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LEONARD SCOTT & COMPANY

MANAGEMENT CONSULTANTS

611 ENTERPRISE DRIVE
DAK BROOK, ILLINOIS 60521
(312) 640-1230

Contained herein are samples of counter-
union campaign materials Leonard Scott &
Company has used in recent Chicago area
assignments. Please keep this information
confidential.






wWhat !MManagement Can Do

So long as you don't threaten workers either directly or bv
implication that vou will taXe reprisais in the event thev
organize, so long as vowu don't pronise them any benefits Zor
rejecting a union, vou have a pret:tiy £free hand in telling the
company's stecrv. You can give your opinion on unions in
general or in particular. You can present ycur arguments cn
why a union is not necessary at your plant.

But, directly to the point, the following is a guide which
may be useful to you in combatting union election propcganda.

1. You can tell employees frankly that vou think both they
and the company benefit when you deal with them directly,
and no outside party interferes in this relationship.

2. You ean explain in detail egactly wlat benefits yeur
employees already have.

3. You can add that there is nothing a union can do for then
that they can't do for themselves.

4. You can point out the disadvantages of unionism--wage
losses from strikes, picket line duties, monthly dues,
fines, assessments. You can further say that a union is
expensive.....to join, to remain a member. You can
observe that unions are supportecd by fines, dues, fees,
assessments, which pay the salaries and expense accounts
of professional labor leaders.

5. You are free to tell employees of any experience you have
had with unions.

6. You can explain to workers how their waces and fringe
berefits stack up against unionized shops.

7. You can say that a union--regardless of its promis
cannot compel a company to agree to anythinc agains
will-~-to vav wages or fringe benefits that would make
non-competitive.

8. You can discuss seniority provisions of union contracts
which handicap ambitious or skillful emplovees in advanc-
ing to higher positions according to their abilities.

9. You can say flat out that vou oopese the Drinciple of
compulsorv unicnism; but that unions alwavs try to win a
union shop (or a maintenance of membership agreement) which
forces workers to belcnc to the union ané ray cues; *hat
under such agreements discharge is the genalty for failing
tel (dol 'sel.



10.If the union makes any untrue or misleading provaganda
statements, you can give the employees the actual facts.

11.You can tell emplovees that they do not have to sign
any authorizacticrn cards union organizers may have

passed out.

2N eou camny add “hat workers don't have to talk to union
organizers unless they wisnh to.

13.You can exwlain that as union members they may not be
free to take their troubles directly to supervisors,
but may have to depend on a shop steward to do the
talking.

1l4.You can remind workers that simply because thev have
signed a union authorization card +hev don't have to vote
for the union in the election--that the election will be
secret, and that no one will know how they ballot.

15.You can repeat that you think there is no need for a un
and that you believe if workers join one they will be p
dues and assessments for beneflts they are alreadv getti

ion,
ving
ng.
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l6.You can say that belonging to a union is not necessary &
insure job security.

17.You can insist that the union restrict its efforts to secure
members to non-working hours and outside of your plant.
(However, an employee may discuss the union and try to
persuade co-workers to join even if he is on your proper:tv
so long as this activity occurs during non-working time.

18.You can explain to employees that if they are restrained,
coerced, or threatened by an agent of the union to tell
their supervisors who will report it to management.

19.You have the right to enforce all rules and regulations in
accordance with past practice regardless of whether or rnot
a worker is a union member.

20.You may talk to emplovees in groups on your own Tropertw
and on company time so long as the talk is not made within
the "24 hour silence period” before an election.

21.You may mail wri+tten material to the homes of employees,
even though it reaches them during the "24 hour silence
period."



What Marnagemen® Can't Do

'thing, say anything, that may be con-
‘fering, restraining, coercing emplovees
o take part in union activities.

l. You can't do amn:
sidered z2s ifn:
in their righs

ribes or inducements (even 1f the offer
to persuade workers not to join a

:JD‘

3. You can't discriminate against an enoloyee because he 1is
a union member or is taking part in union activities.

4, You can't ask an employee (or small groups of employees)
to talk to you privately about the union, or ask them
whether or not they favor it.

5. You can't threaten job loss, wage reductions, discontinuance

of past benefits if empleoyees join a unien.

6. You can't use threatening language which mlght intimicat
a worker, and cause him to refrain from joining a union.

7. You can't threaten to move the plant, shut it down, or
reduce its orerations if employees vote that a union be
their bargaining agent.

8. You can't deny employees who represent the union the right

to solicit members during non-working hours.

9. You can't ask a worker if he or anyone else belongs to the
union, is in favor of it, or is.engaging in union activities.

If an employee voluanteers this information you have the =
to listen, but don't ask any gquestions.

10.You must .not do anything that would indicate to employee:
you are keeping an eye on them to see whether or nct thev
taking mart in union activities.

ll.You can't say that you won't deal with a union.

s ~he
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12.You can't initiate any practice that favors non-union employees

over union members.

13.You can't ask a worker what he thinks about the uniscn ox
officers.

iTS

l4.You can't stop an employee from soliciting union membersitips on

company property during non-working time.

15.You can't give the good assignments to non-union employee
the unnleasant ones to persons who, vou think, favor the
You must also te fair in distribution cf overtime.

s and

union.



16.Your can't threaten to lay off a worker or to discipline
him because he is outspokenly in favor of the union.

n from all arguments with individual
@ union question--esmecially if they
d to blows.

