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FOREWORD

The information contained herein is hlghly senS|t|ve

and intended for management's use on thoug

the information is not directed negatlvel t owards
our associ at es, the I nformat | could be
m sconstrued to shed an unfavorable | i ght on the
| eadership of our center. Therefore, we urge
caution in the handling and discussion of this

document with your assocl ates.
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I NTRODUCT! ON

As a nmanager at the Wal-Mart Distribution Center #6022, your job rill
require you to analyze situations, decide on the nost appropriate action to
be taken and then to execute your decision. Anything that inhibits, delays
or prohibits your response to job conditions is a factor that will cork
agai nst you and decrease your chance for success.

Labor relations is a subject in which all nmanagers need a thorough
understanding. The Greencastle area has had a history of |abor relations
whi ch shoul d be understood by all managers working at our DC. Because you
have substantial day-to-day contact with associates, you will nost often
have to react to the problens posed associates wthin your area of
responsibility. You should becone familiar with the principles described
in this guide and refer to it whenever you have a question about how to
respond to a problens raised by union activities.

The subject matter contained within this docunent is conpl ex. It is one
however, in which we mnust heighten our sensitivity. Thi s guide has been
devel oped to assist you in having a better understanding of Wal-mart's
phi | osophy regarding unions, preventative neasures to safeguard agai nst
uni ons, and sone under st andi ng of how uni ons operate.

Somre of the information contained herein has been retyped from a Wal-Mart
Stores, Inc. publication entitled You and Your Labor Rel ations, Wat a Wl -
Mart Supervi sor Shoul d Know About Labor Uni ons.

At all tines remenber this: YOU are the conmpany's personal representative
Therefore, you nust keep the Wal-Mart's best interests in mnd.



WAL- MART PHI LOSOPHY -

“Wal - Mart is opposed to unionization of its associates. Any suggestion that
the Conmpany is neutral on the subject or that it encourages associates to
join labor organizations is not true. The Conpany believes its associates
in the stores, m offices and warehouses are better off w thout a | abor
organi zati on because the Conpany pays wages and fringe benefits which equa
or exceed those prevailing for simlar work in the communities where the
facilities are |ocated. In addition, the Conpany maintains a program of
training, pronotion and job security which recognizes an associate's skill,
ability, and length of service. Mor eover, the Conpany provides excellent
working conditions for its associates and has an excellent system of
redressing conpliant of associates. W firmy believe we are capable of
runni ng our own Conpany without any assistance froman outside third party.

It is Wal-Mart's policy to develop and foster a good corking relationship
bet ween Conpany nanagers and associates and to create and nmaintain an open
I ine of conmunication to and from rmanagenent.

We believe that if Conpany nanagers are sensitive to the needs and desires
of their associates, there will be no necessity for them to seek union
representation.

It is now and will continue to be the desire of the Conpany to:

1) Pay wages which are as good or better than the prevailing rate for
simlar jobs in the community.

2) Provide a benefit program which is second to none in the retail
i ndustry.

3) To develop a true and honest attitude of "we care' for our associates
and we prove that by actively seeking our tinme and opportunity for them
to openly and fully communicate with all |evels of nmanagenent.

4) O fer a sense of job security.

5) Help inprove the associate's own self imge and thereby prove
opportunities for inmage enhancenent through successes and satisfaction
at work.

6) Create a working at nosphere which encourages each associate to express
their thoughts and feelings to nmanagenent and which nmakes us willing
to give honest, direct answers to those questions. Also be willing to
make positive use, when possible, of an associate's constructive
suggestions and i deas.

7) Express appreciation in every instance it is deserved.

8) Ext ends to each associate respect, under st andi ng, courteous
consideration and intelligent |eadership at all tines.



9)

10)

11)

12)

Ensure that in all applicable instances proper weight is given to an
associate's seniority.

Provi de associates the opportunity to participate in the Conpany's
success through a profit sharing plan which conpares favorably to any
in the nation.

Provi de the best working conditions possible.
Provi de the opportunity for personal growth and progress by enlisting

him or her in an understanding of the Conpany goals so the associate
can reach his or her own goals by hel ping the Conpany reach its goals.'

Taken from You and Your Labor Rel ations, Wat a Wl -Mart Supervi sor Shoul d
Know About Labor Uni ons, Wal-Mart Stores, |Inc.




H STORY OF UNI ONS
Background I nformation

Uni ons involvenent in labor relations in this comunity have been evident
since the turn of this century. Blacksmths and tanners were early "trades'
whi ch formed unions to represent them regardi ng working conditions. These
early unions acted mainly as agents for these trade workers relative to
i ssues concerning the state and federal governnent.

In 1911 the 209th Bl acksmiths & Wagonmasters Union (57 menbers), located in
Reel sville, petitioned the state legislature to prevent a road (now state
road 40) from being constructed. They wanted to protect their jobs from
elimnati on due to nodernization. The union held the construction in check
for 5 years before the legislature finally approved the project. Noteworthy
fromthis episode is that all but 2 blacksmths and 1 wagonnmaster had found
ot her enploynent before the road bill was passed. Cearly one success for
the union was allowing it's nenbers an opportunity to find enpl oynent while
delaying the state from building the road. Some of the children and
grandchil dren of these early union nmenbers are residents in our conmunity
t oday.

In 1920, the Tanners Association of Bainbridge petitioned the |ndiana
Comrerce Departnent to regulate the inporting of animl hides and | eather
goods. The nenbers of the association (which functioned as a union) feared
the conpetition from neighboring states such as Kentucky and Ohio. The
Associ ation could not stop the inporting of hides, but they were successfu

in establishing a "tannery" tax on all |eather and skins produced outside
the state. This tax lasted 18 years. It is clear that this association
added novies to the states coffers and to it's own inmge. Whet her the
tanners actually received a direct benefit is debatable.

Si nce those days nunerous busi nesses have functioned within this area in an
uni on environnment. Sone of the larger businesses include coal mners, sone
autonoti ve manufacturers (1940's - 1970's), the railroad (1930 - today), air
traffic controllers, and state and federal governnents enpl oyees.

Nat i onal Labor Rel ati ons Act

In 1934, Congress enacted the National Labor Relations Act (NLRA). Congress
felt that any type of industrial strife anbng associates, enployers, and
| abor organizations interferes with the full production of the country's
economy and is contrary to our national interest. Therefore, they enacted
the NLRA to safeguard that interest and maintain full production. The NLRA
establ i shes, defines, and protects the rights of both associates and
enpl oyers, it encourages collective bargaining, and it elimnates certain
practices that had been harnful and counterproducti ve.



A key point about the NLRA is that it protects the rights of both the
associ ates and the conpany. This nmeans that unions nust follow certain
est abl i shed and approved procedures in any effort they undertake to organize
a company. But it also nmeans that you, in your role as a manager and a
nmenber of the managenent team nust also follow procedures that have been
establ i shed and approved by the NLRA

Recent Union Activity

Specifically, in the Geencastle/Coverdale area, sone of our business
nei ghbors are unionized or have had union organizing efforts on their very
prem ses. The following listing provides insight into just how active union
activists have been in very recent tines.

DePauw Uni versity, G eencastle

Teansters Local 144, Terre Haute Fall, 1990 (did not go to vote) 5th attenpt
in 12 years AFSME in 1987 (no vote)

G eat Dane Trailers, Brazil

United Auto Wrkers (UAW, OCctober 1990 rejected Boiler Makes Local 374,
Terre Haute 1989 rejected

Happi co, Greencastl e

Amal gamated Clothing & Textile W rkers Union (ACTW), Covington, IN
attenpted Happi co winter 1990-91 (did not go to vote)

Hol i day I nn, C overdal e,

Hot el & Restaurant Enpl oyees AFL-ClI O Local 70 Groveport, OH attenpted 1984-
85

Lobdel | Enmery, Greencastle

United Auto Wrkers (UAW since 1972

Lone Star I ndustries, Geencastle

Currently union - International of Brotherhood of Boil ernmakers, |ronworkers,
Ship Builders, Blacksnmiths, .Forgers and Hel pers.

