compared with experience in other countries. 1In
view of the variations among nations in the role of Government in
the fringe benefits area, a brief summary of the principal "legally
required" benefits in force in the United States appears
desirable. 1/

1/ See table, chapter 2:01.
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Through payroll deductions and employer contributions,
the Federal Government provides old-age benefits to eligible re-
tiring workers, certain survivors benefits upon death of an insured
worker, and benefits to qualified disabled workers. A Federal-
State system of unemployment insurance, financed entirely by a tax
levied on employers, assures qualified unemployed workers of a
weekly income for up to 26 weeks. State workmen's compensation
laws insure the worker against the hazards of job-related accidents
or diseases. The Federal Fair Labor Standards Act requires the pay-
ment of time and one half the regular rate of pay for work in excess
of 40 hours a week in covered employment (generally, employment
affecting interstate commerce).

All of these general government-sponsored benefits are
now being widely supplemented by employers through collective bar-
gaining. Private pension plans supplement old-age and survivors'
insurance; supplementary unemployment benefit plans add to the
unemployment benefits provided by the States; many health and in-
surance plans supplement workmen's compensation payments; and over-
time eligibility requirements in agreements are often more liberal
than the Federal standard. Because employers contribute to the
cost of government old-age pensions, unemployment insurance, and
workmen's compensation, they tend to consider these expenditures
as part of the fringe-benefit package available to their employees.

Union demands for fringe benefits and related practices
have brought about a fundamental transfcrmation in the prevailing
concepts of work and pay as well as in the status of the wage
earner. Under the comprehensive programs of fringe benefits pro-
vided for in many collective bargaining agreements, the wage earner
has certain assurances and protection available to him off the job
as well as at work. If he continues to work for the same company
long enough, or otherwise qualifies for a private pension, he may
earn some degree of financial security for life. Although wages
in the United States are rarely determined so as to take into
account differences among workers in family responsibilities, some
fringe benefits and related practices reflect acceptance of the
principle--long advocated by unions--that, in the event of inability
to work because of reasons beyond his control, the wage earner's
income or security must be sustained, for a time at least, to meet
family needs. Certain fringe benefits tend to reward long ser-
vice in a way that wage rates, determined largely by the job, do
not. Other practices recognize rest and recreation as a part of
the work relationship, or in other words, as means of insuring the
maintenance of the wage earner's productive capacities. To an in-
creasing extent, wage earners are being compensated for lost work-
ing time due to personal reasons, such as a death in the family,
or for attending to civic duties, as'in serving on a jury.
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A1l of these aspects of fringe benefits have profound
social implications, which impel some unions to consider these
practices not only as a part of worker remuneration but, more im-
portantly, as obligations which society places upon the employer.
The social implications, however, are not the subject of this chap-
ter; rather, this chapter deals with fringe benefits and related
practices as a form of pay for services.

Types of Benefits

The various ways in which the wage earner is affected by
fringe benefits can best be illustrated by starting with the tra-
ditional concept of work and pay. John Doe, a machine operator,
was hired at the rate of $2 an hour. He was expected to be at his
machine at 8:00 a. m.; he had a half-hour lunch period at 12 noon;
he stopped his machine at 4:30 p. m. His normal pay for a day was
$16. If he worked 5 full days during the week, Monday through Fri-
day, he earned $80. His yearly income depended on the number of
weeks worked. He was paid for the work he did; if he stopped work-
ing because of fatigue, sickness, disability, old age, or death,
his pay stopped (he may have received certain benefits from the
government). The ways in which this historic work and pay structure
has been modifiecd by the more common fringe benefits and related
practices in effect in mid-1957 are described below. 2/ Most of
the practices described have certain eligibility requirements and
limiting procedures designed to prevent abuse; these are not pointed
out except where they are a fundamental part of the practice.
Variations among establishments and industries are substantial and
cannot be adequately described in a brief chapter. 3/

Time Off With Pay for Rest and Recreation.--Largely within
the past 15 years, the practice of providing an annual paid vacation
to wage earners has become almost universal. Well over S0 percent
of union agreements now contain paid vacation provisions. Annual
vacation periods are typically graduated according to length of
service, e. g., 1 week after 1 year of service, 2 weeks after 2 or
3 years, and 3 weeks after 15 years, etc. Some agreements provide
up to 4 weeks.

2/ The benefits which are normally provided under health,
insurance, and pension plans are mentioned in the appropriate con-
text of this chapter, but details of these rather complex benefits
will be discussed in a later chapter in this bulletin.

3/ See the various industry chapters in this bulletin.
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The practice of paying workers for a specific number of
holidays observed during the year has paralleled the growth of
paic¢ vacations in collective bargaining agreements. Typically,
agreements provide 6 or more paid holidays. Additional half-day
holidays are becoming more prevalent.

Workers generally receive their full normal pay for va-
cation time and holidays. Thus, if John Doe is entitled to 2 weeks
of vacation and 7 paid holidays, he will have 17 days a year to
spend as he pleases, with the same pay he would have received had
these practices not been in effect.

Time Off on the Job.--The concept of work within the
plant is also changing; increasingly, the wage earner receives pay
for nonworking time in the plant.

About a fourth of major collective bargaining agreements
specifically provide for paid rest periods during the day--typi-
cally, 1 morning and 1 afternoon period are provided. The time
may range from 5 to 15 minutes each. John Doe may relax, smoke if
permissible, and drink beverages. His pay does not change; rather
he spends fewer minutes at his machine for his daily wage than he
would have done before the institution of rest periods.

A somewhat smaller proportion of agreements specifically
allow time for washup and clothes changing. In this situation,
John Doe may leave his machine 5 or 10 minutes before 4:30 p. m.,
or spend the first 5 or 10 minutes of the paid day in preparing for
work, or both.

Under agreements in some industries, e. g., coal mining,
the worker is paid for all time in the plant or underground, which
necessarily includes a lunch period. (John Doe's workday, as
described in the illustration, does not include a paid lunch period.)

Higher Pay for Extra Hours of Work or for Work at Unusual
or Inconvenient Hours.--Payinz workers at a premium rate for extra
or unusual hours, or, conversely, penalizing the employer for schec-
uling such work, is one of the older wage practices, but the appli-
cation of the principle has been broadened substantially during the
past 15 to 20 years. Under most collective bargaining agreements,
John Doe will be paid at the rate of time and one-half for all hours
in excess of 8 in 1 day or 40 in a week (the latter is also required
by the Fair Labor Standards Act). He will be paid at the rate of
time ~nd one-half for work on Saturday and at double time for work
on Sunday. If he is called to work on a holiday, he will receive
his full holiday pay plus pay for the work he does, or, in some
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cases, double time for each hour worked. If he is moved to the
evening shift, starting at 4:30 p. m., he will receive a shift
differential (about 10 to 20 cents an hour) to compensate him for
the inconvenience of working at night.

The principle of providing extra pay to compensate for
special inconveniences also applies if a worker is called back to
work, usually for emergency reasons, after leaving the plant for
the day. In such a situation, John Doe may be paid at his regular
rate or at a premium rate, but he is usually guaranteed a certain
number of hours of work or pay when called back.

Income Security.-~Collective bargaining agreements typi-
cally contain provisions which are designed primarily to assure
the worker of continued income during emergency periods or under
circumstances which prevent him from working. Included among the
major causes of lost time are sickness and accidents, layoff, and
discharge. Most workers under collective bargaining agreements
have some protection against the financial hazards of sickness and
accidents, as measured in lost wages; such protection in the case
of layoff or permanent separation, to supplement State unemployment
compensation, is less common although provided by a significant
number of major agrecments.

