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CHAPTER X
INTRODUCTION

The purpose of this thesis is to analyze the major changes
in the collective bargaining agreements of Swift & Co. and the
United Packinghouse wOrkars'cr America, This study has been
1imited to one company and union which are important in set-
ting the pattern for the entire meat packing industry, because
of the need to control the scope of materisl to be covered,
Although there are other less significant changes in the collec~
tive bargainlng agreements, this thesis will be limited to those
changes 1listed in Chapter IV of the table of contents, The
author hopes to give a clear indication of what collective bar-
gaining has accomplished at Swift & Co. since the UPWA(CTO) was
certified as the bargaining representative at fifteen Swift
plants in 1942, The topics to be analyzed in Chapter TV are
basic to collective bargaining not only in the meat packing in-

dustry, but throushout American manufacturing industries,
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To afford the reader an understanding of the reasons behind
nany agreement changes, & brief history of the dealings between
the company and various unions for the past ninety years is in-
cluded,

Merely to point out the major changes in fourteen years of
collective bargaining with the UFPWA(CIO) would be of little value,
Hence, sn attempt has been made in Chapter V of this thesis to
explain the causes of the maj)or changes, as well as the effects
of these changes at 8wift & Co, The author interviewed both
union and company representatives in order to secure an undere
standing of the reasons of the change, who initiated the change
and what effects the change has had on the workers, the union
and management,

By giving some explanation of the innovations in the collec~
tive bargalining agreements, the author hopes to add in some small
way to the work already done in the analysis of collective bargainL
ing agreements in the United States, However, in order to limit
the scope of this thesis, the author will not attempt to evaluate
the relative worth of these chanses in the development of induse
trial relations at Swift & Co, or to the progress of industrial
peace between the UPWA(CIO) and Swift & Co, These problems

c¢ould be the subject matter for another thesis,




CHAPTER II
HISTORY OF THE UNIONS OF THE PACKINGHOUSE WORKE

FARLY UNIONISM AT SWIFT & CO.

Unioniem in meat packing can be traced back to 1865 when
the Butchers and Packinghouse Men's Protective Union and Bene~
fit Association came into existence, This union remained in
existence until 1879 when an unsuccessful strike was called
in the yards, Having won a twenty~five cent per hour ralse,
the union immediately tried to win a closed shopj but the strike
failed and the union crumbled,l

The next union to organize in the meat packing induastry was
the Knights of Labor in the 1880's. In 1886, a rank and file
gtrike was called for the eight hour day which the workers won;
but the ten hour day was reinstated by the packers later that
same year, Terence V, Powderly, Grand Master Workman, ordered
the men back to work in the latter part of 1886, thus ending for

all practical purposes the effectiveness of the Knights in the

194 1 goeeph 8, Nowak Jr., Early Unionism In Packing, Chicago,
T, P 4,

3
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THE AMALCAVATED COMES TO MEAT PACKING

By 1903 the Amalgamated Meatcutters and Butcher Workmen of
North America was recognized as the collective bargaining agent
of the packinghouse workers by Swift & Co, and the first contract
between the packers and a packinghouse union was signed in 1904,
A strike for wase demands was c¢alled in 1904, but after six weeks
the Big Five (Armour, Swift, Cudahy, Morris and Wilson) forced
the Amalgamated to surrender, Unionism in the meat packing in=-
dustry ceased from 1904 until 1916, In 1917, the stockyards
Labor Council was formed under the ausplices of the American Feder-
ation of Labor and a contract was signed by the packers, This
group was short lived and in 1921 1t lost the fifth packinghouse
strike in the history of packinghouse unioniam.3
THE EMPLOYEE REFPRESENTATION FLAN

Thereafter, the packers began to organlize company unions
which remained active under the control of the company during the
1920's and early 1930's. The leaders of the company unions, com=-

posed of an equal representation from both workers and management,

2 1Ibid., P 5.

3 Educatlonal Department, UPWA(CIO), Eighty Years of Pack~
bouse Workers, Chicago, 1946, p 2,
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but with véio power in the hands of management, agreed upon wage
cuts for the workers at 3wift & Co., in the early 1920%'s,
THE PACKINGHOUSE WORKERS ORTANTZING COMMITTEE

The next group to come on the scene of the meat packing ine
dustry was the Packinghouse Workers Organizing Committee (CIO),
After the passage of the Wagner Act, the American Federation of
Labor failed to organize the mass production industriss, The
PWOC began oprganizing in 1937 and by 1940 had become a large and
quite secure union in the meat packing industry, However, the
Amalramated did acquire some control in the msajor pasckinghouses
of the country, By 1950 the UPWA(CIO) had 52,100 workers in the
Big Three (Swift Armour and Wilson), while the Amalgamated had
only 8,700 of these workers, The Natlonal Brotherhood of Packinge
house Workers, an independent union of the Swift plants, claimed
7,900 workers in the nine planta in which thsy held bargaining
rigbts.4

A picture of the early hiatory of the Packinghouse Workers
Organizing Committee (CIO) is basic for understanding the changes
in the master agreements of Swift and the UPWA(CIO). In October
1937, John L. Lewis formed the Packinghouse Workers COrganizing

4 U.8. Bureau of Labor Statistics, Colicctive Barpaining
Ce 1‘:«33, waghingbm. De CQ'

ﬁeg&:ﬁggk;gg Ipdustry, Bulletin N
1952. P 12,




6

Coumittee and appointed Van A, Bittner, veteran officer of the
tnited Mine workers, a8 chairman of the new group, The Packinge
pouse Organizing Committee received much help from the auto wohhn
ers 1n Kansas City and Milwaukee, from the rubber workers in
Akron and from the mine and steel workers in other cities,> Dur-
ing these early years of the Packinghouse/W0rkers Organization
there were many company dominated unions in the Swift chain, The
FWOC(CIO) pressed unfair labor charges against 8wift & Co. in
penver, East 8t, Louis and South St, Paul "for attempting to in=-
fluence its workers against the CIO and for the Security League,"S$
The Packinghouse Workers Security League at Denver, Colorado, was
deemed by the National Labor Relations Board to be a company
union in that organization was accomplished on company time and

membership was fostered by supervisory employees and employe
L

officials.’ b
5 Arthur EKampfert, Hlstory of Meatl nggkgg,A oughte ang
Unionism, unpublished t;pescript,‘Chicafo.,IQ 9, I11 = p 55.

6 Theodore V. PFurcell, S5.J. »2B§.§Q£§Q£ Speaks His Mind On
Company snd ingg,fCambridg;,,1955,:p 504

7 1In re Swift & Company (Denver, Colo.) and Amalgamated
Meat Cutters and Butcher Workmen of North America Local No, 641,
and United Packinghouse Workers Local Industrial Union No.. 300..
Case No. C=355, May 20, 1938 (7 N.L.R.B., No. 35.)

8 On August 4, 1939 the Tenth Circuit Court of Appeals, in
‘Bwift & Co, vs. National Labor Relatione Board, No, 1720," upheld
in part the National Labor Relations 3Joard decision sayings, "1t
does not direct that the league shall be dissolved, bul merely
that the petitioner cease to recognize it as the collective bar-
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While”PWOGCCIO) concentrated its effort on Armour and Co, dur
ing the first years of the organizing campaign, the crusade was
carried on at Swift and Co, by many union minded employees, The
top management of Swift & Co. set the tone of the relationahip
which they wished to establish with the union in the following
lotter dated April 21, 1937

TO MANAGERS AND SUPERINTENDENTSS

The Supreme Court decisions (upholding the Wagner Act)
will have a considerable effect upon our methods of dealing
with our operating employees in the future,.,

Some of our people may think that with our method of bare
gaining changed, the company's attitude toward 1its employees
will change, bu{ this, of course, 1s not the fact, Whatever
our methods .., of bargaining with employees shall turn out
to be, we 8till want to maintain a cordial, cooperative
attitude, with our idesals the same as heretofore, and with
a very definite desire to have a fine spirit of cooperation
and mutusal respeect and regard,

Please make every effort to see that this ghall be undere
stood throughout all our organization, FPlease reply.

Harold Swift
(Vice Preaident of Tndustrial Relations)9

gaining representative of the employees, If it should be eatabw
lished in the future after the Boards order has become operative
and effected its purpose, that the League has been freely chosen
by petitioner's employees as their collective bargaining repre-
sentative, we do not construe the order as preventing proper re-
cognition of the League as such,

9 Letter sent by Harold Swift, Vice President of Industrial
Relations on April 21, 1937,
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Between 1940 and April, 1943 when the first master agreement
was signed between the PWOC(CIO) and 8wift & Co., the union wes
recognized through N,.,L.R.,B, elections as the collective bargain~
ing agent of fifteen Swift plants, Before April, 1943 collective
bargaining was carried on a plént basise, The first mastir Rgreee
ment between the two parties was signed in April 19433 but in
gertain phases, such as wages, wes retroactive to August, 1942,10
Up to the present time there have been nine master agreemonts be~
tween the two parties,

UNITED PACKINGHOUSE WORKERS OF AMERICA

In 1943 the PWOC{CI0) became the United Packinghouse Workers
of America (CIO) with Lewis Clark as president, Industrial Re-
lations between Swift & Co, and the UPWA(CIO) more greatly affect~
ed the controls vested in the National War Labor Board from 1943
through 1945,

On January 16, 1946, a strike was called by the UPWA(CIO) and
the Amalgamated against Swift & Co. The Becrstary of Agriculture
was ordered by President Truman, under the powers given him by
the War Labor Disputes Act, to seize and operate the packing
Plants,

10 Purcell, The ¥orker Speaka, P 59.
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A wage increase of sixteen cents per hour, which was recommended
by the fact-finding board set up by the president, was put into

effect over the protest of 3Jwift & Go‘ll
This strike is important because it i3 the only one against

swift & Co, that any union has won. The fact-finding board and
selizure exsrted much influence upon public opinion, but the pres-
sure of a united front presented by the CI0 and AF of L unions
against 8wift & Co. for a period of ten days accounts for the
result,

On March 16, 1948 the UPWA(CIO) called a national strike
against Swift & Co., however without the aid of the Amalgamated
or the Naticna} qutherhood of Packinghouse Workers, each having
previously sigﬁsd thelr contracts with Swift & Co, for & nine
cent hourly wage inorease, The UPWA held out ten weeks for a
twenty-nine cent hourly wage increase, but on lay 21, 1948, they
returned to work accepting the nine cent increase., 2 The strike
lasted at the Wilson plants until June, when the same terms given
by the other companies were aoceptad.13

From its inception the UPWA has been accused of communist ine

fluence, However, when the CI0 cleaned their ranks of the commu=

11 Ibid, p 60,
12 Ibida, p 62,
13 U, 8. Department of Labor, Collective Bargaining, p 49,
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nist unicné, the UPWA(CIO) was not ousted beeause 1t was not con-
gidered to be douinated by communists, Despite all its internal
turmoil, the UPWA(CIO) has called two strikes, in 1946 and 1948,
and has secured greater cooperation from the Amalgamated on con-
tract denands and strike activitieas and thus better bargaining
powers

In 1949 the UPWA and the Amalgamated agreed to act Jolntly
in contract nezotiation wiith all major packers exespt Wilaon.lg
Oon July 2, 19653 the CID and A P L meatpacking unions signed an
sgreement not to raid each other in those plants already organiz-
ed to provide for broad cooperation in joint negotiation, They
also agreed that whichever one is more powerful in a particular
locality will try to replace the 1nﬁependent National Bretherhood
'of Packinshouse Workers, which has bargaining rizhts in nine
Swift“plants.ls

14 Corey, ¥eat and Man, p 302,

15 Bureau of Rational Affairs, Lebor Relations Reference
Manual, Washington, D.C., 1953, XXX1Y," P 31




CHAFTER III
HISTORY OF SWIFT AND CO.

gUSTAVUS P, SWIFT

Gustavus F, Swilft was born in Sandwich, Massachusetts, on
June 24, 1839, and died in Chicago, Illinols, on March 30, 1903,
wvhen he was twenty-nine, he opened a small butcher shop in his
nome town and at the age of thirty moved to Boston, where he con=
tinued his pursuits in meat packing, In 1875, Swift left Boston
for Chicago from whence he shipped live cattle to the East, Just
two years later in 1877, Swift revolutionized the meat packing ine
dustry by shipping dressed meat by refrigerator oar to the East,}
While in Boston, Gustavus Swift was in partnership with James A,
Hathaway, but Hathaway refused to venture to Chicago with his ene
terpriging partner, In order to establish his business in Chicago
Swift was forced to borrow heavily; nevertheless his g0ood business
tactics made 1t possible for him te succeed in his endeavor, His
knowledge of the meat packing industry, as well as his efficlency
of management were the means Swift utilized.

