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CONCLUSION

The Solidarity and Unity Program has been in effect for over
a year. More than 8,000 cement workers in more than 50 cement
plants throughout the country have worked without a contract
since May 1, 1984. During that period, there have been a few
victories attributable to the Solidarity and Unity Program. In
August of 1984, the Blue Circle Cement Company settled on a
contract almost identical to the pattern settlement with Lone Star
Cement. This settlement came about in part because of the union's
threat to initiate the Solidarity and Unity Program. In 1985, the
Giant Cement Company settled with the union after the Solidarity
and Unity Program was in effect at the plant for six months. The
other cement companies, almost 70% of the industry, have stood
fast with their implemented final offers. Cement workers have
been equally unrelenting in their resistence to those final offers.

The union is winning in its struggle if only because the Solidarity
Program provides a tangible way to continue fighting. The
commitment that cement workers have to their struggle is stronger
than ever. The protracted nature of the struggle has benefited the
union. As the Solidarity Program has grown, so has the level of
organization in the local lodges. Unlike protracted strikes which
tend to erode worker discipline and organization, the Solidarity
and Unity Program has strengthened these critical elements.
Workers using an in-plant strategy do not feel the same financial
pressures as strikers. The cement membership has made it very
clear that their struggle will not be over until they have all cement
companies under a standardized agreement. The preservation of
the cement workers' historical bargaining strength—pattern
bargaining—has become the fundamental issue in this struggle.

The Solidarity and Unity Program has taken its toll on the
cement industry. First of all, it enabled the union to define both
the tactics and the battleground for struggle. The companies had
anticipated the union striking and had developed a program to
use the strike to bust the union. The companies’' high-priced
consultants and union-busting attorneys never anticipated that the
workers would stay in the plants and resist. The concerted
activities of the Solidarity Program have kept the attorneys' meters
running. The unpredictability of the in-plant tactics have also had
a definite effect on the psychology of cement managers. In many
plants, first-line foremen secretly side with the workers. Most
foremen realize that if the employer is successful in gutting the
workers' contract, their own wages and benefits will also be
vulnerable.
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The long-term effects of the Solidarity and Unity Program will
be beneficial to the union and detrimental to the companies. The
program has greatly strengthened local unions. An aware,
organized and committed membership will be increasingly vigilant
about protecting their interests in the future. The heightened level
of awareness and organization undoubtedly benefits the union’s
broader agenda, most notably in the political arena.

The Solidarity and Unity Program is an answer to the growing
failure of the strike strategy. It is a strategy that recognizes the
importance of bringing economic pressure on the employer. The
in-plant strategy does not preclude other pressure strategies the
labor movement has developed. As a matter of fact, in conjunction
with the Industrial Union Department of the AFL-CIO, the
Boilermakers have been conducting a corporate campaign against
Ideal Cement, the fourth largest producer. Also with the assistance
of the Industrial Union Department the International has held
meetings with European Cement Workers' Unions to solicit
support for the struggle.

The difference between the in-plant strategy and other
alternative strategies is that it relies on the labor movement's
traditional principles and strengths. The basic trade union
principles of unity, solidarity and collective action are the
cornerstones of the Solidarity and Unity Program. These are the
same principles that unions have applied for years in waging
strikes. The in-plant strategy can be applied in almost every work
situation. The key elements to the strategy’s success are that all
Jevels of the union be committed to the struggle, know their legal
rights, and not fear confronting the employer. When the cement
workers were shown a concrete and viable strategy to combat
management's attacks, they embraced it with solidarity and
determination.

As other local lodges have drawn inspiration from the struggle
of their brothers and sisters in the cement industry, the
commitment to the in-plant strategy has grown throughout the
International Brotherhood of Boilermakers. The leadership of the
Brotherhood has realized that bold action must be taken to combat
the harsh political and economic conditions faced by today’s
workers. They have begun initiating Solidarity and Unity Programs
in plants and industries throughout the union. The cement
workers' struggle has convinced the Brotherhood that an in-plant
strategy is a viable method for building strong local unions and
combatting concession bargaining and union busting. B
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UE 610 Finds Another Way to Beat WABCO

UE Local 610 attracted a lot of attention in 1982 when in
the teeth of the worst recession since the 1930s and as the
first wave of concessions contracts was reaching its crest,
it endured a six-month strike to beat concessions at
Westinghouse Airbrake Co. (WABCO) in the Pittsburgh area.

Three years after the strike, however, the local was still
scarred by its ordeal. With savings accounts depleted and
with fresh memories of the strains involved in a long strike,
members were in no mood to go at it again. WABCO and
its companion plant, Union Switch & Signal, are among the
few manufacturing facilities providing steady work in the
area, and there are plenty of skilled and unskilled workers
around who haven't had much work in the past few years.

The company came at the union with a full array of
concessions demands—including a $1.70-an-hour wage cut—
and then at the last minute dropped off most of those
demands and went for a straight wage freeze and the
elimination of COLA. The company knew the membership
was divided and weak, and was banking on its "final offer"
seeming moderate against the background of its initial
demands.

Local leadership recommended rejection of the contract
and in one Sunday afternoon membership meeting explained
the basic concept of "in-plant strategies.” The idea caught
on among the membership and spread spontaneously
beginning with the Monday morning shift. The ban on
overtime was complete, and management was thrown off
guard. By the third week, production had been cut "by at
least half,' and the company agreed to a no-concessions
contract with a modest boost in wages.

According to union leaders, the local is "“more together”
now than at any time since the 1982 strike. Unfortunately,
in July WABCO announced it is shutting down part of one
plant, eliminating 1,200 of the local's 2,300 members—a
subject which never came up in negotiations. The fight has
now moved to different terrain, as the local mobilizes to
contest the shutdown, looking for another way to ‘'stay in."