17.You should refrai
emplovees over th
are likelv to lea

18.Finally, vou should check any remarks that you make during
a union election against these three questions: Does it
threaten? Dces it orcmise? Does it discriminate against a
worker simply because he favors a union?



Guarantee Sheet



MEMORANDUM OF AGREEMENT BY
LMD BETWEEN
TEAMSTERS LOCAL # 714
ANE EMMPLOYEES OF
UDDEEOI CORPORATION

In consideration of 's
signing or promise %to sign a Union Authorizzstion Cerd
supporting m¥ Union in the upcoming Mational Labcr Relations
Board conducted electicn. I hereby make the following written
guarantees:

A) Negotiated Improvements

1. I, the Union Organizer, guarantee employees at

Ud@eholm will get a (dellzr or cent
per hour) or % percentage increase in
the wvery first contract we negotiate with the
Company.

Signature of Union Organizer Date

2. I, the Union Organizer, guarantee employees at
Uddeheolm will receive a cost of living 2llcowance
(Cora) in the very first contract we negotiate with
the Company.

Signature cf Union Organizer Date

3. I, the Union Orgamzer, guarontee empleoyces gt
Uddeholm will receive added or improwved benefits in
the very first contract we negotiate with the Company.

Signature of Union Organizer Date

4. I, the Unicn Organizer, guarantee emplcoyees at
Uddeholm that they will not lose benefits in negotiaticns
and, 1if any benefits are lost, our Union will oprovide
these lost benefits out of its own funds.

Signature of Unicn Organizer Date



Memorandum of Agreement (ccnt'd)

Page 2.

5. I, the Unicn Organizer, guarantee emrlovees at
Ucdeholm that if the Company exercises 1ts leg
rightes, --- ancé refuses any anc 211 of Items 1
through 4 my union will give you these benefits
out of 1its own funds.

al

Signature of Union Organizer Date

B). Union Reauirements

1.) I, the Union Organizer, guarantee emplovees at
Uddeholm that the union curing contract negotiatiocns
will not ask fcr a contrect clause regquiring that vou
lose your job, if you don't join the union or pay
union dues.

Signature of Union Organizer Date

2.) I, the Union Organizer guarantees the emplovees
at Uddeholm that no employee will at anv time for any
reason be requested or required tc pay union fines.

L, = = -

Signature of Union Organizer Date

3.) I, the Union Organizer, guarantee emplovees at
Uddeholm that no employee wiil ever be assessed any
monies----in addition to the----- unless the employee

fully agrees.

Signature of Union Organizer Date
L
4.) 1, the Union Organizer, guarantee the employees at
Uddeholm that myv union will never reguire any emplovee
who wants to go to work not to cross the picket line.

Signature of Union Organizer Date



Memcrancum <cf Agreement {(cont'c)

Page 3.

5.) I, the Urnion Organizer, guarantee the employees at
Uddeholm the following benefits, wages or anything

not mentioned here.

I further provide the following blanks for any other
thing not mentioned above.

a.
Jo) &

Signature of Union Organizer Date

Wherefore, I, the Union Organizer, am an authorized agent of the
Teamsters Local #714 and hereby subject my union to a damage
action by Uddeholm emplovees for breach of any of the above
guarantees I have just made and signed.

Authorized Union Signature Date

In consideration for the union organizer's signed guarantees
above, I do hereby pledge to vote for the union and/or sign
an Authorization Card.

Employees Signature Date
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In additicn to vcur regular pay checks, Uddeholm Steel
provices vou with many outstanding fringe benefits

without cost to vou. The following is a2 listing of

those benefits which can be calculated. Tnése are like
"extra payv checks" that Uddeholm pays vou basec on an

average wage rate cf $€.95 (which is below cur average rate).

BENEFITS AVERAGE ANMNUARL COST

Medical & Life Insurance $971.0C
(including 100% of family coverage)

Long & short term disability Ins. 173.47
Pension Plan 722 .8C
Paid sick leave (10 davs/veer) 556 .60
Paid Holidays (14 1/2 in 1980) iy 80€.20
Paid vacations (2 weeks) 556.00
Paid breaks 869.00
Social security (reguired by law) 886515
Unemplovment Insurance

(required by law) 331.04
Workers Compensation Insurance

(required by law) 350.13
Total Average Cost Per Employee..... 1 S$6,261 .79

This figure i¢ 43 % of the average annual pay and is
in addition to your regular wages.

This represents $ 521.82 per month or $ 3.11 rer hour
in "Hidden Pay" which does not includé benefits not
calculated shown on the next page.



SOME OTHER ADDITIONAL FRINGE BENEFITS

PROVIDED TO YOU, BUT NOT COSTED OUT

13.

14.

Funeral Pay (3 days)

Shift differential

Report - in pay

Jury duty pay

Promotion from within

Open door policy to settle grievances
Leaves of absence

Educational assistance

Paid voting time

Military leaves

Progressive wage increases
Semi-annual wage scale reviews

Company picnics

Christmas and other parties.






UDDEHOLM STEEL CORPORATICN 851 N. Expressway Dr., ltasca, IL 60143 ¢ (312) 773-5750

6-10-80

COLLECTIVE RBRARGAINING AND THE LAW

Several emplovees have asked what the law says about the negotiating
process and the election campaigns conducted by the employer and the
union before the election.

Specifically, they wanted to know if the law required either the
company or the union to agree to specific proposals or make
concessions to the other side. Here is what the law says.

