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ABSTRACT 

Two theoretical paradigms describtng responses of 

organized labor are assessed within the context of the 

decline and restructuring of the American steel industry. 

Uni ted Steelworkers of American local unions in the "Calumet 

Reg ion" (Chlcago and northwest Indiana) were studied prior 

to the ne90tiatians tor the 1986 contracts in basic steel. 

These contracts were the f irst to be conducted after the 

termination of traditional pattern bargaining which had 

characterized the industry since the 1950's; and the first 

t? be subrni tted ta USWA rank and file ratification. 

Research findings suggest that the "sectoral-rationality" 

model, which holds that workers are divided in their 

interests and calculate their responses accordingly, more 

aceurately deserlbes loeals' responses than the "union 

leadership conservatism" model, which holds that a militant 

rank and file âre pitted against a canservative central 

leadership in the creation and implementation of policy and 

contract negatiation strategies. 
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Résumé 

Deux modèl es théori ques décri vant le comportement des 

travaill eurs syndiqués sont examinés dans le contexte du décl in et 

de la restructuration de l'industrie de l'acier américaine. Nous 

avons étudlés des sections locales des r'létallurgistes unis d'Amenque 

de la "Calumet Region" (Chicago et le nord-ouest de l'Indiana) :lvant 

les conventlons collectives de 1986 dans l'industrie de l'acier 

primaire. Ces conventions étaient les premières après l'abolltlon 

de la "négociation type" tradltionelle employée depuis les années 

cinquantes, et les premières soumlses aux syndiqués de la base pour 

ratification. Les résultats suggèrent que le modèle "sectoral-rationality" 

est plus fldèle au comportement des sectlons locales que le modèle 

"union leadershlp conservatism". Ce dernler malntlen que les syndiqués 

de la base sont en désaccord avec ld direction centralisée et 

conservatrice '"lu nt à la stratégie et l'application des négociations. 

Selon le modèle "sectoral-rationality" les travailleurs ne sont pas 

un bloc aux intérêts homogènes et leur comportement en est le reflet. 
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Chapter 1 

AMERICAN UNIONISM AND INDUS TRIAL RESTRUCTURING 

The ongoing transformation of America's industrial base 

has been accompanied by a ùrastic reduction in i ts unionized 

labor torce. From 1980 to 1986 the percentage of workers 

employed under collective bargaining agreements dropped five 

and a hal f percentage points from 23 to 17.5%. (Bureau of 

Labor Statistics, July, 1986) Those segments of the American 

workforce that have traditionally provided the core of its 

labor movement, workers in the ba~ic manufacturing industries, 

continue to be threatened by the closure of outmoded 

facili ties and the introduct ion of less labor intensive 

production methods (Barnett and Shorsch, 1983; Crandall and 

Barnett, 1986). This research is intended ta nSsess 

organ~7.ed labor 1 s response to the restructuring of the basic 

steel industry wi thin Chicago and northwest Indiana. This 

area, at t.\e sou thern end of the Great Lakes, known as the 

"Calumet Regjon" contains the remaining core of integrated 

steel produc ',ion in the Uni ted States. 

In this era of economic transformation, scholarly 

attent'.on has been turned to issues of industrial policy and 

the effects of plant shutdowns and displacement of workers and 

industrial communities (Reich, 1984; Bluestone and Harrison, 

1985; Barnett and Shorsch, 1983; Bensman and Lynch, 1987). 

However, wi th a few exceptions, notably the work of Phi llip 
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Nyden (1985) and Staughton Lynd (1982), little attention has 

been paid to industrial restructuring from the perspective of 

union organizations. 

The bulk of recent writing on worker behavior has been 

written from a socialist perspective and assumes that workers 

have some common overriding interest in undermining capitalism 

(Aronowitz, 1973; Pfeffer, 1979; Nyden, 1985). Within this 

tradition of writing, North American unions are typically 

treated as institutional supports of capitalism embodying a 

set of class compromises that serve to delay the attainment by 

workers of the overthrow of capitalism that would be in their 

real interests. Aronowitz (1973) argues that union leaders' 

betrayal of American workers is epitomized by collective 

bargaining and aIl that it entails. 

"By focusiTlg on narrowly defined economic 
bargaining, union negotiators provided 
corporations with thejr best hope for retaining 
control over the labor force while dissipating the 
more radical elements in the union" 
( Aronow i t z : 229 ) . 

Nyden (1986) has noted that the degree to which unions 

have become an lnstitutionalized part of labor management 

relations is particularly obvious in large bureaucratie unions 

which distance leadership from individual workers and shop 

floor concerns. The hierarchical structure and centralization 

of the largest unions like the United Steelworkers of America, 

parallel these trends in American corporations. No strike 

clauses, centralized and bureaucratized grievance procedures, 

dues check-off, and long term contracts so complex as to be 

indecipherable to the workforce are aIl instruments of control 
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that union leaders have relinquished to management (Aronowitz, 

1973). Shop floor control won through rank and file activisrn, 

such as Sec. 28 of the Basic Steel contracts negotiated during 

the 1950's which provided for protection of local workrules, 

was too often rescinded with the approval of International 

USWA officers (Nyden:48). 

According to Aronowitz, class conflict has been 

constrained and limited through such collusion of union 

leadership and corporate management. The frustration of rank 

and file efforts for workplace control has been rnirrored in a 

failure to gain political control beyond the workplace. Those 

activists who have sought to rnobilize radical sentiment where 

it could Most naturally be initiated--within the union 

organization--have had to overcome the superior resources of 

an entrenched and centralized leadership at the international 

level. 

Such irnpediments to organizational change were initially 

theorized by Roberto Michels. Al though Mi chel 's "iron law of 

oligarchy" has been repeatedly quali f ied empirically, i t has 

maintained a core theoretical and empirical durability (Nyden, 

1985; Lipset et al, 1956; Freeman, 1982). Lipset delineated 

what has come to be the generally accepted Interpretation of 

Michelsian theory among American sociologists: by controlling 

organizational resources (e.g. political skills and formaI 

means of communication) union officiaIs have a near monopoly 

of pow~r. This is particularly true of large union 
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organizations sinee bureaucraey ls associated with lnereased 

size. 

"The priee of inereased bureaucracy is increased 
power at the top and decreased power among 
ordinary members. With increased power at the 
top, the sources of organized opposition are 
controlled or reduced ll (Lipset et al, 1956:8). 

While researchers applying Michelsian theory have 

concluded that the Il iron law ll is not ineluctable and that 

organized opposition can successfully challenge entrenehed 

bureaucratie leadership (Lipset, 1962; Nyden, 1985; Freeman, 

1982), some have also acknowledged the difficulty in 

sustaining rank and file reformist efforts at lasting 

democratization of union organizations (Nyden). Writing in 

this tradition, then, stresses the shared elass interests of 

workers in the replacement of capitalism and identifies unions 

as obstacles to securing that outcome. Consequently, w~iters 

like Aronowltz and Nyden stress two aspects of worker protest. 

First, its most effective expression they claim is at the shop 

floor level, where the union bureaucracy ls weakest. Second, 

there is an undercurrent of tension between workers and union 

that is, from time to time, transformed into overt conflict. 

An alternative approach to worker protest stresses the 

schisms among workers. This approach can reasonably be 

described as Weberian. William Form (1986) found that workers 

are divided in their political behavior in the contexts of 

electoral voting patterns and workplace protests. Foremen, 

artisans, and skilled craftsmen, the lIaristocrats of labor", 

remain distinct from the mass of manual workers in earnings, 
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social status, and politics. Contrary to the Marxist 

prediction that a unified labor movement would lead to working 

clas~ political mobilization, he found that workers' political 

beliefs and behavior reveal a continued oriep-tation toward 

traditional bread and butter issues while their commitment to 

other political goals is uncertain. Although voter 

participation is highest among the lIaristocrats of labor", so 

too is political independence and ticket splitting. In 

contrast, the non-skilled and unionized industrial workers 

vacillate in voting participation and party allegiance. The 

non-skilled and non-unionized workers in the economic 

periphery of secondary industries and labor markets are the 

Most committed to the economic and political programs of labor 

but cannot be relied upon to consistently vote their 

convictions (225, 256). Form concluded thêt the "most 

important social, economic, and political split in the working 

c lass is that between the skilled and the non-skilled" (85). 

The highly influential role of craftsmen in the evolution 

of the British working class (Bau~an, 1972; Crouch, 1982; 

Littler, 1982) has been paralleJ~J in literature on the 

American working class whether written from a neo-marxist 

(Aronowitz, 1972) or Weberian (Form, 1986) perspective. 

Calhoun (1981) described British craftsmen as "radical 

ccnservatives. Il Crouch agrees that craftsmen' s relatively 

high level of participation in union activities has been 

moti7ated by a desire to protect their own narrow self-

interests. Like British craftsmen, skilled American workers 
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sometimes have been radical in that they have been militant 

and weIl organized in protecting their own interests. Form 

points out that American craftsmen have joined with other 

workers only when such cooperative efforts have furthered 

their own ends. They are "essentially a defensive and 

conservative group, seeking to protect and maintain their 

advantage against management's unending drive to reduce their 

ski Ils through mechanization, automation, and job redesign" 

(261). He adds that skilled American workers do not have a 

political program for labor or American society. Nor does he 

see a foreseeable change toward purposive class action through 

a linking of the strata comprising the American working class. 

While predicting an increased liberal drift for American 

unionism due to changes in sex, ethnie, and industrial 

composition, he also sees traditional patterns remaining in 

that old craft unions will be the most conservative, 

industrial unions will follow close behind, while unions in 

government, education, and services will represent a newand 

stronger ] e.ct. 

To say that neo-Marxists have emphasized the dichotomy 

between capital and unions on the one hand and rank and file 

on the other is not to sùggest that they have ignored 

differences within the rank and file on the basis of ethnicity 

(Aronowitz, 1973), seniority (Stone, 1975; Ruberry, 1978) and 

skill (Aronowitz, 1973, Hinton, 1973). Aronowitz has noted 

the conservative and self-serving tradition among the crafts 

throughout the history of the American labor muvement. 
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However, his analysis never loses site of the premise that the 

crafts' pursuit of narrow self-interest demonstrates a 

cooptation by the capitalist system similarly demonstrated in 

the behavior of unions. Thus Aronowitz has argued that this 

lack of class consciousness can, nonetheless, be overcome by 

tapping the socialistic sentiment among those 'other' workers 

who constitute disenfranchised minorities (e.g. unskilled 

production workerq, women, ethnie minorities) . 

In recent writings from the left sorne divisions within 

the working class have been stressed that identify particular 

categories of workers as repositories of revolutionary (or 

pre-revolutionary) sentiment. First, Aronowitz has put 

considerable stress on age. He argues that young workers are 

more likely to be radical than their eIders. Because of 

increased levels of education and because they did not 

experience the depression, young workers, it is claimed, are 

less willing ta tolerate alienating wark. Cansequently they 

are much mare likely ta pratest and less likely ta be deterred 

from doing so by the union bureaucracy. Based upan the 

increasing percent age of yaunger and more educated warkers in 

the labor force during the 1960's he prajected an increase in 

class consciousness and militancy (406-407). He con tends that 

the tcdium of production work has added to the alienation and 

militancy of younger, better educated warkers. Second, Mallet 

(1969)--amongst others, also writing fram a social 

revolu~ionary perspective--holds that the more highly skilled 

(if not the more broadly educated) technicians will comprise a 
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new and more rnili tant "working class" because of their 

increased control over the production process. 