Shenandoah, Greencastle

United Auto Wirkers (UAW attenpted 1990, vote vas 216-200



Techno Trim G eencastle

United Auto Wrkers (UAW attenpted August 1990 vote was 128-60

Union activity of this magnitude nust not be ignored or discounted. W, as
managers, nust be vigilant for signs and indicators of union efforts.



STAYI NG UNI ON FREE
I ntroducti on.
Staying union free is a full-tinme conmtnent. Unl ess union prevention is

a goal equal to other objectives within an organization, the goal wll
usually not be attained. The comritnent to stay union free nust exist at

all levels of managenent - from the Chairperson of the "Board" down to the
front-line manager. Therefore, no one in nanagenent is i mMmune from carrying
his or her "own weight" in the union prevention effort. The entire

managenent staff should fully conprehend and appreciate exactly what is
expected of their individual efforts to neet the union free objective. The
uni on organizer is a "potential opponent"” for our center

The conmitnent to remain union free also has a price. Unless each nenber
of managenent is willing to spend the necessary tine,. effort, energy , and
noney, it will not be acconplished. The time involved is a day-in/day-out
(365 days per year) application of the wunion free standards and the
obligations and responsibilities inposed upon the managenent team Effort,
energy and noney nust also be infused into the union free-systemw th equa
attention and fervor.

Aside fromthe resolution to stay union free at all |evels of managenent,
managers need to fully appreciate how their actions can actually cause
associ ates to seek out unions or to respond to outside union organi zers who

are seeking out associates in a union organizational drive. In fact,
managers owe their associates some very inportant considerations and when
these considerations are net by the managenent team the |I|ikelihood of

associ ates seeking out unions is greatly reduced.

The reasons why associates may resort to unions and how supervisors and
nmanagers can hel p prevent these "union causing conditions" to surface is our
next point of discussion.

FI VE UNI ON FREE CONCEPTS

As managers, if you renenber, the five concepts described below, you wll
have a better chance of remaining union free.

o] Staying union free is a full time comitnent. Unless union prevention
is a goal equal to other goals and objectives in the organization,
managenent will not devote the necessary day in, day out attention and
effort.

o] Union free is not a dirty word. You should be proud of remaining union
free.

o] Associ ates do not generally vote for unions - they vote against
managenent .



Unions are like water or electricity - they follow the path of |east

resi st ance.
The secret of staying union free is the internal elimnation of

probl ens.



TYPES OF ASSCCI ATES ATTRACTED TO UNI ONS

Uni ons have learned to identify certain types of individuals who are nore
susceptible to union exploitation that others. Here are seven types of
associ ates who "fit" that nold.

1

THE | NEFFI Cl ENT, LOW PRODUCTI VE ASSCCI ATE. This type of associate
realizes that he will not be able to nmeasure up to the facility's
standards and will be termi nated because of his |lack of qualitative and
/or quantitative efficiency.

The wunion organi zer seeks out such an associate and this type of
associate is nutually attracted to the union because they convince the
associate that it will 'save' the associate's job and clothe. himwth
the so-called shield of "union protection' and 'job security".

THE | NDEPENDENT, HAPPY- GO- LUCKY ASSOCI ATE. This type of associate has
no great financial obligations or conmtnents. He typically lives with
his parents or is basically supported by soneone el se. He has nothing
to lose by joining up with the union forces. He can survive through
the longest of strikes and responds to the wunion propaganda of
"everything to gain, nothing to | ose.

If he, in fact, loses his job in a union-caused strike by being
permanently replaced or because the facility closes down, he suffers
no real consequences because he did not depend on the job in the first
i nst ance.

THE REBELLI QUS, ANTI - ESTABLI SHVENT ASSOCI ATE. This type of associate
is attracted to the union cause and is subject to union exploitation
si mply because he opposes everything associated with the establishnent.
Si nce nost busi nesses and structural organizations are associated with
the 'establishnment', he is opposed to all nmnagenent or bosses.

He consequently becones an antagoni st to the enployer and a respondent

to the union propaganda. (lronically, he will later turn against the
uni on al so because he will eventually cone to resent the authority of
the union. Unfortunately, this phenonenon will not occur until after

he has exhausted all efforts to unionize his enployer.)

THE SOVETHI NG FOR- NOTHI NG ASSCQCI ATE. This type of associate is the
typical injury-faker who has collected worker's conpensation from nost
of his former enployers. He is the type of individual who is always
| ooking for a deal. He takes every imaginable shortcut available in
his job and sincerely feels that the world owes hima |iving.

He is the type of associate who "fudges" on his sick pay or funeral
| eave and bends every rule to "squeeze" a little nore out of his
enployer. He will obviously be attracted to the union propaganda t hat
he has "everything to gain and nothing to lose." He will conpletely be
sold on the union's typical promses of nore noney, nore fringe
benefits, and nore of everything. He will not inquire as to how the

9



union plans to deliver nor wll the enployer's conmments on the
di sadvant ages of unioni zation touch a responsive cord in him

THE CHRONI CALLY DI SSATI SFI ED ASSOCI ATE. The associate mght yell be
one of the nost efficient and productive associates at any

est abl i shnent. But this associate will find fault about everything
associated with his enployer. He is a hopeless griper and conpl ai ner
as distinguished from a constructive critic. He is never convinced

that his enployer is |ooking out for his interests or the interests of
his fell ow associ at es.

He is truly an unhappy i ndividual. He probably was born unhappy, is
going to die unhappy, and is going to be unhappy for the duration

bet ween. This type of associate is a norale destroyer. He keeps
everybody. around him continually upset and agitated. It is a full-
time job to dispel his negative runors and ill-founded remarks

concerni ng the managenment team

This associate will be attracted to the union canpaign because the
union will listen to his gripes and conplaints. The union wll
convince the associate that it will "straighten out" the enployer to
his satisfaction. The damage is conpounded, however, because this
individual will reveal every skeleton in the enployer's closet out of
which the union will further propagandize its cause.

THE CAUSE- ORI ENTED ASSQOCI ATE. This associate will "junp' on any
bandwagon that passes through his area. He was the sane individual who
joined all of the 'off-beat' organizations in high school or college.
He typically led denonstrations against everything from "red dye" to
"ban the bonb". He once took a trip to India to visit his personal
"guru".

One can bet his last UNTON FREE dollar that the "cause-oriented"

associate will be equally attracted to the union effort if and when the
uni on knocks on the enployer's door. He is a frustrated | eader. He
views hinself as a self-appointed "spokesnan for all"” and the union is

able to capitalize on his-frustrations.

THE OVERLY- QUALI FI ED ASSCCI ATE. This type of associate is out of his
elemrent. He will attenpt to exert influence over his fell ow associ ates
in an effort to bolster his-deflated ego.

He might well be a Ph. D. operating a grinding machine or a forner
accountant sweeping the floor, but his station in |ife has deteriorated
to the point that his vanity appreciable suffers.

This type of associate includes the associate who has fornmerly made

substantially nore noney wth previous enployers. Both wll be
attracted to the union sinply because the union wll offer these
i ndividuals the recognition that they seek and will seemto offer hopes

of returning themto their previous higher stations in life.

