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VETERAN MEMBER HONORED: Local 391 President Carric B
Brown presents silver pin to Pauline Rose on her 25th anniversary as
an OPEIU member and employee of Rooscvelt University, Chicago.
Miss Rose is administralive secretary (o' the Director of Libraries and
an Execulive Beard member and historian of Local 391. The local also
presented her wilh a silver and gold watch and a book of congratula-
tions and good wishes signed by the faculty and administrative staff
as well as OPEIU members at Roosevelt University.

More states act on union
rights of public employees

Legislative measures to allow
public employees to unionize
and bargain collectively were
enacted in 15 states this year.
These were the major changes:

® The enactment by Oregon
of a comprehensive new collec-
tive bargaining law allowing the
state’s approximately 90,000
public employees agency-shop
agrecments and calling for com-
pulsory arbitration in bargain-
ing impasses for policemen, fire-
men and institutional guards.

¢ The strengthening of Ver-
mont’s bargaining statutes cov-
ering municipal employees, fire-
fighters, and policemen through
adoption of new procedures for
collective bargaining on wages,
hours, and other conditions of
employment.
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New Texas law

® The enactment by Texas
of the first bargaining law for
policemen and firemen.

® The granting of organizing
and collective bargaining rights
to teachers in Indiana, the first
group of public employees ever
to gain such statutory rights in
the state.

® The amendment of exist-
ing statutes in Michigan and
Minnesota to permit agency-
shop provisions in negotiated
contracts.

® The approval by Vermont,
Minnesota, and Oregon of the
innovative feature of granting
public employees the right to
strike, but with such rights gual-
ified and conditioned by spe-
cific requirements.

Nine states—Arizona, Colo-
rado, Louisiana, Mississippi,
North Carolina, Ohio, South
Carolina, Tennessec and West
Virginia—have yet to enact
laws granting organization rights
to any groups of public em-
ployees.
© Other states not conferring
these rights on public employ-
ees by statute have allowed
them to bargain with their em-
ployers by virtue of the opin-
ions given by state attorneys
general or by rulings of state
courts. !

5 organizing successes
add 260 to union ranks

Two hundred and sixty em-
ployees in five bargaining units
have been added to OPEIU
rolls through representation
elections and certifications in
the U.S. and Canada.

The organizing successes in-
clude a school board and an in-
surance company in Canada; a
unit of office clericals at a de-
partment store warehousec in
Bayonne, N.J,, a union health-
welfare fund in Connecticut,
and a manufacturing company
on the outskirts of Atlanta, Ga.

Vice President Romeo Cor-
beil reports that Montreal’s Lo-
cal 57 has applied for certifica-
tion to the Quebec Labour
Relations Board for a unit of
some 100 office employees at
the CN.A. Assurance Com-
pany. Local 57 Business Rep-
resentatives Marc Boulard and

Jacques Leboeuf headed a brief,
highly successful campaign in
signing up a majority at the
insurance company.

The Quebec board has certi-
fied Local 57 as bargaining rep-
resentative for a 60-member
unit of secretaries and office
employees at the South Shore
Protestant Regional School
Board in Montreal. OPEIU Lo-
cals in Eastern Canada in re-
cent months have mun up a
string of victories among office
employees and secretaries of
school boards in that arca where
interest in unionism is high.

Sec.-Treas. John Kelly re-

ports that New York Local 153
has organized a unit of 60 officc
clericals at the W. T. Grant
Company’s warehouse located
in Bayonne, N.J. In a National
Labor Relations Board election,

the department store employees
voted for unmion represemtation
by a 3-to-2 margin. Local 153
Organizer Jerry Fromm led the
campaign.

International Representative
Justin F. Manning reports the
winning of a 30-member umit
of clerical employees at the
Health-Welfare Fund office of
the International Laborers’ in
West Haven, Conn. Im an
NLRB election, the employees
voted 27-to-1 for OPEIU rep-
resentation.

Vice President J. Oscar
Bloodworth reports that Atlan-
ta’s Local 21 was chosen as
barpaining representative by an
office unit at Glass Containers
Corporation in Forest Park, Ga.
In an NLRB election the em-
ployees voted by a 5-to-2 mar-
gin to join the union.