If John Doe becomes disabled as a result of sickness or
an accident incurred off the job, he will be assured of a weekly
benefit (less than his wages) for a specified perioc¢ (generally up
to 26 weeks), paid for by his employer.

If he is laid off, he will draw a weekly unemployment
benefit, in addition to his State unemployment compensation, for
a period ranging up to 52 weeks, assuming that he is covered by a
supplementary unemployment benefit plan of the type in effect in
the basic steel industry. Depending on certain conditions, he may
be assured of combined weekly benefits amounting to almost two-
thirds of his regular take-home pay.

If his job is eliminated and he is discharged, John Doe
will receive a dismissal allowance gzeared to his length of service
under about a fifth of major agrcements. Assuming 5 years of serv-
ice to his credit, the typical allowance would amount to about
5 weeks' pay.

) If he suffers a death in his immediate family, he may
take time off from work to arrange for and attend the funmeral. Under

about 1 out of 8 agreements, he will not lose pay for the time so
spent.
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Other income security practices involve concepts of guar-
anteed employment or wages, for the day, week, or year. Most col-
lective bargaining agreements provide that employees who are sehed-
uled to work and, in the absence of prior notice, report to work
at the usual time are guarantzed some work for the day (usually
4 hours) or pay for these hours if no work is available. In some
agreements (in the meatpacking industry, for example), such a guar-
antee covers a full week if the first day is worked. Guaranteed
annual wage plans, in the traditional meaning of the term, are
not common in the United States, but where they are in operation,
the covered worker is assured of a certain annual income regard-
less of the number of weecks for which work is available.

Health Security.--Under workmen's compensation laws, John
Doe has long been insured against the costs which accrue from a
sickness or accident incurred as a result of, or in the course of,
employment. During the past 10 years, John Doe, as well as most
workers under collective bargaining agreements,have come under the
coverage of negotiated health and insurance plans which protect
him against the major financial costs of sickness and accidents
arising off the job. Thus, he will be reimbursed, up to acertain
ilevel which may cbver most of his bills, for hospital costs and for
surgeons' fees in case an operation is needed. Under many agree-
ments, he will be reimbursed for a doctor's visits. John Doe may
contribute part of the cost of this insurance. Under some agree-
ments, free hospital and medical services rather than payments are
provided.

Family Security.--John Doe's responsibilities as the head
of a family are specifically recognized, and financed in whole or
in part by his employer, by a life insurance policy which may pro-
vide up to a full year's income or more to his beneficiaries in the
event of his death. Many policies provide additional amounts in
the case of accidental death or dismemberment.

Another benefit accruing to his family is coverage under
the same hospitalization, surgical, and medical plan covering the
worker, also usually paid for in whole or in part by the employer.
Under many plans, for example, John Doe's wife would be eligible
for specified benefits in the case of maternity equal to those availa-
ble to a woman employee of the company.

Allowances for Civic Responsibilities.--Worker John Doe is
also a citizen and may be called for jury service. Jury fees are
usually nominal and are not intended to reimburse the juryman for
lost income. About a fifth of the collective bargaining agreements
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have provisions assuring workers of an amount at least equal to
their regular pay for the time spent in jury service.

A smaller proportion of agreements provide for employer
payments to workers entering the Armed Forces or for time off for
National Guard or Reserve Corps duty.

Retirement Security.--Having reached the age of 65, John
Doe decides to retire. He is assured of a pension under the Federal
social security program. As a result of the rapid spread of pri-
vate pension plans over the past 10 years, John Doe and the major-
ity of workers under collective bargaining agreements are assured
of a supplementary pension for life, paid for wholly by the employer
in most cases, if they have the required years of service upon re-
tirement. The amount of the pension is usually geared to length of
service. Under many plans, John Doe may retire before age 65 (under
early retirement provisions), or if he is disabled, and draw benefits
from the plan.

The monthly retirement payment he receives from the company
is not the only benefit he receives after retirement. During recent
years, many agreements have extended hospitalization, surgical,
and medical benefits to the retired worker, and in some cases con-
tinued his life insurance as well. Some plans require the retired
worker to pay the premiums for this protection, but even in this
event he obtains the benefit of lower costs through group partici-
pation which otherwise would not be available to him.

The combined income John Doe receives after retirement
will be less than he had earned while working. 4/ If in good
health, he may be deterred from retiring by this prospect. Probably
in most cases, this decision would be his to make, but under many
pension plans he- may be compelled to retire at 65, 68,or 70.

The Employers' Contribution

Fringe benefits and related practices, as a whole, con-
tribute to building a stable and healthy work force. Some employers
object to the continuous growth of fringe benefits and might elimi-
nate some practices if they were free to do so. However, it would
be misleading to infer that employers object in principle to these
practices. Although unions have provided the impetus responsible,

4/ Under major plans in the automobile industry, for example,
a $3,600-a-year man retiring at age 65 with 30 years of service will

receive $67.50 a month from the negotiated plan and $98.50 a month
under social security, for a total of $166 a month or $1,992 a year.
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in large measure, for the rapid spread of fringe benefits, virtu-
ally all of the practices described in this chapter, and others

as well, were introduced by employers for white-collar salaried
employees, and sometimes for wage earners, before these practices
had bLecome common issues in collective bargaining. At present,
many companies not under collective bargaining agreements also pro-
vide a variety of fringe benefits to wage earners.

If during his working life (with one employer), John Doe
has occasion to use all of the benefits available to him up to the
maximum 1limit, the cost to the employer would obviously be sub-
stantial. However, turnover of employees reduces pension costs;
most workers remain in good health; premium payments for overtime
or other purposes are under the control of the employer and will
not be incurred unless it pays the employer to do so; certain
practices, such as rest periods, may bring immediate returns in
increased productivity, etc. Considering the number of tangible
and intangible factors connected with any single practice, it is
exceptionally difficult, if not impossible, to compute its cost to
the employer. Perhaps, at a given time, some practices have no
real cost, in that the immediate return exceeds the expenditure
involved. Others are obviously expensive, and their elimination
would clearly result in lower costs to the employer. Some may be
on the borderline.

Despite the fact that expenditures do not necessarily
reflect actual costs, some mention should be made of employer
expenditures connected with fringe benefits and related practices
lest the reader exaggerate, or perhaps minimize, the significance
of these practices in an industrial economy. Unfortunately, the
collection of data on employer expenditures has lagged far behind
the development of these practices and the expansion of statistics
dealing with workers' earnings. The U. S. Department of Labor's
Bureau of Labor Statistics recently conducted an experimental sur-
vey of expenditures on selected practices made by 550 manufacturing
establishments in 1953. The following tabulation illustrates in a
rough way the magnitude of these expenditures on the average.
Legally required expenditures are included so as to represent one
of the major types of employer expenditures for labor. Most of
these expenditures have increased since 1953. Some significant
practices, e. g., supplementary unemployment benefit plans, were
either not in effect in 1953 or for other reasons were not covered
by the survey. The data shown should not be considered as repre-
sentative of all manufacturing establishments.
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Average expenditures for selected items of supplementary employee remuneration,
550 manufacturing establishments, 1953
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Average expenditures in establishments
with practice in effect

Dollars
Item Cents Percent per
per of year
man-hour payroll! per
employee ?
Vacations, holidays, and sick
leave 9.2 4.9 $192
Paid vacations 5.8 31 T20
Paid holidays 3.4 1.8 72
Paid sick leave 1.7 .9 37
Premium pay 9.1 4.8 196
Premium pay for overtime _____________ .2 3.9 158
Premium pay for work on
holidays .5 .3 12
Shift premium pay 2.4 1.2 51
Pension plans 7.0 3.5 149
Health and insurance plans e 3.1 1.7 )
Legally required payments . _________ 5.5 N T35
Old-Age and Survivors! - - -
Insurance 2.5 1.4 52
Unemployment compensation__________. 2.3 1.3 417
Workmen's compensation 1.6 .9 34
State temporary disability
insurance .7 .4 15
All selected items 30.8 16.5 649
All selected items excluding
premium pay 22.2 11.9 464

1 Gross payrolls include total earnings (wages) before deductions,
2 Total expenditures for each item divided by number of employees.