10



REASONS WHY ASSOCI ATES RESORT TO UNI ONS
Li sted bel ow are twenty-two reasons why organi zati ons have found associ ates
| ean towards unionization. Upon review, you will notice that the listing
primarily deals with the treatnment of associates. The itens are not |isted
in order of priority.
1. Defi ci ent supervision

2. Hi gh- handed treat nent

3. I nconsi stent treatnment/shoving favoritism

4. Associ at e abuse

5. Lack of witten rules and policies

6. Lack of docunentation

7. Failure to exenplify conpetent | eadership

8. Lack of personal recognition

9. Lack of associate participation

10. Inadequate or inequitable associate benefits

11. \WAges not conpetitive

12. Failure to 'sell' associates on the positive benefits of the conpany
13. Lack of grievance procedures

14. Failure of associate identification with conpany
15. Lack of job security

16. Lack of job design

17. Neglect of safety or environnental factors

18. WManagement too busy too |isten

19. Not knowi ng what is expected of them

20. Suggestions not given consideration

21. Unfavorable conditions in |Iounge area

22. Poor working conditions

11



TYPES OF SUPERVI SORS WHO CAUSE UNI ONI ZATI ON

Just as we find there are types of associates that are prinme candi dates for
support of union activity, we also need to recognize traits of managers and
supervi sors who can cause unioni zation in an organi zation

W recognize that the |Ilist described below involves a degree of
stereotyping. Cbviously, many human bei ngs possess to varying degrees al
or at least sonme of the traits referenced above and it would be for a
trai ned behavioral scientist to explain why this is so. Nevertheless, the
i nportant point to be made here is that if any of these traits are present
to a substantial degree in a supervisor /nmanager, corrective action is
mandat ory for maintenance of a

UNI ON FREE envi r onnent.

1. THE "BOSS' MANAGER/ SUPERVI SOR.  This type of supervisor is on an ego
trinp. H's nature is to rem nd associates constantly that he is the
boss. He pushes instead of |eads; he "orders" instead of requests an
associate to do a certain task; and he stresses "you do" instead of
"let's do".

The "Boss" Manager/ Supervisor is the traditional militarily arbitrary,
capricious nmanager who is generally despised by the associates under
his control and not respected by his-fell ow nanagenent associates. His
ponposity, impul siveness and ganesmanship is a "turn off" in UN ON FREE
management . Ho matter what his experience, background or expertise
m ght be, a UNION FREE enpl oyer cannot afford his services.

2. THE | NSECURE MANAGER/ SUPERVI SOR. This type of manager/ supervisor is
one who is unable to identify with the role of managenent. He doesn't
want to make anyone perturbed at himin fear that he will not be I|iked,
and, consequently, is wunable to demand proper performance from
associ at es. He is the type of manager who not only has difficulty
nmaki ng a decision due to | ack of confidence but is afraid to adm nister
the crystal clear policies that are already in effect.

His lack of identity with the nmanagement teamresults in his "passing
the buck" and blaming and criticizing other managenent team nenbers to
hi s associ at es. H's desire to be ever-popular and his inability to
stand up for nanagenent policies places him squarely on the "unwanted
list" when it cones to UNION FREE def enses.

3. THE | NCONSI STENT MANAGER/ SUPERVI SOR. The Inconsistent Manager/
Supervi sor probably wins nore votes for the union than all the other
types here di scussed.

Not only is this type of manager inconsistent in his admnistration of
policies and practices, he |ikew se possesses a "Dr. Jekyll/M. Hyde
personality in dealing with associ ates. Consequently, associates do
not understand him do not respect him and are fearful of his actions.
His inconsistency is nost vividly reflected in his nmethods of playing
favorites with associates under his control and direction.

12



Again, a UNION FREE enpl oyer cannot afford the luxury of having this
type of manager aboard it UN ON FREE shi p.

THE DI SHONEST MANAGER/ SUPERVI SCR This type of manager is clearly

recogni zabl e as one who could sacrifice associates' good will for his
own selfish notives. He is the type of supervisor who intentionally
m sl eads associates into believing that associates will gain sone

advantages by 'catering' to the supervisor/ manager's whinms when such
is not the case.

The Di shonest Manager is a gossiper, spreader of half-truths, innuendos
and sl anderous inferences to booster his own self-purpose and vanity.

He is a neddler and a perpetual runmor mill. The Di shonest Supervisor's
biggest fault is that he is a promsor- wthout any intention of
fulfilling his prom ses, or, worse, wthout possessing the sufficient

authority by which to carry out his prom se.
A UNION FREE facility can ill-afford the Di shonest Manager/ Supervi sor

THE CURSI NG MANACGER/ SUPERVI SOR.  Thi s type of manager frequently posses
many assertive and enthusiastic traits that are very positive
qualities. However, nany of these positive traits are overcone by his
habi tual practice of cursing in the presence of associates.

Al t hough such a supervisor mght be directing his 'venonml at a nmachine
or sone other inpersonal item the associate nmay frequently infer that
the profane language is directed at them individually. Wet her
associ ates | ose respect for a cursing supervisor because they feel the
profanity is directed at them personally, or whether they generally do
not appreciate the use of such language in their presence, the result
is the sane-the |ost respect for the supervisor.. |If you will recal
"associ ate abuse" was one of the twenty-two reasons why associates
resort to unionization.

THE " PLAYBOY- PLAYA RL' MANACER/ SUPERVI SOR.  This type of manager is one
who thinks the manager's position entitles him to additional fringe
benefits and special favors from those associ ates of the opposite sex
under his direction. This type of supervisor abuses his duties and
responsibilities by taking liberties and advantages of his position.
He rapidly loses credibility and respect from the renainder of his
associ at es.

He typically nmakes two mi stakes, both of which are reflections on his
enpl oyer. One, he believes that no one knows of his extracurricular
escapades, which is usually afar cry fromreality; and, secondly, he
feels that he can separate his job from the enotions resulting from
such a rel ationship, which is again very unlikely.

13



THE REACTI ONARY MANAGER/ SUPERVI SOR.  The Reactionary Manager is
recogni zed by his negative attitude. He plays "devil's advocate" to

every new idea that has surfaced in the last decade. He opposes
i nprovenent; he opposes changes; he opposes suggestions or ideas. His
attitude is that 'W've always done it this way.' H's lack of

enthusiasm and initiative destroys the norale fiber of the associates
under his direction. He typically is a manager who is just hanging
around to retire or to find another job. UN ON FREE enpl oyers shoul d
make sure he gains his wishes by an early retirement or less tactful
renoval .

14



The

DI SADVANTAGES OF UNI ONI ZATI ON TO- ASSCCI ATES

UNION FREE enployer nust not only know what disadvantages of

uni oni zation can nmean to itself; it has the responsibility of famliarizing
itself with the di sadvantages and hazards which unionization can nean to its
associates. It has the further responsibility of inparting that information
to its associates, keeping within |egal guidelines, particularly if and when
t he uni on knocks on its door

1

COSTS. Unions are in the collection business. They collect union dues
and other types of revenue. Their source of survival is in the revenue
they collect from associates, such as; a)initial fees, b)reinstatenent
fees, <c)dues, d)per capita taxes, especial assessnents, f)strike
assessnents, g)political contributions, and h)fines.

These costs can add up to hundreds of dollars per year for an
associate. Most of the tinme, the associate pays out for benefits that
he al ready has or woul d have gotten anyway.

| NFRI NGEMENT UPON | NDI VI DUAL JOB FREEDOM When an associate works in
a unionized facility, the union is the exclusive collective bargaining
representative of all the associates in the respective bargaining unit.
Associ ates are thereafter pressured, if not directed, to take their
grievances and related problens to the union steward, rather than dea
directly with their enployer about them This fact can be nost
counterproductive and handicaps the associate, as yell as, the
enpl oyer. Additionally, a union contract nmay restrict an associate's
job duties to the extent that under it, he may have a part-tine job as
conpared to a full-tinme job previously held when the enployer had the
flexibility to change associates fromjob to job to keep everyone busy
and get production out nore quickly:

DI SCRI M NATI ON AGAINST | T MEMBERS. Union nenbers are frequently
discrimnated against by their union in many ways. Court cases revea
numer ous i nstances where nenbers have been fined by their wunion for
attenpting a decertification petition by which to vote the union out.
Menbers have also received fines, expulsions and ternminations as a
result of crossing picket lines or failing to pay union dues or attend
union neetings. Union nmenbers are also mstreated by their unions when
they are fined or termnated as a result of their "speaking out" at
uni on neetings. Union politics often result in associate
discrimnation when an associate loses "favor" with the "group" in
power and is consequently forces out of his job so that sone union
"favorite" may receive it.

| LL- REPUTED ASSCCI ATI ONS. The McClellan Senate hearings in the late
50's reveal ed that a substantial nunber of unions were linked with the
underworl d. Recent investigations by the Justice Departnment's Strike
Force on Organized Crine reflect sinmlar associations at the present
time (late 1980's).