Inflation seen stiffening

pay demands by negotiators

The head of the Cost of Liv-
ing Council indicated at an in-

- formal news conference in Mi-

ami Beach, Fla., that adjust-
ments might have to be inade in
Federal wage guidelines next
year if living costs continue
their rapid advance.

John Dunlop, Council direc-
tor, acknowledged that pressure
from labor for bigger wage set-
tlements was becoming more of
a problem. But he said it was
too early to predict the outlook
for 1974. He said, however,
that a reappraisal of the con-
trols program was likely before
the end of the year.

The comments were made
following a speech at the con-
vention of the AFL-CIO Build-
ing and Construction Trades
Department which represents
17 building trades unions.

Economists, armed with slide
rules and computers, debate
whether a recession impends,
says The Walil Street Journal,
adding: “But don’t tell that to
the average working man. For
him, the recession began a year

ago-Q’
The table below, published in
the Journal, pinpoints the

shrinkage of paycheck buying
power since last October. The

fipures in both columns are
based on the average weekly
pay of non-supervisory employ-
ees in private business. The
buying power figures are ob-
tained by adjusting actual pay-
check pay to reflect price in-
creases and Social Security and
federal income tax deductions.

Whly

Wikly  Buying

Pay Power

October . ...... $139.13...$97.49
November ......138.76....96.98
December ... ... 138.75. .. .96.78
January ........ 139.11....9581
February ... .... 140.62....96.08
March ......... 141.35....95.67
Aprit .. ........ 142.85....9596
May ........... 143.22 .. ..95.61
June ........ ... 143.58....95.29
July ....... 145.45....96.16
August ... ... 145.43....94.34

Thus, from QOctober through
August, the latest month for
which figures are available, the

-average paycheck has gone up

$6.30 a week while its actual
buying power has gone down
$3.15 a week.

An economist for the AFL-
CIO in Washington confides he
15 “astounded” that union bar-
gainers, in view of such a trend,
remain “so docile,” and he an-

ticipates “much harder bargain-
ing” just ahead.

The Canadian Labour Con-
gress also expresses concern
over the decline in wage earn-
ers’ purchasing power and calls
for increased militancy at the
bargaining table in order to pre-
serve living standards.

“We are greatly concerned
that wage gains are being wiped
out by rapidly rising living
costs,” CLC Secrctary William
Dodge said in a prepared state-
ment. “We have stated this re-
peatedly over many months.
The latest official figures again
underline our concern.

"“The real purchasing power
of average wage and salary
earners, both organized and un-
organized, has been declining
sharply. At the same time, cor-
poration profits have been soar-
ing to unprecedented levels and
have taken a share of national
income to a degree not exceed-
ed in 17 years.

“On the other hand, labour
income has had its share drop
lower than at any time in the
past five vears. The time has
come when wage earners, in or-
der to protect themselves and
their families, must become
more militant in their demands.”
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Bank employees are not gullible

The American Bankers Association has unfolded its “battle”
plans against unionism. It is hiring anti-union advisors. Naturally,
these advise the bankers that there’s a “built-in conflict relation-
ship” between banks and unions.

Already the OPEIU has disproved this cockeyed theory. We
have organized to date some thousands of bank employees in 16
banks in the U.S. and Canada without strikes, and negotiated amic-
ably excellent contracts for these unionized employees.

But some ABA members are falling for this anti-union ploy.
For example, one bizarre tactic their “educators™ urged is to recog-
nize seniority when disciplining an errant employee. “Does this
mean that an employee with 27 years of service can come to work
drunk more often than one with two years’ service?” asked one
skeptical banker.

“Absolutely,” was the sober reply of the anti-union *“educator.”

The advisors passed around a [ist of 57 Do’s and Don'’ts for
bank supervisors to use if a union campaign starts, together with
sample ghost-written scare letters to be sent to individual employ-
ees, addressed by their first names and oozing ‘‘paternalism.”

If the guide lines are followed, the bankers were assured that
unionism at their banks was not “inevitable.” But if a bank be-
comes a loser, the advisor disclosed another bag of tricks to teach
bankers in one easy lesson “How to Negotiate a Contract.”

The general thrust of their plan to keep bank employees from
unionizing is to scare them off with threats about possible loss of
jobs, imaginary strikes, and the usual union dues bugaboo. But
the comy propaganda doesn’t even hint at the automation now
underway in many banks which can result in the loss of tens of
thousands of jobs.