Gaille, 1981; Low-Beer, 1978.) 

(See also 

The writing on North American unions and workers, then, 

takes two broad positions. One (e.g. Aronowitz), claims that 

unions (too frequently) stand between workers and their real 

interests; the other, treats the observed divisions between 

workers (based on skill, ethnicity, age, position in the 

technical division of labor, or whatever) as relatively 

unproblematic reflections of divisions in their real 

interests. It should be clear that the underlying issue here 

15, 'what constitutes rational conduct for workers'? In recent 

writing largely inspired by Mancur Olsonls seminal work, there 

has been an attempt to address thi5 issue directly. 

OIson tried to show that the growth of unions was 

seriously irnpeded by the "free rider problem". To the extent 

that there are personal costs involved in the formation of 

unions, workers have an interest in allowing their fellow 

workers to incur those costs (payment of union dues, reprisaIs 

from the employer) since, once established, the benefits 

provided by the union will not be withheld from workers in a 

plant, whether they incurred the costs of unionization or not. 

The wage increases and workplace regulation provided by the 

union are, in other words, collective goods. 

To Colin Crouch (1981), the divisions between rank and 

file and union leadership are not the result of ideological 

betrayal but rather due to the pursuit of differing interests 
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calculated relative to their costs and benefits. Crouch 

extended rational choice theory to a deeper analysis of union 

behavior than OIson, He observed that OIson had ignored the 

importance of unionism at the shop floor level in the 

relationship between shop stewards and the workers they 

represent. Crouch also analyzed the differing behavior of 

groups within union organizations, rank and file, local 

leaders, and top hierarchy, on the basis of the calculated 

interests of each. He explained union leadership's preference 

for defensive and limited goals by their comparative 

attainability. As the position of organized labor within the 

social system becomes more tenuous, the tendency to pursue 

goals which are less desirable but involve less risk should be 

increased. New goals will be adopted in place of old only 

when their relative attractiveness is very high, because 

unions will set a high price on the risk of ~ovelty when they 

perceive their position as social actors to be weak. This 

explains why the most militant responses are often aimed at 

holding ground against the erosion of wage and benefits won in 

past struggles, a classic example of a conservative 

inclination that Lenin contemptuously referred ta as 

"econamism ll
• If str ipped of ideolagy, Lenin' s anal ysis is 

similar ta rational choice theory. Capitalists exploit 

unions' economistic instincts by conceding to labor's demands 

in such a way that parameters are set ta benefit capital in 

future negot~ations. Capital choases strategies which 

maximize its self-interest, while worker's in a capitalistic 
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system, commensurate to their weaker social position, choose 

low risk, defensive goals. 

Crouch's analysis, then, to sorne extent, provides a 

reconciliation between the approach to unions of writers like 

Aronowitz on the one hand and Form on the other. It attempts 

to show how consecutive, rational choices can produce 

apparently conservative union policy. In my view, however, it 

continues to involve an unde~ended assumption that the long 

run interests of labor lie in radical social change. 

Hinton's description of an industrial dispute on the 

Clyde during World War 1 reflects the way in which defensive 

goals preempt "revolutionary" goals (in this case the take 

over of a plant and demand for nationalization of the 

munitions industry). It also provides a case study in which 

the differing behavior of union leadership, radical rank and 

file activists, and conservative craftsmen is explained using 

rational choice analysis. Despite a volatile atmosphere 

conducive to risk taking, the union chose to protect the plant 

craftsmen against dilution of their skills rather than to 

support more militant goals. As noted earlier, the tendency 

for union leaders and craftsmen to favor traditional goals and 

strategies has been a reoccurring pattern throughout many 

advanced industrial societies (Form, 1986). There is, for 

instance, a general scholarly consensus that leaders of 

British and U.S. unions are more concerned with substantive 

(wage) than procedural (job control) issues. When procedural 

issues become a bargaining priority they tend to be concerned 
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with protecting traditional craft skills from dilution rather 

than with recouping or extending control over aIl phases of 

the production process (Form, 1986; Aronowitz, 1974; Crouch, 

1982). Militant workers, like those on the Clyde, may more 

broadly interpret job control to include co-determination of: 

aIl work relationships. However, workers who are so 

"radically" inclined may nonetheless comply wi th union 

leaders 1 tradi tional strategy of trading-off "control" for 

wages by demanding a high priee for the ex change of job 

control. The tendency toward those lower risk goals that are 

accepted as normal trade-offs in the established labor-

management relations system was forged during periods in which 

companies could afford ta protect managerial prerogatives at 

the priee of higher wages (Borrus, 1983; Nyden, 1985). It 

will be shown in later chapters that wages and benefits won at 

the expense of job control was a pattern repeated in each of 

the basic steel contracts negotiateè in 1986. 

The industrial dispute at Clydeside demonstrates that 

defensive goals become particularly attractive when issues are 

highly complex. The union's advantage in the potential to 

cripple wartime industrial mobilization with a prolonged 

strike over a "radical" demand could be exercised only at the 

high price of sabotaging the war effort. The choice of a 

lower risk goal (the protection of cra~ts' workrules rather 

than a demand for nationalization) could well have been 

motivated by a reluctance to play the rol~ of treasonous 

saboteur. Similarly, in a period of industrial restructuring 
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to reverse the decline of a basic industry, the potential to 

cripple an individual company warring against domestic and 

international competition must be weighed against the 

company's possible (perhaps probable) demisp-. 

Admittedly, the Clydeside dispute is strikingly 

dissimilar from the situation confronted by workers and unions 

in the Calumet region in the 1980's. On Clydeside, the 

workers could exploit the opportunities provided by a buoyant 

demand for what they produced. USWA workers had been in the 

opposite situation. 

In such an atmosphere, demands which are considered 

excessive or extreme May hardly be revolutionary but, at best, 

defensive (e.g. refusaIs to grRnt additional wage and benefit 

concessions). This speaks to the degree to which the types of 

options chosen by management and labor are dependent upon the 

total economic and political environment. The complexity of 

the contract negotiation process is increased by broad 

economic and political considerations under such cataclysmic 

conditions as war ûnd industrial restructuring. 

In an environment where complexity is increased, rational 

choice will be bounded by the amount of information available 

to aIl involved in contract negotiations. As iicks (1963) has 

noted, the decision ta strike may be based upon the concerned 

parties' limited knowledge of their relative positions in a 

dispute. Ashenfelter and Johnson (1969) give the example of 

the strike as a mechanism emplayed by union leadership ta 

"bring home" the hard reality of labor's position te a 
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militant rank and file membership. This would suggest that 

the degree to which various groups within a union organization 

are able to make rational choices depends upon the extent of 

their knowledge about their position vis-a-vis management. 

Giver the tendency to rely upon defensive goals, workers 

whose positions within the social system are further weaken~d 

by the decline of basic industries such as steel should be 

more likely ta rely upon familiar strategies aimed at 

preserving wage and benefit levels. While desperate workers 

may have an attitude that there is nothing left to lose, the 

very fact of their desperation suggests that they have little 

leverage to succeed. From the perspective of rational choice 

theory, this recognition would mitigate against the choice of 

risky militant goals and strategies. In regards to the 

present research, the weakness of workers in basic industries 

during the 1980's is readily documented .... 

The affects of union decline 

The shrinking U.S. manufacturing base has resulted in a 

continuaI decline in union membership since 1950 (Bureau of 

Labor Statistics, July, 1987). Given the following trends 

there is little likelihood of recouping that loss: 

. Growth in manufacturing has been in the high-technology 

industries that have Iow rates of unionization . 

. There has been an eccupational shift te white collar 

anJ technical workers traditionally resistant to 

unionism. 
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. There has been a demographic shift in the workforce to 

higher percentages of women, younger, and more educated 

workers, who are also resistant to unionism. 

. There is a high level of employer resistance to 

unionism and the practice of union avoidance has become 

a sophisticated business. 

Public policy has affected union organizing, job 

rights, and security so that areas in which unions 

were the sole provi~ers of benefits have been 

expanded through legislation and court hearings 

(Juris and Roomkin, 198C). 

Despite these debilitating trends, sorne forsee the 

possibility of a revitalized labor movement inspired by 

economic diversity (Leovy, 1980). But others are more 

tentative in their projections (Ruttenberg, 1980). Ruttenberg 

contends that the failure of traditional, defensive strategies 

could create an impetus to social reform and a shift of 

tactics away from collective bargaining toward political 

bargaining. However, although the collective bargaining 

structure has become more 1ragmented and the dominance of 

large pattern relationships has declined in industries such as 

steel, there has been a continued emphasis on bread and butter 

issues (194). In addition, recent efforts to democratize 

decision making and to improve the quality of worklife through 

union/management codetermination ~n the form of quality 

circles and labor management participation teams, face the 

resistance of local union leadership. Thus, "American 
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unionism has a long way to go before it approaches the model 

of shared responsibility of day to day business decisions ~ow 

emerging in Europe" (186-187). 

In a summary of papers presented to a conference on the 

future of American unionism, Hervey Juris and Myron Roomkin 

(1980) concluded that a new political coalition led by unions 

1s unlikely. 

"An interesting though highly speculative question is 

whether unions will try to use the political arena to offset 

declining effectiveness in organizing and collective 

bargaining. In ~he pasT , when faced with th~eats by their 

~nemies, unions have merely intensified their leglslative 

activities against them rather than becoming overtly political 

organizations. Sorne believe, however, that this ~raditional, 

narrow response is destined tù failure. These people argue 

that only a clear depar~ure from the past, such as the 

creation of a labor party, can succeed in achieving labor's 

economic agenda. Chances are slim that a llew political 

coalition led by unions will emerge. If mutuality of 

interests remain the cur~ency of political cooperation, 

individual unions and the AFL-CIO will jain specifie groups to 

pursue narrow objectives ... Perhaps the mast viable of these 

expedient cambinations will be those between employers and 

unions for the purpose of brokering government policy" (208-

9) • 

They ended their summary with the projection thac 

<0.:10 
collective bargaining would remain the classical paradigm of 
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American industrial relations and union jnvolvement in 

politics would be as an extension of workers' and union's 

interest in job security and ecor,omic stability and not as al 

effort to transform society. As a result, the 1980's would be 

much the same as the '50's and '60's for American unionism 

with sorne differences. These differences would primarily be: 

additional conflict brought about by realignments of power and 

organizational effectiveness; conflict in general competition 

for new members; increases in employer's resistance to unions; 

greater militance in negotiating the changing character of 

internaI union affairs and structure, and competition among 

unions and businesses for political influence. 

The Research problem 

Ideological analyses of unionism and the nature of 

working class consciousness do ne in the Aronowitz tradition 

leads to the expectation that the constraints of collective 

bargaining and aIl it implies splits organi~ed labor so that 

workers tend to be more radical than their leaders. As a 

result, particularly in an atmosphere of industrial 

restructuring, more concessionary options will be favored by 

leaders than rank and file and those close to them (e.g. 

grievers) . 