SOURCE: U. S. Department of Labor, Bureau of Labor Statistics.

.org/

Federal Reserve Bank of St. Louis

2:09



Digitized for FRASER
http://fraser.stlouisfed.org/
Federal Reserve Bank of St. Louis



3. Labor-Management Relations in Selected Industries

Digitized for FRASER
http://fraser.stlouisfed.org/
Federal Reserve Bank of St. Louis



Digitized for FRASER
http://fraser.stlouisfed.org/
Federal Reserve Bank of St. Louis



Digitized for FRASER

3:01 The Automobile Industry

An outstanding characteristic of the automobile industry
and its principal companies is size. General Motors Corp. alone
has more than 400,000 employees working under the teras of collec-
tive bargaining agreements, including its plants outside of the
automobile industry; Ford Motor Co. and the Chrysler Corp. each
have about 140,000. Whether measured in its effects on costs to
the companies, on income to the workers, or on the Nation's economy,
collective bargaining in this industry has special significance .
and interest. The innovations in labor-management relations during
the past decade, including wage escalation, annual wage increases
based on productivity, long-term contracts, and supplementary un-
employment compensation plans, have attracted worldwide attention
largely because of the importance of their sponsors. They reflect
a sense of experimentation in accoxrd with the industry's traditiomal
encouragement of techmological advances and the boldmess of union
leadership.

The history of collective bargaining in the industry is
largely a product of the past 2 decades. Over the years, labor
and management have modified the attitudes which marked the early
stages of this history. Management has consistently and zealously
guarded the right to hire, to maintain discipline, to make the
decisions regarding production--in short, the right to manage; the
union has constantly sought to enlarge the scope of collective
bargaining. The United Automobile, Aircraft & Agricultural
Implement Workers of America, the major uniom in the industry, has
grown in this period from a few thousand members to a powerful
organization of about 1,320,000 dues-paying members in 1956. It
has successfully withstood the early trials of factionalism within
its ranks and the Communist-oriented elements which sought to
dominate it. Thus, in recent years the major labor-management
negotiations in the industry have brought together a strong manage-
ment and a strong union in an atmosphere of respect for each other's
strength.

The Industry

What is generally known as the automobile industry is
part of a larger industrial group called the Motor Vehicles and
Motor-Vehicle Equipment Industry. In broad outline, the industry
includes the manufacture of passenger cars, motortrucks, bodies,
and parts. It is organized roughly into 2 groups: (1) A few
firms, with many plants, which assemble complete vehicles and also
make parts, and (2) several hundred supplier firms which make
parts. Factories range in size from huge assembly plants employing
25,000 or more workers to small plants, with a few workers, pro-
ducing component parts or accessories.

(1)
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A single automobile or truck requires the puttiag- to-
gether of about 16,000 separate parts. Highly integrated mass-
production techniques involve extensive planning and organization.
Parts are carried by moving belts or conveyors to work stations
vhere the workers join or assemble them, performing only a limited
number of operations on each unit. Completed vehicles are produced
at rates often exceeding 1 each minute.

Despite the large size of the industry 3 manufacturers
are predominant--General Motors Corp., Pord Motor Co., and the
Chrysler Corp. They produced over 95 percent of the more than
5.8 million passenger cars and over three-fourths of the 1.1 million
trucks built in 1956. The economics of large-scale production and
intense competition for the mass market, particularly in passenger
cars, has resulted in the merger of smaller companies, or their
withdrawal from the industry. By late 1956, only 2 of the smaller
automobile manufacturing companies remained in operation--American
Motors Corp. and the Studebaker-Packard Corp. There are 12
nationally known truck manufacturers and a number of producers of
vehicles for special purposes.

Motor vehicle manufacture is concentrated in the Great
Lakes region, where more than four-fifths of the workers are em-
ployed. Michigan, with Detroit as the center of the industry,
alone accounted for more than half of the industry's employment in
1954. Another 16 percent were employed in the 2 neighboring States
of Ohio and Indiana. However, plants making motor vehicles or
parts are scattered throughout more than 30 States.

The industry employed over 860,000 workers early in 1957,
of whom 700,000 were factory production workers. Among the largest
occupational groups were assemblers and machine-tool operators
performing repetitive tasks; less numerous, but very important im
the productive process, were the machine-tool specialists, tool and
die makers, and other skilled craftsmen. Women comprised about a
tenth of the labor force. They were engaged mainly in office or
light factory work, although some women worked side-by-side with
men on assembly lines.

The Union

The vast majority of workers in the industry are repre-
sented by the Internmational Union, United Automobile, Aircraft &
Agricultural Implement Workers of America (UAW). A number of other
unions, including affiliates of the APL-CI0 and unaffiliated unions,
have bargaining rights for special crafts or classes of employees
or for certain plants.
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In addition to its predominance in the motor vehicles
industry, the UAW is the major union in the agricultural implement
industry and has substantial membership in aircraft and other metal-
working industries. It maintains separate departments for each of
the major multiplant companies and industries in order to coordinate
local union demands, administer the master contracts and handle
grievances which go to arbitration. In 1954, the UAW had a paid
professional and clerical staff of 950 employees engaged in work
relating to organizing, research and engineering, social security,
publicity, education, political action, legal matters, commumity
services, and other activities. It had 1,350 local unions and
about 50,000 local union leaders, shop stewards, and committeewen,
most of whom were unpaid. The average monthly cost of operating
the international union exceeded $1 million. Its conventions,
which are held every 2 years, have been noted for spirited debate,
democratic procedures, and vigorous contests for elective offices.
Between conventions, affairs are governed by its Bxecutive Board,
composed of a president, secretary-treasurer, 4 vice presidents,
and 19 regional representatives,

The Collective Bargaining Strxucture

Agreements are negotiated separately by each automobile
company, covering all the company's plants in which the union is
recognized as bargaining agent for the workers, Despite the simi-
larity of agreement provisions among the major companies, the com-
panies and the union have always bargained on an individual company
basis rather than on a multiemployer or industry basis. The typical
procedure of the union has been to reach an agreement with 1 of the
3 big companies, after which similar terms have usually been nego-
tiated with the remaining 2. There has been a strong tendency
toward the spread of identical settlements throughout the rest of
the industry, but variations among the smaller producers and sup-
pliers are not uncommon.

Union bargaining proposals are generally based on recom-
mendations of local unions and subcouncils and integrated by a highly
competent union professional staff. Both company and union profes-
sional staffs continuously study economic, financial, and market
qata, s well as wage and collective agreement developments in other
industries in preparation for negotiations. Bach side strives to
deyelop a favorable public opinion to support its position. In
major negotiations, management is usually represented by a high
official, such as a vice president, who has the assistance of
vgrious staff specialists; the union, by a national negotiating com-
mittee which may include one or more international union officers.
Negotiations with smaller companies are typically conducted by the
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local union's officers and plant-bargaining committee, with a
representative of the international union often present to advise.