Ivory tower bankers may be duped by such scarecrow tactics
distorting the' facts, but we doubt very much that their employees
are equally gullible. These fear tactics may boomerang.

Questions for the ghost writer

The ghost writer of the sample scare letters to “educate” under-
paid bank employees against unionizing insults their intelligence
when he states that he “has never heard or seen anything that
would lead” him to believe that the ‘“best interests of bank
employees will be served by a union.,” Where has he been day-
dreaming?

In this country and Canada countless non-union cashiers and
tellers are daily cashing checks of umion factory workers and
glumly comparing these union pay rates with their own. The bank
president’s signature doesn’t change facts. These employees know,
too, that U.S. government statistics prove that unionized employees
on average earn about $1,200 a year more than those unorganized.

There are now some 23 million unionized workers in this coun-
try. Would they continue to pay union dues if they didn’t benefit
from collective bargaining? Can the ghost writer explain to us why
bank employees in Europe, Asia, Africa, Australia and South
America are all highly unionized?

Big U.S. and Canadian banks operating overseas recognize these
foreign unions and negotiate contracts with them. Thus any bank
presidents signing such scare letters are deliberately duping their
own employees. Why don't the banks come clean with their cur-
rent and future plans for automation? They know that revealing
these top-secret plans would really scare their employees.

Recently we published the inflated salaries of bank presidents of
ten big U.S. banks, ranging anywhere from $150,000 to more than
$250,000 a year without counting stock options and other goodies.
What does the underpaid bank employee who gets a “Dear Joe”
or “Dear Sally” letter have in common with these gentlemen?

Because they are grossly underpaid, unorganized bank employ-
ecs realize they urgently need to unionize the same as other work-
ers. Isn’t it rather odd that these same bankers maintain their own
union (American Bankers Association), and pay hefty dues for a
plush Washington, D.C. headquarters with a large staff to enable
them to act collectively for their own benefit?

They can’t have it both ways. Whats good for the goose is good
for the gander.

Bankers work on game plan

for keeping unionism out

At the annual convention of
the American Bankers Associa-
tion in Philadelphia an anti-
union consultant firm was given
the spotlight to explain its plan
for preventing unionism among
bank employees.

The hired outside advisors
trotted out a list of 57 Do’s and
Don’ts that, they said, bank su-
pervisors should use in combat-
ting union organizing cam-
paigns. They then passed
around samples of scare letters
which could be sent to individ-
val employees, intimately ad-
dressed by their first names.

Bank employees thinking of

Bank letters

Dear (first name):

By voting for the union, here
is what you let yourself in

for:

1. The leadership of the union
may force you to go on strike
for something in which you do not

believe.

2. You may be forced to go
on a "sympathy strike" for work-
ers employed in other plants,
here or in some other city.
Whether or not you are actually
in sympathy with them is immate-

rial.

3. You may be kept at the
union's insistence from earning
a living, because you will not
be allowed to cross a picket line.

4. You may be forced to march
in a picket line, without pay,
when you would prefer to be
at work and drawing your salary.

5. Your opportunity for ad-
vancement and your salary in-
creases will become a matter
for the union to debate and will
no longer depend upon your
initiative and ability.

6. Your days of being consid-
ered an individual will be over
—you will be dealt with by
the union as one among many
members, efficient or inefficient

—ambitious or lazy.

7. You will have placed your
Jjob, your freedom of individual
action, and your entire career
at the merey of a group of
outsiders who know little or
nothing about the running of our

business.

Don't trade your freedom for
Union Promises, Union Dues,
and the possibility of Union
Strikes and Union Picket Lines!

Dear (first name):

It appears that "outsiders"
are knocking on our gates wanting
you to join their union.
never believed, nor have I seen
or heard of anything new which
would lead me to believe your
best interests will he served by

4 union.

Several questions exist in
my mind which I feel sure must
Do you really
Why are

be in yours too.
want these outsiders?

they interested in you?
realize they are asking you

to turn over to them the welfare
of yourselves and your families?
Do these people really know or
care about your personal problems?
Must you give them part of your
pay check each week in addition

to your regular deductions and
other commitments? Are they
really interested in peace, or
will they produce unrest,

and shutdowns?