15



Whet her a particular union is linked to underworld influence or not,
nost have sone el enent of heavy handedness whi ch many indivi dual s want
no part of. Many associ ates, when exposed to these facts, recognize
that joining a union is a far cry fromjoining sone civic organization
or church group to which union organizers |like to equate nenbership.

UNION RIP-OFFS. A careful review of nost union docunents filed with
the Secretary of Labor (the LM2 Form wll reveal that a very snall
percentage; many, of the associates' dues noney and ot her contri butions
will ever be returned to the associate in any form or nmanner. The
noney "taken" from associate paychecks goes instead to huge salaries
and expenses of union officials and representatives. The noney al so
goes into paying for union conventions, airplanes, autonobiles;
bui | di ngs, and a host of other extravagances which in no way better the
associ ates' station in life.

Worse, however, is the msuse of union revenue through such corruption
as enbezzlenent, extortion, and outright theft. Sonme union officials
and trustees have so eroded sone pensions funds that the nenbers’
retirement funds are in serious jeopardy.

BOUND BY THE UNI ON CONSTI TUTION. Wen an associ ate becones a nenber
of the union, he is bound by the union's International Constitution

Such Constitutions typically provide that |ocal union by-laws nust be
in conformty with its dictates.

Uni on Constitutions also typically provide for union conducted trials
through which associates can be prosecuted, and if found guilty,
subjected to fines, expulsions, and possible termnation. Uni on
Constitutions generally place the International Union in charge of
di sbursing funds such as strike pay and determning the conditions
under which a striker may receive strike pay.

In sum a typical Union Constitution is filled with rules which subject
the associate, his paycheck and his job to the union's dom nion and
control

UNFULFI LLED PROM SES. Uni on organizers "puff" their wares to the
extent that they create fal se hopes in associates. Mst organizers are
"schooled" in the art of propaganda. They infer the powers of a
nmracle nman.

| npressi onabl e associates to a large extent, and npbst associates to
some extent, are led to believe that they will receive substantially
nore wages and fringe benefits with a union than they would have
ot herwi se received. These sane union organizers fail to informtheir
prospective nmenbers about the "negotiation process" and the fact that
associates may lose as well as gain in the negotiation arena. They
fail to advise associates that the | aw does not require or conpel the
enpl oyer to make unrealistic concessions, in fact, any concessions at
all. The enployer's obligation is only to bargain in good faith.
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Consequently, when the enployer does not agree to union demands and
associates wind up with less than pronised-possibly |less than they
woul d have otherwi se received-the associate has been once again
victim zed by the union.

UNION' S SELFI SH MOTI VES. Many uni ons have been known to swap off
associ ates' wages and fringe benefits for the satisfaction of selfish
notives. Such a "sell-out"” is frequently referred to as a "sweet heart
--contract and may be sonewhat beneficial to the enployer, but hardly
to the associate

The union is willing to soap off associ ate wages and benefits for three
items in turn

First, the union wants what is termed a "check-off", a procedure in
which the enployer will take out union dues and forward them to the
uni on. This saves the union the tine and expense of attenpting to

collect the union dues individually fromthe associ ates.

Secondly, nobst wunions are desirous of the enployer accepting their
respective health insurance and nobst |ikely the wunion's pension
program This arrangenent adds additional revenue into the union's
pur ses.

Thirdly, nost unions in non-right to work states will insist upon a
"uni on shop" which will require all associates to join the union alter
thirty days in order to work for the enployer. As one night surm se,
nost unions are willing to give up quite a few enployee benefits for
a "union shop" article in the contract.

STRI KES AND THEI R CONSEQUENCES. Strikes are a great disadvantage to
an associate. Once on strike, his paycheck ceases; so do his fringe
benefits, if the enployer chooses. The associate is not entitled to
any unenpl oynent conpensation in npbst states. Many strikers
consequently wind up losing their personal savings, their hones,
aut onobiles and nore. Entire famlies suffer.

Frequently, strikers becone overly zealous and are subjected to

arrests, fines and jail sentences. Strikers are often replaced on
their jobs, either tenporarily or permanently. Strikers are sonetinmes
forced into crossing a picket line to protect their job from

repl acements or because of financial distress.

In crossing the picket line they subject thenselves to possible
harassnment, intimdation, threats, personal injury and property danmage.
They subject their famlies to the sane hazards. |If they are nenbers

of the union, they al so subject thenselves to fines when they cross the
pi cket line-fines that have been known to reach into several hundreds
of dollars-even thousands of dollars in sone instances.
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10. LOSS OF JOBS. Contrary to union propaganda, job security does not lie
with a union's representation of a certain group of associates-just the
opposite. Wen a union is on the scene, any associate may | ose his job
in two different ways.

First, in a strike, the enployer has the legal right to permanently
replace a striking associate. The replacenent is permanent as |ong as
the replacenent desires the job. The net result, in many cases, is

that the striking associate has lost his job to his replacenent-
per manent | y.

Secondly, many enployers are forced to close their operation as a
result of a strike. During this time, sonme conpanies cannot neet
cust oner denands due to them being forced into unconpetitive positions
by their enploying a relatively untrained work force. The union has
indirectly cost himhis job.

CBLI GATI ONS TO OUR ASSCOCI ATES

In a very general sense we should strive to beconme care-takers of our
associ ates. W should acknow edge three basic obligations which we owe our
associ at es.

o] Accessibility
o] Try to solve the problemto associate's satisfaction
o] If you cannot, explain "why"

Accessibility

Qur associates nmust be able to obtain our undivided attention on a
routine basis. The responsibility for ensuring that the manager/
supervi sor spends tinme with his/her associate(s) rest with the manager
Good and direct conmuni cation occurs when two people have a conmit ment
to talk with one another.

Try to solve the problemto associate's satisfaction

When an associate has a problem we as nanagers/supervisors must
attenpt to resolve and answer that associate's problem as quickly and
thoroughly as we can. The response nust be made in such a nanner that
the associate can understand the solution (which nmay be the accepting
of a difficult situation). The responsibility of explaining the
solution to a problemrest with the manager/ supervisor.

If you cannot, explain "why"

In the event that the manager/supervisor cannot solve a problem or
provi de an understanding suitable for the associate, the nanager/
supervi sor nust explain the situation to its core. The enphasis of the
expl anation should focus on why events occur in the manner that they

happen.
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TOOLS TO REMAI N UNI ON FREE

In our facility, we will utilize several tools and prograns to naintain a
cl ose and open relationship with each of our associates. Some of these
tools stem from good communi cation techniques, while others are prograns
which Wal Mart has established. Wal-Mart's philosophy of "participative
managenent” is a solid and stable vehicle for remaining union free. Aside
fromthe tine devoted to participative prograns, the need for having upward
conmmuni cati on channel s t hrough whi ch associ ates nmay share their concerns and
frustrations is also inportant. Furthernore, how supervisors and nanagers
"perceive" what is inportant to associates, as nmeasured against, what
associates feel is "really

inportant, is sonetines startling. Therefore, we nust use every tool
available to ensure that we as nmnagers receive as nuch information from
associ ates as possible.

Li sted bel ow are sone good communi cation techniques and activities that we
all should be aware of to nmaintain a successful UN ON FREE center

o] Open Door Policy

o] Orientation/ Reorientation Program

o] Per f or mance Coachi ng/ Eval uati on Program

o] M ni and annual G ass Roots neetings

0 Associ ate invol verent in various conmttees
0 War ehouse Newsl etters

o] Start-up neetings

o] General neetings

o] Associ at e Handbook
o] Asset Program

o] Cookouts and Hol i day di nners

o] Associate of the Month recognition
o] Managenent Contact neetings

o] Saf ety programns

o] Associ at e Surveys

o] Managenent By Wl ki ng Around ( MBWA)
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This list is not inclusive of all of the activities which we do to take care
of our associates. You nust always provide an open channel of conmunication
bet ween you and your associ ate.