Despite the increasing skill of the participants and the
professional talent available in major negotiations, the strike or
the threat of strike remains a potent weapon in the union's arse-
nal, particularly during periods of high and profitable production.
The agreements do not provide for, mor have the parties shown any
inclination to accept, the arbitration of disputes arising out of
the negotiation of new contracts. Since the eand of World War II,
the union has engaged in a major strike in Gemeral Motors (1945-46)
and 2 in Chrysler (1948 and 1950). 1/ In preparation for 1955 ne-
gotiations, the union convention authorized an increase in dues
to build a $25 million strike fund, but this fund was not called
into use in major 1955 settlements.

The collective bargaining agreements negotiated by the
large multiplant companies do not cover all areas of bargaining,
but leave certain matters for local plant negotiation within the
general framework of the master agreement. The determination of
occupational wage rates, in particular, is reserved for local
action. The absence of a standard scale of wage rates in the master
agreement, and the practice of individual company bargaining, re-
sults in some variations in wage rates among the major companies
and among the widely scattered plants of the same company. How-
ever, the application of general wage adjustments is uniform among
the plants of the large companies and, to a great extent, among
companies as well.

Major Oollective Bargaining Provisions

Wages.--Wages are typically paid on a time-rate basis.
In the large assembly plants, the long-term trend has been away
from incentive systems; 2 of the smaller companies which had main-
tained incentive systems for a number of years discarded the prac-
tice in 1954, not without some worker discontent since the change
meant a reduction in hourly earnings. Formal systems of job evatu-
ation, by which rates are determined through the use of fixed
standards, are likewise not in use in automobile assembly plants.

Hourly rates have long been relatively high in the indus-
try. Bamnings of all production workers averaged $2.35 an hour in

1/ FPord employees went on strike during 1949 in a dispute in-
wolving charges of speedup. This dispute was settled by arbitration.
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1956, as compared with $1.98 for all United States manufacturing,
and $2.10 for the durable-goods segment of manufacturing. Wage
adjustments are typically made across the board, that is, all
workers receive the same cents-per-hour increase. Although addi-
tional increases have beem negotiated for the skilled craftsmen,
sporadic signs of dissatisfaction with their rate differentials
over lesser skilled jobs have appeared among these workers in re-
cent years.

BEscalator Clause and Annual Improvement Factor.--In 1948,
the General Motors Corp. and the UAW negotiated a precedent-making
agreement which, in subsequent years, exercised an influence far
beyond the automobile industry. In this 2-year agreement, the com-
pany and the union formalized a set of principles which had served
as a foundation for collective bargaining for a long time but had
not previously been reduced to concrete tems. The agreement
sought to (1) establish the buying power of an hour of work on a
fair basis (this called for a general wage increase); (2) protect
the buying power of an hour of work (this was done by a cost-of-
living escalator clause under which upward or downward adjustments
in a cost-of-living allowance were to be made 4 times a year on
the basis of the Consumer Price Index of the Bureau of Labor
Statistics); (3) improve the buying power of an hour of work,
thus assuring the worker of a gradually increasing standard of
living (this was done by "annual improvement factor™ 2/ increases
of 3 cents an hour); and (4) stabilize relations through a long-
term contract without a provision for reopening.

These provisions were not adopted in a significant number
of agreements until they were reaffirmed in a new 5-year contract
negotiated by Gemeral Motors Corp. and the UAW in May 1950. There-~
after, other automobile companies megotiated similar clauses, and
the principles of wage escalation and annual productivity increases
spread to other industries in wideningdrcles. Changes in the pro-
visions have been made since their inception--the escalator clause
was modified; the annual increase was raised to 4 cents, then to
5 cents, and in the 1955-58 agreements to 6 cents or 2% percent

2/ The agreement contained this declaration of prmc:.ples.
"The annual improvement factor provided herein recognizes that a
continuing improvement in the standard of living of employees
depends upon techmological progress, better tools, methods, proc-
esses and equipment, and a cooperative attitude on the part of
all parties in such progress. It further recognizes the principle
that to produce more with the same amount of human effort is a
sound economic and social objective . . ."
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of base pay; and the 5-year agreement was, in effect, reopened for
limited negotiations in 1953; but the basic principles remain in-
tact in the 3-year agreements negotiated in 1955.

Supplementary U loyment Compensation.--This innovation
in the Ford Motor Co.'s 1955 agreement with the UAW quickly spread
to other large automobile companies. It was a product of the
union's long campaign for a guaranteed annual wage, and a compro-
mise in union demands developed by the Ford Motor Co. The plan
calls for company payments into a fund of 5 cents for each hour
worked beginning June 1955; the accamulation of individual worker
credits; and payment for a period up to 26 weeks of supplemental
unemployment benefits, ranging from $2 to $25 a week, to laid-off
workers with at least 1 year's seniority, such payments to begin
on or after June 1, 1956. Bemefit payments are contingent upon the
financial status of the fund, the amount of the individual worker's
earned credits, and the duration of his unemployment. When conm-
bined with State unemployment compensation, these benefits will.
give the laid-off employee up to 65 percent of his weekly straight-
time pay, after taxes, for 4 weeks (after a l-week waiting period)
and thereafter a maximm of 60 percent of his pay for a period up
to 22 more weeks.

Pension Plans.--Company-financed pension plans were nego-
tiated by the major companies and the union in 1949 and 1950 and
have since been liberalized. The 1955 agreements for General Motors
and Ford, for example, provide a normal monthly retirement income
of $2.25 multiplied by years of service, exclusive of Federal social
security bemefits. Thus, a worker who retires at age 65 after 30
years' service receives $67.50 a month from the company plan; and
if he is entitled to maximum social security benefits, $108.50 from
the Federal government for a total retirement income of $175.50 a
month. The plans provide for disability retirement, early retire-
ment, and vesting (the right to some retirement bemefits at 65 to
workers leaving the company after certain age and service require-~
ments have been met).

Health and Insurance Plans.--These plans came under col-
lective bargaining about a year or two before pension plans were
negotiated. The General Motors and Ford plans provide the following
types of protection to workers: Life insurance, accidental death
and dismemberment coverage, accident and sickness benefits, hos-
pitalization insurance (also for dependents), surgical benefits
(also for dependents), medical care payments, and maternity bene-
fits for women workers or for dependents of men employees. Most of
these benefits continue after retirement. Workers share in the
cost of these programs.
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Other Practices.--Other supplementary wage practices in
effect in major companies include: From 1 to 3 weeks of paid vaca-
tion, depending on length of service; 7 paid holidays; extra pay
for work on late shifts; reporting pay guarantees; and various
types of premium pay for work beyond the normal schedule or at
unusual hours.

Union security is generally safeguarded by 2 agreement
provisions: (1) A union shop clause under which employees are re-
quired to become members of the union, after a probationary period,
as a condition of continued employment, and (2) a checkoff clause
under which the employer deducts the worker's membership dues from
his earnings and remits it to the union.

Job security for individual workers is provided by
seniority rules. There are many variations and interpretations
of these rules and their application has oftemn been a source of
controversy.

Administration of the contract is a mutual concern of
both company and union. The corporations train thousands of fore-
men and other officials to understand the agreement and keep them
informed of changes in policy and contract interpretations through
written policy directives. The union trains thousands of local
stewards to understand the contract and to handle members®' griev-
ances in face-to-face dealings with management representatives.

Grievances may be settled at any 1 of 4 levels: (1) By
the worker, often with the aid of the steward, and the foreman;
(2) the union shop committee and local plant management; (3) the
corporation and the international union; and (4) the impartial um-
pire, whose decision is final and binding. Grievances at the final
level are generally handled centrally by the companies and are
reviewed by the union's national department for the particular
company to see if they merit referral to the impartial umpire. Ar-
bitration of unsettled disputes by the umpire is limited to the
interpretation or the application of the agreement with regard to
the particular dispute.