[]641] [Sec. 8(d)—Duties of Parties in Collactivs
Bargaining]

(d) For the purpeses of this section, to bargain colleciively is the periorm-
arce cf the miutual oliiigaticn of th# employer and the representative of the
employees to nieet at reasonable timmes and confer in good faith with respect to
wages, hours, and other terms and conditions of amiploymen:, or trie negotiation
of an agreement, or auy questien ansing thereundar, and the execution of a writ-
tenl contraci incarparating any adreement reached if requested by either party, but
such obligation does not compei either pariy to airree to 4 vrojosal or requize the
making o 2 coacession: Provided, That where there is in eficcrt a colective-
bargaining contract covering emplovees in an industry affecting conunerce, the
duty to bargain coliectively shall also miean that no party 1o such contracgt saall
terminate or madifv such contract, unless the party desiring such tarmination or
modification—

Also, it has been asked what the law says about the election campaigns
the company and the union conduct before the NLRB election. Here is
the exact wording of the law on this subject.

[T 6401 [Sec. 8(c)—Free Speech]

(c) The expressing of anv views, argument, or opinien. or the dissemination
thereot, whether in written, printed, graphic, or visual form, shall neot consutuze
or be evidence of an unizir lalior mractize under anv of the provisious o this
Act, if such expression contatas @ threat o: reprisal or forece or promise of
benent.
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UDDEHOLM STEEL CORPORATION 851 N. Expressway Dr., Itasca, iL 601423 ¢ (312) 773-5750

June 17, 1980

TO ALL WAREZHOUSE EMPILIOYEES

Subject: Emplovee Benefits At Udceholm Cocrporation

I think it is important that everyone uncderstands what
benefits they have at Uddeholm and hcw these benefits
measure up to the benefits of other Companies.

Your benefit program at Uddeholm is an outstanding ons
and you don't have to pay any dues, fees, or assessments
to get it. The details of this benefit program are out-
lined in the attached "Uddeholm Bank Book of Benefits."
-On Thursday., June 19, 198C Sandy Silverman, Uddeholm's
Personnel Manager will hold a meeting at the plant to
explain and discuss our benefit program with you.

When you compare our benefits with those at other Chicago
area Companies, you will see that our berefit plan is

much better than most of the programs. Uddehclm's benefits
are especially better than the average plan in the aresas

of paid Holidays, vacations and paid sick pay.

The Company has established these benefits:

- To provide you with substantial paid time off for
Holidays, vacations and illness.

- To protect you and your family against the medical
bills due to illness and injury.

- To give you financial resourses for ycur retirewent

vears.

I hope you will give a vote of confidence back to the
Company by voting NG on Friday, June 27, 19€0.

¥ours very truly,
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June 13, 1980

Page 2.

This is a good example of the union winning while the
employee loses what he had in the process.

The National Labior Relations Act specifically provides

that an emplover nead not agre= to any union demand, unions

can make all tre cemands they want, but in the final analysis

the only power the union has is to accept the fimal offsr made
by the Emplover or call a strike. Notwithstending an Employ-

er bargains in good faith, its £final and last offer to the

union may exclude or severely limit unicn demands, while at

the same time contain its own demands. Unions and negotiations
are no panacea. They can just as easily produce a bad result

-a8s @ good result. Nor are they A.B.C. kinds of things. Soe
negotiations can drag on for months and years before agreemant

is ever reachad. Many times employees are stuck with the same
wages and benefits they had when negotiations first began even
though it is a year later and still there has been no negotiated
agreement. We're not saying this will happer:, but it has happen-
ed, and you should be aware of it. It is possible to win improved
wages, hours and cornditions of employment in negotiaticns. It

i1s also possible to lose, Negotiations can and do result in
strikes, We read akout unions on strike almost every Zay in our
local newspapers. One way you can avoid the pitfalls of negotia-
tions and the possibility of strikes is by voting "NO" Friday
June 27, 1980.

Employees organized by the Teamsters have lost benefits in
negotiations from the East Coast toc the West Coast.

A) On the East Coast the Teamsters negotiated
reduced sick pay for employees.at Scientific
Products in Washington D.€. Uniedn security
and dues mcney from employees was the Teamsters
motive.

B) On the West Coast the Teamsters gave away
employees profit-sharing at American Hospital
Supply in Santa Ana, California. Union security
and dues money from emplovees was again the
Teamsters motive.




June 13, 1980

Page 3.

NEGOTIATIONS WITH TEE TEAMSTERS UNION GIVES YOU NO GUARANTEES:

A. You can LOSZ 2s easily as win.
B. The Teamsters know how to spendé your mon=2y, win or lose.
With their record of corruption it's "GOCDBYE MONEY ™.

c. You could be on strike. The Teamsters had 547 strikes
from June 1977 through July 1978. Wwith the Teamsters
there is always the chance you will be ocut of work on
strike without pay.

Vote NO on Friday, June 27, 1980 and make certain that you
win.