Because of Swift's attitude, especially his ability never to

1 Encyclopedis Americana, New York and Chicago, 1946, XXVI,
11

|




admit defeat, he was able to withstand the panic of 1893,
g1 FT '3 SONS

In 1902 Swift together with Armour and Morris established
the National Packing Company, an organization which lived for
only one year dus to the antipathy towards such power organization
py the American public, Shortly afterwards, the National Facking
¢ompany was voluntarily dissolved., Fr, Purcell notes, "the com=
pany has not been legally proved guility to have violated any anti-
trust laws,"2 From Swift's death until the 1930's Louls Swift
and his other sons managed the business,
8WT*T & CO, NO LONGER IN THE FANILY

Finally, in 1937 the presidency of Swift and Co. was placed
in the hands of John Holmes, although the spirit of the elder
gwift can still be deteeted in the company's policy. However,
Swifts youngest son, Harold, is still chairman of the board of
directors and two grandsons are in lesser positions with the com-
pany, though only five per cent of the common stock of Bwift &
Co, was held by the family in 1937,3 "Swift's strong financial
position enables it to do things, such as bhandling & libersal pene

2 Purcell, Worker Speaks, p 17-18,
3 T.V. Purcell, 8.J. %%gl %élgg;gnce in Qng‘;wg,; ria
Sommunity, Doctoral iheaia: Harvard University, 1 :
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sion program, which other packers (Armour, for instance) cannot a-
fford to do 4 Hence, it 1s easy to understand why Swift and Co.

is the pattern setter in the meat packing industry, especially in

union contracts, \

EARLY ATTIT DEVTO COLLECTIVE BARCAINING AT SWIST & CO,

The attit&de which 3wift & Co, took towards collective bar-
gaining in the early years of the compeny was similar to that pre-
valent in the United States at that time, During the famous sec~
ond strike for the eight hour day in the latter part of 1886, the
disturbances broke out at the Swift and Co, plant and spread to
the other packing plants in a few days, This marked the first
instance that Swift &.Co, allied 1tself to the packer's sssocia-.
tion in opposition to tne packinghouse workers, Moreover, 8wift
& Co, stated that they would no longer employ members of the
Knights of Labor, However, Terence V, Fowderly, Grand Master
Workman, ordered the workers back to work.s

“In 1903 the Amalgamated won union recognition from the pack=~
ergsj but the second strike for wages proved dlsastrous to the
union. Until 1917 the packera, including Swift & Co,., showed no

inclination towards union recognition, much less collective bare

4 Ivig,p 82,

5 8elig Ferlman Wﬁ , Irade Unloonism in the Imited
ates, New York, 1925.ﬁ? -G8, &
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gaining, In 1917, the packers were forced into a contract with
the Amalgamated by the federal government and Judge Aschuler, was
appointed federal arbitrator, But, with the coming of lean years
in 1920 and 1921 the packers were able to withstand the 1921
strike by the Amalgamated, a strike which suffered from faction~
alism within the union as well as the use of negroe strike breake
ers by the companies, Speaking of the attitude of Swift and Co,
towards unionism in 1917 when the A.F, of L. was attempting to
organize the workers, Corey quotga evidence found in the company
files by the Federal Trade Commission, First a letter from Swift
& Co, Chicago to its Denver plant, "Answerings Want you to work
closely with Hanson td prevent your house becoming organized,
handling so as not to foroe a strike, Advise find cause other
than being members of labor unions for dropping two men mentioned
or other active members, and dispense with services as soon as
practicable, Keep us fully posted."® Second, a letter dated Aug.
17, 1917, which Louis Swift wrote to Edward Swift, "If it looks as|
though our Sioux City men are going out on strike, what would you
think of: telling them just befors they go out the plant will be
closed down permanently? This, to a certaln extent, 1s a threat,4

something we have never done; but sometimes 1'd 1like to try a

6 Corey, p 276,
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thing once to see whether or not it will work,"7 Unions have
fought for higher wages and better working conditions 4in the meat
packing plants, since there was no other means of attaining them.a
THE EMPLOYEE REPRESENTATION PLAN
The history of Swift & Co., and its attitude towards collec~
tive bargaining in the 1920's and early 1930's is the history of
the Employees Representation Flan., The E.R.P,, as it was called,
accepted wage cuts during the early 1920's, An equal representa-
tion of management and labor, as the E,R.P. was set up, did not
give an equal voice to the workers as collective bargaining a=
gents in the true sense of the word, Speaking of the policies of
& leading meat packing company with its headquartsrs in Chicago,
the 3wift and Co, edition Bays,.
Through its plan of Employee's Representation the hourly paid
exployees in the meat packing plantas of this company sleet
representatives who meet regularly with an equal number
of representatives appointed by management for the purpose
of investigating all grievances among employees and correcte
ing any injustices that are found to exist «~=~- The Employees'
Representation Plan therefore insures falr treatment to all
enmployees and gives them a 3rd in éetermining the conditions
under which they shall work,

SWIFT & CO, FACES COVERNMENT ENDORSED COLLECTIVE BARGAINING

7 Ibid., p 276,
8 Ibid., p 281,

9 Swift & Co,, l%g EBacking Induatry Ip America,
Chicago, 1931, p 105-1 |
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During the 1930's, Swift, as well as other employers, faced
the period of legislation in support of labor with tongue in
cheeks The Norris Laguardia Act, The National Industrial Recove
ery Act, (later declared unconstitutional) and finally the Wagner
Act were more than the employers were prepared to accept, The
many N.L.R.B. cases of company domination of the union on the part
of Swift & Co. during the late 1930%s is an i1llustration of Swift'p
refusal to admit that colleetive bargaining was now a matter of
law, Golden and Ruttenberg speaking of the reasons for the paas~
sage of the National Labor Relations Act on the part of the fede
eral zovernment and the employers attitude towards the Act point
out that, "The NLRB grew ocut of management's fallure to accept
organized workers into the councils of industry on a basis of
equality, Somehow this obvious fact was overlooked, 8o enraged
was management by the NLRB that all it could see was the govemrn~
ment aiding and abetting union organization,"1©
ATTITUDE TOWARDS COLLECTIVE ZARCAINING WITH U.P.¥.A,

During World wWar II Swift & Co., a8 other employera, follow-
ed the dictates of the National War Labor Board with respeet to

collective bargaining, Immediately after the war Swift was faced

with a strike, in which, as was mentioned before, the federal fact

10 (Clinton S, Golden and Harold J, Ruttenberg, Dynamicsg
of Industrial D racy, New York and London, 1942, p 35,
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finding board advised a ralse which Swift & Co, did not wish to
grant, Finally, because of circumstances, Swift gave in to the
demands of the UPWA and the Amalgamated,

In 1948 swift fought tough unionism by being strong in their
position and turned a strike by the UFWA into a victory for the
company's position, The union gave in and Swift & Co. showed the
nation that it was willing to cooperate with a responsible union,
but would fight any exhorbitant demands,

Since 1948, there have been no strikes between the company
and the union and collective bargaining has begun to show improve-

ment,




CHAFPTER IV

THE MAJOR CHANGES IN THE MASTER AGRSEMENTS
FROM 1642 THROUCH 1954

This chapter will consist of an analysis of the changes in
four major sections of the master agreements hbetween Swift & Co,
and the United Packinghouse Workers of America from 1942 through
1954, The master agreemsents to be studied in this thesis number
seven and the datea on which these agreements took effect are
August 20, 1942, June 6, 1945, December 23, 1946, August 11, 1948,
November 7, 1949, August 11, 1950, November 24, 1952, Another a-
greement was signed on August 11, 1943, under the directives of
the National war Labor Board., This agreement was not published
and did not show evidence of major change,

ADJUSTMENT OF GRIEVANCES

In 1942, provision was made for a grievance committee of
employee representativea, The number of rerresentatives was to
be determined locally by the union, though there would be no more
than twelve. The purpose of this commitiee was to settle all
grievances, The company agreed to supply the necessary informa-

tion from records to the grievance committee, though the griev-

18
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gnce committee was not paid for their time in this pursuit.l The
jmportance of a grievance machinery as set up in the contract is
y1lustrated by these words of Father Purcell, "It 1s not an exag-
geration to say that after the Swift-UPWA contract clause giving
the union the right exclusively to barrsain for the penple of the
plant community, next in importance are the contract clauses
establishing the grievance procedure, for these clauses set up
the machinery for settling almost any dispute that may arise bee
tween the employee and the company."2

In 1945, the contract was modified so as to provide for pay-
ment for time aQent in grievance meetincs to the committee, if it
necessitated leéving their work during the normal work day of
eight hours,” The advisability cf payment under these conditions
may be questioned, Yet, these variations refleoct to a great de~
gree the mutual trust of the union and the company.

In 1946, there was provided a clause which limited the em-
ployee from leaving his job to handle a grievance until he had
received permission from his immediate supervisor and this per-

mission was granted if there was no undue interference with pro~

ey B3R %&%ﬁ%"%&mmﬁ%ﬁm

2 Purcell, Worker Speaks, p 221,
Swift agte Aggg%gegg with gg;ted Zackina-
hggg_ Workers @f w 545., aragraph 58,
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ducmon.4 The provision undoubtedly was protection for msnage~
ment in running the plant,

The contract, as initiated in 1942, provides that no strike,
stoppage, slowdown or suspension of work shall take place because
of the union's action and neither shall the company attempt a
lockout, when there is a diaspute in matters of the agreements or
incident to the employment relation, In 1945, an addition was
zade to this clause stating, "and it 1s the ceclared policy of the
parties hereto that all such matters shall be settled as quickly
as possible,"S The significance of this phrase in insuring cuick
settlement of disputes 18 very important, Speaking of the pro-
cess of setiling grievances Williamason and Harris say, "whatever
the procedure employed, efforts sre usually made to settle a
grievance (1) on the spot, (2) on its merits, and (3) on time,

If those three principles are not observed, the probable result
is - more grievanceg,"f