Joint labor-management arrangements regarding adjustment
to technological change, safety, and other such matters have gen-
erally been opposed by the major companies, with certain exceptions
during the war period. They have held the view that management
has the responsibility for conducting the business. The union,
however, has the opportunity in negotiations or through the griev-
ance procedure to challenge some actions of management. In gen-
eral, the union does not oppose the introduction of new machinery

3:01

Digitized for FRASER
http://fraser.stlouisfed.org/
Federal Reserve Bank of St. Louis



or other technological advances. The UAW usually seeks to advance
its ideas concerning the operation of the industry through other

means, including publicity and proposals for congressional in-
vestigations.
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3:02 The Basic Steel Industry

The size, concentration, and economic importance of the
basic steel industry have profoundly influenced its labor-manage-
ment relations. When a major company like the United States Steel
Corp. (or a group of companies) and one of the largest unions in
the country, the United Steelworkers of America, enter into con-
tract negotiations, a large part of industry, the labor.movement,
and the Pederal Governmment anxiously await developments. It is
universally expected that any agreement reached will have far-
reaching implications for the country as a whole. Thus, bargaining
over contract terms in steel invariably takes place under the glare
of publicity and the accompanying public interest in the economic
consequences of the negotiations.

Large-scale collective bargaining in the steel industry
is now only 20 years old. Prior to 1937, the steel industry
vigorously and successfully opposed unionization. Although the
campaign to organize the industry's workers into the ranks of the
union which is now the United Steelworkers of America began aus-
piciously with an agreement with U, S, Steel in 1937, union organi-
zation was still opposed by some large companies. By 1942, however,
most of the basic steel facilities were under agreements, but some
of the scars of past struggles persisted for a number of years.

Two periods of Government wage control (during World War II and the
Korean emergency) undoubtedly influenced the pattern of bargaining
in this key industry and also contributed to enhancing the impor-
tance of bargaining in steel to the economy as a whole.

The Industry

The steel industry consists of three principal divisions.
The largest, in terms of total employment, comprises blast furnaces,
steelworks, and rolling mills which are engaged in basic steel pro-
duction and the manufacture of some iron and steel products. The
second division, iron and steel foundries, produces ferrous metal
castings for use in fabricating industries. Iron ore mining is the
third division. This report deals primncipally with the blast fur-
naces, steelworks, and rolling mills segment, commonly referred to
as the basic steel industry. Although steel mills produce a va-
riety of finished products ready for use, the fabrication of iron
and steel products, in general, is performed in other industries.

The modern basic steel industry dates from about 1865
when the open-hearth method of refining steel was perfected. This
method now accounts for about 90 percent of the curremt output of
steel in the United States, with the electric furnaces producing
much of the rest. Investment in the industry is necessarily large,
since the plants and equipment are costly to construct and maintain.

(1)

http://fraser.stlouisfed.org/
Federal Reserve Bank of St. Louis



In 1901, a series of company mergers culminated in the
formation of the United States Steel Coxp., which immediately be-
catnie the acknowledged leader in the industry. At that time, it
accounted for approximately 65 percent of the Nation's steel-pro-
ducing capacity; today, it accounts for about 30 percent. However,
large capital requirements have led to industrial concemtration,
both horizontal and vertical, i. e., between similar types of
eStablishments and between various levels of processing. Of the
more than 250 companies listed in the Iron and Steel Directory,

19 fully integrated companies account for 93 percent of the pig
iron capacity, 90 perceat of the steel ingot capacity, and 88 per-
cent of the finished hot-rolled products. These firms (1) own and
mine raw materials, iron ore, coal, and limestone; (2) smelt the
iron from the ore; (3) refine the iron into steel; (4) shape the
steel into semifinished products, such as sheets, bars, beams,
rails, pipes, or wire; and (5) fabricate more complex items, such
as tanks or railway cars.

Steel production is responsive to changes in the general
level of business activity. In recent years, stimulated by a high
level of demand, the industry has increased its manufacturing
facilities until it now has a production capacity of some 135 mil-
lion tons a year, or 40 percent or more of the estimated world out-
put. Continuing a long-term trend, output per man-hour increased
at the average rate of 2.9 percent per year for the period 1947-55,
although year-to-year changes were irregular.

Basic steel mills are located in at least 28 of the 48
States. However, the Great Lakes area, western Pennsylvania, and
the "Bastern District” (comprising New England, New York, eastern
Pemnsylvania, New Jersey, Delaware, and Maryland) are the three
ma jor producing areas. Leading steel-producing cities include:
Pittsburgh, Bethlehem, and Johnstown, Pa.; Gary, Ind.; Birmingham,
Ala.; and Youngstown, Ohio.

During 1956, an average of 533,000 production workers
were employed in the operation of blast furnaces, steelworks, and
rolling mills. PFew of these workers were women.

The Union

The United Steelworkers of America, affiliated with the
AFL-CIO, represemnts practically all production workers in the basic
steel industry. Its 1.2 million members are employed in iron and
other metals mines, steel mills, foundries, aluminum plants, and in
a wide variety of fabricating establishments. It is a comparatively
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young union. Organized in 1936 as the Steel Workers Organizing
Committee, it became an international union and assumed its present
name in 1942,

The new union, cooperating with the long-established but
weak Amalgamated Association of Iron, Steel, and Tin Workers (which
was later merged with the Steelworkers) received substantial assist-
ance in the form of money, organizers, and 1leaders from the United
Mine Workers of America. Philip Murray, a miner, became the spear-
head of the drive to organize the Steelworkers and was the union's
president until his death in 1952. The campaign to organize the
steel industry received tremendous impetus in March 1937 when the
United States Steel Corp. announced that it had signed a contract
with the Steelworkers. Many other companies quickly came to terms
with the union, but a group of large companies, commonly referred
to as "Little Steel,” strongly resisted organization for another
3 years. At the end of 1936, the umion had 125,000 members; by
1942 it had 726,000 members; 10 years later, membership reached
1.1 million. The Steelworkers now rank among the three largest
unions in the United States.

- Union headquarters are located imn Pittsburgh, in the
heart of the steel industry. The union has under charter about
2,800 locals throughout the United States and in Canada. Because
of the size and importance of basic steel companies, national union
officials and staff play a prominent role in collective bargaining.

Collective Bargaining Structure

Collective bargaining agreements im the basic steel
industry are typically mltiplant master agreements; that is, the
major Steel companies sign individual agreements which cover all
of their steel-producing facilities or subsidiaries. PFor example,
the master agreements negotiated by U. S. Steel since 1937 have
applied to the corporation's chief subsidiaries--Carnegie-Illinois
Steel Corp., Columbia Steel Co., Nationmal Tube Co., Tennessee Coal,
Iron and Railroad Co., American Steel and Wire Co., and the Geneva
Steel Co.--now reorganized into operating divisions. These agree-
ments cover all workers occupying production, maintenance, and
hourly rated nonconfidential clerical jobs in and about the steel
and zinc producing plants and the byproduct coke ovemns. Local
plant supplementary agreements are often negotiated to deal with
conditions at the particular plant.

Traditionally, the U. S. Steel Corp. has been acknowledged

as the leader and pattern setter of the industry. The practice of
pattern bargaining, or following the example of a leader, is deeply
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ingrained in the structure of bargaining in the industry. Major
agreements expire and must be renegotiated at the same time; thus,
a strike, if ome ensues, affects most of the industry. A settle-
ment by U. S. Steel, or on occasion by another large company (e. g.,
Bethlehem Steel), invariably becomes a formula for other settle-
ments in the industry. Unlike the automobile industry, where
pattern bargaining is also dominant, the major steel companies
(the number varies) from time to time join together in negotiating
with the union on wage demands. BExcept for the fact that each com-
pany subsequently signs a separate agreement, which may differ in
details, this procedure, or its effects, resembles multiemployer or
industrywide bargaining, and it is therefore not uncommon for bar-
gaining in the steel industry to be so characterized by persons
outside the imdustry.