Yours very truly,

) . gt
J 3y 8 811 )\\\\
District Manager



LOCAL 745, IBT v. NLLRB

61 LRRM 2065

1LOCAL 43, IBT v. NLRB

(Empire Terminal Warehouse Co.)
U.S. Court of Appeals,
Distriet of Columbia Circuit

DALLAS GFENERAL DRIVERS,
WAREHOUSEMEN AND HELPERS,
ILOCAL UNION No. 745, INTERNA-
TIONAL BROTHERIIOOD OF TEAM-
STERS. CHAULIIFURS, WARE-
HOUSEMEN  AND  HELPERS OF
AMERICA v. NATIONAL LABOR RE-
[.VTIONS BOARD and EMPIRE TER-
MINAL WARKEHOUSE COMPANY, In-
tervenor, No. 19265, January 6, 1968

I,;\I'S)R MANAGEMENT RELATIONS
ACT

—Refusal to bargain — Unilateral
reduction in wages-—lmpasse in ne-
u:::i;\lions > 54673 P 5454 P54,
a2

NLRB held warranted in finding
that employer dld not violate Section
$rae5) of LMRA by unllaterally re-
ducing wages after impasse regarding
wapes had been reached durlng
partics® negotiations for new contract,
notwithstandingg union’s contentions
that no such immnasse had been
reiched aind that Board erred In re-
fusime to order employer to reveal
S finanelal posltlon. (1) Fact that
parties resumed discussion on {ssue
other than wages after date of ware
cut s not tncompatible with a finding
that ympasse on the wage Issue had
been reached by that date. (2) Em-
ployer's positlon on wages was not
hased on claim of financlal inabllity
Mt on ground that it woas paying
Vakes in cxcess of prevalllng rates of
BES ;‘,ﬂ{ll])(‘tl“ﬂﬂ in the same Jabor
Sharket,

o o

On petition to review an NLRB
order (53 LLIRRM 1589, 151 NLRB No.
1250, Afflrmed,

David R. Richards, of the bar of the
Supreme Court of Texas, pro hac vice,
by sneelal leave of eourt (L. N. D,
Wiz, Jr. and Herbert S. Thatcher,
on the bricf) and David 8. Barr also
tntered an appearance for petitioner.

Hans J Lehmann (Arnold Ordman,
General Counsel, Dominick L. Manoll,
Associate  General  Counsel, Marecel
~lallet-prevost,  Assistant  General
Comnicl, and Alllson W. Brown, Jr,,
Were on the brlef), for respondent.

Allen P Schoolfield, Jr., of the bar
of the Supreme Court of Texas, pro
hac vice, by spectal leave of court (J.

Parker Connor was on the brief), for
Intervenor.

Before WILBUR K. MILLER, Senlor
Circuit Judge, BURGER, and TAMM,
Clrcult Judges.

Full Text of Opinion

BURGER, Clrcuit Judge:—The lssue
under rcvicw Is whether the National
1.abor Relatlons Board could properly
find that an cmployer and a union
had bargained to an Impasse, thus
warranting the employer In reducing
wages unilaterally after termination
of Lhelr existing contract.

Petitloner, a local union affillated
with the International Brotherhood of
Teainsters, secks review of an order of
the Board dismissing- a complaint
arising from charges flled by Petl-
tloner agalnst Empirc Terminal
Warchouse Company, Intervenor In
this action. The Issue under review
grows out of an allcged violation by
the Company of Section 8 (a) (5) of
the National Labor Relations Act, 61
Stat. 141 (19471, 29 U.S.C. §158 (1964),
making it an unfair labor practice for
an employer to refuse to bargain col-
lectlvely with the representatives of
his employees.

The Union charged that the ém-
ployer had breached hils bargalnlng
dut¥ by Instituting a wage reduction
while negotlations were pending and
whien no impasse had dcvelore . The
Trial Examiner dismissed the com-
plaint on the grounds that Impasse in
negotlations was not necessary for
such a unlilateral actlon, also finding
that there was no impasse at the time
the action was taken. The Board up-
held the disinissal, but concluded that
the rccord showed an impasse had
been reached. It did not, therefore,
reach the question of whether a wage
cut by the cmployer is permissible
absent an Impasse.

[1SSUE OF IMI’ASSE)

The only question before us is whe-
ther there was sufficient basis in the
record for the Board's finding that an
impassc had Leen reached. There is
little dispute as to the actual history
of the nepotlations: the parties differ
only on the Board's conclusion as to
whether the status of bargaining con-
stituted an Impasse.

Prior to the negotlitions under re-
vicw the Unlon and the employer had
had amlcable collective bargalning
rclations beginning in 1956. With their
contract due to expire on August 16,

® locates related rulings in CDI's, Classification Gulde, and Latest Additions

Declslons of the Courts
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1062, they began negotiations on July
13. The Union presented a complete
proposed contract Including signif-
{cant chinges in contract terms and
a 25 cents hourly wage increase. At
the sccond meeting, July 24, the Com-
pany presented a detidled counter-
proposal on all Issucs except wages,
and pointed out that it was already
paying 35 to 50 cents more per hour
than {ts competitors, and could hire
men in the area for less than the
existing Union rate. The Unlon as-
serted it would not sign any contract
without a wage increase. At a later
mecting the Company asked the Unlon
for a new wapge proposal and the Un-
fon replled that it thought the next
move was up to the Company. On
Aurust 6 the Unlon indicated it would
ask its membership I they would
forero the 25¢ Increase. At this point
a representative of the Federal Medl-
atlon nnd Conclllation Scrvice was
cialled tn and particlpated in meetings
held after August 6, 1962. Before the
Union could meet, the Company
wrote the Union that its “wage pro-
posal In the negotlations for a new
contract” was a reduction of 40¢ for
new workers and 55¢ for existing ones
and that it would put this reduction
Into c¢ffect on Aupust 17, after the
explration of the contract. On August
13 the union membership voted to
strike If a wage cut was made. On
the day of contract exptration, Au-
gust 16, the Union proposed an exten-
slon of the current contract. The
Company rejected this, and the Un-
fon then proposed a new contrict
with a cut In the wage rate for new
workers and the same rate as in the
current contract for existing workers;
the Company recjected this. At this
point, the testimony indicates, no
future mecting was scheduled but it
was agreed that {if elther party
wanted to meet again they could
schedule another session ‘“when the
snirit moved them.” The next dny the
Company put its reduction Into cffect.