Paragraph fifty-nine of the contracts zlso provides for a
definite procedure for settling these differences,! In 1942, the

procedure set up was as followss First, the aggrieved employee

nwaﬂgik.% %&% QI.Q. 1 W}%mm B : i

5 ﬁ_%...w £t and Co, Master Asreement with the UPWA=CIQ, 1945,
Paragraph 59,

6 Williamson and Harris, p 120,

7 8wift and Co, Master Agreement with UFWA~CIOQ, 1945,
Paragraph 59.
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or employeéﬁ. with or without the union representative, and the
foreman or forelady of the department, Second, the union repre=
gentatives (one to three), with or without the aggrieved employee,
and the foremwan or forelady of the department, Third, the same
union representatives, with or without the aggrieved, and the
general foreman or division superintendent, Fourth, the same
union representatives, with or without the aggrieved, and the
plant superintendent or his designated representative, Fifth, be-
tween one or more members of the grievance committese and the com~
pany's designated representative. Grievances reaching this step
were to be in writing and either party was free to call in wit-
nesses and visit the department involved for evidence, 3Sixth, the
assistance .of both the General Superintendent of the company or
his designated representative or representatives and the inter-
national representatives of the union was guaranteed in this step,
Seventh, if no settlement was reached in the sixth step, either
party was free to submit the grievance to Charles 0, Gregory, as
arcitrator, whos> decision shall be final and binding on all

parties 1nvolved¢8

The grievance machinery, as outlined in the 1942 contract,

8 Swift and Co, Master Acreement with the PWQC-CIQ, 1942,

Paragraph .
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wag kept vi}mually intact in the next published contract between
gwift & Co, and the UPWA(CIO) in June 1945, However, asome minor
changes deserve mention, The third step of the 1945 contract,
when naming management's representatives, read, "and the general
foreman or division superintendent, but not both,"9 The last three
words "but not both" were added in 1945 and had the significance
of exggnding both membera of top management from participating in
thé grievance procedure at the same time, Next, in the fifth
step of the 1945 contract the phrase "and the company's position"
was added to the contract with the result that the clause read,
"all grisvances presented in this step, and &9&.22&2&21l£'2231&12§1
shall be in writing,"10

On December 23, 1946, Swift & Co. and the UFWA revamped the
entiréfparagraph dealing with the steps of the grievance proce~
duro.:vihe final result was that only five steps were provided
for ié @946, whereas seven steps had been used before,

ééé first step of the 1946 contract was the same as the
first astep of 1945 save for this addition with regards the meet~
ing of an employee, with or without the union representative,

and the foreman or forelady of the department,

9 1bid.,

10 - Swift and Co, Master Agreement with the UPWA(CIO), 1946,
Paragraph 59. ' |
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except in the latter's absence in which case a substitute

or alternate shall be designated by the Unlon, It is

the declared policy of the Union that all grievances shall
be handled whereever possible by the department steward, pro=-
vided that this shall not prevent the department steward,

1f he deems it necessary, from obtaining assistance in ihis
step from one member of the Union grievance committes,l

Although this addition had been contained to some degree in para-
graph sixty of the previous, 1945, contract, now, a better posi-
tion was assured the union in cases where the union itself, had
a grievance or when the aggrieved employee refused to process his

grievance,l12

L

The second atep of the 1945 contract, between the union repre
sentatives and the foreman, was dropped entirely from the 1946 cong
tract,

The second atep of the 1946 contract was the same as the
third step of 1945 had been, Hence, the grievance was put into
the hands of higher representatives of the company in an early
step, Again, in this step the clause dealing with the General
Foreman or Division Superintendent was subject to change, The
clause was changed to read "and the company'’s designated repre=~
sentative, includings either the general foreman or the division

superintendent or both.“l3 The reader will do well to recall that

11 3Swift and Co, Master Asreement with the U,2,W,A., 1946,
Paragraph 59,

12 ]Ibid,, Paragraph 59,
13 1bid., Paragraph 59,
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this claué; had just been changed in the 1945 contract to ﬁeéd

" sesbut not both," Also the phrase, "all grievances not settled
in this step and the compeny's answer shall be in writing, “waa
added . 1* This phrase was formerly found in the fifth step of
the previous contract,

The third step of the 1946 contract 1s a combination of par-
tially the fourth and more precisely the fifth steps of the 1945
contract, The phrase "including the plant superintendent or his
designated representatives" is taken from the fourth step of the
1945 contract and together with the entire fifth step of 1945
makes up the third step of the 1946 contract, The significance
of this merger is very clear, PFPrior thereto, the union repre-
gentatives (not exceeding three) met with the plant superintendent)
and then in the next step the grievance committee of the union
met with the company'’s designated representatives, Under the 194§
changes, the grievance committee of the union met with the com~
pany‘s designated representatives including the superintendent of
the plant or his designated representatives in one stap.ls The
final change in the third step of the 1946 contract was the elimi-
nation of the phrase "if necessary’, In 1945 the clause had read#

14 1bid., Parsgraph 59.
15 Ibid., Paragraph 59,
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"and, Af gééeggagz visit the department in order to get all eve~
dence concerning the case.?ls A provision such as this would de=
finitely limit the freedom of both parties in their quest for
evidence,

The fourth step of the 1946 contract did not change in any
way from the sixth step of the 1945 contract,

The fifth step of the 1946 contract is for the most part the
san® as the seventh step of the 1945 contraect, These exceptions
must be noted, Whereas the 1945 contract names Charles 0. Gregory
as arbitrator, the 1946 contract gives no definite arbitrator,.
leaving the subject for a later decision.l’ In this comnection,
it would be well to point out that on August 11, 1950, Hnlph P,
Soward was named arbitrator in the master agreement.la Hence,
after four years the contract arain provided for a specific arbi-
trator,

Another important change was effected in the fifth step of
the 1946 contract with the addition of this clause, "In making

16 gwift Cos Master Agreement with the U,P,W.A,~C.1.0,,
1945, Parasraph %

17 8w and Co, Master Agreement with the U.P.W.A.~C.1.0,,
1945. Pararra 59; ,

18 guwift and Goo Master Agreement with the U.PWeh., 1950,
Paragraph 59.
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lse1d decision the arbitrator shall be bound and coverned by the
provisions of this contract and restricted to its application to
the facts presented to him in the grievance.,"}9 The specifie
1imits placed on the arbitrator by this clause are very definite,
whereas the arbitrator's area for determining his decision was
previously limited only by the reneral principles of Arbitration
law,

The last clause of paragraph fifty-nine in the 1946 contract
i1s entirely new to 8Swift and U,?,W.A. master agreements, It
reads "except as set forth in Paragraph 50, no grievance or diff-
erence shall be processed under the grisvance procedure set forth
in subparagraph (a) above unless presented by the employe or the
Union to the Company in the first step within one (1) month from
the time the aggrieved acquires knowledge of such grievance or
difference,"20 The significance of this clause with regard to
the submission of grievances by the union as early as possible
surely was to reduce, as well as settle, all grievances as quickly
as possible.

Parazraph sixty of the Swift U,’.W.A, contracts deals withnv

the settlsment of grievances, In 1942, the paragraph read

19 Swift and Co, Master Acreement with the UuPeWoA,, =C.1.0.{
1946, Paragraph 59, T , )

20 1bid., Paragrach 59, (D).
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"When a settlement is arrived at, at any stage of these proce-
dures such a settlement shall be final and binding on all parties
concerned, BSettlements beyond the fourth step shall be in write
1n5321 In 1945, another clause was added to this paragraph read-
ing "The above grievance procedure shall not preclude the steward
from discussing with the foreman the application of the agreement
in those cases where the Union and not the employe is aggrieved
or where the agerieved employe refuses to present his grievance."a2
The clause mentioned above was strengthened and incorporated into
part (b) of ithe first step of the 1946 contract, Also, in 1946
with the change in the number of steps in the grievance proce-
dure from seven to five, the last line was changed to read
"settlements beyond the seecond step shall be in writingfaB instead
of "esettlements beyond the fourth step shall be in writing.“24
SU¥MARY

Now, the result of the changes in the paragraph dealing with

21 %3%5& and Co, Master Agreement with the PWQRC~CIQ, 1942,

Paragrap

225._3&“1 and Co. Master Agreement with the UPWA-CIQ, 1945,
Paragraph 60,

2 . oment “A=CIO, 1946,
Pmygpg:gggmmwmmmmwm 19

24 gwift and Co, Master Agreement with the UPWA=CIQ, 1945,

Paragraph 60,
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the adgustméﬁt of grievances will be summed up, In considering
these overall changes the author presupposes to a great degree the
innovations which were initiated by the first Master Agreement in
1042,

First, the employses attending such meetings were paid for
grievance time, 1f 1t occurred during their normal work daye
Second, the parties agreed to settle their disputes as quickly as
possible and the union agreed not to hinder production because
of the grievance sessions, Next, the union was granted permission
to settle all grievances, even those which the aggrieved employee
refused to process, The seven steps of the early contract were
reduced to five in 1946, The arbitrator, whether specified or not}
was held to the language of the centract in his deciaiona’after
1946, Finally, with the reduction of steps in the grievance pro-
cedure, the written notice was obligatory at the second, rather
than the fourth step, There have been no changes in this para=
graph since 1946,

HOURS OF WORK AND PAID HOLYDAYS

Hours of work and paid holidays is the second major section
to be considered in this chapter,

The definition of the regular work week was stated in the
contract of 1945, The start of the week was defined as lMonday and

the end Sunday. Also, the contract left each plant free to de=
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termine thé’atart and end of each day,25 though this provision
was dropped in 1949.26

The definition of Sunday work was also initlated in 1945,

It read "Employees who are not assigned to work regularly per-
formed on Sunday when required to work on Sunday will be given
that work in addition to their regular work for that week,"27
This insured the employee that such Sunday work would not be
counted towards his guaranteed time for the following week,

As provided in the 1942 contract, the basic work day was
eight hours, while the basic work week was forty hours, Moreovsr,
the contract assured the employees, "Every reasonable effort will
be made to limit the hours to eicht (8) in one day and forty (40)

in one week."aa In 1945, an addition was added to this clause

which stated that the company may require the employee to work

25 1bid., Paragraph 12, (a).
Master Agreement with UEWA-01Q, 194
Paragraph i% (5%&,93; =2 kbe >

27 %ﬁwmwmmm 1945,
Paragraph 12, {

28 and Co, Master Agreement with the EWOG~CIOQ, 1942,
Paragraph 12, (3?7 '
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more than eight hours in a day or forty hours in a week, if no
employee is required to work unreasonable hours.29 In 1946, the
previous addition was strengthened go that the comgany's cons

siderations of economy for the specific week should 2lso have &
bearing on the basic work day and waek;so

in 1946, premium pay, double time, for work performed on
holidays was initiated, Work not regularly performed on Sunday
or the employee's desisnated day of rest in lieu of Sunday had
previocusly received double the rate of pay. A

In 1942, one and one half times the regular rate of pay wase
pald for hours in excess of eight in one day or forty in one week,
However, the contract stated that an employee could receive
either dally or weekly overtime, but not both, 2 Also, 1f the em=
ployee was pald premium pay for a Sunday or holiday, he could not

recelive overtime pay for that day.33 The Swift-UPWA-CIO contract

Faragraph

2 and Go. Master Azreement wiid & ~CIQ, 1945
S sk and _ r Asree mmw. .
O niyhik and Coo Masier As b it =CI0, 1946,
Paramaarnii e 294 Acreement with the UPWA=CIQ, '

31 1Ibidli, Paragraph 13 (a) 1,
32 mmmmwmmw. 1942,

Paragraph 13,

33 X %msgmmmmwmmmmm. 1946,
8], O»

Parazraph
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of 1942 provided for overtime pay only after fortyweisht hours in
the case of truck drivers, thoush each plant was to continue a
more llberalyplan, if 1t was already in practice, In the 1946
contract the truck drivers were given overtime pay for hours in
excess of forty per week, but no provision was made for bours in
gxcess of elsght hours in one daye