In that we are operating a center in a "union sensitive" environment, it
behooves us to understand how unions organize thenselves. The various
net hods they utilize to enter non-union work sites, the neans by which they
gather data and the nmeans by which they gain recognition are all elenents
of labor relations which we nust under st and.

20



THE UNI ON DRI VE TO ORGANI ZE YOUR ASSCCI ATES
Early Warning Signs of Unionization

Wiy does a union seek to organi ze a conpany, and why are certain associ ates
receptive to these efforts? Associate dissatisfaction is one of the main

reasons a unionization drive begins. Wrkers are concerned about job
security, wages, fringe benefits and general working conditions, all of
which are within the control of their enployer. Generally, wages are not

the driving issue.

Associ ates are often concerned about the quality of their supervision and
the way they are treated by their first-line supervisor, such as yourself.
Poor supervisors are often nore effective tools for unionization than the
pai d union organizers thenselves. Renenber, associates do no vote for a
uni on, they vote against nanagenent. On the other hand, nany union
organi zati onal canpai gns have been stopped at their inception through the
efforts of a single first-line supervisor, who was highly respected and

well -1iked by his/her associates. Therefore, it is very inportant for you
to treat your associates fairly, to nake them feel appreciated and secure,
and to make yourself accessible to them so that they will feel free to

di scuss their problens with you.

Despite your best efforts however, a union nmay attenpt to organize your

associ at es. Early earning signs include the following: You may notice
associ ates talking in hushed tones with one another. Possibly you may hear
runmors of wunion activity, find union literature |lying around, or see
strangers talking to associates outside the building. Do not bring up the
subject of wunions with your associates at this stage. | nst ead, pay
attention and keep your OPS Manager. Personnel Manager and General Manager
i nfornmed about your suspicions regarding union activity. It is inportant,
however, to avoid actual surveillance of the associates or creating the
i mpression of surveillance. |f an associate wants to discuss the union with

you or ask questions about it, make note of the questions asked, but defer
all answers and di scussions until you have spoken to your Operations Manager
and Personnel Manager. They will direct you to taking the best course of
action. It is inmportant, however, to find out the answers and get back to
t he associ ate as soon as possi bl e.

Handbilling, Solicitation and Card Signing

Typically, during the early phases of an organi zati onal campai gn, the union
wWill begin distributing pro-union literature and soliciting associates to
join the union. Before union activity starts, the conpany, on advice of
their attorneys, mmy post rules governing union solicitation of associates
and the distribution of literature to them Managenent should be cautious
about initiating such a rule while the union is organizing, the Nationa
Labor Relations Board may consider that it was managenent's intent to
interfere with the associate's right to organize.
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The Labor Board has established guidelines on so-called "no solicitation'
and "no distribution" rules which balance a union's organizational rights

with an enployer's property rights. The guidelines/rules are 1.) No
Solicitation and 2.) No Distribution. It is inportant for you to be aware
of these guidelines because you will be enforcing the conpany's rul es.

No Solicitation Rule

General |l y, managenent nmay prohibit the solicitation of union nenbership
during the tine in which associates are performng job duties. This
is because union activity, while associates are actually working,
interferes with their work. However, nmanagenent may not prohibit
solicitation by associates, even on conpany property, during periods
when the associates are not working, such as lunch breaks, rest
peri ods, and cof fee breaks, even though the associates may be paid far
these tinme periods. The Labor Board considers rules which prohibit
associates from engaging in solicitation during working tinme, wthout
further clarification, presunptively invalid. To ensure that a 'no
solicitation' rule will not be considered unlawful, nanagenent should
incorporate in the rule a clear statenent that the restriction does not
apply during break periods and nealtines, or other periods during the
wor kday when associates are properly not engaged in performng their

work tasks. "No solicitation" rules are valid only if they are applied
against all solicitations, including those for charitable or religious
pur poses.

Therefore, if our center has a "no solicitation' rule, we nust be sure
to enforce it even-handedly and at all tinmes, not just during an
organi zati onal canpai gn.

No Distribution

The guidelines on 'no distribution' rules are sonewhat different.
Managenent nmy prohibit distribution of union literature and handbills
in working areas during both working and nonworking tinme. A rule
prohibiting distribution is presumed valid unless it extends to
activities in nonworking areas or to activities during tine in which
associates are not actually working. Managenent rmay restrict
distribution in nonworking areas, however, if necessary to' naintain
production or to prevent safety hazards. Again, be on the |ookout for
union organizers distributing literature and report it to your
Oper ati ons Manager and Personnel Manager imedi ately.

QG her Handbill/Distribution Activity

Be aware that non-enployees can be prohibited from soliciting or
distributing literature on conpany premses at all tines, as long as
there are other nethods of communication available to the union to
reach associates, and as long as the rule is enforced consistently.
However, off-duty associates may return to non-working areas of the
conmpany to solicit and handbill, unless their activity interferes with
production, discipline or safety.
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Along with distributing literature and urging associates to support the
uni on, organizers will be trying to gather proof that a majority of our
associ ates support the union. Under the NLRA, nanagenent must bargain with
the union when it represents a majority of the associates in an appropriate
unit and when it nmkes a denmand upon managenent. The wunion conmonly
attenpts to achieve "mmjority status, 30% through union authorization
cards, signed by the majority of associates. By signing these authorization
cards, an associate joins the union, designates it as his/her exclusive
bargai ni ng representati ve, and aut horizes the enployer to deduct union dues

from his wages. In other words, the associate gives the union all rights
to deal with managenent directly. In addition, the union nmay attenpt to
denmonstrate the extent of its representation by union nenbership
applications, petitions, proxies, and other docunentary evidence. (See

Appendi x A - Union Signature Card)
Uni on Denand for Recognition

After collecting proof of support from associates, the union may dermand t hat
managenent recognize it as the exclusive bargaining representative of the
associates. Usually, the union sends the conpany a letter claimng that it
represents a nmjority of associates and denmanding that nanagenent
i medi ately recognize the union as the associates' bargaining agent.
Managenment may legally refuse to recognize a union at this point and,
i nstead, demand that the union prove its claim of majority status in an
appropriate bargaining unit through a Labor Hoard el ection. The conpany
nmust exercise caution in this regard and should not neet with the union
until it has consulted its attorneys.

If a union organi zer contacts you, demandi ng recognition or seeking to show
aut horization cards to you, refer himher to you Operations Mnager
Per sonnel Manager or General Manager.

(1) DO NOT acknowl edge that the union represents a mmjority of your
associates. Once recognition is granted, your conpany cannot reverse
its position and decline recognition. The union is "in" and there wll
be no el ection.

(2) DO NOT agree to |look at any proof of mmjority support which the union
offers, such as authorization cards or nenbership applications.
Exami nation of cards or nenbership applications may be viewed as tacit
approval and nay preclude the associates and the conpany from having
an el ection.

(3) DO NOT ask to be shown any proof of nmjority support.

(4) DO NOT agree to have a "neutral" party (such as a priest, mnister or
rabbi) exam ne the offered proof of nmmjority status. Once a third
party informs you that the union has a ngjority, you nay be precluded
fromgetting an el ection.

(5) DO NOT poll your associates to see if they signed authorization cards
for the union.
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(6) DO NOT decline recognition, ask for an election, and then comrit unfair
| abor practices in an effort to destroy the union's strength. Firings
and layoffs of known wunion activists and threats of economc
retaliation against supporters of union may result in a Labor Board
order setting aside an election and directing the enployer to bargain
with the union.