The Board found that an {mpasse
*had been reached before the Company
reduced wages. While the Roard in-
accurately recited that the Unlon was
still demanding a wage increase at
the time negotiations terminated, the
record indicates no Union intention to
recede from Iits position that there
should be no wage cut for existing
employees, who were the mmediate
concern, nor i{s there any suggestion
that the Company had nnr intention
of receding from f{ts position on a
wage reduction. At no time did the

LOCAL 745, IBT v. NL.LRB

Company refuse to micet; a week or
more after the wapge reduction be-
came effective and after the contract
explired, it wrote the Unlon stating its
continuced wlillingness to mect. But
the Union then called for & second
strike vote and a strike began on Sep-
tember 10 with most of the employees
participating. All striking emuluyees
were replaced by September 12; the
record does not reveal at what rates
the replacements were employed.
Thercafter mcetings were held on
September 24 and 27, October 3 and 12,

ISCOPE OF REVIFW]

Our evaluation of the Board's find-
fng that the Company did not refuse
to bargaln in pood falth depends. as
we supprested, on whether there Is a
record basis for the finding that at
the time of the wage reductlon the
parties had reached an impasse in
wage negotiations. It is elementary
that firmness of a bargaining nosi.
tlon does not constitute bad faith.
Our scope of review confines us to
determining whether there is an ab-
sience of substantlal cvidence to sup-
port the Board's finding; Impasse s
a question of fact Involving the
Board’s presumed cxpert expericnce
and knowledge of bargalning prob.
lems. The problem of declding when
further bargnlning on an lIssue
Is futlle is often difficult for the
bargalners and Is necessarlly so for
the Board. But in the whole complex
of industrial relations few Issues are
less suited to n{)pcllnte fudicinl ap-
praisal than ev:aluation of bargalning
processes or better sulted to the ex-
pert experlence of a board which
deals constantly with such problems.

Where good falth bargaining has
not resolved a key issue and where
there are no definite plans for fur-
ther efforts to break the deadlock,
the Board Is warranted, see American
Shipbuilding Co. v. NLRB, 380 US.
300, 58 LRRM 2672 (1965), and per-
haps sometimes even required, cf.
N.L.RB. v. Intracoastal Terminul,
Inc., 286 F.2d 954, 47 LRRM 2629 (5th
Cir. 1961), to make a determination
that an impasse existed.

There is no fixed definition of an
impasse or deadlock which can be
applied mechanically to all factu:nl
situations which arise in the field of
Industrial bargaining. Nor is there a
rigid formula for assesstng so0 subtle
an {ssue as the precise time when an
impasse occurs; but the fact that the
parties resume discussions on {ssues
other than wages after the date of

61 Labor Relations Reference Manual
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the wape cut {s net incompatible
a findingg that an impasse on
wage lssue had been reached by e e i S
S — T — N e S — i . S date?

The clabm that the Board crr
refusing to order the Compan
reveal its financial pasitlon is not | N St

3 founded. The Company’'s positio Rl wsie. S LRAE Qan IR
wages was not based on a clal
. financial inability to pay but o!
ground that it was paying rat
excess of prevalllng rates of its
petition in the same labor markel

Affirmed. t
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economic weapon, but some UNION
LEADERS usestrike threats and strikes
with complete disregard for how 1t wiii
affect employees.

UNION LEADERS lose no paychecks
during a strike.

These same UNION LEADERS generally
“call the shots™ on when to sirike and
for how long.
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1.) Thanks for putting up with 2ll the disrupticms. I
appreciate vour wroking durinc the strike. Thenks for
Vel Yy “sEphor e,

I
(8]

Zn anwviEhilg £C convince whe he CE ZO5E
he Company, I would appreciate that also.

We couldn't have
without vou.
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L.) don ‘'t kXnow where you stand, but I hope it is with the
o e on Friday.

b
I hope wveu'll NC
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2.) I hope you will give the Ccmpany & chance vote NG

on Fridav.

anc

3.) I hop you.will cive, the-Company 2 chance. We have tried
to ke fair. We've helped pecple when we could. I would

appreciate a NC vcte.

.

1.) I know we have had our differences, but I would like vou
tc give the Company = chence. I really con't think we
need 2 unicn tc Jet where w2 3ll want to ke I hope uou
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U.S. Business

TRENDS THAT SHAPE THE FUTURE

2300 N Street, N.W.
Washington, D.C. 20037

The nation is officizlly in a recession now, and analysts figure that the

slump will be a bit longer 2nd a 1ict deever than mest business downturns.

Gloorx was rife at a conference cu the midyear 8conomic outlook sponsored
by the American Statistical Association in Chicago on Juns 4.

Many experts there thiax the recession--whichk tho National Burezau of
Economic Research says followed a January peak in tusiness activity--will last
throuzhout 1980. Next year is expacted %to btring only gradual recovery.

The peak-to=-trough dip in tot2l output is seen hitting 3.5 to 4 percent.
In the past 40 years, only the downturn of 1973-73 exceedad that. Scme sz2ctors
will be hurt even more this time around: Autos, stesl, housing, Zara cquipzent.