Weberian writings (like Form's) lead to the expectation 

of significant segmentation on issues because of divisions 

among workers (such as skill and age). In addition, the 

abili ty of the "social actors" involved in contract 
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negotiations and ratification to make rational choiees within 

the context of a declining manufaccuring base and plant 

rationalization is bou~ded by 1.he information available for 

calcu':'ated decision making. This leaves much room for the 

influence of political leaders. As noted by Richard Hamilton 

(1984), poli tieal choices which involve highly complicated 

issues have mueh potent ial t0 be shaped by those in positions 

of leadership. This would suggest that the raIe played by 

leaders who are closest to the rank and file, namely local 

presidents, might be expected to be influential in determining 

the out come of contract negotiations in the present era of 

economic transition and industrial restructuring. 

While relevant literature identifies the variables of 

skill, age, teehnology and local leadership to be important to 

any assessment of labor's response to the restructuring of a 

basic industry such as steel, preliminary fieldwork conducted 

from 1985-86 confirmed the importance of these four critical 

variables as weIl as identifying two others: age of plant and 

company's financial status. The potentlal influence of these 

variables in shaping labor's response ls considered in more 

detail shortly. Consider, first, the options available to 

workers. 

Given the catastrophie conditions of industrial decline 

and restructuring facing the United Steelworkers of America 

(USWA) with the onset of the 1986 contract talks, preliminary 

research condueted from 1985-86 and relevant literature in 
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industrial sociology suggested the following options from 

which the USWA response could be drawn: 

1. The union could refuse concessions on aIl 

"negotiable" issues including wages, manning (particularly, in 

this context, the practice of contracting-out jobs to non

union workers), or technical change. Thi ~ posi t ion had been 

taken in the past in the printing industry by the ITU, which 

held firm ûgainst concessions to weaker firms to redur.e 

compet i t ive pressures across the industry. (Lipset et al, 

1956; Giebel 1982) It is also evident in the six month long 

strike of the Hormel Company's Austin, Minnesota plant by the 

Meat Packers p-g local. Although the strike can be classif ied 

as "renegade" since it was opposed by the International and 

wage was the c.;entral issue, other negotiable issues relevant 

to "working condi t ionsl! had been paramount in the conf l ict. 

For over two years t Local P-9 officiaIs refused "to givel! on 

ei ther wage or working conditions (taken from an interview 

wi th :1 im Guyette, P1."esident of Local P9, Meatpackers, Austin, 

Minn. at the First National Rank and File Conference vs. 

Concessions, Chicago, Ill., Nov. 6, 1985). 

2 . The union could concede on one or another issue-

wages, manning, technology, or a combination of these. 

3. The union could try to segment the labor force as in 

the development of the U. S. steel industry in the 19th 

century, the two-tiered division of longshoremen in the early 

1960's and, more recently, the two-tiered arrangement in the 

airline industry. (Elbaum and Wilkinson, 1979; Stone, 1974; 
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Fairley, 1979; Fruhan, 1985) J'ill Ruberry has pointed out 

that the role of unions and worker resistance in developing 

structured labor markets in the U.S. has been undere~timated 

and mentions the longshoreman and steel unions as specifie 

exampl~s of union involvement in the shaping of segmented 

labor forces (Ruberry, 1978:32-33). 

4. The union could retreat from its traditional 

adversarial role in the event that either the second or third 

position is taken and an eventual contract signed, with 

acceptance of a form of the labor management participation 

concept. 

The Labor Management Participation concept (LMPT) was 

incorporated as a "voluntary" .lJrogram in the 1983 steel 

contract. It was intended to provide a new non-adve~sarial 

arrangemen~ in which workers and management would cooperate to 

improve working conditions as weIl as productivity at the shop 

f loor level. Labor Management Participation teams vary widely 

and little research has thus far been conducted to analyze 

programmatic differences and differences in outcome. To date, 

the long term implications of LMPTs have been entirely 

speculative (Cu~cher-Gerschenfeld, 1984; Zipp et al, 1984; 

Kornbluh, 1984; St. Antoine, 1984). 

5. Different levels of the union organization could take 

different positions on issues to be negotiated. The LMPT 

issue divided the international, district (whose director has 

voir.ed "ambivalence" toward the concept in an interview), and 

local organizations during the 1970'5 and early 1980's. Other 
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potentially divisive issues include demands by the company for 

concessions on wage, benefits, and remanning. 

6. Within the local organization, different workers May 

take different positions on the issues of wages, benefits, 

Manning, and technology as weIl as LMPTs--differences based 

upon skill level, age, and work division. 

7. Attitudes held by workers and the union officiaIs at 

local, district, and international levels cou Id change over 

time. This research was direct~d to identifying the reasons 

for these shifts in attitude. As noted above, Ashenfelter and 

Johnson's model of strikes (1969) suggests that a strike May 

be used by union officiaIs to induce more realism among the 

membership. In a time of industrial decline and 

restructuring, a strike May serve to bring "home" the 

realities of labor's bargaining position and an eventual 

agreement while dealing with the more militant elements within 

the trade union organization. 

Preliminary field work, conducted from June te December 

1985, suggested six major "contextual" variables which might 

be expected te shape responses at the local leve 1 These 

variables were used te select the four locals ta be compared 

in the proposed research. They included: 

1. company diversification vs. specialization in steel 

product ion: 

Because they have the option of shifting resources araund 

and do not depend on cash flow from a single industry or 

plant, diversified companies might be expected te take a 
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tougher position with their workers in negotiations than 

companies that are concentrated in one industry. 

2. company financial status: 

Although aIl of the companies involved in this comparison 

posted annual los ses in 1985, long term projections for some 

(Inland and USX) were more encouraging than for others (LTV 

and Bethlehem). This suggests that the most (long term) 

financially troubled companies could demand greater wage and 

remanning concessions. These companies could also prove to be 

the most divisive for union hierarchy, local leadership, and 

rank and file in contract negotiations. It could be expected 

that in dealing with th~se companies local presidents and the 

rank and file they represent would be more militant in the 

fact of wage and benefit concessions than the USWA hierarchy 

who will be more concerneG with possible corporate bankruptcy 

and the significant loss of membbrs and the threat to their 

pension rights that it involves (Crouch. 19~2). 

3. age of plant: 

Since older plants contribute to the over-capacity and 

inefficiency of the U.S. industry, they are more vulnerable in 

the current era of intensified competition. Workers at these 

plants will be more likely to face greater demands for wage 

and benefits, and possibly, work-rule concessions. 

4. state of technology at each plant: 

Since continuous casting has been recognized as the 

technclogy imperative to future steel production, those plants 

without continuous casters will be in a far less competitive 
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position. Workers at these plants will find it more difficult 

ta resist demands for wage and benefit concessions. 

5. age of work force at each plant: 

Although it has been suggested that younger workers are 

more likely to be militant in their response (Aronowitz, 

1972), the current crisis facing aIl steelworkers and the 

increased age homogeneity of the workforce which has resulted 

from lay-offs of those with less seniority and early 

retirements of older workers, suggest that there will be 

little if any difference in the responses of younger and older 

workers. 

6. political orientation of local administration: 

The concept of bounded rationality suggests that the 

complexity of the current situation in steel will increase the 

inflùence of local presidents in determining response among 

rank and file workers. As a result, local unions with 

presidents who have been moderate in their dealings with 

management and support ive of the International USWA leadership 

will be more likely to ratify the 1986 contracts. Locals 

whose presidents have been confrontational in their approach 

to management and have generally opposed International USWA 

policies, will be more likely ta reject their contracts. 

In arder ta allow comparisons of the effects of these 

variables, 1 chose to study the USWA locals listed below, the 

characteristics of which differ. 

Local 6787 (Bethlehem Steel, Burns Harbor, Indiana) 

. Local 1014 (U.S. Steel, Garyworks, Gary, Indiana) 
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. Local 1033 (LTV /Republic Steel, Chicago, Illinois) 

. Local 1010 (Inland Steel, East Chicago-Harbor, Indiana) 

A matrix delineating the differences among these lacals 

for each var iable appears at the end of this chapter. 

Research Methodology 

1. Da ta on the industry and campanies: 

The maj or U. S. integrated producers have followed similar 

strategies in restructuring their basic steel divisions, such 

as closure of non-productive faeilities, reduction in 

capaci ty, and adopt ion of new technologieE'. However, 

strategies aimed at remanning such as contracting-out and job 

cambinations, as weIl as attempts to introduce new appraaches 

ta labar management relat ions, have differed by company. In 

arder to ide nt if y strategies specifie to each producer and 

plant included in the study, in depth interviews of 

approximatel y 1-1/2 hours were conducted wi th management 

representati ves at each of the four plants: LTV IRepubl ic in 

Chicago; Bethlehem Burns Harbor in Portage, Indiana; Inland 

Steel in East Chicago Indiana; and the USX Garyworks in Gary, 

Indiana. 

In addition, data was r,Ollected on profits and los ses 

which trace the praeess of decline for each company. 

Interviews conducted with plant representatives (Bethlehem and 

USX companies) suggested that this prof i t / 10ss rev iew should 

begin wi th the ear l y 1970' s since the effects of the 

indu3try' s decljJle were not experieneed at plants in the 

Calum~t region befare this period. This infCJrmation is 
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included in Chapter 3 within the individual company profiles. 

These prof iles follow a description of the "state of the U. S. 

stee l industry. in Chapter 2. which out l ines the development 

of post war circumstances affecting aIl plants within the 

distr ict including the effects of foreign competition; the 

late modernization efforts of American producers; the rise of 

the mini-:::mill; shifting of the integrated sector from the 

East to Midwest; regional distribution of integrated sector 

from the East to Midwest; regional distribution of the 

integrated and mini-mi 11 sect ors of the industry; reg ional 

distribution of the unionized workforce within the industry. 

and regional wage differentials for unionized vs. non

unionized workers wi thin the industry. 

Company profiles include a descript ion of the companies 1 

posi tions in relation to the variables listed earlier; 

finaneial status, diversif ieation vs. specialization, age of 

plants involved in the comparison, age of the "hourly work 

force" at each plant involved in the comparison, description 

of technology at each plant, and comparison of the competition 

facing each plant incl uding compet i tian of other damestic 

producers wi thin the steel industry. 

The follawing sources were used to provide a broad range 

of data for each profile: company's annual and quarterly 

reports on prof i ts, los ses , and investments; comparat ive 

analyses published by f inancial analysts su ch as Solomon 

Brothers and Paine Webber; studies of the industry that 

include specifie information on individual companies su ch as 
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Hogan's five volume work (1971) and the annual reports of the 

American Iron and Steel Institute; interviews of plant 

managers; reports produced by plant public relations and 

research offices; reports of government and universi ty 

sponsored research groups such as the Chicago Task Force on 

Steel and the Midwest Center for Labor Research; and 

historical materials on each plant in the holdings of the 

Calumet 'Regional Archives at Indiana Universi ty Northwest. 

There have been a number of studies conducted of the 

Amer ican industry overall that have been part icular l y helpful. 

The works of Barnett and Shorsch (1984) and Barnett and 

Crandall (1986) of the Brookings Institute, Michael Borris 

(1983) and Hans Mueller (1984) provided much of the material 

for Chapter 2 which deals wi th the state of the U. S. industry 

to date. Hogan's work continues to be the only detailed 

historical study of the major integrated steel companies 

available in one collection. However, the last volume was 

completed in 1971 and so pre-dates the period of steel's 

decline in the Cal'lmet region (mid-1970 1 s to the present). As 

a resul t, interviews wi th plant representatives, companies' 

annual reports, and materials specifie to each plant housed at 

the Calumet Regional Archives were imperative to constructing 

profiles which would focus on the last critical decade in the 

history of Calumet area steel mills. 