WHAT TO DO? The proper response when a union organi zer seeks recognition,
either by letter or in person, is to refer himher to your Personnel Manager
or General Manager who will notify the organizer that: "W nust decline to
extend recognition to your I|abor organization unless and until it is
certified by the National Labor Relations Board in a manner appropriate for
coll ectives bargaining." SAY NO MORE. Refuse to accept any documents from
t he uni on, such as authorization cards.

Petition for Election

I f managenent refuses to extend recognition, the union will probably file
a petition for an election with a Regional Ofice of the Labor Board. In
fact, many unions just file a petition without first naking a demand for
recognition. The petition will describe the group of associates the union
is seeking to represent, such as all office clerical enployees, all drivers,
or all lift operators. For the petition to be valid, the union nmust show
the Labor Board that it has the support of at |east 30% of the associates
in the group it wants to represent.

Once a union has petitioned the Labor Board for an election, the enployer
may agree to the holding of an election. This is recommended when you are
sure that the union does not have the support of a majority of your workers
and you want to force the issue before the union has a chance to inprove its
posi tion. If, however, there are contested issues (such as whether the
group of enpl oyees the union seeks to represent is an appropriate one), the
Labor Board will hold a hearing to resolve the contested issues. Usually,
the election will be held about six to eight weeks after the petition is
filed, although some elections are delayed for much | onger periods of tine.

The El ection Canpaign

In the one or two nonth period before the election, an el ection "canpaign"
will take place. Both the conpany and the union will be trying to convince
associ ates of the w sdom of their respective positions. Once again, the
Labor Board has rul es governing the conduct of enployers and unions during
t he canpai gn.

You, as a mmnager, are expected to support the conpany's position and you
may be asked to be a campaigner for your conpany. This nmay nmean wal ki ng a
ti ghtrope between | egitinmate canpai gning and i nproper conduct.
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You may wonder why you rust be careful about what you say and do during an
el ection canpaign. The law requires that nothing interfere with the
associ ates' free choice in deciding whether they want a union. |[|f the union
| oses an election, it my file objections to the election with the Labor
Board charging that the enployer or a nmanager acted inproperly during the
canpaign or at the tinme of the election. |f the Labor Board finds that the
conduct of a supervisor interfered with the associates' freedomin deciding
about unionization, it may order a new election. El ections may be set aside
where the enployer threatens the associates' not to vote the union in,
prom ses associates certain benefits if they vote no, or interrogates
associ ates about their union activities and sentinments.

In cases of very serious violations, the Labor Board can order the enpl oyer
to bargain with the union, even though the union lost the election: This
penalty is inposed when the enployer's inproper conduct has so underm ned
the union's support that a fair election would be inpossible. Whol esal e
firings or elimnation of existing benefits are exanples of conduct which
may result in an order to bargain without a rerun el ection.

Since the stakes are high, you should be careful to followthe rules in this
gui de. Renenber that often during the canpaign, it is not necessarily what
you say, but how you say it that counts. By and large, you are entitled to
state your position and explain the position of your conpany. There are
however, sone linitations on what you can say during an el ection canpaign.
Your job will not be hard if you renenber that the Labor Board rules are
nmeant to protect associates frominterference while still being fair to you.
You may not coerce enployees or interfere with their right to organize by
threatening them with loss of their jobs or a change in their working
condi ti ons because of their union synpathies. Nor nay you promni se them any
benefit if they will agree to vote against the union

Be aware that seemingly innocent statements may |ater be construed by the
Labor Board to be veiled threats. For exanple, predictions that the conpany
will not give the union anything in negotiations or that associates dill
| ose wages or their jobs if the union wins may | ead the Labor Board to set
aside the election or order the conpany to bargain despite a union defeat.
Just bear in mnd that you have the right to express your opinion about
uni oni zation in general and to predict unfavorable consequences which you
bel i eve may devel op fromunion representation, as long as, these predictions
are based on reasonable, objective facts and are not nere guesswork

Al t hough the Labor Board in the past has overturned el ections on the basis
of an enployer's misrepresentations during a union canpaign, the Board
recently stated that it will not probe into the truth or falsity of canpaign
statenents and it will not set an election aside on the basis of m sl eading
statenments, including msstatenments of |aw. O course, it is advisable of
enpl oyers and supervisors to tell the truth when di scussing union matters,
as well as all other work-related matters, wi th associ ates. Mor eover, it
is inportant to ensure that canpai gn docunents be recogni zabl e as what they
are. The Board nay set aside an election if either the enployer or the
uni on mekes representations in a deceptive manner, as by using forged
docunent s.
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If a union msstatenent conmes to your attention, point it out to associ ates,
correct it and report it to your superiors. It is a good idea to keep
records of all of your conversations wth associates concerning union
matters, as this will avoid misquotation later. If a question conmes up
whi ch you are not sure how to answer, withhold comment until you have had
a chance to discuss it with your superiors. Find out the answer and get
back to the associate as soon as you possi bly can

During the el ection canpaign, as always, you nust also be careful to treat
your associates fairly. The law forbids you from discrininating against
associ ates because of their union beliefs or nenbership. You are still
permtted to discipline associates for m sconduct and insubordination, but
you nust be careful to enforce conpany rules fairly. DO NOT enforce rules
vigorously against union synpathizers and leniently against anti-union
associates. It is critical for you to keep good records of any disciplinary
action taken agai nst associates. |In this way, you will be able to justify
your actions should they be called into question |ater

What You Can Say and Do During an El ection Canpaign

You are free to make many conmments about uni ons and unioni zation as |ong as
you do not threaten associates or otherw se coerce them Here are sone
exanpl es of statenments which are all owed during el ection canpai gns and wil |
not be considered unfair |abor practices. You can tell associates that:

(1) You are opposed to the union and you prefer to deal with associates
directly on day-to-day problens, rather than through an outside
or gani zati on.

(2) You or another nenber of nmnagenent are always willing to talk with
associ ates about any matter which they wish to discuss.

(3) No union can obtain nore froman enployer than it is capable of giving
or willing to give in bargaining.

(4) Although the conpany would be obligated to bargain in good faith with
the union, no union can nake an enpl oyer agree to anything it does not
wish to. The duty to bargain with a uni on does not conpel the conpany
to conme to an agreenent on the union's terns.

(5) Present benefits can be bargained away by the union in exchange for
sonmething that it is interested in, such as the check-off of union
dues.

(6) There are disadvantages that may result from belonging to a union, such
as paying initiation fees, dues, fines, and other assessnents.

(7) If the union tries to force the conpany to give in to its demands by
calling an economic strike, the conpany can pernanently replace the
econom c strikers with new associ at es.

(8) |If a strike is called by the union, striking associates |ose their pay
checks, but the wunion rarely loses anything since it does not
necessarily pay strike benefits. During a strike, union officials
still get paid. (Try not to convey the inpression that a strike is
i nevi tabl e, however.)

(9) The union may fine menbers who work or fail to picket during a strike.
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(10)

(11)

(12)

(13)
(14)

(15)

(16)

If the union gets in and | abor problens follow, the conpany night |ose
i nvestors and custoners, and that means that everyone in the conpany
will suffer.

Union or no union, the company wll continue to be fair wth
associates and will try to give them the wages and benefits they
deserve.

No union can guarantee jobs or job security. Col l ective bargaining

agreenments al nost always state that associates may be fired. "for just
cause".

The union is not required to take every grievance to-arbitration; even
if an associate wants his grievance arbitrated.

If the union wins, every associate mght be forced to join the union
or; pay union dues (except in "right-to-work" states).

Associates are not required to "vote for the union in" during the
el ection just because they signed a union authorization card or
application for nenbership. They are free to vote against the union
in the secret ballot election.

The | aw guarantees associates the right to resist a union

Acti ons Managenent May Take During an El ection Canpai gn

Managenent may take any of the following actions during an election
canpai gn:

(1)
(2)

(3)

(4)

(5)
(6)

(7)

Distribute articles containing information about unions in general or
the union at your conpany in particular

Enforce conpany rules inpartially and in accordance with custonary
practice, irrespective of an associate's nmenbership or activity in the
uni on.