Among other predictions made by economists at the conference--—

Unemoloyment will climb to 9 percent of the labor force.

Cost-of-1living rises will descend into single-digit territory by year-end.

General-merchandise sale3, excluding food., autos and fuel, will not retura
to levels of the fourth guarter of 1979 until the end of 19S81.

Auto sales will not pick up until the last three months o2 this vear.

Home building has hit bottom but will improve only slightly in the rest of
1980. Interest rates on mortgages will have to fall to 10-or 11 percent to
stimulate demand. Nonresidential building will tapsar off - lats this year.

Interest rates will continue to drop. The prize rate, wnich banks charge

best-risk corporate btorrowers, will fall to 9 or 10 perceat this year. Soame
big banks cut their primes in early June from 1% to 13, lowest since September.

Proof of rapid deterioration in business conditions keeps piling upn.

Joblsssness is at its highest level in 3% years. The rate shot up to 7.8
percent last month from 7 in April. I? has increased 1.8 percentage poinats
Since March. That's the biggest two-month gain since Worid War II.

Employment has fallen by nearly 1l million since February to 97 miillion.

=1

A drop in factory orders in April was ‘the sharpest in 3} years.

New cars in May sold at a vyearly rate of only 7.4 million units, skimpiest
Since late '74. The sales pace for U.S.-made cars was the slowest in 10 years.

June targets for output of autos and trucks are the lowest in two decacdes.

Construction outlays declined in April for the third month in a row.

Value of new construction contracts, meanwhile, were 34 percent below a
year earlier, according to the Dodge unit of McGraw-Hill.

News on inflation is both encouraging and discouraging. )

The rise in producer prices for finished goods slowed to & yearly pace of

(cver)
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éduring the last rscession.

USN&VWR INDEX OF BUSINESS ACTIVITY

| e . - x iy o . ‘Wieak Ended
WEEKLY INDICATORS (1357 = |00 Y2ar A50 Manth Ago May 24 May 21
Cemposits Indaxt 1RSI0 111.0 105.0 104.9
Steel production .. .. 113.7 524 76.8 719
Auto production ... 123.7 819 705 768
Cruce-petroleum prodocicn 355 g8ts @37 337
Electric-power preduction 1303 18333 185.1 125.7
Lumber production 528 €5.4 7C5 70.5
Freight c2eloadings (vnsc. mdse) 393 .5 €5.6 646
MONTHLY INDICATGARS (1337 =100 f2ar Ag2 Month Ag0 Latest For
Consumer priczs, gocis 3 d services 2015 233.3 2425 Apr.
Producer prices sh2d goods 20 2400 2410 May
Industrial production” ... ... . 1508 151.3 1435 Apr,
Rerail-stor2 sal2s’ B33 3123 3035 Apr.
Civilian employma2nt’ ... .. L. 123.7 130.6 1304 May

“Ssasonsliv adjusted

Tincludes, besides the six sernas Listad, production of trucks, bituminous coal and paperboard.
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June 20, 1980

TO ALL WAREHOUSE EMPLOYEES:

In earlier letters I have told you that I really don't
think you need a union at Uddeholm, and I want to repeat
that now and tell you in more cdetail why I feel that way.

First, the economy is bad and seems to be getting worse.
I have attached several articles which tell how bad it is
in the steel and auto industries and the country as a
whole. Take a minute to read them. - This is the time to
pull together as a team, not seperate into an adversary
union vs. company situation. The best way to weather this
storm is to beat out our competitors by working together
to make our plant more efficient than theirs and by pro-
viding more and better service to our customers.

Second, I am convinced that you now have almost all of

the things the union talks about and your not paying any
dues, fees or assessments to get them. In my last letter,

I detailed your excellent program of employee policies

and benefits and pointed out that they cost the company on
the average of $3.11 per hour, in addition to your regular
wages. Also, I don't think a union can do for you what you
can do for yourself. As-in the past, I and Steve are always
available to discuss your problems. We have not treated any-
one unfairly at Uddeholm. We have promoted from within.

We have been fair in enforcing plant rule, attendance regula-
tions, and overtime distribution.

Third, our plant is a small one. We need flexability to
service our customers properly. Anything that would harm
this flexability would not be good for our operations.

Consider what progress we have made in putting together
this new plant in the last year. A union wasn't necessary
to bring us to our present level of policies and benefits.
What reason is there to believe that we will not continue
to improve, change ané develop in the future, as we have in
the past.
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THE BASIC ELEMENTS OF UNION PREVENTION

By: Leonard C. Scott

The establishment of an effective union prevention program can
result in important benefits to a firm. 1In the first place and most
obviously, such a program can minimize interference with managerial
action. Also, the lack of a union can prevent an adversary aspect from
building in the relationship between workers and managers and thereby
allow for the creation of a positive work enviromment in which job
satisfaction and productivity can be maximized.

There are eight basic elements in union prevention: (1) survey
employee attitudes on a regular basis; (2) show an individualized con-
cern for employee satisfaction; (3) communicate regularly and forthrightly
with workers concerning company progress and direction; (4) treat all
employees in a fair but firm manner; (5) maintain wages and fringe bene-
fits at competitive levels; (6) attempt to gain the allegiance of the
natural leaders in the work force; (7) keep the work environment as
clean and orderly as the production process will allow; and (8) avoid
hiring workers who do not have the qualifications to perfomm the work
they are employed to do.