While l had hoped to gain information on costs and pro-

fits and losses for specifie companies and plants from their -..... finance and personnel off ices, i t became clear that, as noted 
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by Robert Reich (1984), managers were unwilling to share 

information which might make them vulnerable to criticism. 

This was particularly true in my research because the bulk of 

data collection was conducted during the period of 

preparations for impending industry-wide negotiations which 

began with the LTV talks in early 1986. Hopes for gaining 

access to substantive plant level data were frustrated by 

plant representatives' refusaIs to provide reports beyond the 

Most superficial public relations materials. 

Information on the technology at each plant and the major 

international and domestic competitors within the product 

lines of each was gathered in interviews with plant managers 

and supplemented by the reports of the Midwest Center for 

Labor Research and the Chicago Task Force on Steel. A study 

published by purdue University's School of Cjvil Engineering 

(Patterson, 1985) contained an invaluable description of the 

technology currently in use in northwest Indiana's integrated 

steel mills. This was used in conjunction with an inventory 

of plant technology provided by the American Iron and Steel 

Institute and a directory of iron and steel plants produced by 

th~ American Iron and Steel Engineers. (See Chapter 3: 

Producing Steel in the 1980's.) 

2. Data and sources for each local: 

Data used to construct profiles of the four Iocals 1033 

(LTV/Republic), 6787 (Bethlehem Burns Harbor), 1010 (Inland 

Steel), and 1014 (USX Garyworks) which appear in chapters 4 

and 5 included a description of internal local politics; 
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identification of election procedures; description of local 

leadership's relationships with the district and international 

offices and rank and file organizations; and identification of 

reactions to rationalization policies. 

Data sources for each local included: general membership 

and caucus meetings, local newsletters, personal interviews 

with local offices (1-1 and 1/2 hours), telephone interviews 

of grievers (30-40 minutes), personal interviews with members 

and chairmen of the contracting-out committees (1-1 and 1/2 

hours), and archivaI materials for USWA district 31 housed at 

the Chicago Historical ~ociety. 

Unfortuna' =ly, the inaeeessibili ty of sorne data at sorne 

locals did not allow for a uniform set of data across aIl 

locals. At Locals 1010 and 1033, for instance, l was denied 

access to general membership meetings by the local executive 

boards. At Local 1014, past copies of aIl of the local 

newspapers were not accessible. In these instances, a series 

of interviews were conducted with union officers and members 

identified by their f~llow unionists as knowledgeable of the 

loeals' history and the contemporary issues relevant to their 

membership. Such interviews were conducted with Jerry Legg, 

Frank Guzzo and Doug Nelson at Local 1033; Al Sampter and 

Larry Warman at Local 1014; Joe Geryko, Cliff and Jim Mezo, 

Randy Vasilak and Mike Olszanski at Local 1010. 

l analyzed the data l had collected to assess the 

plausibility of the hypotheses listed earlier and alsd to 
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provide more detailed contextual information to answer the 

following questions: 

When did the problems of the industry become clear to the 

companies and local off icjals included in the compar.1son? 

What were the early reactions of unions and management to 

the erisis? III particular, to the extent that labor costs 

were seen as a problem, was the source of this problem 

overmanning, wage levels, resistance to teehnical change or 

other factors specifie to the labor force of eaeh plant? 

Profiles of the four locals were assembled to pravide 

answers to questions specifie to the influence of each 

organization' s political history in shaping response in a time 

of crisis, including ... 

On to what traditional, potential divisions do the 

locals' current problems have to be grafted? 

To what exten t, in what form, and wi th what outcomes, did 

issues relevant to restructuring pelicies arise in the past? 

Has there been a shift fram wage issues te others (e. g. 

issues of workplace control) under catastrophic conditions? 

Interview schedules: 

The bulk of my data on locals came from interviews with 

local union officers, grievers, contracting-out eommittee 

members '1"ank and file union members, plant managers and the 

staff of the Midwest Center for Labor Research. Interviews 

conducted wi th unionists, whether rank and file or local staff 

were semi-structured and contained the same core questions 

designed to assess attitudes toward LMPTs, continuous casting, 
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contract~,ng-out and job IIspeed-upll. In all, approximately 125 

interviews were conducted over the course of the two and one-

half year research project. The managers' schedule included 

the same "core questions" asked of unionists. In addition, 

managers and unionists were asked questions relevant to wage 

and benefit concessions pending negotiations of the basic 

steel agreements in August of 1986. Additional questions 

varied in accordance with the respondents' identification as 

management or labor and their specifie raIes in either of 

these groups. 

The personal interview schedules had a loosely structured 

format. While they aIl contained the same set of core 

questions pertaining to the crisis in the industry, and 

restructuring policies specifie to each plant, interviews were 

"open" in that respondents were given as much time as they 

desired to give their unsolicited views on the industry, the 

company and/or the local. Very often the unstructured part of 

the interview provided an equal if not greater wealth of data. 

All personal interviews were taped and names used only with 

the respondents' permission. The 38 grievers' interviews were 

conducted by telephone, by again, using a laosely structured 

format. 

Approximately 35 additional personal and telephone 

interviews were conducted with research staffs of the United 

steelworkers of America, The American Iron and Steel 

Institute, The Department of Labor and The Midwest Center for 

Labor Research. 
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Finally, it ls worth emphaslzing that this research was 

initiated before the onsft of the 1986 basic steel contract 

negotiations. This was done so that data could be gathered 

about attitudes toward the negotiations which would be 

uncontaminated by the tendency for those interviewed to 

rationalize their behavior "after the fact". This timing 

facilitated the realization of my two general thesis 

objectives: 

1. To describe what happened in the 1986 contract 

negotiations, since we lack thorough accounts of such events. 

2. To see how far the theoretical Interpretations 

outlined above make sense of what happened. 
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Chapter 2 

DECLINE AND RESTRUCTURING 
OF THE INTEGRATED STEEL SECTOR 

This chapter and the one following it out1ine the 

economic and technological problems confronting the industry 

which underlay bargaining issues critical to both management 

and labor in the 1986 contract negotiations. 

The U.S. Steel Industry in the 1980's 

In its 1985 Annual Statistical Report, the American Iron 

and Steel Institute noted that :'t')lnpanies accounting for 81% of 

the nation's steel production had an aggregate loss in their 

steel sections of over $1.7 billion in 1985 compared to a 10ss 

of about $31 million the previous year. Industry steel 

segment operations reported their last overall profit in 1981. 

In the four subsequent years total losses for basic steel 

operations reached nearly $7.4 billion. 

After an early post war period of preeminence (1947-1959) 

the U.S. industry had begun by the 1960 ' s to lose momentum in 

the face of international competition. Analyses of its 

decline identified causes which became a familiar litany 

during the industrial restructuring of the 1980'5: excess 

capacity, commitment to the open hearth furnace while foreign 

competitors adopted the more efficient basic oxygen furnace, 

reliance on North American sources of iron ore, late 

modernization and restructuring (Barnett and Shorsch, 1985; 
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l~ .. Mueller, 1984), excessive labor costs (Mueller, 1984), 

ineffectual U.S. trade and industrial policy (Borrus, 1983) 

and the rise of the mini-mill (Crandall, 1984). 

The degree to which blame can be laid sorely upon any one 

factor or set of factor~ in the making of the crisis in steel 

is admittedly questionable. The decline of the U.S. Steel 

industry is part of a structural change in the American 

economy which has severely affected aIl of the basic 

industries. That change 1s due to a highly complex dynamic 

euphemistically referred to by Daniel Bell as the development 

of a post-industrial society (1964). If Bell's discussion of 

post-industrialism seemed to have a highly abstracted and 

bloodless quality in the 1960 ' s, by the 80 ' s others like 

Robert Reich (1983) and Seymour Melman (1984) questioned the 

premise that advanced societies could write-off their basic 

industries in the name of economic progress. Melman suggested 

that corporate management had, in effect, adopted a policy of 

capitalistic determinism, accepting the inevitability of 

Bell's credo of post-ind'lstrialism and hastening the "end" of 

the country's basic industry through neglect that was hardly 

benign. Although few were willing to single out management as 

the perpetrators ot industrial decline, most economic analyses 

of the American Steel industry included mismanagement, 

par~icularly late modernization and rationalization in the 

face of stiff competition from the mini-mills and foreign 

produters, and high labor costs at the top of their lists of 

reasons for the crisis in steel (Lawrence, 1982; Barnett and 
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Shorsch, 1983; Mueller, 1984; Fruhan, 1985). Depending on 

ideological persuasion, whether pro-free trade or government 

intervention, analysts decried protectionism (Lawrence, 1982; 

Mueller, 1984) or called for a coherent industrial policy 

under the rubric of the re-industrialization of basic industry 

(Reich, 1982; Melman, 198~; Bluestone and Harrjson, 1982). 

Barnett and Shorsch (1984) describe the erosion of the 

U.S. industry's preeminent international position as 

irreversible by the 1970's. They single out the industry's 

principle long term strategie error in the 1950's as the 

failure to target investment toward performance improvement 

despite slow growth in tpe home market. By the 1960's 

managerial options were constrained by eXCéSS capacity, 

commitment to the open hearth, and reliance on domestic 

sources of iron ore. Since the 1970's the industry has been 

caught in a cycle of decreasing demand, poor profitability, 

lagging investment, and high costs ... 

"Instead of developing a strategy attuned to these 
realities, producers in the U.S. have responded 
defensively to their vulnerability on the cost 
front ... have been slow to adopt the newest 
technology ... and have devoted a rniniscule share 
of revenues ta research and development. Finally, 
they have failed to grasp the absolute irnperative 
of dynamic cast compet it i veness" (Barnett and 
Shorsch: 73-74) . 

While chiding the industry for rnismanagement, economist 

Hans Mueller noted that labor's excessive wage demands which 

climaxed with the Experimental Negotiating Agreement (ENA), 

adopted in 1972 in anticipation of a lengthy boom in the steel 

market, had the effect of drastical1y raising the industry's 
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hourly enployment costs in exchange for the abolition of 

nation wide import inducing strikes. Mueller noted that in 

1980, two years after the ENA was allowed to expire, the 

steelworkers premium over the manufacturing average was 92% 

(Mueller, May 1984:81). 

Labor costs (the level of wages and benefits paid to the 

unionized workforce that comprised 98% of the integrated 

sector in the 1970 1 s) resulted in a push for wage reductions 

in the 1983 basic steel con,ract. 1 The USWA conceded in 

return for promises from the companies that these savings 

would be used for capital investment in steel (plant 

modernization) and unemployment benefits. 

With the approach of the 1986 contract negotiations, 

steel industry observers discussed laborls contribution to the 

restructuring effort less in terms of wage concessions than 

changes in work rules governing remanning, job 

combinations/eliminations and contracting-out. In an upbeat 

Forbes magazine article (March, 1986), published shortly 

before the 1986 negotiations began, Donald Trautlein, 

President of the American Iron and Steel Institute and past 

CEO of the Bethlehem Steel Corporation, contended that 

changing union work rules could save more than $1-2 dollars an 

hour on average. The artlcle went on ta describe managementls 

concern with the issue of work rules in a pre-negotiations 

atm0sphere in which labor had been taking a hard stand against 

furtter wage concessions. The same article quoted George 

Ferris, the chief executive of Wheeling-Pittsburgh Steel: 
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"Hell--I'll pay $23 (an hour) if 1 can get the 
right kind of work. How much we pay isn't the 
problem. If we can get the work rules changed 
weill make it" (Flint. 1986:86). 