Lay off, discipline, and discharge for good cause, as long as the
action follows our norrmal practice and is done without regard to union
nmenber shi p. You should check with your OPS Manager and Personnel
Manager before you discipline or discharge an associ ate.

Enforce rules requiring that solicitation of wunion nenbership or
di scussion of union affairs be conducted outside of the time during
whi ch associates are actually performng job duties. But renenber,
both uni on and non-union solicitors nust be treated alike.

Reply to union attacks on conpany policy and actively canpai gn agai nst
t he uni on seeking representation

Di scuss union natters with an associate or small groups of associ ates,
even on conpany tine, at the associates' work station, in the
cafeteria, or at any other neutral spot. Be sure not to speak to them
in a setting which mght be intimdating, such as your office. The
Labor Board considers the technique of calling associates into the
enployer's office individually to urge themto reject the union, in
itself, to be conduct calculated to interfere with the associ ates'
free choice

If you already have a union, and a rival union is canpaignhing, state,
wi th supporting reasons, with which union the conpany prefers to deal
(You nust be careful not to extend active support to one of the
uni ons, however.)
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(8)

(9)

(10)
(11)
(12)
(13)
(14)

(15)
(16)

(17)

(18)

Urge all associates to vote in the election. Tell associates that the
union will win if it receives the support of a mmjority of those
associ ates who actually vote in the election. This neans that not
voting may increase the chances of the union winning the el ection

Tell associates that the conpany would like themto vote against the
uni on.

Di scuss the benefits that associates now enjoy. Rem nd themthat they
received these benefits without a union and that they do not need a
uni on now to keep or inprove them

Tel | associ ates about any experiences you have had w th unions.

Tel | associates anything you know about the union or its officers.
Tel |l associates about any untrue or msleading statenents nmade by a
uni on organi zer or in union handouts. You should give associates the
correct facts.

Tell associates about known racketeering or any other wundesirable
activities of the union.

Denounce the union, its policies, |eaders, and record.

Tell associates about the Labor Board election procedures, the
i nportance of voting, and the secrecy of the ball ot.

Tell associates what happens to their union dues, such as the high
sal ari es and expense accounts of union officials.

Conpar e associ ates' wages, benefits, and working conditions with those
of workers at other conpani es, whether unionized or not.

What You Cannot Say or Do During An El ection Canpaign

As you can see fromthe following list of prohibited actions, the type of
conduct which is forbidden could interfere with associates' freedomto nake
a decision by scaring them or "buying" their vote. The Labor Board has
ordered rerun el ections where nmanagers said or did these things. Therefore,
you shoul d NOT:

(1)
(2)
(3)
(4)
(5)
(6)
(7)

(8)
(9)

Announce that the conpany will not deal with the union if it wins the
el ection.
Threaten that the center will close down or nove or that operations

will be reduced if the union is elected.

Threaten | oss of jobs, reduced pay, or elinmination of any privilege or
benefit now enjoyed due to the union's election

Threaten or actually discharge, discipline, or lay off associates
because of their activities on behalf of the union.

Threaten, through a third party, any of the above acts of interference
or let athird party commt any of them

Use intimdating or coercive |anguage which nmay di scourage associ ates
fromjoining the union

State that a strike is inevitable if the union wins the election. It
is all right to say that a strike nmght be called if the union and the
conmpany cannot agree to terns of a contract. Just don't say that a

strike will be called.

Promi se or give associates a pay increase, pronotion, benefit, or
special favor if they stay out of or vote against the union

Take any actions that adversely affect an associate's job or rate of
pay because of union participation.
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(10)

(11)

(12)

(13)
(14)
(15)
(16)
(17)
(18)

(19)

(20)
(21)
(22)
(23)
(24)
(25)
(26)
(27)

(28)

(29)
(30)
(31)

(32)
(33)

Di sci pline pro-union associates for msconduct while pernmitting anti--
uni on associates to go unpuni shed for the sanme conduct.

Prohi bit associates from soliciting for union nenbership during tine
when they are not performng job duties, or interfere with associates
who distribute union literature in nonworking areas during tine in
whi ch they are not working.

Di scrinminate against associates who support the union by assigning
them undesirable work because of their wunion activities, while
assigning preferred work to anti-uni on associ ates.

Make work assignnents for the purpose of causing union synpathizers to
quit their jobs.

Devi ate from conpany policy in any way for the purpose of getting rid
of a union supporter

Transfer associates to | ess desirable positions because of their union
affiliation.

Favor anti-union associ ates over pro-union associ ates because of their
uni on activities.

Assign nark or transfer associates in order to separate pro-union from
those you believe are not interested in joining the union

Spy on union neetings, for exanple, by parking across the street from
the neeting place in order to watch associ at es.

Conduct yourself in any way which would indicate to associates that
you. are watching themto determ ne whether they are participating in
uni on activities.

Ask associates whether they or any other associates have attended
uni on neeti ngs.

Ask associ ates whether they belong to a union or have signed up for
t he uni on.

Ask associates for an expression of their-thoughts about the union or
its officers.

Ask associates how they intend to vote in the election

Ask job applicants about their union sentinents.

Make anti-union statements during a hiring interview that night show
your preference for a non-union associ ate.

Sel ect associates to be laid off with the intention of weakening the
uni on's strength.

G ve .financial support or other assistance to union or to associates
for either supporting or opposing the union

Ask associ ates about the internal affairs of unions (for exanple, what
happens at neetings). Note that associates may tell you about it of
their own accord. It is not an unfair |abor practice for you to
listen, but do not ask questions to train information

Call associates into your office to discuss union matters or meke
t hreat eni ng statenents under any circunstances.

Visit the hones of associates for the purpose of urging themto reject
t he uni on.

Encourage associates to revoke their union authorization cards.

Start or encourage a petition against the union

Suggest the formation of an associate comrittee to discuss terns and
conditions of enploynent directly with the conpany.
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(34) Interfere with the right of associates to year union buttons, hats, or
t-shirts. In certain circunstances where the associate has contact
with the public, and a button, hat, or shirt is gaudy and conflicts
with a uniform you may limt the wearing of union buttons.

(35) Force associates to near "vote no" or "no union" buttons. However
you may leave this type of button in a box and alloy associates who
rant to rear one to pick one up, provided that the box is placed where
you cannot catch which associ ates choose buttons.

(36) Reproduce and distribute to eligible voters sanple National Labor
Rel ations Board ballots with the "HO' box checked.

In addition to these prohibitions, there is a rule known as the "24 hour
rule,"” which prohibits both the conpany and union from naking: canpaign
speeches on conpany tine to a nmassed group of associates within 24 hours of
the election. |If the rule is violated, the Labor Board will set aside an
el ection victory by the speaker and order anew election. The rule does not
prohibit, within the 24 hour period, the dissem nation of election docunents
or the nmaking of canpaign speeches, either on or off conpany property, if
associ ate attendance is voluntary and on their own tine.

TIPS

Al'l these "don'ts" basically fall into four categories of things you should
not do. You may renenber these four things by thinking of the word "TIPS

T - Threaten

Managenent my not threaten or intinidate associates wth anything.
Managenent may i nform associ ates of facts as we understand them

I - Interrogate

Interrogations are not allowed for any reason regarding unions. Renmenber
that you may not ask associates about who gathers at neetings, who
distributes literature (where did you get this? - referring to union

literature) or anything regarding the union
P - Pronise -

Do not promise anything in regard to a union situation. Don't pronise
rai ses, pronotions, favorable or unfavorable situations for anyone.

S - Spy - Surveillance

Do not attenpt to spy or observe any union organi zing or neetings boldly or
surreptitiously.

If you remenber these four "don'ts,” you should have no troubl e obeying the
| aw.
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What the Union Cannot Do During An El ection Canpaign

Just as the wunion can file objections with the Labor Board about your
conduct during a canpaign, we, as the conpany, can file objections to
i mproper uni on conduct.