The building of a union prevention program begins with the per-

sonnel function. If an operation does not have a personnel man, it
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should get one or delegate this responsibility to someone already in
the organization and have him/her trained in modern personnel tech-
niques. If a personnel man is already on the scene, his effectiveness
should be closely reviewed, and 'mew blood'" brought into the function
if performance there is found to be inadequate in the light of causes

of any ''people problems."

The next area to scrutinize is line manage-
ment. If it is found that members of supervision are weak in handling
employee relations problems, they should be exposed to intensive

supervisory training. More about this later.

Organization and Commmications

Organization and communications are vital elements in union pre-
vention. Persomel should propose employee relations policy, and top
management should review and approve it. After Personnel codifies and
interprets approved policies, line management gives life to them through
their everyday directions and interaction with employees. Care must be
taken that 1line management does not over time transfer to Personnel
through inaction the day-to-day responsibility for preventing union
organization. Personnel and top management can assist and support super-
visors in employee relations matters, but in the last analysis they are
the ones who will determine the success or failure of the company's
union prevention program. Therefore, early in the development of a union
prevention program, a supervisory training program should be presented.
It should provide front-line supervisors with the following information:

(1) Responsibilities and benefits of a supervisor

(2) Leadership skills
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(3) Human relations and communications

(4) Basic techniques of supervision, such as manpower
management, job analysis and evaluation, appraising
employee performance, training, accident prevention,
giving instructions, discipline and handling com-
plaints and problem employess

(5) Understanding the management cycle - plamning,
organizing, directing and controlling

(6) Details of the employee relations program, wage
structure, wage payment plan and work rules

(7) Decision making and problem solving
(8) Keys to supervisory success, such as self assessment
and development, managing time, creativity and
building positive relations with superiors
(9) Company obligations under employment related govern-
ment regulations
Effective commnication within management and between management
and employees is very important in building a defense against union
attack. Communicatons on employee relations matters must flow up and
down the chain of command. Top management should hold regular meetings
with line management to discuss company thinking on labor matters ard
get from these men the problem they are having in the labor sphere and
the gripes they are getting from their workers. Supervisors should hold
regular meetings with their employees to get soundings concerning worker
attitudes. A weekly five or ten minute safety meeting is an excellent
device for securing information on employee thinking. It can be used
not only to discuss safety matters, but also to flush out gripes and
problems in their infancy stages. Care must be taken, however, to
insure that these meetings are not allowed to generate into scheduled

gripe sessions or not take the place of meetings between individual
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workers and their supervisors to air and settle specific complaints.
Formal employee attitude surveys should also be used to learn what
employees have on their minds and their degree of company loyalty.

A company that wants to keep a union out of its plants should
tell employees that it has the will to settle employee grievances,
wants workers to be an important part of the organization, and feels
that an outside union is not necessary for the employees to secure just
wages, benefits, and working conditions. These attitudes should be
comumicated to all employees via an employee handbook, general announce-
ments, and orientation programs. The wording of such a statement, of
course, should be cleared with company counsel before publication.

Also, the company should, on a regular basis, inform its employees
as to the progress of the firm and what direction it proposes to take in
the future. Employees are most interested in the condition and plans of
their company in that they use this information to measure their employ-
ment security and opportunity for advancement. The company should give
credit to employees for business success which they contributed to and
enlist their support in solving problems which they have control over.

Employee Relations Program

If a company is going to keep a union out, it must provide an
overall employment environment which offers what a union would push
for, but on the employer's terms and to the degree and at the pace he
chooses. The employee relations program portion of the union prevention
plan may cost some money, but it will be worth the outlay when the cost of

union restraint on management action is considered. The first step of
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the employee relations program should be the review of wage rates for
competitiveness in the market and for internal consistency. This should
be followed by the drawing up of job descriptions and the evaluations of
positions, the taking of wage surveys, the setting of new job rates
where required, and the establishing of a wage payment plan which
relates output to merit increases and provides for wage progressions
which employees consider equitable. Wage schedules need not be made
general knowledge, but if an individual employee asks what the rate pro-
gression is for his classification, he should be told. This information
should include not only wage rates, but also output levels and time in
grade requirements that go with moves frem one wage level to another.
Openness and honesty in this matter are most important in building
trust between enployees and management. Subsequent to the establishment
of an equitable wage structure and wage payment system, a pension plan
or profit sharing program should be adopted. This will provide long term
security to employees. TIts operation, however, will be in the hands of
the company. The next order of business is to establish policy on how
temporary assignments to higher paying jobs are determined and what rules
guide permanent transfers and bumping. The question of on-the-job training
and accumlating company service credit (seniority) should also be
addressed, and policy statements on these matters should be prepared.

Some additional programs which build employee morale and loyalty
are the following:

(1) Company newsletter

(2) FEmployee bulletin board

(3) Partial or complete subsidization of cost of work
clothes
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(4) Reasonable washup time
(5) Company sponsored employee discount purchase plan

(6) FEmployee activity committee to organize dances,
dinners and sports leagues

(7) Service award program

(8) Choosing employees at random for awards, such as
free baseball tickets, paid dinners, etc.