In 1952, Saturday overtime was provided for in the Swift-
UPWA=CIO master agreement, The Wage Chronology of the Bureau of
Labor Statistice uses the phrase, “"Time and one half pald for work
on Saturday.">% The significance of this phrase is 1llustrated by
a study of the Saturday overtime clause of the 1952 contract, Lx~
ception for Saturday overtime was mads, 1f the employee was abe-
sent or falled to work without permission during that week, Also,
casual employees, new employees who have not worked a full week,
and shift employees were not paid Saturday overtime, BShift eme
ployees, however, have another day designated in lieu of Saturday
for overtims pay., Llkewlse, an employee, who has Saturday as a
designated day of rest in lieu of Sunday, shall have another day
designated in lisu of Saturday on which he will receive overtime

payeld

34 Bureau o7 Lahor Stutistics, jazg Chronalasy Serias,. Noe
7, 1953, p 3,

35 gwift and Co, Kastor Asreement with the ULWA=CIQ, 1952

Paragraph 13, c,‘a and s,
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The pé}agraph of the contract dealing with relief periods has}
kept itself absolutely intact since 1942, This relief period is
the same as was in practice before 1942, though there has always
been a provision for changing the relief p2riod by collective
bargaining.36

The next paragraph deals with meal periods, Thies paragraph
allows one and one half times the regular rate of pay for all
time in excess of five conaecutive hours, until a meal perlod is
granted, Thia clause does not apply in cases of mechanical breakw
down or when five and one half hours will complete the days work.
In 1945, the provision for meal periods was augmented by these
words,

Emploves will be considered as being required to work unless.
other arrangements have been made with the departuent steward
in the case of a group or with an individual 4in the case in~
volving an individual, Employes required to work more than
five (5) consecutive hours after the first meal period will
be furnished a meal by the Compsny and be allowed time off

with pa§7 not to exceed twenty (20) minutes for such mesal
period.

In 1946, this paragraph also provided that any employee who works
more than ten and one half hours in & day shall recelive a meal

from the company.>8 In 1952 the phrase, "in the case of a group

36 BMift anc Coa Master Azreepent with ihe JQE=CI0, 1042,
Paragraph 14,

37 wmwmmmmm. 1945,
Paragraph 15. ' :

38 Swift and Co, Master Amreewent with the UPWA~CIO, 1946,
Paragraph 15,
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or with sn individusl in the case of involving an individual,"
wes dropped from the master agreement, The iumportance which this
phrase had to the context of the paragragh is difficult to esti-
n:te. It wag definitely a matter of over defining the words of
the contract and for this reason was removed.39

The next subject to be considered under hours of work is the
equalization of hours, In the first contract, 1942, equal dis-
tribution of work hours avallable in each department was insured
in so far as 1is practicable.“o The meanins of this atatement
carmot be clearly defined, althouch some way of distributing the
work was assured, In 1946, this paregradh was asugmented to read,
"This does not obligate the Company to rive all employes the
game number of hours aof work ner week, but the hours of work shall
be equalized over 2 period of time to the extent practicable."'41
™nally in 1952 the union was given some power in determining the
equalization of work hourss

A steward of the manz, as so agreed upon,. shall have the oppon

tunity to reviewwiih the foremem the Company's record on
equalization of hours at lcast every thirty (30) days, This

39 Swift and Co, Master Agreemont with the UPWA=CIO, 1952,
Paragmph 15,

40 and Co, Master Asreement with the FWOC-CIQ, 1942,

Paragraph 15,
41 Swift and Co, Master Agreement with thg UPWA=CIO, 1046,
Paragraph 15, //é\y\”,-'.f ~
/\JW | .
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does not obligate the Company to give all employes the same
number of hours per week. For purposes of this raragraph,
a gang 1s defined to be any combination of employes agreed
upon by the representatives of the Local Union and the Com~
pany. Agreements reached locally under this Paragraph 16
shall be reduced to writing and signed by the plant superin-
tendent or his authorized representative and an authorized
represoentative of the Local Union., Coples of cach such
agreement shall be filed with the International O0ffice of
the Union ang,with the General Superintendent 's office of
the Company.
Hence, the union steward was given the right to review the equal~
1zation of hours and local agreements were provided for much the
sameé as in seniority provisions.
With regard the scheduling of work, the phrase, "a minimum
|of forty hours per week as is practicable,” was added in 1946.“3
With this one exception, the company has been insured the right
to schedule operations,
PAID HOLIDAYS
In 1946, pay for eight holidays was started at Swift and Co.,
The eight holidays were New Yearh Day, Washington's Birthday,
Decoration Day, Fourth of July, Labor Day, Armistice Day, Thanks-
giving Day and Christmas, Thousgh an employee would ordinarily

receive pay for a holiday, 1f he 18 ordered to work and refuses

42 hﬁ.;%ﬁ and Co, Master Agreement with the JEWA=CIQ, 1952,

Paragrap

43 gwift snd Co, Master Asreement with the UPWA=CIQ, 1946,

Parseraph 17.
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to do so, he shall forfeit his holiday pay, as well as the pre=
mium pay he would receive, if he had worked, The reader should
note that the employee will not be called to a department other
than his own, on a holiday, except in emergency,

After 1952, only four hours of holiday pay were counted
towards the regular work week, whereas @ight hours had been counte
ed before.44 Also, before 1948 an employee was allowed an extra
day off with pay, i1f the holiday fell during his wvacation, After
1948, though the pay for the holiday was continued, the extra day
off was no longer granted in order to give the employee the op~
portunity to earn another days pay and to facilitate the schedul-
ing of vaoations,*> Finally, it should be noted that an employee's
day of rest in lieu of Sunday may be designated by the company,
provided he is given a week's notice,

SUMMARY

Since 1942, the overall changes in the section dealing with
Hours of Work and Paid Holidays will now be considered, The two
parties determined the regular work week and regular Sunday work

in 1945, having already come to an agreement on the basic work

. 44 Bwift and Co, Master Agreement with the UPWA-CIQ, 1952,
aragraph 18, b, 2,

45 t - 1948
Paragng§%!§§f‘§fgdeﬂ‘ Master Apgreement with the UPWA-CIQ, 1948,
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week in 1942,

The year 1946 is prominent because paid holidays began in
this year at Swift & Co., Though there was no provision for Sate-
urday overtime pay until 1952, the union had secured overtime
pay for all hours in excess of elght in one day =znd forty in one
week,ten years earlier, The provision for meal periods was starte
ed with the first contract, but strengthened to some degree for
the workers in 1945 and again in 1946, Equalization of hours was
also begun in the first contract, 1942, but the company‘'s reapon-

gibllity was lessened by the contract of 1946, 1In 1952, the union]

made & substantial gain when they were given the rizht to review
the records for squalization of work hours,

With the provision for holiday pay in 1946 came the provis-
ion for double the rate of pay for work performed on holidays,
Also, after 1948 employeea were pald for holidays which occured
during their vacation, but the practice of recsiving an extra day
off in addition to the vacation was eliminated, Finally, thoush
moast employees benefit from Sunday work, some employees are dee
sirnated another day of rest in lieu of Sunday on which day they
receive doutle the rate of pay, if required to work, The com=~
pany has the risht to designate this day of resit, provided the
employee 18 glven & notice of one week,

SENTNRTTY

Beniority 4s the next section to be treated in this chapter,
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In 1942, senlority operated on a combination departmental and
plant basis., Layoffs and reemployment wers according to plant
genloritys while promotions and demotions were according to de»
partmental seniority. 1In 1945, this clause of the contract read
the same with this addition that "when the departusnt seniority
118t has been exhausted vacancies shall be filled from the waliting
1ist of applicants from other departments according to their plant

sanlority."h6

In 1946, a provision was added to paragraph forty~
five dealing with seniority staling that there will be separate
geniority 1ists for men and women, Also, in 1946 the contract
stated that departmental seniority lists should be placed 1in

each department and plant seniority lists should be placed in
three (3) places in the plant, Next, in 1945 it was stated that
an employee shall have no plant seniority until he has acquired
two years of servioe.a7 Minally, in 1946 the contract gave the
employee who 1s laid off, the right to retain his plant and de-

partmental seniority, unless he does not have forty days service

or voluntary leaves, is discharred or is separated from the com=

46 40t and Co, Master Agreement with the UPWA-CIO, 1845,
Paragraph 47,

47 and Co, Master Agreement with the UFWA-CIO, 1946,
Faragraph s De ' '
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pany for twemty four nonths .8

From 1942 throurh 1645 an smployse d1d not acquire departmen-
¢al senlority ri-hts until he had accumulated thirty days service,
In 1946, this requirement was increased to forty days service.49
In 1649, psaragrach forty-six was augzmented so that an employee who
works 1n two or more senlority departments would have departmental
seniority in only that department to which he is regularly essign=-
e3 on the date that he completes his forty days of service,>0

For the wost part, the sudbject matter covered in paragraph
fort ymseven of the master asreement was initisted in 1946, 1In
1046, paragraph fortyeseven (a) (47,a) deeling with lgyoffs read
Yemployses having plant seniority will be 12148 off acécrding to
their plant seniority. Layoffs from & department ocecasioned by
gang reductions will be made according to departmental sen~.
tority,"?} The reader will recall that the first part of this
clause 18 the same as the 1942 contract, except that the latter
half of the clause was not provided for in 1042, The clause as
gtated for 1946 remained intact until 10%4,

The procedure for increasing departments, as outlined by the

48 1Ibid., Paragraph 46,

49 Ibid., Paragrapn 46,

50 &zﬂgmﬁm&‘mtrmmt the UPWA~CIQ, 1949,
45 4

Paragraph

51 Swift and Co, Master Agreement with the UPWA-CIQ, 1946,
Paragraph 47 (&), |
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1946 contract, are as follows, First, former employees of the
department, now working in other departments, and those, who e~
jected to go off the payroll, are called back to their original
department, Next, employees in layoff status are called back
aceording to their plant seniority, provided they can perform
or learn the Job, Again, employees on layoff with no plant sen~
jority are called back to work according to their departmental
seniority, Finally, employees are called back to work merely
according to their accumulated plant service.se The reader will
recall that plant seniority is aocquired after two years of ser-
vice .and departmental seniority after forty days of service,
These provisions for increasing seniority departments have re~
mained in effect until the present time,

A detailed clause was started in 1946 dealing with promotions
Promotions were to be determined by departmental seniority and
after the departmental 1ist has been exhausted, promotions were
determined by plant seniority, provided the employee can learn
the job in a reasonable time, In 1949 the provision for using the
pPlant seniority 1list, after the departmental seniority has been
exhausted, was rearranged in the Swift-UPWA master agreement,

Also, in 1949 a subparagraph was added to paragraph forty-seven

52 1Ibid., Paragraph 47 {(a),
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providing for the conditions under which a job shall deemed to be
vacant for purposes of promotion. First,rearrangement in a gang
due to gang reduction or gang increase, Second, permanent sepape-
tion from the payroll on the part of the regular job holder,
Third, temporary absence, more than seven consecutive calendar
days, by the regular job holder, However, when the regular Job
holder returns in the third case after sickness, the subati~-

tute is returned to his old job, Under all other cirecumstances

in f1lling a job, the company msy disregard seniorit.y.s3 Another
subparagraph was added in 1950 which provided that if an employee
replaces someone, who is permanently separated from the compsany,
he becomes the regular job holder after twenty-eight consecutive
de.ys.54 In 1952, this same subparagraph was again enlarged with
the result that an employee, who is "assigned to replace more

than one absent regular holder of a job and the duration of such
assignment exceeds twenty eight days," shall hold the regular
assignment thereafter.ss

Demotions, the next subject to be conaidered in thia section
were provided for in the 1942 contraet, Demotions, which resulted

§§%g§ Master Agreement the UPWA=CIQ, 1949
Paragraph ”25 — xikh '

54 gulft gmmw&mmw. 1950,
Paragraph e D, 2 .