(Continued on pege 3)

joining a union can expect to
get such scare letters, However,
the anti-union “educators” were
careful to add a word or two of
warning to the bankers to keep
inside the law, as follows:
“Never reduce to writing your
company’s pasition in a union
campaign without prior advice
of your labor attorney. Good,
well thought out written commu-
nication can be a useful tool in
your campaign, but it can also
be used as a basis of an Unfair
Labor Practice Charge. This
‘composite’ is presented to you
as an example of what you can

say and should not be used ver-
batim.”

So that bank employees won’t
be caught off-guard by such
phony letters on bank stationery
signed by a bank president or
some other higher-up, they
should be alerted to the game
plan in advance. When employ-
ees separate the wheat from the
chaff, they will see where their
self-interest lies, Flattery or fear
won'’t pay their grocery or rent
bills,

Two of the sample letters
and union replies to them fol-
low:

Union replies
Dear Bank Employee:

herring.

prevails.,

tion.

decisions.

By voting to unionize,
the first time you gain a voice
in bargaining for a just wage
and better working conditions.

1. Only a bargaining unit
majority can vote to strike;
union cannot compel you.

2. Reference to "sympathy"
and other stgikes is a red
U.S.
that 98% of contract negotiations
are reached amicably without
any strikes.

3. This business of crossing
a picket line, unless it's
your own, rarely comes up.
contracts cover this possibility
to fully protect its members.

4. Also, a union maintains a
strong Defense Fund to guarantee
that its members won't be starved
into submission if management
forces a strike.

5. Unions don't debate;
negotiate proper job grades,
periodic salary increases.
do NOT prohibit merit raises
above the union scale.
also respect initiative and
ability in promotions.
such factors are equal,
This prevents favor-
itism, unfair promotion of pets
or management relatives.

6. You no longer are just a
personnel file card.
have a just grievance union
contracts provide a hearing and,
where necessary, binding arbitra-
Do you have this now?

7. Unorganized, the only '"per-
sonal freedom" you have is to
look for another job when dis-
satisfied with unfair supervisory

for

the

statistics show

Union

they
They
They

Where
seniority

When you

With a uwnion you

gain real job security, but

martinet supervisors lose their
freedom to fire you arbitrarily.

I have

benefits.

Management's real worry is not
about your personal freedom;
the catch-cries reflect their
awareness that organized employees
gain higher pay and fringe

That's why they don't want

you unionigzed.

Do you

problems?
strikes

Dear Bank Employee:

The union is organizing the
bank where you work because
many of your fellow-employees
believe their only hope of a
living wage and job security is
collective bargaining, the same
as 23 million union workers in
other industries have achieved.

When did your employer start
calling you by your first name?
Why has he suddenly become
personally interested in your
How much sleep has
he lost worrying how you and

your family are trying to make

{Continued on page 3)
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Bank letters

(Continued from page 2)

- If you and your family take
2 hard look at what the (
urtion is selling, it boils down
to one simple thing—Promises.
Is there any gus.antee that goes
with the purchase® (NO!) The
union can make you only
one promise, that they will
present your company with a list
of their demands and if your
company does not agree with these
demands (no matter how out-
rageous}, the union can pull you
ocut on strike.

You should be aware that if
the union strikes im support
of contract demands like wages,
compulsory membership, or auto-
matic deduction of monthly dues,
the company has the right to
continue to operate its business
and can hire new men and women
to permanently replace the strik-
ers. Statistics show that many

strikers are permanently replaced.

Furthermore, strikers cannot
even get unemployment compensa-

Union replies
{Continued from page 2)

ends meet on your present salary?
Union dues are your concern, not
his. Here he says they are paid
"weekly," elsewhere he says
they're paid "monthliy"—a tip-off
to his ignorance on union matters.

He says the union is "selling"”
—PROMISES. A unlon provides
expert services in labor-relations
for which it collects dues, just
as a bank collects interest on
loans it makes. The strike theme
is shrewdly calculated to arouse
FEAR. Unions don't cause strikes,
or "pull you ocut." Only a
majority vote of bargaining unit
members can do this, the last
resort when arrogant management
refuses to bargain in good faith.
Unit members draw up their own
demands; the union then nego-
tiates—an entirely different
picture.

Finally, this scare letter

adds insult to injury by telling
experienced employees that if they

tion.

exercise their legal right to

When you've finished reading this is-
sue, please pass it on (o the teller at your
local bank the next time you transact
| business there. Let them know OPEIU is
fighting for the right of bank employees to
gain the benefits of collective bargaining.

join a union, they can be
"replaced” overnight.
is that when strikes do occur,
settlements provide that all
strikers are reinstated.
to the letter, some states do
‘pay strikers unemployment bene-
fits; others don't.