Ferris added that today even the union men are calling 

and suggesting where jobs can be saved. The article exulted 

that at Wheeling-Pitt the union had become part of the 

decision making process at every level. There was a prafit-

sharing plan and hopes to employa Japanese style lifetime 

employment plan (86). Despite the positive scenario depicted 

in the article, Wheeling-Pittsburgh continued to face a 

dramatic downsizing of its facilities and warkforce in the 

aftermath of its 1984 bankruptcy, including the sale of its 

rail mill built in 1982. 

USWA Presldent Lynne Williams countered that if 

management insisted that everything be done the Japanese way 

this shauld also include the Japanese trade-off of Iifetime 

employment. Williams explained why union workrules which were 

frequently criticized as archaic remained sacrosanct for the 

USWA weIl into the 1980's: 

I1What' s the single greatest fear the American 
worker has? That he's going to be laid off. One 
of the ways ta seek sorne measure of job security 
is to say you can' t have anyone else do this job ll 

(86) . 

Since the Japanese system i5 two-tiered with 

approximately 30% of its labor force guaranteed lifetime 

employment (Abegglen and Stalk. 1985), the quates by both 

Ferris and Willlams sugg~st an arrangement that has thus far 

been anathema ta the USWA--institutionalizatian of 
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contracting-out in conjunction with lifetime work for the 

remaining unionized workers in the aftermath of restructuring. 

Whi le the bread and butter issues of wages and benef i ts 

monopolized the pre-contract rhetoric from the earliest stages 

of this research, other issues of a more abstract nature were 

equally salient to the future of organized labor in steel. 

The work of sociologist ?hillip Nyden (1984) and economist 

Michael Borrus (1983) focl,.;.s on the long term relationship 

between management and labor in the thrûes of prolonged 

industrial restructuring. While Nyden viewed the survival of 

organized labor in steel solely in terms of the USWA's inter-

organizational dynamics, Borrus tied the survival of organized 

labor and the industry to a tri-parti te arrangement wi th 

government. According to Nyden, the options available to 

organized labor in steel include: decline, if the top 

leadership' s strategy of merger and organiz ing dr ives 

predominates, or stabilization and possible growth, if rank 

and file organizations continue to establish networks with 

non-labor interests. According to Nyden, these alliances 

should be aimed at fighting plant closures and working toward 

protective legislation for workers, unions, and industrial 

rommunities (117). Nyden did not name the types of non-labor 

interest groups which would best fit this inter-organizational 

grass roots alliance, which made his suggestion reminiscent of 

refe"ences to "communi ty involvement" that became a cliche' 

durinç: the 1960' sand '70' s. 

n 
" " -
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In contrast, Michael Borrus proposed government policy 

which would strengthen the Most viable segments of the 

industry. 

IIGovernment alignment wi th the mini-mi Ils , 
specialty producers, and regional producers would 
be politically feasible only if labor and aIder 
steel making communities are brought into the 
coalition. The point of course is to undercut the 
existing alliance of labor unions and whole 
communities with the big steel producers, since 
that alliance has served to benefit only the major 
producers. It will not be difficult to draw labor 
and communities into a cooperative coalition if 
their interests are served in good fai th. " (102) 

The data gathered for this research indicates that the 

suggestions offered by Nyden and Borrus fall somewhat short of 

the reality for organized labor in steel. Both analyses, 

Nyden's, tracing the evolution of the union (the established 

organization and rank and file groups) and Borrus's, tracing 

the demise of American steel, contribute to our understanding 

of the crisis faced by the industry and its labor force. 

However, Nyden's solution ignores the broader political 

context of the crisis and suggests that local union activists 

can successfull y organize networks to manage a "change in the 

economic structure that, in his own words l "may be analogous 

to the shift trom competitive capitalism to monopoly 

capi tal ism" wi thin the vacuum that has been U. S. industr ial 

policy (1984:118). Borrus's allusion te labor's cooperation 

in a tri-partite coalition, given that their "interests are 

served", ignores a reali ty recognized by Nyden--the 

"interests" of labor are not necessarily monolithic. What is 

good for the USAW as a "viable" labor organization in a period 
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of restructuring is net necessarily good for its rank and file 

membership, as those who have lost their jobs because of 

remanning concessions agreed to in contract negotiations 

conducted by International USWA staff and management could 

testify. The degree tc which the rank and file in 1986 were 

willing ta reject cont~acts which they viewed as 

concessionary, despite the international leadership's 

prognosis that rejection could close their plants and in sorne 

cases bankrupt companies, speaks to the schism between the 

organizational levels of the USWA. 

In the late 1970's with increasing steel plant closings 

the magnitude of the industry's long term problems became too 

apparent for federal policy makers to ignore. The Carter 

administration's trigger pricing mechanism, designed to 

contro] the flow of importp~ ~teel, aetually served to 

discourage the adjustment necessary for the irldustry's revival 

by increasing priees and making outmodeà plants artificially 

competitive. In the years following the enactment of the 

trigger pricing meehanisrn, the industry continued to depend 

upon government policy directed toward protectionist measures 

in response to international competitIon (Borrus, 1984:97). 

Under pressure from the Companies and union, the Reagan 

administration pulled back from i ts "free trade posture" ta 

im~lement protectionist policy in the form of Voluntary 

Rest~aint Agreements. In the 1980's, the United Steelworkers 

of Amp.rica had complied wlth the protectionist agenda in the 

n 
• hopes that steel jobs could be saved for American labor 
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despite the reality that the decrease in domestic demand for 

steel had contributed to job loss as surely as the lower cost 

of foreign vs. American labor. By 1984, the Chicago and 

northwest Indiana plants' major customer, the auto industry 

(accounting for an estimated 35-40% of total regional steel 

production) would be using 7 million tons less steel in the 

production of automobiles than it had in the 1970's (Dubois, 

1985).2 Faced with a continued shrinkage of international 

market share and domestic demand, the USWA began to look to 

government policy for solutions beyond trade legislation. In 

its 1986 Basic Steel Wage and Policy Statement, the 

International USWA leadership called upon the government for 

programs to stimulate domestic demand for steel, primarily 

through the rebuilding and repair of the nation's 

infrastructure. The appeal would go unheeded during the 

duration of the Reagan administration. 

The Mini-mill Phenomenon 

The rise of the mini-mills and their invasion of the 

integrated producers' markets was another phenomenon that 

could not be redressed through the protectionism sought of 

congress and the president. Within a decade, the mini-mill 

would present the most pronounced structural change that had 

taken place within the contemporary steel industry. In 1984 

the labor department assocJated the 50% drop in employment 

over a five year period for mills employing at least 250 with 

the substitution of lighter materials for steel, foreign 

imports, and the emergence of the mini-mille 
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Rather than beginning the steel making process with iron 

ore, as does the integrated operation, mini-mi Ils typically 

use scrap steel as raw input. The scrap is heated in electric 

arc furnaces producing molten steel which is cast and rendered 

into various structural shapes. Other mini-mills specialize 

in one or more of the steel making processes su ch as rolling 

or finishing. Mini-mills are less likely to be unionized than 

the larger (integrated) mills and less likely to be located in 

traditional major steel producing areas (the Northeast and 

Northcentral U.S.). While conventional integrated plants have 

employed more than 10,000, mini-mills employ fewer than 1000 

(Bureau of Labor Statistiçs, Nov. 1984). Although in its 

latest report on the steel industry the Bureau of Labor 

Statistics (BLS) did not use the categor ies "integrated" and 

"mini-mill" per se; it did distinguish mills by size of 

workforce and regional location. (The fact that the previous 

report published in 1978 did not include a breakdown by size 

or region reflects the importance of the regional shifts in 

the industry that have taken place and the importance of the 

mini-mill phenomenon during the five years between the two 

reports. ) 

Table 2-A is taken from the Bureau's 1983 report. It 

shows a concentration of smaller mills (those more likely ta 

be mini-mi Ils) in the South. Al though data was not avai lable 

fo~ size of establishment for the Western states, the category 

"si""e of compé'ny" suggested a concentrat ion of smaller stee l 

companies in the West.) The table also indicates the tendency 
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for mills in the South not to be covered by labor-management 

contrac'Cs. 

The BLS notcd a movement toward smaller mills and, to a 

lesser extent, toward non-union mills in non-metropolitan 

areas. The Bureau reported that in 1978-79 the USWA had 

contracts with plants employing 94% of the industry's 

workforce (Industry Wage Survey, May, 1980). In 1984 it 

reported that this figure had dropped to 92% (Industry Wage 

Survey, August 1983). However, it did not indicate the exact 

percent age of contracts whlch involved the USWA versus other 

(perhaps "company") unions. The Most recent information on 

the percentage of the integrated producers represented by the 

USWA available from the union's research office (1978) 

indicated the figure to be approximately 90%. However, as 

noted earlier, the larger mills suffered the greatest job loss 

from 1978 to 1983 (50%). In addition, the USWA claimed to 

have organized approximately 52% of the mini-Mill sector by 

1984--a figure which was disputed by a representative of the 

American Iron and Steel Institute on the basis of the 

"arbitrary application of the term mini-Mill which is 

sometimes used" (USWA, 1984; Anonymous Staff Member of the 

American Iron and Steel Institute, April. 1985). The fact 

that membership in tha USWA had been reduced by approximately 

50% by the time of its 50th anniversary in 1986 suggested that 

the strength of the USWA had been badly eroded in the 

integrated sector through job loss which had not been offset 
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by organization of the mini-mill sector (Serrin, 1985; Raskin, 

1986; Dinnen, 1986). 

The BLS reported that 61% of the 15,068 establishments 

with a "minority" or lino workers" covered by contract were 

located in the South. Twenty-one percent were located in the 

Central U.S., which by 1983 had the highest concentration of 

steel production workers of any region in the country (50% vs. 

21% in the Northeast, 17% in the South and 6% in the West). 

In addition to having the largest number of non-union workers, 

the South also had the largest number of smaller plants (less 

than 1000 employees) which are more likely to be mini-mills. 

Hourly wages for the small, non-unionized, southern plants 

were the lowest nationally, at $9.71 versus a national average 

of $11.87. While the stereo-type for non-traditional steel 

producing areas of low wages and non-unionization applied to 

the South, it did not apply to the West. Although only 6% of 

the establishments surveyed were in the West, aIl had a 

majority of workers covered by labor-management contract and 

the highest average hourly earnings ($13.05) of any region in 

the country. The relatively high hourly wage paid 

steelworkers in the West could be attributed ta the boom 

economy of the region which did not experience a regional 

recession until 1986, a recession effected by a gl~t in the 

oil and energy markets. This BLS data reflects the movement 

of the integrated sector ta the region of concern ta this 

research (see Table 2-A) and the concentration of the mini-
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mill sect or in the non-traditional steel producing regions of 

the South and West. 

Future Projections for the U.S. Industry 

Although still eating into the integrated producers' 

market share in 1985 the mini-mills began to face the same 

difficulties from foreign eompetitors and produeers of 

substitute materials that had plagued the integrated sector 

throughout the previous de cade (Mareus and Kirsus, 1985). 