55 8wift and Co. Master Agreement with the UPU&-GIO, 1952,
Paragraph &7, b, J.
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from gang %oductions. followed the departmental seniority lists,
This provision was found in parzgraph fortyseven after 1946 ,56
In 1950, eliminated jJobs were covered by the master agreement
for the first time, If a job was eliminated from a particular de-
partment, demotions and promotions will be effected according to
departmental seniority rules of the particular department.57
In 1952, employees were given the right to request jobs to
which they were entitled according to their seniority., This
clause included those Jobs which had the same or a lower rate of
pay as the employese was receiving at the time the request was
made, provided he states his desire in writing to the eompany.sa
In 1942, paragraph fortyeseven provided that an employee may
be transferred to a new department for a period not to exceed ninep
ty days. If he elects to stay in the new department after ninety
days, he will then have ninety days seniority in the new departe
ment ,and forfeit his rights to aeniority in his old department.sg
In 1945, employees were given the right either to replace junior

56 Swift and Co, Master Agreement with the UPWA=CIO, 1946
Paragraph &7, V(4)s : =£ ' ’ !

57 8Swift and Co. Master Asreegent with UEWA~CIQ, 1950
Paragraph &7, (B &4, iae '

58 B8wift and ¢ Master Azreement with UEMA=C1Q, 1952
Paragraph &7, (m""“ ihe '

%ﬁmwwmmw 1942,

Paragmp
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employees in the plant or to go off the payroll, if they were laid
,ff.éo In 1950, this clause was again augmented so that the em-
ployee, who 1is lald off, may replace the second Junior employee,
1f he cannot for any reason replace the first junior employeo,sl
In 1649, the contract provided for a record to be kept in the em~
ployment office of all employees who request transfers to other
departments, If the promotion is not made from the department
itself, the 1list shall be used to determine who shall receive the
job, subjeet to 1) their plant seniority and 2) acocumulated plant
service, with the provision that the employee can perform or lefrn
the Job,52

After 1946, employees who left the bargaining unit to accept
& nonebargaining unit pesition retained plant seniority for one
year and departmentsal seniority for six months, provided they
remained in thelir o0ld department, If they left their department,
they retained departmental seniority for only ninety dayn.53 In
1052, this clause was augmented with the effect that any employee

whe left the bargaining unit more than once in twelve months, ex=

cept for illness, an semergency or vacation, shall lose all sen~

. 60 3w and Co, Master Asreement with the UPWA-CIQ, 1945,
aragraph s 2o

4 Co, Master Asroement with the UEWA= g;g 1l
Paragraph Eé 2, a, 550,

62  gwift admmwmmmm 1949,

Paragpach
ga Swi %t 3 00 Master Agreement with the UPWA-CIO, 1946,
ia!‘aaraph BT, ( |
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jority rigﬁts. However, if agreed to by the local union and local
superintendent, this rule may be waived.64

In 1949, another subparagreph was added ziving the company .
the right to lay off an employee who cannot perform a Job which
he has been assigned to in a department other than his own,
Speaking of the recall of employees laid off, the 1949 contract
states that 1f an employee is sick, he shall not have to report
as directed by the company within five days, provided that he
furnish medical evidence that he 1s unsble to work.65

In 1948, paragraph fifty, dealing with unjust layoff or dis~
charge, was augmented so that an adjustment of unjust suspension
was also provided for in the language of the contract, if a conm-
plaint is made within one week of the unjust action,

In 1646, the provision which had stated that an employee, who
18 laid off for twelve months due to & voluntary leave, a dis-
charge for proper cause or a layoff, would forfeit all his sen-
iority rights, was increased to twenty-four months.66

In 1942, paragraph fifty-three stated that the changes in thej

64 t - s 1952,
phﬁﬁﬁ,.(ﬁ%mwe Agreement with the UPWA~CIQ

Paragra

65 % and Co., Master Agreement with the UEWA=CIQ, 1949,
Paragraph .

66 3w and Co, ter A ent with the UPWA=-CIQ, 1946,
Paragraph 5l.
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paster agreement with regard to seniority were not retroactive,
This same paragraph was dropped in 1945 and reinstated in 1946,
However, once again in 1948 this paragraph was dropped, Then in
1949, this paragraph merely stated that the provisions of the con-
tract with regard to seniority would take effect one week after
the contract was signed, Once again,in 1950 this paragraph was
removed from the contract, Finally, in 1952 paragraph fiftye
three explained the rules for work performed in the bargaining
unit. The rules are as followss Employees not in the bargaining
unit may perform work usually reserved for those in the bargaining
unit, first, when breaking in new operators, seocond, when tempor-
arily replscing an absent employee and third, when the zang is so
small that it would and did not usually deserve a full time use of
a supervisor, The company asreed not to use such employees more
than had been the practice before, Moreover, the company promised
to study and reduce the work performed by non-~bargaining-unit
employees in the future, Finally, the company agreed to do away
with the thinrd exception mentioned above in future agreements.67
The significance of this lagt sentence is definitely to force the

company to discontinue the practice of supervisory help perform—

67 Swift and Co, Master Agreement with the UEWA~CIQ, 1952,
Faragraph 53,
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ing work u;ually done by the employees of the bargaining unit,
SUMMARY

The following is & discussion of the overzll changes which
were accomplished since 1042 in the senlority provisions. Since
1942, senlority has operated on a departmental and plant basis
with layoffs and recalls subjeet to plant seniority, while demo=
tions and promotions were subject to departmental seniority. An
employee who was lald off retained his plant and departmental sene-
lority for two years, unless he did not have forty days of serviocey
However, no employee acquired any plant seniority until he had two
years service, After 1946, layoffs due to a g=ng reduction were
made acoording to departmental seniority, A provieion for in=-
creasing seniority departments was provided for in zreat detail
after 1946, Until 1949, plant and departmental seniority were
used in promotions, After 194G, only departmental seniority was
used and also the contraet provided for the specific conditions
under which 2 job would he deeamed vacant for the purposes of pro=-
motion,

A new provision was inserted into the 1950 contract providing
that in the case of eliminated jobs, an employee will be moved
acrording to the rules in his particular department and in 1952
& promotion to an equal or lesser paying job was provided under
senlority rights in the master agreement. Since 1942, little
cthange has been made with regard the interpretation or application

of the provision for transfers, Employees who left the bargaining
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unit retained their plant seniority for onme year and their departe
mental seniority for six months, After 1952, an smployee could
not leave the barzainins unit more than once in twelve months,
Until 1945 twelve montha for a loave of absence was provided, In
1046, this provision was increased to twenty-four months, In
1052, the conditions under which an employee outside the bargaine
ing unit was permitted to do work regularly performed by those in
the bargaining unit were specifically defined,

DEVELOPUMENT OF WAQES

The final section to be covered in this chapter 4s the devel

opment of wage, The author suggests that reference be made to
Table I on page 56 of this thesis for purposes of clarifying the
wace increases to be discussed in the following paragraphs,

The beginning of negotiations on wagé issues between Swift
& Co. and the United Packinrhouse Workers of Ameriea was under
the direction of the National War Labor Board, In 1942, the wage
rates in effect at each plant wers continued for the period of the
agreement, However, the company and the union agreed to eliminate
inequalities with reference to Job classifications, ware rates for
individuals and wage ratea for plants in different localties, Any
inequalities which the two parties 414 not settle were to be re~
ferred to a permanent arbitrator and subject to the review of the

National War Labor Board, These provisions were in accordance
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with the Board's directives.68 In 1945, wage adjustments average
ing two cents per hour for olant inequalities were agreed upon by
the unien and company in accordance with the éirectives of the
National War Labor Board.59

‘In 1946, the National War Labor Board no longer directed
collective bargaining between this company and union. Tmmediately
the UFWA, together with the Amalpgmmated, won a ten day strike and
received the sixteen cent hourly increase recommended by the fedw
eral sovernment's fact-finding board on January 26, 1946, When
the 1946 contract was negotiated later that same year, both unions
gained another seven and one-half cent increase, However, if a
particular employe® was receiving more than two and onée~half cents
in excess of his established Job rate, his increasse was lirmited to
five rather than seven and one half cents,’O

On June 16, 1947, the UPWA received a six cent per hour in-
erease as a result of ware nepotiations between Swift & Co. and
the unions. In January, 1948, the UFWA struck for more than the

company's offer of nine cents, yet after a ten week strike, the

68 and Co, Master Amreement with mgmézgm. 1042,

Paragrach .

69 U.8. Depte of Labor, Wage Chromolosy Serieg, p 1.
70 Jkid., P 2,

-~
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union was }orced to accept the oririnal offer, However, the come
pany zranted an additional four cent hourly incresse in Cotober of
the same year.71 In September of 1949, the spread between job
rates was incresssd from two and one-half to three centz an hour,
The result was an increase of one-half cent an hour for the loweast
job rate and fifteen cents an hour for the hichest Job, T2

In Aurust 1950 an eleven cent increase was the result of
collective bargaining negotlations., Agaln, in February, 1951 the
union zained a nine cent increase and the wage spread between
jobs was increased again by one~half cent from three to three and
one half cents,?> In December, 1951, a six cents an hour increase
wes established and an averepge of two cents an hour was granted
for ware inequalities among plants, Insqualities were also re-
duced by the 1951 supplemental agreement based on sex, In October
1952, an increase of four cents per hour was granted to the UPWA
end again, differentials based on sex were reduced to a uniform
five cents per hour. Also, job rate inequities and plant rete in=-

equities were then adjuetedﬁ4 The C.Y.0. and A.FP, of L, had

71 1vid., p 2.

72 1Ibid., Supplement No. I, p 3.
73 iIbid., Supplement No. II, p 2,
74 JIbid., Supplement No. ITI, P 1.