Until 1956, steel agreements were generally for 2-year
tems, with provisions for wage negotiations (usually with the
right to strike) in the off year. The 1956 agreements, with 3-year
terms, eliminated the wage reopening provisions, incorporating in
their stead provisions for automatic ammual wage and fringe benefit
increases and for semiammual wage adjustments based on the movement
of the Bureau of Labor Statistics' Consumer Price Index.

The adoption of a joint job classification and evaluation
program, begimming in 1947, marked a significant mew development
for the industry and the union. Prior to this time, jobs in the
steel industry were exceptionally diverse and changeable, and wage
rate inequalities within plants and between plants constituted a
continuous source of difficulties for the companies and the union.
These problems were magnified during World War II, causing the
National War Labor Board to order the rationalization of the wage
structure in the industry. With the assistance of a Steel Com-
mission established by the Board, the major steel companies and
the union entered into studies and negotiations which continued
long after wage controls were ended. Under the programs finally
worked out in U. S. Steel and Bethlehem Steel, for example, all
jobs were classified into 30 job classes (later increased to 32,
then reduced to 31) with hourly wage differences of 3.5 cents be-
tween classes. This increment was subsequently increased (beginning
July 1, 1958, it will be 6.7 cents). The achievement by agreement
of this systematic device for wage Setting, in the face of the
tremendous magnitude and complexity of the undertaking, stands as
a milestone in the history of labor-management relations in the
basic steel industry.
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Agreement Provisions

The following section deals specifically with provisions
of U. S. Steel Corp. agreements. In general, similar provisions
apply to other large steel companies under contract with the United
Steelworkers of America.

Wages.~--The 1956 comtract established a rate of $1.82 per
hour for the lowest job classification. Increasing at increments
of 6.3 cents an hour, base rates for other job classes range up to
$3.71. The 3-year comtract provides for automatic wage-rate in-
creases in 1957 and 1958 which would bring the lower and upper
limits of the basic hourly wage structure to $1.96 and $3.97,
respectively (exclusive of cost-of-living allowances). These rates
are guaranteed minimms; workers paid on an incentive basis generally
earn more than the standard hourly rate. By way of contrast, the
corresponding rates for the lowest and highest job classes in July
1948 were $1.185 and $2.58. The larger increases, in cents per
hour, for the upper job classes over the 1l0-year period illustrate
the special attention that the industry and the union have given
to maintaining skill differentials.

Geographic wage differentials, which had long existed
between northern and southern operations, were gradually reduced,
starting in 1947. Since July 1, 1954, all U. S. Steel Corp. steel
mills maintain the same wage scales.

A semiannual cost-of-living escalator clause was included
for the first time in basic steel agreements in 1956. This clause
provides for upward adjustments proportionate to the change in the
Bureau of Labor Statistics' Consumer Price Index. In the event
living costs decline, the cost-of-living allowance will not be re-
duced until a decline in the CPI warrants a reductiomn of at least
2 cents an hour. Revisions become effective in the first pay
period beginning on or after January 1 and July 1 of each year.

Related Wage Practices.--Shift differentials of 6 cents
an hour for the afternoon shift (starting betweem 2 p. m. and
4 p. m.) and 9 cents an hour for the night shift (starting between
10 p. m. and 12 midnight) are to be increased to 8 cents and 12
cents, effective July 1, 1958.

Time and one-half for all work performed after 8 hours a
day or 40 hours a week has been provided in every agreement since
1937; the same premium rate has applied to all work performed on
the sixth and seventh consecutive day since 1942. The 1956 agree-
ment provided premium pay for all Sunday work for the first time--
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time and one-tenth effective September 1, 1956, time and one-fifth
effective July 1, 1957, and time and onme-fourth a year later. Pay
for holiday work was raised to double time and a temth in July 1957
(from double time) and to double time and a fourth for the third
contract year. Seven paid holidays are provided in the agreement;
prior to 1952, when 6 paid holidays were agreed upon, there were
no paid holidays.

Paid vacations have been provided under agreements since
1944, The 1956 agreement provides a l-week vacation with pay after
1 year of service; after 3 years, an extra half week of pay is al-
lowed, although vacation time is not increased. A 2 weeks' vaca-
tion is provided for each worker with between 5 and 15 years of
service, with 23 weeks' pay for those with 10 to 15 years; and 3
weeks' vacation is allowed after 15 years of service, with 3} weecks'
pay after 25 years.

Workers scheduled to report for work are paid for 4 hours
if, upon reporting, no work is available.

Workers laid off because of a permanent shutdown of a
plant or department receive a severance allowance, provided they
have at least 3 years of conmtinuous service. Workers with 3 to
5 years®' service receive 4 weekg' pay; 5 to 7 years, 6 weeks' pay;
7 to 10 years, 7 weeks' pay; over 10 years, 8 weeks' pay.

Supplemental Unemployment Benefits.--A supplemental unem-
ployment benefit plan for laid-off empioyses with at least £ years
of contimuous Service was established in the 1956 agreement. It
will provide up to 65 percent of take-home pay, vhen combined with
public unemployment compensation, for & maximum of 52 weeks. Bene-
fits are to be paid out of a pooled fund to be built up by company
contributions of 3 cents a man-hour, with 2 contingent liability of
2 cents per man-hour to be paid if needed.

Insurance and Pension Plans.--Life and health insurzace
coverage, jointly financed by the company and the workers, has been
provided under U. S§. Steel agreements since 1949, Under the 1956
contract, life insurance is provided irn amounts ranging from $3,500
to $6,000 before retirement, and from $1,300 to $1,550 after retire-
ment. Empioyees who lose wages because of accideut or sickness
disabilities receive payments ranging from $42 tc $57 weekly fozx
up to 26 weeks per disability. Hospitalization and surgical in-
surance are available for workers and their dependents.

Under a noncomntributory pension plan, also under agree-~
ment since 1949, pensions will be increased on Nowvember 3, 1957,
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to a minimum of $2.40 per month, exclusive of social security
benefits, for each year's service prior to that date, and $2.50
for each year thereafter, up to a maximum of 30 years. Under the
pension formula, long-service and higher paid steelworkers may
receive more than this minimm.

Union Security.-~-For a long time, the union shop was a
disputed issue in the steel industry. However, a modified form of
union shop provision was peacefully written into the 1956 agreement.
The clause makes union membership compulsory for new employees and
continues the maintenance of membership requirements for employees
who were members of the umion at the effective date of the agree-
ment or who later became members. (Bmployees who up to the time
of this agreement had mot joined the union were not required to
do so; in this respect, the provision differs from the full union
shop provision.) The agreement also provides for dues checkoff.

Job Security.--The 1956 agreement includes a qualified
seniority clause substantially the same as the one included in
the original contract. Pactors considered for promotion, layoff,
and rehire are (a) ability to perform the work, (b) physical fit-
ness, and (c) continuous service. Only when items (a) and (b) are
relatively equal among competing employees is length of service a
determining factor.

Separate seniority lists may be set up for promotions and
for terminations from the payroll. Existing seniority units may
vary among plants, as these are established under local agreements.
What constitutes continuous service and the other rules that
govern the application of the seniority principle are fully explained
in each contract. Seniority lists are subject to revision every
6 months, and disputes arising over seniority are subject to the
grievance procedure. Finally, management is required, under the
agreement, to post motices of job vacancies as they develop in the
promotional line of any seniority unit, so that employees in the
unit who wish to apply for the vacancy may do so.