A union's inproper conduct during an el ection canpaign nmay warrant a rerun
election, if the union wins and the Labor Board finds that the Union
violated the | aw

You should be familiar with what union officials, organizers, and other
uni on agents cannot do so that you can imediately report union mi sconduct
to your superiors.

Specifically, union officials and organi zers, and their agents cannot:

(1) Threaten associates, who refuse to join or assist the union, or who
refuse to sign authorization cards.

(2) Wiive initiation fees only for those associ ates who sign. authorization
cards or otherwise conmt thenmselves to supporting the union
(However, the union can promise to naive initiation fees if this
applies to all voters, and not just to union supporters.)

(3) Promi se a nonetary reward for each signed authorization card an
associ ate produces or each fellow associate he or she convinces to
join a picket line.

(4) Make promises or give gifts to associates that are contingent on how
they vote in the election. Gfts are allowed, however, if used solely
to pronote attendance at uni on neetings.

(5) Distribute faked or forged canpaign materials, which are not
recogni zabl e as canpai gn propaganda, so as to confuse voters.

(6) Distribute sanple National Labor Relations-Board ballots with the
"YES" box marked.

(7) Di sregard an enployer's no distribution or no solicitation rul es.

(8) Hol d neetings on conpany working tine w thout pernission from the
conpany.

(9) Predict or threaten loss of jobs if the union [oses the el ection.

(10) Make racial appeals to associates to inflanme prejudices.

(11) Picket the conpany, for the purpose of gaining recognition, for nore
than 30 days without filing a petition with the Labor Board.

Not e that unions can do sone things that enployers are expressly prohibited
fromdoing. Unions nay poll associates during nonworking hours and may al so
prom se associ ates substantial benefits if the union wins the election. Wy
can the union make prom ses while you and the conpany cannot? The union
organi zer is a salesperson; he has no power to grant the benefits he
proni ses. As a supervisor or nmanager, you do have the authority to give
associ ates benefits. Associ ates know this and, according to the Labor
Board, this rule is nmeant to nmake sure that associate votes are not "bought"
with prom ses fromtheir enpl oyer.
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SUSI E JONES CASE STUDY

Susi e Jones, a nanager in the caselot order filling area vas eating lunch
in the associate break room She was approached by several associates and
asked her opinion and feelings concerning a union drive which was going on
at the tine. 1In response to this inquiry, Susie told the associ ates, anong
ot her things, the follow ng:

(A That she was opposed to the union.

(B) That with a union there was a possibility of strikes.

(O That the union couldn't guarantee anything to the associ ates.

(D) That she was aware of anot her enpl oyer where associates were on strike
for 8 weeks and ended up getting no nore than they would have gotten
before the strike.

(E) That her husband, Jim Jones, had worked in a union shop once and had
quit his job because the union steward woul dn't handl e his problem or
gri evance.

(F) That unions are only interested in the dues they can collect.

(9 That she didn't believe the union could do anything for associates and
in fact they would be better off wthout it.

(H) That sone unions are corrupt and have ties with the Mifia and
under wor | d.

List which statenent, if any, would be in violation of the TIPS discussed
earlier in this class.
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El ecti on Day

The Labor Board has specific rules governing conduct on the day of the
el ection as well as during the canpaign period. At the election site only
the Labor Board officials, associate observers (an equal nunber appointed
by both the conpany and the union) and voters are permtted. During the
ball oting, no one fromthe conpany or the union and no associate is alloyed
to engage in any last nminute electioneering anong the associates entering
the area to vote or standing in line to cast their ballots. A mstake by
you at the very end of an election canpaign may cause nonths of hard work
and effective canmpaigning to go down the drain. The Labor Board may
overturn an election that is tainted at the ballot box by last minute
el ectioneering. And, of course, report to your superiors imediately if you
observe any union el ectioneering at the polls.

Once the voting has been conpleted, an official from the Labor Board will
open the ballot box, count the secret ballots in front of representatives
from the conpany, the union, and the associates and inform all present of

the election results. Hopefully, with the help of vyour effective
canpai gni ng and adherence to all these guidelines, a majority of the ballots
cast will be marked 'NO and the union will have been defeated in its
attenpt to unionize your conpany (at least for a period of one year, when
it can start its drive all over again). If however, a mmjority of the
ballots are nmarked ' YES,' then the union is '"in" (assunming the count stands
up after post-election objections) and the Labor Board will certify it as

t he excl usive bargaining representative of your associ ates.

Following an election, any party has the right to file post-election
obj ections to the conduct of the election or the conduct of other parties

or of Board agents which allegedly prejudiced the proceedings. Such
objections nmust be filed within five days after the tally of the ballots has
been furnished to the parties. The Labor Board's regional office
i nvestigates any objections and may schedule a hearing if it deternines that
substantial issues are presented. If a party's objections are sustained,
the Board will usually set aside the election and direct that a new one be
hel d.

You now have a sonewhat detail ed anal ysis of how unions originate. W nust
appreciate that this process is involved, conplex and treacherous. Qur
ability to remain as we are a conpany needing no one to nmediate or talk for
our associates, is kept intact through know edge of how uni ons operate and
care for our associ ates.
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SUMVARY

This guide was developed with one very inportant goal in mnd-to help
develop and maintain harnonious |labor relations in our center. The
i nportance of achieving this goal cannot be overenphasi zed. VWiile it is
true that we cannot control the external forces operating in our comrunity,
it is true that we can control the environment of our center. The direct
| eadership that we apply in our day to day affairs with associates and each
other will deternmine whether we remain UNION FREE or becone enbroiled in
uni on organi zing efforts.
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APPENDI X B

REVI EW QUESTI ONS TO CONS| DER

Check either 'yes' or 'no' to indicate how you feel the questions should be
answer ed.

Q

May maenagers visit associates' honmes in an effort to dissuade
associ ates' interests in unions?

YES NO

May managers prohi bit associates fromwearing uni on badges, buttons or
simlar insignia that express their support for a union?

YES NO

May managers call an associate into an office for the purpose of a
one- on-one conversation about the potential disadvantages of a union?

YES NO

May managers assi st and encourage associates to commence a petition to
keep a union out?

YES NO

May managers solicit grievances and correct such grievances during a
union canpaign in an effort to dissuade associate interest in the
uni on?

YES NO

During a NRLB Representation El ection Canpai gn, nmay nmanagenent suggest
to associates that a union strike is inevitable?

YES NO



LABOR RELATI ONS AND YQU
AT THE
WAL- MART DI STRI BUTI ON CENTER #6022

DI AGNCSTI C EXERCI SES

Pl ease answer the follow ng questions.

1. Descri be Wl -Mart's phil osophy relative to unions.

2. What are the three obligations nmanagers owe their associ ates?
3. How does a union free nmanager have a 'potential opponent?

4. Who is the union free manager's 'potential opponent?

5. VWhat do each of the letters in the word TIPS represent?




10.

11.

What is neant by the statenent: "Associates do not vote for a union
t hey vote agai nst managenent ?"

Provi de four types of conduct that nanagenent nay not engage in during
an el ecti on canpai gn.

Expl ai n, two di sadvantages of unionization to associ at es.

Explain the "No Solicitation Rule" regarding | abor relations.

Provi de four comments whi ch nanagerment nay say to associates during an
el ecti on canpai gn.

VWat is the N L. R A ?




12.

13.

14.

15.

16.

In recent tines, several non-union conpanies in the Geencastle/
Cloverdale area have withstood union organizing attenpts. Name two
compani es.

List two of the seven types of associates who would be attracted to
uni ons.

Provi de seven reasons why associ ates resort to unions.

What percentage of signature of enployees, within a given bargaining
unit, nust a union present to the National Labor Relations Board
before it will be entitled to a representation el ection?

List five tool/prograns which can be used to keep our DC union free.