TABLE I

MALE UNSKILLED METROFOLITAN RATE®
FOR SWT 7T=U.P,W.A JHORKERS

pate Hate
August 20, 1942 . 4 4 4 4 e s s 2 s 0 0 e s 0 e us e BO.T25
BePtembOr 15, 1948 4 4 o 2 s s s o o o s o v e s e s  0.725
JUe 1, 1985 o 4 0 4 b o b s e s s s o s s m s 0.725

genuary 26, 1946 4 4 s 4 ¢ o s 2 0 0 0 0 0 0 4 0 e e 0,885

November 1, 1946, o o ¢ o s ¢ s o o s o 5 6 5 2 8 2 o @ 0,960
June 16, 1947 4 o o o ¢ ¢ 6 o s 0 0 6 0 v 0 s v s 0w e 1,020
January 12, 1948e ¢ o ¢ 4 o 0 s ¢+ 6 % 0 6 e v 0 2 0 s 1,020
MaY 35 1048 0 o ¢ o« o o ¢ o o 2 5 ¢ 0 2 5 6 8 5 0 2 0 0 1.110
October 18, 1948, 4 o s ¢ o o s ¢ s v o 2 06 2 6 0 0 ¢ o 1,150
Boptember 12, 1949. 4 4 o ¢ o ¢ ¢ s » 2 o s 5 s 6 ¢ ¢ & 1.150
August 11, 1950 o o o o o ¢ ¢ o o 2 ¢ o 8 6 0 0 ¢ b s o 1.260
Pebruary 9, 1951e o o o ¢« ¢ o o o 5 s o 5 o 5 0 o s ¢ @ 1.350
December 17, 1951 o o o o o o s o o o s o o o 6 o o o o 1.410
otober 27, 19524 e o 4 o ¢ o a ¢ 0 ¢ ¢ 2 0 0 0 8 0 0 1,450
Boptember, 1953 o o o ¢ ¢ ¢ ¢ s 2 2 ¢ 2 2 8 6 ¢ 06 ¢ ¢ @ 1,500
Beiomber, 1954 o o o o o o s s o 0 s s s s s s s e e e 1,550

a U.3, Dept, of Labor, Waze Chronoloay Seriegs No. 7 and
8upplement No. 1, 2 and 3,
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attempiea to bargain jointly with the Big Four, but the latter re=
fused, |

Finally, 4in October of 1954 Swift & Co. scttled with the
UPYA for another five cents hourly wage increase, In addition
gwift & Coe. granted a one and one half cents hourly wage increase
for women and two and one half cents per hour for the adjustment
of geographicai dirferentials.75

The next paraegraph under the development of wages deals with
nultisle rates and combination jobs. The 1946 contract provided
for multiple rates, if an employee was doing work under two or
more job classificationa. The employee who worked under muwltiple
rates received the welghted averace of not more than two rates,
However, an employee who worked on a combination job, a Jjcb with
two or more Job classifications which 18 completed in one work
cycle, was »aid the highest rated job, if he sgspent more than ten
per cent of his time on the highest rated Job.75 Both multiple
rates and combination jobs were deleted from the 1949 contract and
thereafter an employse received the highest rste 1f he worked on a
Job with several classifications,

New employees have received the regular rate of pay for a Jobq

75 Bureau of National Affairs, "Bargaining Techniques and
Trends, wage Adjustments,” ..e%eg.m %MM Negotliationsg and
Contracts, Washington, D.C., 1954, p 3

76 Buwift and Co, Master Azreement with the UPWA=CIQ, 1946,
Paragraph 23, f,g,.
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when they aualify as normal operators, An employee who performed
another Jjob received either his regular rate of pay or that of
the temporary job, whichever. is tho’hlghar.77

The paragraphs of the contract dealing with guaranteed pay
were under the heading of guaranteed time before 1946, Since
the company guaranteed pay rather than time, the present term
seems to be more accurate. In 1945, the company guarantee of
thirty-two hours pay per wesk to sach employee was iricreased to
thirty-six hours, In 1946, the company's 1iability under the pro-
visions of guaranteed pay was reduced by all hours worked on Sun=
days and holidays or days in lieu of Sunday, by all call out or
recall time, by pay for holidays not worked and by clothes change
time allowance, In 1952, when Saturday overtime pay was initia=-
ted, the cempany's liability was also reduced by penalty pay for
Saturday. In addition, only four hours of pay for holidays not
worked were deducted from the company's thirty-six hour guarantee
after 1952’78

An employee who was recalled to work "on the same day" after

once going home was paid time and one half and guaranteed at

, with the RWQG=CIQ, 1942,

7 4 Master Agreemen
Paragraﬁgxég%'gﬂ" £o.

78 a wit - 1952
Paragiact .%’mmwwmmm. ’
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jeast rouﬁhhoura of work, In 1946, this provision was clarified
go that only that time "within twenty four hours of the time he
started to work" was counted as recall time and paid overtime pay.

Also the phrase”on the same day' was dropped from this clause.79

Hence, the company was now forced to pay for recall after mid=-

night in the case of employses working during the day, After
1948, the contract stated that recall pay would not apply when
the starting time of a gang or an employes was being changed or
to work performed by an employee after he has started a new days
work,
SUMMARY

The overall changes in the section dealing with the develop=
ment of wages are as follows, First, the male unskilled hourly
rate rose in the‘metrnpolitan areca from seventy-two and one half
cents in 1942 to one dollar and fifty cents in 1954, Surely
vwages have risen in all industries whether unioniged or not, but
r the sver remaining fact is that the UPWA was the organization
which wrought thegse changes for the employeea of Swift and Co,

Secondly, ﬁultiplo rates and comblination Jobs were covered

by the 1946 agreement and eliminated, because of union pressure,

79 and Co, Master Asreement with the UPWA=CIQ, 1946,
Paragraph 30, ‘

80 Syift and Co, Master Azreement with the UR¥A=CIO, 1948,
Paragraph *
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in th§ 195§ agreement, Also, guarantee pay wgg 1n¢reased from
thirty-two to thirty-six hoursin 1945. Again, when premium pay
for holidays and Saturdays was begun, the company's liability
for guarantee pay was reduced by this premium pay, In 1946, the
master agreoment specifically reduced the guarantee time by ree
call pay, clothes changing time, and Sunday premium pay. Like=
wise after 1952 the usual eight hours of non work holiday pray
counted towards guarantee pay was reduced to four hours, Next,
recall was defined as any call out within the twenty four hour
period following an employes starting time, Finally the 1948
agreement eliminated the possibility of overtime pay when the
starting time is being changed or when an employee has already
started a new days work,




CHAFTER V

THE CAUSES AND EFFECTS OF THE MAJOR CHANGES
IN THE COLLECTIVE BARGAINING ACREEYENTS
FROM 1942 THROUCH 1954

This chapter of the theais will be a parallel to the pre=-
ceeding chapter, Whereas, the previous chapter was an attempt
to sive an analysis of changes which have oceurred and the sig-
nificance of these changes in the master agreements of Bwift &
Co. and the UPWA-CIO, this chapter will consist in an anslysis
of the causes and effects of the changes, Hence the answers to
the questions why and by whom the changes were initiated and what
effects the changes have had upon the company and the union, as
well as:the workers will form the basis of this chapter, The
author has sought the ald of officlals from the CGeneral Superine
tendent 's office of Swift & Co. and the International O0ffice of
the UPWA=CI0 in order to answer these questions, In presenting
the material of this chapter the author will give the views of
both the union and company officials, trying to point out where

54
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they agreeﬁand dicagree as to the causes and effects of the
changes in the master agreemente, The sections to be covered in
this chapter are the same as those of Chapter Four, the beginnins
of each section being announced in the first sentences as was

done in the previous chapter,

GRTEVANCE MACHINERY

The first section of this chapter :4g3 the causes and effects

of changes in the grievance machinery, After 1945, the contract
stated that eméloyeas should be pald for time spent on grievances,
if it occurred during their normal work day. Both the union and
company officials said that the policy was not new, having been
in practice during the days of the Employee's Representation Plang
but the provision wes not stated in the contract of 1942, How~
ever the two parties disagreed sas to the reason for such payment,
The union felt that grievances are due chiefly to the company’s
sction and hence, the company should pay Tor time spent processing]
then, The company officials questioned the legality of paying fon
grievance timo during the early contract, but also stated that
8wift & Co¢ waas more than willing to pay the grievance committee,

since the grievance session would operate more smothly.l

-

1 Interview with Mr, Leroy Johnson, Director of CGrlevances,
International Office of the UPWA*CIO on April 5, 1955.~~Interview
with ¥r, William Flke, Assistant Gemeral Superintendent, and Mr,
Hichard Tag, Member of Labor Relations Staff, Swift and Company,
on April 8, 19585,
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Next, after 1946 an employee was obliged to seek the permiss=~
jon of his immediate supervisor before he left his job to handle
a grievance, this permission being granted 1f production was not
hindered, Both union and company officials agreed that this
clause was necessary because of peculiarities in the meat packins
industry. The regular use of gangs and the chain or line opera=
tiona of the industry necessitated such a ¢lause, The union
official also pointed out that a supervisor has a right to know
vhere an employee is while workling, Moreover, both parties agreed
that 1f relations are amlable, little trouble will be ecaused by
this proviaion.e

Again, in 1945 the contract stated that it was the declared
policy of the parties to settle all grievances as quickly as pos-
sible, Both union and company officiala agreed that this wes a
sound policy and once again stated that 1f relations are amiable
between the two parties 1ittle difficulty will follow,’

Next, the 1946 contract provided that grievances concerning
the union 1tself or a particular employse who refused to file his
grievance were subjeot matter for the grievance procedure, Both
the union and the company agreed to the cause for this change,

The union wnated the right to speak for itself and its members,

2 Ibid,,
3 Ipid,
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However, 1t should be noted that the union official said there
was 8 definite neced for this clause in circumstances where there
48 & clear violation of the contract and the employee falls to
bring forth the grievance or when union itself is the party vio-
lated, The company officials felt that the union wanted to speak
and would speak, and therefore they faced the matter realistically]
by ziving the union the right to speak, This clause has insured
the union the richt to bring all contract viclations to the grie-
vance machinary.4

Also, in 1946 the contract gave the union the right to de~
signate an alternate in cases where the employee's stoeward is &b~
sent for the purpose of filing & grievance in the first step,
Both parties agreed thst this clause was beneflcial for the ule
timate settlement of grievances, However, the union official L
appreciated the need for this clause as a matter of improving the
contract to a greater degree than the company officials 4id,
Thereafter, an employee had the chance to turn to the union at all
times in f1ling a gr%nvanee.5

Again, in 1946 the seven steps of the grievance procedures

wore reduced to five, The two parties agreed that the reason pop
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this step was simplification. However, the union official pointed)
out that Swift & Co. had always had a lengthy and cumbersome grie-
vance procedure in which the same people were mestinz in two seps
arate atepaltcrsettle a grievance, This change appears to have
been initiated almost exclusively by the union, since Swift still
haas one more step in its grievance procedure than do the other’
meat packing plants, No doubt Swift & Co., as indicated by its
officials, does appreciate the effect which this change has had
in the form of quicker settlement of gviavanccsaﬁ

From 1946 to 1950 the contract nezlected to name a specifie
arbitrator and in 1946 the arbitrator was limited to an interpie-
tation of the langucze of the contract in hias decisions, Both
parties said that an arbitrator was not named because none could
be agreed upon., The latter part of the 1946 change mentioned a-
bove did not afford 1tself to agreement by the two parties as to
its reason, nor for that matter, its effect, The company offi-
cials said that, as a matter of principle, Swift & Co. does not
believe in third party intervention. Moreover, if there is a
third party, Swift & Co. believes he should follow the contract in
arbitration of grievances, The union officlal said that this

¢lause was initiated because Mr, Cregory, the arbitrator at this

6 Ibid.
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time, had ruled in favor of the union that sny grievance is sube
ject matter of arbitration, Hence, the company demanded this Dro=|
vision in the 1946 contract, Yoreover, the union official stated
that 8wilft & Co. took a legalistic approach to grievances from
that time until jJust a few years ago. Figures from the company
officials for the years 1950 throush 1952 indicates that an
average of nearly ten cases were taken to arbitration each yeanr,
whereas not one case was brousht to arbitration in 1953, Whether
this reduction in the pest few year's is due to a break from the
legalietic approach to grievances by Swift & Co. or an awareness
that Swift & Co, means business on the part of the militant UFWA
remains doubtfu1.7

Finally, in 1946 the contract stated that the union or the
-employee must file a grievence in the first step within one monbh
after acquiring knowledge of sare, Thls clause was initiated by
the company as a result of a particular arbitration case, Bacausat
of a seniority violation a certain employee was entitled to two
years back pay. The arbitrator pointed out that the company had
the obligation to pay the sum, but the union and the individual
8lso have an obligation to correct a contract violation as soon

ag possible, The company official s821d that Swift & Co, would not

7 1bid.