The fact

Contrary

Women bank employees stand to gain
equal status when they join

Non-supervisory employees
in all offices (including banks
and insurance companies) in the
U.S. and Canada are legally en-
titled to seek collective bargain-
ing rights through a union of
their choice. In the US. it
costs an employee nothing; in
Canada procedures are slightly
different.

All an office employee in the
U.S. need do is sign an OPEIU
designation card without obliga-
tion. Names are held in strictest
confidence. When 30% of eligi-
ble employees in a company
sign up (we prefer 65%), an
election petition is filed with
the National Labor Relations
Board, or state labor board
when this is appropriate.

A hearing is then held to de-
fine the eligible bargaining unit,
excluding confidential employ-
ees. When the unit is deter-

mined, an election is scheduled
usually within 30 days. After a
majority of eligible employees
vote for the union in the elec-
tion, it is officially certified as
bargaining representative. The
law then requires an employer
to bargain in good faith with
the union for a contract cover-
ing the employees.

Union members draw up
their own contract proposals
and elect a negotiating commit-
tee to assist an experienced un-
ion negotiator who acts as their
spokesman. In organizing cam-
paigns, the union waives initia-
tion fees. Union dues begin only
after a satisfactory contract is
obtained and ratified by a unit
majority in the democratic
American way.

Union dues provide skilled,
experienced contract negotiators
backed up by a competent team

ALBUQUERQUE PACT CEREMONY: Affixing signatures to new
contract signed with Sandia Laboratories at Albuguergue, New Mex-
ico, are, seated from left, Local 251 President Maxine Stephenson,
Labor Reltions Manager E. C. Peterson and Local 251 Sec.-Treas,
Nancy Barela. Standing from left: Chief Steward John Martinez,
Labor Relations Division Supervisor Don Weldon, and Local 251 Vice
President John Ayala. Contract details were reported: earlier.

of experts in labor law, eco-
nomic research and wage anal-
ysis, together with other vital
services that include a Defense
Fund, arbitration machinery,
and educational materials. The
union also thoroughly trains
shop stewards to represent unit
members on the job in solving
grievances.

Periodic general membership
meetings are held.

Unionized, women bank em-
ployees have a golden opportu-
nity to end discrimination
against them in pay and promo-
tions. Banks now assign them
to the lowest-paid, deadend
jobs. With collective bargaining
they can ‘win equal pay and
equal opportunity for advance-
ment on the same basis as men
doing the same work.

‘Signing a union designation
card is the first step toward eco-
nomic equality, Women's Lib-
eration, and more satisfying ca-
reers.

Local 2 unit
advances $800

A wage boost averaging more
than $800 per member, an ad-
ditional half holiday and an im-
proved vacation plan were se-
cured in a new one-year con-
tract negotiated by Local 2 for
its office unit at Carday Asso-
ciates, Inc., in Washington, D.C.
The firm administers health-
welfare and pension plans.

Business Manager John P.
Cabhill says that the wage gain
averages 12.9%, or $15.45 per
week. The agreement makes
Good Friday a full holiday (was
half-day). In the future, em-
ployees gain one week’s vaca-
tion after six months. Previous-
ly, it was one year.

from the desk
of the

PRESDENT

Retirees still need the union
—and vice versa

At the Philadelphia Convention of the Office and Professional
Employees International Union in 1968, Local 153 of New York
proposed a change in the constitution whereby OPEIU retirees
would, upon retirement or total disability, be placed on a retired
member status and with the payment of $1 per month have certain
rights and privileges within each local union of the QPEIU which
elected to institute such a program. Only a few of our local unions
did elect to put such a program into effect. I think it would be
interesting, however, to report on the success achieved by Local
153 with its retiree program.

One of its retired members was chosen by the retirees of that
Local Union to head the program. Edward Edom, a retired sales-
man from the Canada Dry Company of New York City, after
election as president was sent to attend coutses given by local col-
leges on pre-retirement programs and programs designed to inter-
est retirees. In accordance with the constitutional change, all re-
tirees were offered retirement membership at $1 per member per
month. More than 30% of the eligible- retirees joined and still
retain membership. This percentage is higher than the percentage
of retired members of other unions in the metropolitan area of
New York.