(9) Formal presupervisory training for workers aspiring

to management positions — to be held after working
hours

(10) Annual company picnic

(11) Program in which workers represent company at
charitable events at holiday times

(12) Anmual open discussions between workers and top
management - small groups meet with President ard
Personnel Director to discuss employee relations
subjects and company progress

(13) Company sports program - partial or full subsidizing
of cost of golf, bowling and baseball leagues and uniforms

(14) Scholarship awards to children of workers

(15) Company paid lunches when production groups surpass long
standing production records

(16) Suggestion system - with or without cash awards

(17) Display of company products in their final assemblies
(if appropriate to items produced)

(18) Sending of flowers to workers and members of their immediate
families in the case of illness or mourning

(19) Credit Union
(20) Open house for families of workers

It might be said that these programs would be extremely costly or that

'

they reflect a ''giving away of the store.' Not so! It must be remembered
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that the taking of the initiative with respect to employee relations
matters is greatly less expensive that ''outsider' intervention. Also,
many of these programs can be supported by the monies that are made
through vending machines, lunchroom operations and employee activity
comittee events, such as raffles, picnics, etc. Further, these programs
are reflective of a full-blown employee relations activity. 'That is
something that the company should work toward. Perhaps it would take
five or more years to totally implement.

Concern For Employee Satisfaction

All employees desire satisfaction from their work, and most want
the opportunity to rise to the highest level in their company that their
abilities will allow. A firm seeking to prevent serious discontent
from developing among its employees must clearly show a realization of
this situation. First, it must insure that its supervisors recognize
that every worker is different and employ motivational techniques appro-
priate to each worker's individual personality. Second, it should direct
all supervisors to learn what the job related aspirations of each of
their workers are and attempt to develop each employee to the fullest
extent of his capabilities. Third, the company's appraisal and promo=
tion systems should involve reasonable standards, compensation increases
which are based on performance, a comnitment to promotion from within,
and the use, in tandem, of ability, performance and company service in
determining advancement.

Follow-Up
Employee relations matters must be monitored constantly by top

management. They are as important as profit and loss considerations
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where the work force is potentially volatile. If the company has a
management by objectives program, employee relations objectives should
be included in all managers' performance targets. Through information
gained from line management and personal contacts, Personnel should
keep top management up to date with respect to trends in grievanci's and
work force morale.

Regular Review

All personnel policies, procedures, and programs must be reviewed
regularly. Personnel should provide top management with status reports
on the operation of all persomnel related programs on a quarterly basis.
New programs should be added when old ones lose their effectiveness.
Employees must feel that management is doing all it can to make improve-
ments in the work enviromment. Then and only then will the work force
trust management, accept changes that might be required to increase
productivity, and pull with management with respect to company goals.

It has been proven that this approach works. Concern for employees by
mariagement will build confidence in management by workers. FEmployees
don't want to pay union dues if they don't have to. If it is shown
them that they can get some of the ''loaf' without a union, they will
go along with management.

Work Envirorment

Plant employees expect a safe and orderly place in which to work.
Also, their pride in their employment is heightened when they are given
modern equipment to work with and regular maintenance is used to keep

it in good working order. Attention to employees' needs with respect
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to their work environment and the condition of their tools and equip-

ment must be present in all programs aimed at avoiding union organizations.

Natural Leaders

Line management and Personnel should maintain close contact with
the natural leaders in the work force. Involving these individuals on
an informal basis in the determination of new company policy and plans
can insure that communication channels between rank and file and manage-
ment arekeptcpen and provide management with information on the accepta-
bility of company action before it is taken. Also, management should
consider using these individuals as sources for hiring new employees.
Fmpl oyment

Companies should be careful to properly screen prospective
employees and train new hires. The hiring of workers who are not
qualified for, or trained to do, the work to which they are assigned,
can create serious employee relations problems. Unqualified employees
can quickly become frustrated employees, aid frustrated employees can
quickly become union adherents.

Some Additional Considerations

The following are some additional approaches that can be employed
to keep a union out of a company:
(1) Promote union adherents to supervisory jobs where the
individuals are good leaders, fairminded and looking
for selfadvancement. If no vacancies are available in
management, such persons might be encouraged to make
career changes which would enable them to utilize their

leadership abilities more fully.
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(2) Keep employment files on all employees and terminate
workers who break company rules or fail to perform
up to standard. Some union adherents are just lazy persons
looking for a crutch to lean on. A company should rid
its work force of these types. TIt's usually easy. Often-
times these workers are sloppy in their work, not punc-
tual, annoying to hard working fellow employees and
frequently insubordinate or destructive of company
property. Do not be fearful of terminating union
sympathizers who are sub-standard performers or who break
work rules. The majority of workers will be looking at
how management treats such individuals. If lieniently,
trust will never develop. If fairly but firmly, justice
will seem to have been done.

(3) Give awards to foremen with the least ''people problems'
and the highest production and best safety records.

(4) Establish a formal grievance procedure. Use an ''open
door'' policy or a ''speak out'' program involving the choosing
of employees at random from each department every month or
so to discuss company policy, plans, and progress and pro-
vide management with the thinking of employees on matters
of mutual concern.

There are situations wherein union interest grows because the

company cannot develop the profits to provide competitive wages, benefits,

and working conditions. If it is seen that productivity is the problem,
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management should establish an industrial enginecering function. The
majority of employees will accept changes aimed at increasing efficiency,
even though it means a decrease in the work force, if they see that the
end result is an improvement for those workers who remain in the company,
and layoffs are handled in an equitable manner.

Keeping a union out of a firm is not a difficult matter. The key
to success is building an awareness of the problems which cause union-
ization, establishing a program to counteract wumion interest, and

operating the program as an important part of general business opera-

tions.
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