Despite these difficulties, a Brookings Institute Report 

projected that by the end of the eentury, integrated steel 

mills in the U. S. will have lost 50% of eapaci ty while mini-

mills will have doubled their current out-put and capacity 

(Barnett and Crandall, 1986:114). 

In 1984 the Mayor 1 s Task Force on Steel in Chicago was 

established in conjunction with Northwestern University's 

Center for Urban Affairs and Poliey Research. This group 

would predate the Reagan adminiatration's presidential task 

force on steel by nearly three years. The Chicago group 

concluded that as the remaining core of the nation 1 s 

integrated steel sector in a local economy which was highly 

dependent upon the basic steel industry, the Calumet Region 

mills' long term survival co~ld b~ insured through the revival 

of the construction industry and the resurgerce and retention 

of the area's capital goods industries. This could ~xpand the 

market base of the local steel producers that had been 

dependent upon the shrinking demand of the auto industry. - Anne Markus~n, the task force consultant on the steel 
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industry, suggested that internaI industry changes should 

include investment in future technologies, and product 

innovation to balance the negative impact of process 

innovation on employment. (Markusen, 1985) Markusen's 

suggestions coincided wi th the USWA' s appeal for government 

sponsored infrastructural repair projects to stimulate 

domestic demand for steel. 

Crandall and Barnett (1986) of the Brookings Institute 

projected that the southern tip of the Great Lakes (Chicago 

and northwestern Indiana) would have the only integrated mills 

in operation after the year 2000. Three of these mills, 

Bethlehem' s Burns Harbor, USX Garyworks and Inland Steel would 

be totally responsible for the nation' s integrated steel 

production in the 21st century. (See Table 2-B.) These three 
J 

plants have been included in the research reported here. 

Barnett and Crandall' s projection was based largely upon the 

level of technology and relative modernization of the three 

plants. 

At the federal level, the Voluntary Restraint Agreement 

implemented by the Reagan administration to curb imports had 

been cri tieized 'by management and union as ineffeetual in 

combatting the import probh .. m which had captured 24.6% of the 

U.S. market in 1985. (The Ameriean Iron and Steel Institute, 

1985 Statistical Highlights) By late J986, the Reagan 

administration' s Restraint agreements would keep around a 20% 

lid on imports. (Taken from an interview wi th an Amer iean 

( Iron and Steel Institute staff member, November, 1986.) 
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However, the companies which were losing any semblance of the 

oliogopolistic arrangement that had marked the post-war 

industry would continue to hold a uniform line on the issue of 

import quotas. Along with the USWA they continued to pressure 

congress for an " improved trade bill" in 1987. 3 

In 1986, attempts to strengthen protectionist legislation 

passed Congress but failed to pass the Senate. They were 

aimed at quotas on foreign steel and similar products (those 

taking the place of steel items to avoid the Voluntary 

Restraint Agreement) and prohibitions against downstream 

dumping of foreign steel (selling foreign steel below cost to 

other markets, which was then used in finished products and 

imported to the U.S.). The outlook for passage of a trade 

bill had improved in 1987 with the Democratie take over of the 

Senate. Senator Lloyd Bentsen, the in-coming Chairman of the 

Senate Finance Committee, was said to have made passage of the 

trade bill a top priority. The fixation upon the import 

problem was destined ta be carried inta the next legislative 

session (The Hammand Times, December 29, 1986). 

A few months after LTV filed for bankruptcy in the summer 

of 1986, with Bethlehem Steel reported ta be on the verge of 

taking the same action, Secretary of Commerce Malcolm 

Baldridge announced the creation of a Presidential Task Force 

on Steel ta assess what appeared ta be a growing trend among 

steel companies to flle bankruptcy as part of their 

restructuring strategy (The Hammond Times August 18, 1986). 
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The Carter and Reagan administrations had refused to 

intervene in the rationalization of the steel industry. Both 

administrations had responded to the crisis in steel primarily 

through the external issue of trade-protection against imports 

(Carter in 1978, Reagan in 1985) and reduction of the dollar 

(Reagan in 1985) (Borrus, 1984; Commins, July 5, 1986; 

Neikirk, 1985). The tacit assumption that the crisis could be 

resolved externally through protectionism and monetary policy 

and internally through the efforts of the producers themselves 

began to give way in the last quarter of 1986. 

In a report published for the new year, the U.S. 

Department of Commerce projected that the ~ndustry's slump 

would continue throughout 1987 due to the decline in the auto 

industry, a decline in steel consumption by the construction 

industry, and no new relief from limits on steel imports which 

had already been affected by Reagan's restraint program. In 

addition, the long term outlook for the industry was equally 

discouraging. 

"The adverse trends buffeting the industry are likely to 

continue to keep steel consumption from rising much above 

current levels (The Hammond Times, Jan. 2, 1987). 

Summary: 

Federal administrations during the 1970's and 1980's that 

were faced with the down-side in the evolution of the American 

steel industry would focus upon circumstances external to an 

overall industrial policy or to the companies' efforts at 

corpora~e rationalization. Protection against foreign imports 
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and devaluation of the dollar would remain the backbone of 

government response throughout the Ford, Carter, and Reagan 

administrations. 

At the regional level, the Mayor 1 s Task Force on Steel in 

Chicago (1986) proposed an economic policy geared toward 

perpetuation of the area's steel production which by 1985 had 

become the core of the country's integraLed sector. Its 

report outlined a multi-focused plan incorporating the 

revitalization of the Calumet region' s basic steel production 

plus development of Chicago's service industries and hi-tech 

potential. However, Anne Markusen, an econornist and task 

force member who served as the group's consultant on steel, 

emphasized that revitalization of steel production in the 

Chicago area was tied to local market factors--the 

construction, capi tal goods, and auto industries which could 

continue in their prolonged slump wi thout government 

stimulation of demand. In a report produced for the task 

force, M,'rkusen agreed with critics like Seymour Melman that 

the basic industries and federal government had been 

increasingly geared toward defense production in a shift from 

products geared toward infrastructural repair (Winkley, 

Jan. 19, 1987). 

The international USWA 1 S most public response ta i ts 

increasingly dlminished role in the industry was presented in 

its Basic Wage and Policy statement (January, 1986), which 

called for the type of government stimulation suggested by 
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Anne Markusen in the form of programs aimed at repairing the 

nation's infrastructure. 

With two years remaining in his eight year presidency, 

and wi th two of the nation' s 1argest producers near f inanc ia1 

collapse (LTV and Bethlehem Steel), Ronald Reagan appointed 

his own task force on steel. Preliminary indications did not 

suggest that the role of Reagan' s presidential task force 

would significantly change the role that had been assumed by 

past administrations, to refrain from interference wi th 

corporate restructur ing strategies beyond an, as yet, 

unformulated approach to those filing for or close to 

bankruptcy. 
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Chapter 2 Notes 

1According to the USWA Research Department in 1978, 

approximately 90% of the integrated mills were organized by 

the USWA. Another 9% were organized by "other unions". 

2The Midwest Center for Labor Research noted that this 

7 million ton slippage from over one decade was somewhat over 

stated since more steel was being routed through steel service 

centers (warehouses/distributors) and the Steel Service Center 

Inst i tute did not have pree ise data on how much steel from 

service centers was shipped to particular industry customers. 

3Sorrus has noted, 

"Import relief actions had actually started at the end of 

the steel boom in January 1975, when United States Steel filed 

seven countervailing petitions with the treasury department 

against six European Economie Community (EEC) producers and 

Austria. The treasury department dismissed the steel 

petitions in June 1975 and U.S. steel subsequently filed suit 

in eus toms court under the court review clauses of the 1974 

trade act (87). In July 1975, American Specialty Steel 

Producers and workers f iled a peti tion wi th the International 

Trade Commission for special import relief for stainless and 

alloy steel producers in the EEC, Japan, Sweden and Canada. 

The rTC (International Trade Commission) ruled affirmatively 

in January, 1976 and recommended protectionist quotas. 

President Ford attempted to avoid outright protectionism by 
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negotiating Orderly Marketing AGreements with the countries 

involved. Only Japan agreed and three year quotas were 

subsequently imposed on the other importers." (87) ( 1983, 

"The Politics of Competitive Erosion in the U.S. Steel 

Industry", Michael Borrus in John Zysman and Laura Tyson 

(eds.) American Industry in International Competition: 

Government Policies and Corporate Strategies, Cornell 

University Press, Ithaca, N.Y.) 

~ 
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COMPANY AND PLANT PROFILES 

Corporate Specialization in 
Steel Production vs. Diversification 

To unionists, the extent to which a company's assots were 

concentrated in steel by 1985 was a measurement of its 

commitment ta the industry. Interviews held prior to the 

negotiations indicated that the USX, and ta a lesser degree, 

the LTV Corporation were perceived as having long term 

interests in divesting their steel holdings in favor of more 

lucrative ventures, aerospace in the case of LTV, energy in 

the case of U.S. Steel. 

) Although the public image of LTV and USX 15 that both 

corporations are highly diversified, a study of their annual 

reports, as weIl as those of the Bethlehem and Inland 

corporations, suggests that the contextual variable of 

specialization in steel vs. diversification presented in Table 

1 should not be treated unqualifiedly as discreet. According 

to the four companies ' 1985 annual reports, the percentage of 

total assets held in basic steel are approximately as follows: 

LTV Bethlehem Inland USX 

77% 90% 78.5% 30% 

Clearly the two extremes on the specialization vs. 

diversification variable are Bethlehem, as a company with its 

production concentrated in steel, and USX, as a highly 

diversified company. After selling its f eel service center, 
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Tull Industries, ta Inland in 1985, the balance of Bethlehem's 

non-steel holdings were in Kusan Inc., a plastics company. 

Since its acquisition of Marathon ail in 1983 (Texas ail and 

Gas was not acquired until after publication of the 1985 

report), the balance of USX holdings were in the energy 

1ndustry. Its other holdings included Cyclone Fence, American 

Bridge, USX Engineering Consultants, mining companies, a real 

estate business and several railroads including The Elgin and 

Joliet and Western railroads. 

Inland and LTV are not so cleanly distinguished. 

Although both companies have approximately the same percentage 

of their assets in basic steel, LTV's holdings are diversified 

into non-steel related industries: energy, aerospace and 

defense. By 1985, Inland had divested aIl of its ,oldings 

which were not steel-related. In addition to its one 

integrated steel plant, the corporation owned Ryerson Inc., a 

steel service center (warehouse and marketer of steel 

products). It would acquire a second steel service center, 

Tull Industries trom Bethlehem in 1986. Steel service centers 

are a separate sector of the industry and one which, though 

not in ~irect competition as producers (li~e the mini-mills), 

does compete with integrated mills in that it handles the 

marketing of domestic and foreign steel products of aIl types. 

G1ven this, l decided to treat Inland's steel-related holdings 

as <n indication of diversification. 
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Corporate financial status 

Table 3-A reflects the damage done to the domestic 

producers across the industry since 1982. It also reflects 

the comparative advantage of Inland and particularly the USX 

corpora t ions dur ing the U. S. industry' s dec l ine and 

restructuring. 