Local 153 retirces hold their own membership meetings, in
addition to participating in the membership meetings of the local
union. They participate in three or four outings each year, in
addition to a yearly Christmas dinner. Through Ed Edom’s leader-
ship, they keep in close contact with all of their members including
some who are disabled or ill and therefore unable to attend regular
meetings. They have set up a visitation program whereby the
active retirees regularly call on the infirm.

The retirees, in addition to their own programs, participate
actively in the affairs of the local union and, although their num-
bers are small, they make the rest of the membership aware of
their existence and their needs. They distribute leaflets along with
the organizers during organizational campaigns. Their services are
used for unusual clerical functions in the office of Local 153 which
the paid clerical staff is unable to handle. They actively lobby on
behalf of senior citizens and retirees.

While the Supreme Court of the United States overruled the
NLRB and held that an employer is not required to bargain for
changes in retiree benefits, Local 153 retirees continue to fight for
such improvements. The Local 153 Pension Plan has substantially
increased pension benefits three times since 1968. These Pension
Plan-increases amounted to 124 % in 1968, 10% in 1971, and an
additional 16% in 1973. While the trustees of the Local 153
Pension Plan unanimously agreed to extend the above-mentioned
increases to all retirees, both present and future, it is doubtful
that such an action would have been taken if it were not for the
active participation of the Local 153 retirees in union affairs. It
was gratifying to note that a recent issue of Local 153 News, the
local’s monthly newspaper, contained excerpts- from letters written
by a large number of retirees expressing their appreciation for the
pension increases.

At Local 153 retiree meetings, representatives of Medicare,
Medicaid, Social Security, the medical profession and the legal
profession regularly participate and keep the retirees fully in-
formed of their rights as senior citizens.

A number of pre-retirement programs have been arranged by
Ed Edom to prepare members for the problems they will encounter.

Between 1950 and 1969, the number of persons drawing benefits
from private pension plans skyrocketed from less than one-half
million to 4.8 million retirees. While unions only represent 20%
of the work force in the United States, it is noteworthy that one-half
of the total number of pensioners from private pension plans are
represented in plans negotiated by unions. This number is growing
by leaps and bounds.

It is, therefore, important that all local unions of the QPEIU
think seriously about allowing retirees to retain active membership.
These people are not looking for political power or the right to run
for local union office. They are willing to remain active and involve
themselves in the growth and well-being of our local unions.

The local unions and retired members need each other!
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The recent Pacific Northwest Educational Conference, held at the Hotel Vancouver in Vancouver, B.C.

250 gain from new Wisconsin pact

A packet of wage gains and
fringe benefits totaling 16.15%
over two years was won by Lo-
cal 95 for its 250-member office
unit at Nekoosa Edwards. Paper
Co., Inc., in Port Edwards, Wis-
consin. The company i$ a sub-
sidiary of Great Northern Ne-
koosa Corp., which manufac-
tures pulp, fine papers and busi-
ness forms.

Business Manager Carl Meis-
nest reports that the contract
calls for across-the-board wage
boosts of 7% in each of the two
years, a gain of more than
$1,860 for each individual
member over the period. In the
second year, it sets a starting
weekly minimum of $131.66 in
the lowest office grade and
$251.72 in the top classifica-
tion.

The pension plan was im-
proved to provide early retire-
ment at age 55 and 15 years of
continuous service (was age 55
and 20 years), with vesting age
45 after 15 years. It calls for a
minimum pension benefit of $7
per month to a maximum of
35 years in the first year, with
no maximum on years of serv-
ice in the second. Previously,
pension benefits were based on
career earnings only.

In the first year, the company
agreed to pay 100% of in-
creased cost of NEMBA insur-
ance (hospital and surgical),
also pay in full for diagnostic
x-ray and lab service, and to
apply sick leave to make up the
difference between Workmen's
Compensation benefits and nor-
mal salary.

50 in Wisconsin local

win a $3,000 advance |

e

Wage gains totaling more than $3,000 per member over three
years, in addition to improved fringe benefits, were won by Local
95 for its 50-member office unit at C.W. Transport, Inc., over-the-

road trucking concern in Wis-
consin Rapids, Wisconsin.