60

hide behind the thirty day refuze, 1f an injustice did arise,
Both parties agreed that 1ittle difficulty would arise because of
this clause, but the union official indicated that somstimes it
i1s difficult to ascertain when an individual accuired knowledge of
the grievanee.a
HOURS OF WORK
The second section of this chapter is the causes and effects
of the major changes in hoursof work, includine paid holidays.
Mrst, the 1945 contract defined the regular work week as starting
on Monday and ending on Sunday, Both the union and company offieiq
als arreed that this chanre was initiated in order to have a uni-
form work week throuzhout the company for payroll puroosee. The
change occurred as a result of a directive by the Naticn&l War -
Labor Board, The union favored this change because smployees
would then receive double time for Sunday, 1f Sunday was their
regular day of reat.g
Also after 1945, Sunday work was not counted towards the re-
gular work wesk if an employes was not regularly assigned teo work
regularly performed on Sunday, Both partics agreed that this
change would insure such employes double time pay for Sunday, Hows
ever, the union official also pointed out that before this change,

Sunday work had been included in the guarantee pay of the followe

8 Ibid.
9 1Ibid.

v
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ing week erid the innovation d1d away with this practice, Hence,
the union again bvelieved there was need for this change.lo : B
The next chance of the 1945 contrmet waid that the company
was not limited to workin~ the employees oight hours in a day or
forty hours in a week, provided there are no unreasonable hours,
The company sald that the UPWA insisted that employees must not
beltorced to work overtime and the company insisted that 4t has
the right to require an employse to work overtime 1f thiaiwb:k
was necessary., The union official on the other hand said that
the union has been striving for a forty hour week and et the same
time for an eight hour day. The former objlective has not been
d1fficult to achieve, but the latter, which the employees were
insistins upon at this time, was more difficult to achieve, The
union official alsoc indicatsd that the provision for no unreasone
able hours was due to the union's efforts, The net result was
an agreement by which the company's position was strengthened to
the point of working the employses overtime if necessary. If the
relations are =zood at the particular plant, both parties felt that|
the change caused little trouble, Another change occured in this
clause during 1946, The company agreed to aim for forty hours or

more per week 1f 1t is economieal, This clause appears to be in

10 Ibid.
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contradiction to the clause mentioned abovej but according to
the union it was an effort to bring the hours of work as close to
forty hours per week, the ficure which the union hsd hoped for as
a suarantee, The company official said that both the company and
union did not wish to subordinate the economy of the company,
entirely to hoursof work, and the company endeavored to surpass
the minimum guarsntee of forty hours in a week 1f this action was
practicable.ll
In the 1946 contract pay for holidays not worked was initia=
ted, Both parties agreed that this change was due -both to the
end of the National War lLabor Board and union preasure, lMNoreover,
it 18 generally agreed that the union was in a better bargaining
position 4in 1046 than was the company, The UFWA had preceeded
other manufacturing industries in the number ol pald holidays
which it received, and it 8till surpasses that galned by many
other unions, A victory such as this &id hardly detract from the
position of the union as a social organization.la
Again, in 1952 overtime pay for Saturdays was initlated, Thef
reasons proposed for this change by the two parties are far from
parallel, The union official claimed that employees of a gang

wers required to work on Saturday and given a day off during the .

11 Ibid.
12 Ipid,
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week by the use of stazgered gancs, something similar to starzer-
ed shifts, Hence, because of feasability of working weekdays the
-union demanded thia clause, The company official also saild that
this chance was due to union pressurs, but believed that few peo~
ple were workings on Saturdays at this time, Hence, because of
the trend towards Saturday overtime and the lack of work to per=
form on this day, the company finally agreed to the chanre,
Whether a sionificant number of employees were required to work
on Saturday before this chanre occured is not as important as the
effect which this clause had since 1052, Today, few people in
the meat packing industry are required to work on Saturday.13

In 1945, Bwift & Cos agreed to ive employees a free meal if
they are required to work mors than five consecutive hours after
thelir first meal period, Bolh parties said that the company
should pay for an employee'’s meal if it requires him to work be-
yond the basic work day. Moreover, the union official indicated
that an employee's second meal at work is usually a hot meal and
hence is costly, The union official also saild that the demand
for the change was brought forth because employees had been re~
quired to work eleven or twelve hours with only one mezl periods

Better cooperation has bheen received from the suployees becsuse of

13 Ibid.
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this basic thange, 1In 1946, the contract stated that an employee
will receive a meal, if required to work more than ten and one=
half hours a day. This clause covers gpecial cases and was put
forth for the same reasons as the 1945 change and brought about
the same effectu,14
In 1946, the master agreement stated that the company is not
required to give all employees the same number of hours in one
week, provided the hours are equalized to the extent practicable,
Both parties felt that generally, hours will be equalized, The
company officials indicated that complete equalization of work
hours 1s impossible, while the union pointed to the fact of fave
oritism by foremen with regard to additional hours, Hence, the
eclause agreed upon satisfied to some extent both the company and
the union.l>
In 1952, the local union was given the opportunity to review
the equalization of hours of work with the foreman of the departe
jment every thirty days, The opinicn of the union was that this
change was based on an outgrowth of disputes, The hours of work

had become greatly unequal at this time and the union members de~

rmnded that the union be given a volce in this matter, Hence, the
union felt there wasa definite need for a change., The company

14 1Ibid.
15 Ind.
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officials sald that Swift & Co. did not condone any injustice in
distributing work hours and hence, while not giving the unien the
right to distribute hours, the right to review this matter had
ultimately reduced srievancoa.16

The 1949 contract defined the start and end of a holiday for
shift operators and regular employees. Both parties agreed that
they favored this change since all possibilitiés were scovered by
it,  The company mentioned that this change reduced grievaneos'
and the union indicated that each man was now credited with a full

twenty~four hour heliday.17

In 1952, the contract counted only four hours of holiday pay
towards the thirty-six hour guaranteed pay per week, whereas be-
rdrt the full eight hours of a holiday were credited to the
guaranteed pay, The change was initiated by the union because
Swift & Co. had been giving only twenty-eight hours of work to
some employees during a holiday week. The union felt that the
company can afford at least thirty-two hours of work during a
holiday week and they demanded this change, The company pointed
out that an employee was now benefiting from this change by an
extra four hours pay during a holiday week and attributed the
change to the union pressure, As was pointed out before, the

union has been in quest of a forty hour guarantee, This is the

16 Ibid.
17 1Ibid.
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first step in this direction. Also, in 1952 smployees off aick
were paid full time for holidays minus their sickness bono?ita.
Before, these smployees received only their sickness benefits,
Agaln union pressure brought about thls change, because the mome
bers felt that they should not be penalized if they are sick, The
company officlals agreed that this change was beneficial to the
sick employee, but no doubt were aware of the cost to the company,
Since employees earn holiday pay over a perliod of a year, one can
easily understand the union's agraemant.la

In 1948, a holiday falling during an employee's vacation was
paid for by the company, though the practice of an extra day off
without pay was discontinued, Both parties agreed that this
change resulted in a smoother vacation list and for this reason
the clause was initiated, The company officials also said that
an employee now had the chance to earn another days pay., The
union official said that now the vacations of gangs were more
easily administered and the members of the gang had more equal
hourﬁ.lg

In 1949, the company was given the right to designate an em=
Ployes day of rest if notice is sziven within one week, Both the
company and the union said that an employee would thereby have a

18 1bid.
19 JIbid.
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tmeater knowledge of his free time, The company also indicated
hat the designation of an employee's day of rest, much the same
jps & achedules of operations, was a right which management ahould

loxercise, Hence, the company rotained the right of designating

employee's day of rest and the smployee was notifisd of the
hange within one waok.ao
ENIORITY

The next section to be covered in this chapter is seniority.

Penlority 1a for the most part a local matter between Swift & Co.
jand the UFWA, However, certain rules are set down in the master

greement and they are the subject of this section, In 1946, the
Eorﬂn of paragraph forty-five were changed to a great degree, The
junion claimed that this change was due to the experience which it
fhad derived and from demands by the members, The company however,
|said that, though the union claims the provisions.of seniority are
their intereat, Swift & Co, is interosted in molding a workable
seniority agreemnent which does Justice to all concerned,
Also, after 1946 no employee obtalned any plant seniority une
t11 he had acquired two years plant service, The company wanted
this provision in order to ease the administration of seniority
lists, The unlion official sald that they favored this provision,

20 Ibid.
21 Ipid.
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In 1949, the contract stated that an employee will have that
department in which he completes his fortieth day of service as
nis permanent department, 8Simplification was the reason put
forth by both parties for this change, Also, in 1945 the con-
tract gave four steps by which departmentsa were to be increased,
With the change in the plant seniority requirement to two years,
the union claimed th@t it was necessary to have a definite pro-
cedure for increasing departments, The company officials agreed
that some method had to be devised for an easy administration of
this clause,25

In 1949, the contract sald that a jJob shall be vacant if |
there is a gang reduction, if the regular Job holder is yermanentl,
gseparated from the company or if the regular job holder is absent
for seven consecutive days, However, in the third case, the job
is no longer vacant when the regular eﬁplcyec returns to work,
The union felt that this procedube was unjust, As a result the
1950 contract sald that an employee who replaces another employee
for twenty-eight consecutive days will be the regular holder of
the job, Finally, the 1952 contract stated that even 1f a tem-

25 1bid.
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porary aéai%nment is to several jobs, the temporary smployee
shall become the resular holder of the job after tweniy eight
days, The union had thus over a period of five ysars made tem~
porary assisnments hold true to their name, The company also felt
that these changes had defined a temporary position to a greater
degree, However, the union official indicated that this change
was the result of the company's practice to continually use amé
ployees on temporary assismments,26

In 1952, the master agreement assured every employee the
right to take any job which his seniority entitled him to, even
1f the job had the same or lower rate as his present Job, The
union obtained this provision because the emplayees;fﬁit they
had. & rizht accoiding to zeniority to take an easier or lower
payinz job, The company acqulesced to this demand, but, as its
representatives indicated, it did not consider such a move to be
a8 promotion, since it was a horizontal mave.27

In 1950, the contract stated that an employece, whose jJob is
eliminated, wiil be assigned to another Job according to the local
departmental seniority rules, The couwgany officials sald that
this clause had been in practice before and was merely spelled

out in this casa‘zs

26 Ibid.
27 Ibvid.
28 Ibid.
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In 1949, the contract clarifiad seniority lists ty requiring
. record Lo be kept in the employment office of employess degire
ing tranafers to other departuenta and the uyse of these lists 4in
f111ing positions, The union sald that this clause was begun in
jorder to facilitate administration, eliminate disputes and prsvent
favoritism on the part of the foreman, The company indicated that

[this chanre had been conteined to a lesser degreo in the previous

ontracts, but was clarified for purposes of administration,
F Eeithar perty seemed to oppose this provision very much, The efw
fect of this change was & workable agreement by the two parties in
111ing vacant jobs.ag
In 1946, provision was made for & senier empleye. to replace
Junior employee, if he can perform or learn the job., The condi-
Eion, learn or perform the job, was added at this time, The union

pificial said that 1t was impossible for an unskilled senior em=

loyee to replace a skilled jJunior employee and thus the change
Eas propesed, The union s8ald that this provision gave an employee
121d off the chance to replace a junior employse while keeping a
gansible attitude with regard to skilled and unskilled Jobs.3°
The 1950 contract stated that 1f there 1s a seccond reduction

pf fordes in an employee's original department, he must choose at

29 IJQ!:..-
30 1bid.
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this time whether to return to his 0ld department, with the chance
of being laid off, or begin his departmental seniority in his new
department, This provision eliminated favoritism which the union
¢lalmed foremen were showing towards certain employees, The union
demanded this change because foremen were hiding favorites in an
other department when they saw a gang reduction in the immediate
future. The company does not favor such action and hence, it a-
5reed‘to the change, Whether the company would have proposed this
change is another queation.51 |
In 1946, the contract said that an employee who leaves the
bargaining unit more than once in a twelve-month period will lose
all seniority rights, unless the local plant and union agree to
walve this rule., The union official indicated that if the com=~
pany takes a man from the bargaining unit, they should keep him,
whereas in a particular arbitration case an employee, who was re-
moved from the bargaining unit for twenty years, had been rein-
stated with full seniority rights., The company officials could
see the union's point of view, but once again whether they accept-
ed this particular change willingly is not too prababla.Ba
After 1949, an employee who is recalled to work was given rtv+
days to report for work, unless he is sick in vhicb case he will