Grievance Procedure and Arbitration.--Formal steps for the
adjustment of grievances arising out of employees' complaints have
been included in every agreement since 1937. Steps for adjustment
of grievances, as described in the 1956 contract, include: (1) Ini-
tial complaint by the employee to the foreman or to an assistant
grievance committeeman or both; (2) if agreement is not reached,
appeal to the department superintendent may be made. FPurther appeal
steps are possible to (3) the grievance committee and the general
superintendent; (4) a representative of the international union with
company representatives, after review by the district union
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representative; and (5) appeal to arbitration if no settlement is
reached at step 4. The length of time allowed for each step, and
the records to be kept, are fully explained in the contract.

Arbitration procedure as outlined in the agreement pro-
vides for a Board of Conciliation and Arbitration, whose chairman
serves as impartial umpire for all grievance cases that come to
arbitration and is responsible for all decisioms.

Safety Committee.--The 1956 agreement provides that "the
company and the union will cooperate in the continuing objectives
to eliminate accidents and health hazards."” As a step in carrying
on this work, the agreement calls for the establishment of a joint
safety committee in each plant to advise with management concerning
safety and health matters, but not to handle grievances. One com-
mittee, generally consisting of 6 members, 3 designated by the union
and 3 by management, is established in each plant.
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3:03 Coal Mining

Behind the stability now characterizing labor-management
relations in coal mining, the advances in mining technology, the
high level of wage rates, and the nmotable achievements in providing
health protection and pemnsions for mineworkers, lies one of the
most turbulent records of labor-management relationships in all
United States industry. During the past few decades, other indus-
tries have become more prominent in the economic life of the Nation
and in shaping the form of collective bargaining natiomally, and
other unions have surpassed the United Mine Workers in membership.
However, the study of labor-management relations in coal mining is
still a highly rewarding undertaking; scarcely any problem faced by
another industry and union in the past has not also been a problem
in the coal industry.

Unionism in coal mining is a long-established institution,
with origins going back to the middle of the 19th century. The
United Mine Workers of America was organized in 1890 by the merger
of two competing coal unioms. Im 1900, the UMW was the largest
union in the country, a position it maintained for over -a quarter
of a century. Im 1957, including membership outside the coal
industry enrolled in its affiliated District 50, the UMW, with an
estimated membership of from 450,000 to 500,000, remains among the
larger unions in the United States.

The history of the United Mine Workers of America fills
a dramatic chapter in the record of collective bargaining and the
trade union movement. Decades of costly, and frequently violent,
struggles to place collective bargaining in bituminous coal on a
stable industrywide footing, which largely involved the problem of
organizing the South, have receded into the background. Since the
late 1930's, the bulk of bituminmous coal produced in this country
has been mined under union conditions. By 1941, the last portion
of a North-South wage differential was eliminated. In anthracite,
concentrated in ome State, no such problem arose, and an industry-

wide Structure of bargaining has been in existence for about a half
a century.

A basic principle of the UMW, consistently advocated
over the years, related the economic health of the coal industry
and the well-being of the minmeworker to increasing productivity.
Somewhat unique among unions in going far beyond acceptance of
change, UMW steadfastly emphasized that greater mechanization was
imperative if the industry was to be able to raise the living
standards of workers, emable older workers to retire with security,
and attract young workers. In return for encouraging and pressing
for technological improvements, the union made it clear that it
would insist on workers sharing in the results of technological
progress.

(1)
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Under colorful and aggressive leadership, the union
achieved notable stature in the coal industry and in the labor
movement. UMW members have repeatedly demonstrated a high degree
of discipline and 1loyalty to their union and to its leaders. UMW
leaders played a major role in the formation of the CIO and in the
organization of the steel industry. Since 1947, however, the UMW
has not been affiliated with either the CIO or the AFL, and is not
now a part of the merged AFL-CIO.

Bituminous Coal

Bituminous or soft coal is mined commercially in 28
States. of which 8--West Virginia, Pennsylvania, Kentucky, Illinois,
Ohio, Virginia, Indiana, and Alabama--account for over 90 percent
of the coal produced. More than 5,000 individual mining companies
own and operate more than 8,000 mines. The largest company produces
only 6 percent of total output; the 15 largest producers account
for a thixrd of the output. Commercial coal mining companies sup-
ply more than 80 percent of the bituminous coal output; "captive”
mines, i. e., those owned by companies in other industries and
producing for their own use (principally steel mills and railroads),
account for the remainder.

About three-fourths of 1955 bituminous-coal output came
from underground or deep mines, the major source of coal for the
foreseeable future. Strip or open pit mining accounted for nearly
a fourth of total output. A recently developed method of recovery,
high-wall auger mining, which is essentially an extension of strip
mining, accounted for less than 2 percent of output.

Over the past 50 years, the bituminous-coal industry has
known relatively few periods of sustained stability and prosperity.
Bven in the decade following World War II, when other major indus-
tries reached new heights of production, the production of soft
coal declined substantially. From an all-time high of 630 million
tons mined in 1947, output fell to 390 million tons im 1954, the
lowest level since 1938. A recovery was noted im 1955 and 1956,
and hopes were high that the industry was entering upon a period
of stability.

With increasing mechanization and a rise in the propor-
tion of coal mined by stripping, the industry's productivity has
recorded extraordinary gains. Between 1935 and 1941, output per
man-hour rose by 27 percent. Following a brief declime during the
war period, productivity continued to advance; by 1951, output per
man-hour was more than 50 percent above the 1935 level. During
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the past few years, the advance has been accelerated; in 1955,
man-hour output reached a level 50 percent higher than in 1951 and
more than double the 1935 rate.

Since coal production and consumption have not kept pace
with productivity, employment in the mines declined steadily. 1In
1954, average employment was approximately half the 1947 level.
Some gain in employment occurred in 1956 as demand and production
increased. Average employment during 1956 was slightly in excess
of 200,000 workers. The men remaining with the industry have
enjoyed rapidly increasing wage rates and supplementary bemefits,
plus security upon retirement.

Collective Bargaining Structure

The stracture of bargaining in the bituminous-coal indus-
try can be characterized as a related series of multiemployer nego-
tiations, through associations, culminating in standards of wage
rates and related benefits which cover the vast majority of workers
in the industry. Instead of ome central association representing
all unionized mines, a number of formal and informal associations
represeat the employers im collective bargaining. The composition
of the major employer groups has changed many times during the
past 15 years.

In 1950, the Bituminous Coal Operators' Association was
organized to consolidate the bargaining efforts of northern commer-
cial and "captive" producers. The Southern Coal Producers' Associa-
tion represents a number of operators' associations in the South.
Other smaller associations, either affiliated with these two major
groups or imdependent, account for most of the remaining segments
of the crganized industry, largely in the Midwest. The effect of a
multiplicity of employes groups has been minimized, in practice, by
the common acceptance of the agreements negotiated by the largest
group--the Bituminous Coal Operators' Association.

PFor the union, authority for negotiating major agreements
is vested with negotiating committees under the direction of the
chief officers of the UMM. Simultaneousz negotiations with separate
emplover groups often requirve splitting the union's negotiating
committee.

The basic collective bargaining agreement in the industry,
called the National Wage Agreement, sets the standards for mines
which account for the bulk of the bitumimous coal produced in the
United States. This agreement developed out of the more limited
Appalachian agreements, the first of which was negotiated im 1933.
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Supplementary agreements negotiated in the various coal districts
deal with issues peculiar to each producing field and establish
disciplinary rules and procedures.