While USX posted a 1985 less in its steel division of 

$610 million dollars, it was the only company to post an 

overall net profit ($409 million), which was largely due to 

i ts energy segment. Al though Inland Steel suffered i ts 

greatest loss during this ten year period in 1985, its 

relative strength is demonstrated by i ts consistent prof i ts 

from 1975-82. During this same period, the other producers 

had each exper ienced severe slumps: LTV in 1977, USY.: in 1979, 

Bethlehem in 1977. Th~ USX Corporations' loss of $293 million 

in 1979 was attributed to an estimated provision for steel 

operations shut-down liabilities. Bethlehem's loss of $448.2 

million in 1977 was due to liabilities incurred from major 

operation shut downs as we Il as disrupted operations and 

property loss at the Johnstown and Lacawanna plants caused by 

a severe winter and sprirlg f looding. This set-back, the 

greatest in i ts history. would handicap Bethlehem as i t faced 

the worst of the industry wide decline from 1982-85. It would 

also be a harbinger of the problems wi th loss in market share 

that would plague the domestic industry into the 1980'5. 

Barnett and Shorsch (1983) have pointed out that sinee 1975 

imports inereased thelr share in integrated markets more 
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1981 386.) 210.9 57.3 1,077 
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Tnkem frorn Corporate Anmml IlcporLs of the (U.S. Sleel) USX, I.'t'V, Inland and Bethlehem Steel Corpcrationn 
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drastically than in the U.S. market on a whole. When imports 

were combined with mini-Mill sh1pments, the market share of 

the traditional integrated sector fell from 95% in 1960 to 60% 

ln 1~S2. LTV's kcpuhlic ~~eel merger in 1984 could in 

retrospect be considered inju~icious, if not disastrous, 

particularly in light of a string of annual losses resulting 

in its 1986 bankruptcy. 

In summary, while the 1980'5 held much the same 

experience for the four producers, the degree to which 

corporate diversification helped to offset the decline within 

companies' steel segments can be seen most readily in the case 

of the USX Corporation which had the lowest percentage of its 

assets in steel and was the only corporation to post a net 

profit in 1985. In contrast, the highly concentrated 

Bethlehem Steel would post the second largest loss in its 

history. Unionists projected that the USX contract talks 

would be the Most likely to lead to a strike, in large part 

because of the corporation's ability to absorb its costs. The 

precarious financial situations of Bethlehem and LTV would 

make them the least likely candidates for a Hork stoppage 

particularly given the USWA's formaI recognition that both 

corporations merited "financial assistance" from labor te 

maintain their viability. Although Inland and LTV's 

percentage of holdings in steel were the same, Inland's 

consistent modern~zation and reinvestment in its one steel 

plant improved it's long term prospects. In contrast, LTV and 

Bethlehem were both strapped with heavy liabilities incurred 
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by shutting down outmoded facilities in the late '70's and 

into the '80's. 

Wh1le a comparison of profits and losses for eaeh 

producer suggests similar difficulties in facing the 1986 

contract talks, USX and Inland were in a eomparatively 

stronger position than either LTV or Bethlehem. The general 

consensus among unionists was that USX would prove to be the 

toughest nut for labor to crack in the 1986 talks. 

Producing Steel in the 1980's: 
Technology, the Key ta Future Viability 

In wllat wculd become a classic study of the contemporary 

U.S. steel industry, Donald Ba~nett and Louis Shorsch (1983) 

assessed the causes of Japanese productive advantage over the 

United states in the integrated production of cold rolled 

steel and wire rod. They concluded that technological 

differences were the predomjnant cause of the superior 

Japanese productivity providing 70% of the net advantage 

enjoyed by the Japanese in 1980 (182). As a matter of fact, 

the researeh reported here indicates that plant technology and 

its effect upon profitability would b~ the most decisive 

contextual variable influencing the USWA international 

hierarchy's response to restructuring and their approach ta 

the 1986 Basic Steel Contract negotiations. l go into some 

detail on this in Chapters 4 and 5. 

The description of the steel making process which follows 

1s critical ta an understanding of the importance of 

technologieal innovation to the viability of integrated steel 
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production. It is taken from a report on northwest Indiana's 

Steel Industry published by Pur due University's School of 

Civil Engineering (Patterson, 1985:10-18). Figure 3-A is a 

graphie representation of the process described below. 

Coking, sintering, iron-making, steel making, rolling and 

finishing are the major activities involved in steel 

production. Coking involves heating coal in the absence of 

air and driving 0ff some of the non-carbon constituents of 

coal. The sintering process aggregates fine ore particles 

into lumps that can be used in blast furnaces to increase 

productive efficiency. Iron is made in blast furnaces from 

ore and sintered iron bearing materials (scrap, coke and 

limestone) through which pre-heated air_ is blown which reduces 

the iron oxides, extracts the iron from the ore and combines 

it with other residual materials creating a slag which floats 

on the molten iron. To make steel with the desired properties 

(hardness, tensile strength, malleability, etc.) sorne of the 

trace metals and other materi .~ must be removed and others 

added. This ls done through the processes of the open hearth, 

basic oxygen, and electric arc furnaces , augmented in sorne 

cases by treatment in a ladle. In order to save heat, the 

molten iron is usually transferred directly from the blast 

furnaces into steel-making furnaces except in the electric arc 

process, the process used by mini-mill producers, which starts 

with co Id pig iron and scrap together with whatever alloy 

metals need to be added. When the steel is made, the molten 

Metal is cast into ingots or poured into a continuous casting 
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machine which bypasses the ingot and primary rolling stages, 

directly produ.cing blooms or slabs. In primary mills, ingcts 

are converted ta forms for further shaping in the hot 

finishing mills. Continuous casting is much more efficient 

than tradi t ional mill ing of ingots since it produces very 

little scrap for recycling. 

Of the three types of furnace processing, open hearth, 

electric arc and basic oxygen, the aIder, open hearth process 

is more flexible in the percentage of scrap it can be charged 

with (30-100%) but has a higher initial capital investment 

than the other two in relat ion ta the quanti ty of steel i t can 

produce in a given period of time. 

The electric arc furnace 1s essentially a cold metal 

furnace unable ta effectively use molten iron in the charge. 

Depending on the costs of electricity, scrap, and pig iron, 

the electr ic arc furnace tends to be a 100% scrap user except 

fo:c the ore used to provide the oxygen essential to the 

process. The initial capital cast of e lectr ic arc furnaces is 

abou t 60% of the cost for the open hearth and no iron-making 

furnaces are necessary for use directly in connection with 

them. In addi t ion, the quali ty of the alloys produced can be 

carefully controlled. (Scrap cornes in varying degrees of 

purityand includes "tramp" metals--aluminum, copper, tin, 

etc.--which if left in the final alloy would give the steel 

undesirable qualities.) Since aIl steel production involves 

thE' use of sorne scrap and aIl of the "tramp" metals cannot be 

removed by oxidation, the residuals are removed by diluting in 
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the final product. As a result of these advantages, by the 

1960's electric hearth furnaces were beginning to replace many 

of the open hearth facilities. 

The basic oxygen furnace (BOF), was initially introduced 

in Austria in the late 1940's. The BOF with oxygen blown in 

from the top continues to be the main type of basic oxygen 

furnace but the newer bottom blown furnace (Q-Bop), developed 

and promoted by U.S. Steel and others, claims advantages over 

the top-blown furnace--smoother blowing, higher yield and an 

ability to melt 5-8% more scrap. Its other advantages 

include: half the capital investment of the open hearth 

furnace; a high refining speed, and significant economies of 

labor and space. 

When the steel leaves the furnace it is either 

conventionally cast or continually cast into blooms, billets, 

or slabs for flnishing into var:ous shapes, sheets, and strips 

to be sold to steel fabricators. For casting i t may be 

subjected to vacuum degassing to reduce carbon, hydrogen, and 

oxygen content, irnprove steel cleanliness, and to enhance the 

mechanical properties of the steel. (Fln~shing is a complex 

group of operations because of the variety of products 

produced. ) 

Continuous casting ls an important feature of newer 

integrated steel production. By using molten steel directly 

rather than reheated ingots it is more energy efficient, and, 

because the process is automated, less expensive ta operate - even though it requires costly, complex machinery. While hot-
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rolling fs less expensive than cold rolling, cold rolling can 

produce thinner strips and finer surface qualities. 

The three plants included in this study which have 

continuous casters, Bethlehem Steel Burns Harbor, Inland 

Steel, and USX Garyworks are all reported by their managerial 

representatives ta be pursuing improvements in the continuaus 

casting process. Sorne of the new techniques involved electro

magnetic stirring, moist cooling and the use of special 

refractories and slags. Such techniques should lead to the 

adopt iO:1 of hot-connect ing which would improve the con tinuaus 

casting and hot rolling processes, insuring the improvement in 

the production of thinner strips and finer surface qualities. 

These are characteristics desired by the area mills' major 

customers, the manufacturers of automobiles and fabricated 

Metal products such as containers, equipment, appl iances, and 

machinery. 

The Purdue report summarized the position of northwest 

Indiana's integrated mills as f~vorable in their ability to 

abtain raw materials and ta deliver thelr principle products 

of sheet and strip ta these major customers (19). 

products and Technolagy at each Plant: 

Table 3-8 which presents the products and technalogy 

emplaY'2!d by the four plants included in the comparisan on 

which this research ls based fol lows. It is drawn from 

information pravided in the American Iron ëmd Steel Engineers 1 

1984 Directory af Iron and Steel Plants, The American Iron and 
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Steel Institutes' 1983 Steel Industry in Brief Data Book, and 

the 1985 Annual Reports of each company.1 

A Comparative Summary of Product Mix 
and TeLhnology for the Four Plants 

Bethlehem Steel Burns Harbor, Inland Steel, and USX 

Garyworks have a similar product mix, including the full 

product line associated with integrated producers. As a 

result these plants r.ompete for the same markets. They 

provide sheet, strip, plate, and bar products to the auto 

industry and other durable golds manufacturers and in the case 

of Inland and the USX plant, structural products to the 

construction industry. LTV/Republic steel supplied solely bar 

products and merchant billets to durable goods industries 

(primarily to automobile makers). A severe slump in the hot-

rolled bar market, braught about by a recession in the auto 

industry in 1986, had a dev3stating effect on the Chicago 

plant. The LTV/Republlc plant absorbed over 1/2 of the drop 

in domestic market share for hot rolled bar, which fell from 

68% in 1985 ta 58% in 1986 for the top four U.S. Producers, 

LTV, Bethlehem, lnland and USX. Although the LTV/Republic 

plant would prove to be the biggest casualty of the down turn 

in automobile manufacturlng, ail of the district's integrated 

producers were hurt by their aependency on the industry as a 

major consumer (Dubois, March, 1986:17). 

The LTV/Republic plant, Inland Steel plant, and USX 

Garyworks are of comparable age, aIl having opened within the 

first quarter of this century. The Inland Steel plant and USX 
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-- Garyworks have benefitted from modernization during the 

1980's. The Inland plant, in particular, had consistently 

undergone modernization, including a massive expansion 

campaign during the 1960's. Su ch efforts continued throughout 

the company's rationalization program in the mid 1980's. By 

1986 Inland had four continuous casters in operation, 

accounting for 80% of its steel production--the highest 

percent age of any producer in the U.S. industry. USX 

Garyworks has been far less consistently modernized but has 

recently benef i tted by the addition of a "state of the art" 

continuous caster, a much more sophisticated caster than its 

first which had been in operation since 1967 and was rebuilt 

in 1981. 