31 Ibid.
32 Ibid.
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receive additional time. The union official sald that this change
glves an employee time to retumm to work and also gives consider-
ation to sick employees.in layoff atatus, Thus the union felt
ﬁthat this change was necessary for the fulfillment of Justice in
recalling employees who are laid off, The company agreed saying
that an employee, who has another job while in layoff status, and
more so & sick employee, cannot return to work 1mnod1atelyg33
In 1948, a provision was made for unjust suspsension to be
corrected with back pay, 4f complaint is made within one week of
the unjust action, The union officlal sald that suspension is
actually a form of discharge and any unjust action should be
rectified, For this reason the union demanded this change, Both
parties said that this practice had been in effect before, but
was finally spelled out in the contract, Moreover, the union
official indicated that suspension was a very common form of dis-
cipline used by the company. The company did not oppose this
change very strenuously, since its ultimate coal was Juatico.34
In 1946, seniority rights were forfeited by an employee who
is separated from the company for twenty-four months, This pro-
vision had been set at twelve months before. The union official

indicated that Lh%s change was demanded because many layoffs wvere

33 Jbid.
34 Ibid.
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ftaking place at this time and the union wanted to protect their
jnember's senlority rights for a longer period, The company offie
lcial pointed to the change in the requirement for scquiring plant
[senlority to two years of service in this same year as the reason
for the change in this paragraph, No doubt both the union's and
jcompany's explanations for the change were responsible for its
initiation, In any event, the employees were given better proe-
[tection by this changp.Bs
Paragraph fifty-three of the contract dealt with the retroac-

tivity of seniority provisions from 1942 to 1950, but at times

kaa not used if there were no changes or if both parties decided
that the chance should not be retroactive, In 1952, this para=

graph dealt with work performed by employees who are not members
f the bargaining unit, when this work 1s usually performed by
he members-of the bargaining unit, The union demanded that only
in cases where a supervisory employee 1s teachiag a new employee,
is temporarily rerlaecing an operator, who is temporarily absent
from the job, or in certain cases where the gang requires the use
lof & supervisory emplcoyee for part time work will such work be
permitted, The union also added that the third case will be
leliminated 1f possible, in future agreements, The union official

55 1bld.
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indicated that supervisory employees were used in this manner to
increase production and for this reason the change was initiated,
The company officials sttributed the change to union pressure
for apelling out the circumstances under which such wovk way be
perfarmad.36
DEVELOPMENT OF WACES

The last section of this chapter deals with the causes and
effects of the development of wages between Swift & Co., and the
UPWA~-CIO, The first change to be considered was the gradual in~
crease of the metropolitan company labor rate from seventy~two
and one~half cents to one hundred and fifty-five cents from August|
1942 through September 1554, The company's reason for this change
was merely union pressure and the rise in the cost of living, The
union official aleo saw the reasons for the chanse to be union
pressure, but in addition mentioned the govermment's part in this
change, Moreover, the union pointed to the reduction of geograph-
ical and sex differentials as an example of waze increases, ﬁencop

the overall wage increase has'been larger than Table I on page

forty-nine would 1ndieato.§7
In 1942, the premium rate for night work was five cents per

hour, Thie ratc was increased to seven cents in 1946 and to nine

in 1952, Both parties attested to the presence of union pressure

36 Ibid.
37 Ibid.
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for this ch;nge, slthough the company used the term, “sclientirie
collective bargaining.” Both parties also indicated that fower
workers have been workirz nizhts over the years, but that this
group of workers has also demsnded results from the union. This
provision has also covered an employee's hours after six p.m., if
he starts late in the afternocon. One result of this change has
been the reduction of night work or if one considers anocther
viewpoint the rate for night work has increased because of the
reduction of night work.38

In 1950, the use of multiple rates and combination jobs was
aliminated from the contract. The union demanded this change be-
cause it always gave the employee the highest Job rate, if he was
required to work several jJjob rates, The employeeas wanted onc rate
not an average of two or threo.39

In 1949, the provisions for guarantee time was limited to
"regular full time hourly pald employees," Hoth parties agreed
that this change wae initlated for purposes of clarification,
since a part-time employse was not entitled to the provisions of
this paragraph.‘o

In 1945, the guarantee time was increased from thirty-two to

38 1bid.
39 Lb.g‘...‘
40 Ipid.
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thirty-six hours, Both parties attributed this change to union
pressure and the directives of the National War Labor Board, The
union s8ald that its alm ~as forty 'nours.41

After 1945, all time pay for Sundays worked, holidays worked,
recall and clothes chaunying time was counted towards the thirty-
8ix hour guarantee, In 1952, Saturday overtime pay was added to
this list, The company officials sald the reason was simply that
8wift & Co. gusrantees pay not time to its employees, wWhether
this pay be in the form of regular or penaliy pay, the company
does not distinguish, The union recosnized thia opinion of Swift
& Co., 8ince the contract guarantees thirty-six hours of pay, not
thirty-six hours of work.42

After 1948, the provision for overtime pay for recall ellimi-
nated those hours which are a result of a change in the employees
starting time., After the strike of 1946, the company insisted on
this change and the union acquiesced., In a ceriain case before
this change, the arbitrator had ruled against the company since
the terms of the previous contract, which the arbitrator was ob-
liged to follow 1in his dicision did not state that a change in
starting time could not be interpreted as a recall. The change 14§

actually a better interpretation of the pur.ose of paragraih

41 Ibic.
42 Ibig.




thirty (30) dealing with recall >

45 Ibid.
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CHAFTER VI
GENERAL SUMMARY AND CORCLUSIONS

The author will now review the zeneral changes and the causes
and effects of these changea in the four sections of ths master
agreement, which are the subject of this thesis,

The section dealing with the adjustment of grievances con=
tains three important changes in the twelve year history of the
agreements, Firat, the steps of the rrievance machinery were re-
duced from seven before 1946 to the present number of five by the
union, Both parties,and more especlally the union, agprecliate the
effect which this change has had upon the handling of grievances,
Seoond, from 1946 until just a few years azo Swift & Co, had taken
guite a levalistic approach to the adjustment of grievances, An
important indication of this 1s the clause 1n1tiatedy1n 1946
limiting the arbitrator to the worda of the contract in rendering
his decisions, The trend away from this approach appears to be &
-sound move if the company istab1a~to deal with the militant UFWA
in a2 peaceful manner, ‘Evldantly; Swift & Co. believes this is
possible, The _inal change was the time limit of one month after
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the employee or union acquires kmowledge of & grievance for bring-
ing a grievance to the first atep, This change initiasted by the
company has resulted in quicker knowledge and settlement of all
grievances and thus>better relations between the two groups,

The section of the contract dealing with hours of work (in-
cluding paid holidays) contains four important changes, First,
the regular work week or payroll work week and the basic work
day and week have been defined, These definitions have resulted
in a basis on which to determine not only which hours worked are
part of the basic work week, but also what work is specifically
considered other than the basic or payroll week, Realizing the
inadequacies of the early contracts the two parties have more
definitely defined them, Second, premium pay for work performed
on holidays and Saturdays was initiated to go along with premium
pay for Sunday and overtime work, The pressure of the union
was directly responsible for these changes which have become come
mon to industry as a whole, Third, the practice of giving em
Ployees working overtime s free meal became part of the contract,
Though an employee had been pald overtime for these hours, both
parties agreed that the company should glso pay for the meal,
Again a fairly common practice today, tﬁiu elauad results in highe
or efficiency and morale on the part of the employee, Finally, in
1046 the practice of paying for holidays not worked was initiated
and after 1952 four, instead of elght hours pay for & holiday,
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were counted towards the guarantee, The change was due to union
pressure and the trands of collective bargaining agreements. As
most changes in the contract, this change is a viotory of the
UPWA and a concession of Swift & Co,

The section of the contract dealing with seniority containe
five major changes since 1942, The use of departmental and plant
seniority was in practice at Swift & Co, since 1942, However,
the uge of departmental seniority for layoffs due to gang reduc-
tions and the requirement of two years service before acquiring
any plant seniority were sgtarted later, Both changes were due to
the union and have resulted in a more just, as well as a better
adminiatered provision for seniority, Second, the rules for in-
creasing seniority departments were begun in 1946, Initiatad by
the union, this clause alao insured a just, as well as an easily
adninistered, provision, Third, the contract provided for em-
ployees whose jrobs are eliminated or who uiéh}to take a similar or
lower rated job, Initiated by the union, this clause also streng~
thened the employee's geniority rights., The company, though it
granted the latter clause, still views promotion as an increase in
pay. Fourth, provision was made for employees leaving the bar-
gaining unit, This provieion, protedted the seniority rights of
those members who were not given the right to become supervisory
employees, Though initiated by the union, this provision can be
understood by the company. Fifth, the contract gave the proviilunﬂ

+
+
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for supervisory help doing work usually performed by those in the
bargaining unit, This provision also is within the understanding
of management since it is an effort to strengthen the seniority
and job security of the union members, Moreover, the union has
not gone to extremes in the 1ntsrpre§ati¢n of this clause,

The gection dealing with the development of wages contains
three major changes worthy of mention in their chapter, First,
there -has been a gradual increase in the metropolitan common
labor rate of Swift & Co. plants, Both parties attest that union
pressure has been the malin cause for these changes which have re-
sulted in a wage rate somewhat in line with the increasing ocast
of living, 8Second, the union has changed the contract in that an
employee will have a regular rate of pay, the highest rate of the
several jobs which he may perform. By this change the employee is
assured of one rate of pay, not an average of two or three, Fin-
ally, the guarantee pay has been inereased through union pressure
and the National Labor Board from thirty~two to thirty-six hours.
That this change has cost the company a great deal of money 1is
hard to imagine, but the company does not wish to increase this
gaarantee to forty hours because of the possible expense which
may result, However, with thirty six hours of pay guaranteed each
week, the employee is assured of more security than he possessed
before,

In considering the conclusions of this thesis, one may safe-
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1y say that the collective bargaining agreements of Swift & Co,
and the UPWA=CIO have resulted in better wages, hours and working
conditions for Swift employees, Moreover, the agreements also
point to the atrength of the parties at the time they were nego-
tiated, During the war the parties could not exert their strength
because they were under the direction of the National War Labor
Board, However, in 1946 the master agreement is living evidence
that the UPWA, as well asthe Amalgamated, was in a better bargain~
ing position, In 1948 there is no doubt that Swift & Co, had
taken the lead, for the UPWA was forced to admit, by action, the
lo8s of their atrike, The same was generally true for 1950, |
However, by 1952 the union again was beginning to show that their
power was rising, S8Swift & Co, has not had as easy a time dealing
with the UFPWA as it has had with the Amalgamated because of the
militancy of the former, However, since the "no raid" agreement
and the evidence of cooperation between the two unions, 1t has
become evident that the UPWA is growing up in terms of thelr re-
lationship with Swift & Co. The fact that this change in attitud
on the part of the UFWA ean be attributed to the so called “touegh"
attitude of Swift & Co. in their relations with the former is als&

a factor to be considered,
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