The slogan "no contract, no work™ has been a dominant
theme of the United Mine Workers bargaining technique. The storay
background of labor-management relations in the bituminous-coal
industry is reflected in the record of strikes compiled by the
U. §. Department of Labor's Bureau of Labor Statistics. Between
1927 and 1952, strike idleness in bituminous coal averaged over
5 million man-days a year. Three-fourths of the total idleness
resulted from the general or industrywide type of strike, such as
would flow from negotiations on wage or other general issues; the
remainder resulted from numerous small stoppages at individual
mines,; usually arising on issmes relating to job security, and
mine conditions and policies.

Because an industrial economy depends so heavily on a
continued production of coal, prolonged work stoppages invite
Government intervention. In 1943, and again in 1946, work stop-
pages resulted in seizure and operation of the mines by the United
States Government and agreements were negotiated with the union by
the Government, against the protests of the operators. In later
years, the union ran into costly legal difficulties and injunctions
through the mechanism of the Taft-Hartley Act.

One of the effects of these incidents was to build up,
in both operators and union, a strong desire to take bargaining out
of the public arena and tc avoid Government intervention. The 1956
negotiations provided a good example of the new policy. Meetings
between the president of the UMW and the executive officers of the
associations were held without publicity, and results were not re-
vealed until the UMW convention early in October. As usual in these
negotiations, the Bituminous Coal Operators®’ Association settled
first. Identical terms were subsequently accepted by the Southern
Coal Producers' Association and groups representing organized mines
in other areas. As for the possibility of Government intervention,
there has been no industrywide strike since 1952.

Major Agreement Provisions

The National Wage Agreement was amended in 1956, providing
for a wage increase and changes in supplementary benefits., The
agreement also provided for an automatic increase effective April 1,
1957. The provisions summarized on the following page reflect the
standards in effect as of that date.
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Hours.--Since 1947, workers in the mines have had a
normal workday of 8 hours underground. The 8 hours include travel
time to and from the working face (portal to portal) and a lunch
period. Workers on the outside have a 7%-hour day, including a
paid lunch period.

Wages.--Rates for inside workers paid on a day basis
range from 221.96 for the lowest paid classification (including
helpers and unclassified inside labor) to $24.68 for loading-
machine operators and cutting- and shearing-machine operators.

The basic rate for outside dayworkers is $21.23 with somewhat less
going to car cleamers and other able-bodied laborers.

One of the long-range policies of the union has been to
eliminate incentive pay. The proportion of inside workers paid
on a tonnage or piece-rate basis has been declining with the ad-
vancing mechanization of the mines. No change in tonmnage and piece
rates has been made since 1941; all of the increases to incentive
workers since that date have been in the form of a flat daily allow-
ance. Thus, an increasing portion of the tonnage workers' earnings
is a day rate which they receive for each day in the mine.

Related Wage Practices.--A premium rate of time and one-
half is paid for all work in excess of the nmormal daily schedule
and on Saturdays. Double time is paid for work on Sundays and
holidays (recognized in district agreements). Paying for holidays
not worked is not provided for in the agreement.

Dayworkers going into the mine in the morming are
assured of at least 2 hours' reporting pay. Shift differentials
of 4 cents an hour for the second shift and 6 cents an hour for
the third are provided. The necessary work tools, safety equipment,
and supplies, including miners' lamps, are furnished by the employer.

After 1 year's service, miners regeive 14 calendar days
of vacation time, at a flat rate of $220, divided into 2 parts; an
1l-day summer shutdown, and December 24, 26, and 31.

Bituminous Coal Welfare and Retirement Fund.--The United
Mine Workers Welfare and Retirement Fund, administered under a
tripartite trustee system, is the largest industrywide fund in the
United States. It is financed by a royalty on each ton of coal
mined, paid by all operators under agreement with the union. Start-
ing with a payment of 5 cents a ton in 1946, the royalty was in-
creased to 10 cents in 1947, 20 cents in 1948, 30 cents in 1950,
and 40 cents in 1952.
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Through the years, the number and types of bemefit pro-
grams, and the individual requirements for eligibility, have also
undergone change, generally depemding on the financial position
of the fund. As of August 1957, the fund had 4 benefit programs:
(1) Pensions of $100 a month, in addition to social security bene-
fits to mimers over 60 years of age who qualify umnder working
time and performance requirements; (2) hospital, medical, and
surgical care for miners and their dependents; (3) funeral expense
benefits of $350; and widow and survivor benefits of $650, paid
in installments over 12 months; and (4) disaster benefits, paid to
dependents of miners killed or seriously injured in mine disasters.
All benefits are self-insured, that is, the fund provides all of
them, either in the form of cash or services, without the purchase
of outside insurance.

Operating through the Miners Memorial Hospital Association
(a nonprofit corporation), the fund has built a chain of 10 hospi-
tals in the more remote coal mining areas, where facilities were
inadequate, to provide complete and modern medical, surgical, and
hospital services. In other areas, services are provided through
available facilities. One of the outstanding functions of the
medical program is rehabilitating injured mimners, particularly the
paraplegic cases. This program has returned many men formerly con-
sidered to be hopelessly disabled to useful occupations in which
they are fully or partially self-supporting.

Union Security.--The question of union security is not a
contested issue in the industry. In recogmition of the restric-
tions on the closed shop in the Taft-Hartley Act, the agreement
states that "as a condition of employment, all employees shall be,
or become, members of the United Mine Workers of America, to the
extent and in the manner permitted by law.” The checkoff of union
dues and assessments has long been a standard practice in the
industry.

Grievance Procedures.--Formal procedures for dealing with
grievances were well established in the bituminous-coal industry
prior to their inclusion in the master agreement. Procedures cur-
rently in effect provide for a series of defined steps to deal with
differences arising out of the meaning and application of the agree-
ment: (1) Effort is first made to settle the dispute directly be-
tween the aggrieved worker and mine management; (2) if mo agreement
is reached, the management of the mine and the Mine Committee, the
latter being made up of three mine workers elected by local union
members, attempt to resolve the dispute; (3) differences unsettled
at the second step are taken up by district representatives of the
union and a representative of the coal company; (4) the mext step
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carries the problem to a 4-member board, 2 designated by the union
and 2 by the operators; and (5) if the board fails to agree, the
matter is referred to a mutually acceptable arbitrator who renders
a final decision. Expenses and salary incident to the arbitrator's
services are shared equally by the operator or operators affected
and the union.

The handling of grievances is one of the major functions
of union officers on the district and local levels. From 80 to 90
percent of all grievances are settled at the mine, with or without
the intervention of a union district representative. Claims to
work, including seniority, disciplime, and discharge grievances,
and wage and job classification disputes rank as the most impor-
tant grievance subjects in all areas.

Mine Safety Program

Working miners are protected by the Federal Mine Safety
Code for bituminous and lignite mines. This code was adopted in
an agreement between the union and the United States Secretary of
the Interior in 1946, and has beem incorporated in the master col-
lective bargaining agreement as a guide for health and safety in
the mines. PFederal mine inspectors enforce the provisions of this
code, making regular inspections of minés and their equipment to
insure that hazards are eliminated and that safe operating condi-
tions are maintained. A Joint Industry Safety Committee, composed
of representatives of the UMM and the operators, has been set up
to arbitrate appeals filed by either the miners or the operators
relating to compliance with recommendations made by the PFederal
inspector. This committee also consults from time to time with
the U. S. Bureau of Mines concerning review and possible revision
of the mine safety code.

Local mine safety committees, selected and paid by the
local union, have the authority to inspect mining operations and
equipment. Copies of reports filed by these conmittees are pro