Business Manager Carl Meis-
nest reports that the new pact
calls for a 25¢ an hour across-
the-board wage boost in each of
the three years. In the final
year, it sets a starting weekly
minimum salary of $131.20 in
the lowest office grade, rising to
a $145.20 maximum, and
$138.40 rising to $159.20 in the
top classification,

The vacation schedule was
improved to three weeks after

Turnabout

A teachers’ union notes with
obvious relish that members of
an Indiana school board (*that’s
right, not the teachers but the
school board™) have been or-
dered to jail for refusing to bar-
gain with teachers in good faith.

eight years (was 10}, and four
weeks after 15 years (was 20).
Employees will be entitled to
Good Friday afternoon off with
pay; previously, two hours off
were allowed. In the third year,
the pacts calls for an additional
paid holiday yet to be desig-
nated, bringing the annual total
to 10.

Other fringe gains are time
off with pay to get an eye test
for a driver’s license or to obtain
a marriage license. Maternity
leave was extended to six weeks
after birth-—an addition of two
weeks to the previous four,

The negotiating team in-
cluded Chairman Marianne Sys-
trom and committee members
Maxine Le Mieux and Janice
Musch, assisted by Meisnest.
The contract expires April 16,
1976.

In the second year, life insur-
ance will be increased to $7,000
per employee with AD&D {was
$5,000).

The unit negotiating team as-
sisting Meisnest was headed by
Chairman Donavon Dix and
Vice Chairman Arnold Brost,
and included as members Larry
Daberkow, Marvin DeWitt,
Dale Krans and Sue Smoodie.
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15.76% gain in 2 years
won at Madison utility

A 15.76% package of wage
boosts and fringe benefits has
been negotiated by Local 39 for
its unit of office employees at
Madison Gas & Electric Com-
pany in Madison, Wis., OPEIU
Vice President Billie Adams re-
ports.

The two-year pact calls for
increases totaling 8.76% in the
first vear. This consists of a
5.5% across-the-board wage
boost retroactive to May 1, and

Bridgeport negotiations
yield wage, fringe gains

A new Local 123 contract
brings wage gains ranging from
$8 to $13 per week, establishing
a $107.42 weekly salary in the
lowest grade and $248.13 in the
top grade, with reopeners in the
second and third years. The
three-year agreement covers em-
ployees of Jenkins Bros. in
Bridgeport, Conn.

International Representative
Justin F. Manning says that
AD&D benefits were increased
to $80 per week (was $70) and
that employees won their birth-
day as an additional paid holi-
day.

Life insurance coverage was
increased to $6,000. Major
Medical was changed to $100
deductible per year (was $100
for each occurrence). The new
pact contains a dual choice
clause whereby employees may
elect to retain their present med-
ical coverage, or opt for the
newly-established Bridgeport
Health Care Center Plan.

The negotiating team was
headed by Local 123 President
John Jaconette; Sec.-Treas. Ed
Arkisan, Ed Demovich and
Mary Hannon, Manning as-
sisted.

Arbiter finds for Holyoke

local in promotion case

Arbiter Robert Stutz found
that the National Blank Book
Company in Holyoke, Mass.,
violated the seniority clause pro-
visions of Local 247’s contract
when it denied promotion of
Carol Pease, a clerk-typist, to
traffic rate analyst.

After the company posted the
vacancy in Grade 6, Mrs. Pease
(Grade 3) apptied but her bid
and those of three other appli-
cants were turned down by the
supervisor as not meeting the
qualifications required. When
attempts to hire an outsider
failed, a Grade 4 clerk ex-
pressed interest and was pro-

moted to the job last Feb. 20,
although she had less seniority
than Mrs. Pease.

After hearing testimony by
Mrs. Pease and other support-
ing witnesses, the arbiter ruled
that she should be awarded the
job retroactive to Feb. 12,
1973, as “otherwise, the sen-
jority rights of bargaining unit
employees are not given ade-
quate recognition.”

The OPEIU case was pre-
sented by International Repre-
sentative Justin F. Manning, as-
sisted by Local 247 President
Ed LaBarge.

12% placed in a special ac-
count to be paid to employees,
also retroactive, upon approval
by the Cost of Living Council.
The remaining 1.76% increase
is to be applied to insurance
benefits.

Both the employer and the
union agreed to draft a joint
letter to the CLC urging ap-
proval. A 612 % general wage
increase is called for in the
second year of the settlement.
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