Of the three older plants, the LTVjRepublic plant is the 

least modernized. Although the plant did have basic oxygen 

and electric arc furnaces (the latter would have made the 

plant viable as a mini-mill), they were among the operations 

closed around the time that the company filed for bankruptcy 

in the summer of 1986. By 1986 only the 11 11 bar mill and coke 

furnaces would be in operation. 

As the newest plant in the United States, Bethlehem's 

Burns Harbor plant, opened in 1964, 1s considered highly 

product:ive and "state of the art ll by U.S. standards. It has 

two cor-tinuous casters, and along wi th the Inland plant, has 

the on)y ~eat treating line in the U.S. 1 a facility which 

trea~s very thin but strong steel used by tne auto industry. 

Other technologies incl~~e an electro-galvanizing line, also 
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used in producing steel for the auto industry, which has been 

( used to gain experience for a new, totally automated and 

computerized plant built by Bethlehem and Inland Steel in Ohio 

which 1s slated for operation in 1987. According to Burns 

Harbor plant representative, Mike Heaghy, the Ohio electro-

galvanizing plant would be managed from the Burns Harbor 

facility. The raw materials and handling areas at Burns 

Harbor are also completely automated and computer controlled. 

Joint efforts among producers, such as the Bethlehem-

Inland electro-galvanizing plant, and research on more 

effective ways to convert domestic raw materials into molten 

steel conducted at Argonne National Laboratory under the 

auspices of the American Iron and Steel Institute (the 

association of American steel companies), have arisen in 

) response to mini-mill and foreign competition during the 

1980's. Other joint efforts have involved foreign competitors 

as weIl as the industry's chief customers. USX is jointly 

operating a sheet and tin mill plant in California with a 

Korean producer, Phang Iron and Steel, and is planning a two-

sided electro-galvanizing line at the Ford Rouge plant in 

Michigan. Inland Steel has a joint venture with Ford to 

research and develop a think strip caster which will eliminate 

the hot strip mil! used to convert slab ta a much thinner 

strip for use in automobile production (AISI, May 1985; 

Interviews with David Burns, Bethlehem Steel Burns Harbor and 

Tom FerraI, USX Garyworks). 

( 
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The joint effort by Bethlehem, Inland, and the USX 

corporations involve the three Most viable producers in the 

integrated sector all of whom share sorne hope for the future 

on the basis of owning the three most modernized integrated 

plants in the U.S. industry--Bethlehem's plant at Burns 

Harbor, the Inland Steel plant at Indiana Harbor, and the USX 

Garyworks. 

Management's Assessments of Plant 
an~ Overall U.S. Industry Viability 

" .. ' Cor 
In the Winter of 1985 and Spring of 1986,interviews were 

conducted with representatives from each of the plants 

included in the study. These representatives included public 

relations directors--LTVjRepublic, Bethlehem Burns Harbor, USX 

Garyworks, and Inland Steel; a director of Labor Management 

relations--USX; and a plant manager--LTV/Republic Steel. 

Management 1 s responses indicated a general feeling that 

factors largely beyond the control of managerial policies were 

Most to blame for the current crisis in the industry. AlI of 

the representatives identified continued loss of market share 

to foreign competition; the high value of the American dollar, 

high labor costs due to excessive wages, benefits, and over-

Manning as the three most significant problems faced by their 

plants and the industry on a whole. 2 Lack of modernization 

and companies' diversification policies were considered to be 

less significant problems during the current era of 

restructuring. Only David Burns of Inland Steel mentioned 

labor's resistance to technological change as a significant 
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problem at his plant. In elaborating upon his response he 

said that there had been uneven cooperation from labor on some 

remanning issues. While labor had cooperated with reman~ing 

efforts involving small crews with multiple skills assigned to 

operate and maintain the new caster, workers had resisted 

remanning production units assigned to the plantIs electric 

arc furnace. According to Burns, this resistance came from 

the rank and file rather than from the official local union 

leadership. 

"We can get conceptual agreement from the union 
leadership, but a union is a democracy and these 
kinds of questions have to be submitted to a 
membership vote. In a plant which is introducing 
a tremendous amount of new technology the 
remanning necessary to efficiently operate that 
new technology can be met with resistance from the 
membership" (Burns). 

In comparing the responses of plant representatives 

interviewed to those of local union officers there was a great 

deal of unanimity of opinion on the issues identified as MOst 

significant to the future viability of respective plants and 

~he U.S. industry. With only two notable exceptions, which 

will be discussed in Chapters 4 and 5, local officers ranked 

imports and the value of the dollar as the first, second or 

third Most important factors influencing the future viability 

of their plants. As could be expected, labor costs were 

viewed as relatively insignificant while company 

diversification (in the case of the USX corporation) and lack 

of modernjzation (LTV-Republic and USX) were viewed as highly 

significant problems which continued to plague plants and the 

overall domestic industry. Only Maury Richards, president of 
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Local 1033 (LTV/Republic), and Mike 01szanski, Vice-President 

of Local 1010 (In1and Steel), did not give top rankings to the 

value of the American dollar and foreign impol'ts, Both men 

indicated that emphasis upon these factors had succeeded in 

increasing American workers' hostility toward foreign workers 

while serving as scapegoats for both the companies and the 

"business unionism" practiced by the International USWA. 

The finding that plant managers and local union officers 

agreed upon the importance of technology i9 most interesting 

given the recognition that techno1ogy decreases the labor 

intensity of steel production. The situation at In1and Steel 

described above suggests that although 1abor perceived 

techno1ogy to be critica1 to plant viabi1ity, there are still 

instances of behavior resistant to the inevitabi1ities of its 

adoption--the permanent 10ss of jobs. 
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Chapter 3 Notes 

l When this re~earch began in December 1984, the 

LTV/Republic plant was $till an integrated mille In 1986 the 

plantIs Q-Bop (basic oxygen) furnace was closed. While the 60 

coke ovens are st i 11 operat ing, they are suppl y ing the 

company 1 s East Chicago Harbor plant which is completing the 

steel making process and continuously casting steel. Although 

the LTVjRepublic plant h3S an electric arc furnace which would 

al1ùw i t ta produce steel as a mini-mill, i t toa has ceased 

operation. The plantis heating treatment, blooming mills, 

rolling, pipe and seamless mills, finishing mills, and 

galvanizing line have aIl be closed. Along with its coke 

ovens, onl y an 11'' bar mill continues to operate to date. 

2At the time of these interviews, efforts had not yet 

been made by the U.S. government in concert with the 

international economic communi ty ta reduce the value of the 

American dollar which was negatively effecting the balance of 

trade and discouraging foreign and dnme~tic consumption of 

American products. 
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Chapter 4 

THE BACKGROUND OF THE 1986 CONTRACT NEGOTIATIONS 

The early to mid 1980's was a period in which the 

industry's continued downward slide threatened both management 

and labor regardless of company. However, the goals of 

rationaliza '- ion would be a greater threat to sorne plants than 

to others. Chapters 4 and 5 present data on District 31 and 

each local organizat ion which further descr ibe the contexts 

for response to the 1986 contraet negotiations in basic steel. 

Chapter 4 describes plant characteristics and Identifies key 

organizational factors which are common to aIl four Iocals and 

those which explain differences in response. Chapter 5 

presents brief historical profiles of District 31 and the four 

locills and relates political tradition to the bargaining 

issues of most signif icance to each local organization. 

Chapter 4 begins wlth a description of the USWA 

consti tut ion in theory and pract ice. It then descrIbes the 

way in which contemporary poli tics wi thin DistrIct 31 may have 

been affected by internaI organizatlonal factors: the 

differing racial and ethnie composition of each local and 

purges of the left. This provides a background ta the 

separate sections on plant characterlstics and how each local 

voted on the 1986 contracts. Finally, the major bargaining - issues eommon to aIl four locals are ident i f ied and discussed 
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in light of their relevant signif icance to each local and 

plant. 

Locals 1 common historical origins and constitution 

The four locals share a common 01' igin in the Stee lworkers 

Organizing Commi ttee (s'Woel established in Distr.ir.:t 31 by the 

Commi ttee (later Congress 1 of Industrial Organizations (CIO) 

under the direction of John L. Lewis in lS36. The United Mine 

Workers of America were instrumental in the organizing effort 

and much of the organizational structure of the United 

Steelworkers of America which would evolve from SWOC was 

borrowed from the UMWA. 

Locals 1033 (LTV jRepublic Steel), 6787 (Bethlehem Steel 

Burns Harbor) 1 1010 (Inland Steel), and 1014 (USX: Garyworks) 

are plant level USWA organizat ions subject to the 

International Ust'lA r s constitution. They are located wi thin 

District 31, the "Calumet Region", one of twenty-three such 

geographicall y deI ineated distr icts which are administrat ive 

units within the International organization. 

The adminIstratIve structure of the Uni ted Steelworkers 

is a three tiered pyramld. The top t ier conslsts of the 

International offlcers wi th headquarters in Pl ttsburgh; the 

second tier the district directors and their appointed staff, 

and the third t ier the local union orgamza tians. 

International offlcers, including President, Vice-Presidents 

of Administration and Human Af faIrs r Secre1:ary and Treasurer 

are elected by the International membership at large for four 

year terms. The district directors are also elected for four 
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year terms by the membership within their districts. These 

offices and the National Director of Canada comprise the 

International USWA Executive Board. 'l'he board is responsible 

for enforcing the constitution and carrying out the 

instructions of the International Conventions which are held 

biennially (1984 Constitution of the International USWA, 

Article IV). 

Nyden (1985) has traced the process of centralization of 

authority at the top (the international) tier of the 

organiza t ion. The industry's efforts to modernize and 

reorganize from the 1960's through the 1980'5, which involved 

holding down costs and generating enough capi tal ta fuel 

modernization, was coupled with pressures on the union to 

centralize its bargaining functions ta effect "more 

predictable and cooperative" labor relations during this 

period (47--48). Jim Balanoff, District 31 director from 1977-

1981, has contended that this centrallzation of authority 

reduced the district directors ta functionaries of the 

International Offlce dependent upon district staff appointed 

and controlled by the International Executive Board (Balanoff, 

1983). 

It is widely thought that control over the electoral 

process has been an important element in the centralization of 

power within the union. Access ta union offices, an 

ùttractive option for those with leadership and/or 

organizatlonal ability who aspire to exchange the routine and 

danger of millwork for the prestige associated with elective 
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office and the safer environment of the union hall, is, in 

theory, con~titutionally controlled. The elected position of 

teller is an important factor in this control. International 

tellers tabulate results from aIl USWA locals for 

international elections. Tellers are elected at alternate 

international conventions through means chosen by the 

International Executive Board. Local unions are involved in 

the nomination and election of the International Executive 

Board. The International Constitution stipulates the 

composition of local election committees who supervise the 

elections for international office at the local level and 

tabulate results. The four top local officers (president, 

vice-president, reccrding and financial secretaries) serve on 

the election committee with six other members elected by the 

local rank and file. 

It ~s also widely believed that the Internationalls 

control over this electoral process has been used ta influence 

election results. In the case of one local involved in this 

comparison, Local 1014, opponents of the previous president 

suggested that his position as International Teller had 

provided him w~th the protection of the established USWA 

hierarchy despite allegations that he had abused the 

presidential office. According ta one of hlS opponents, "Held 

been international teller for sorne time. He knew where the 

bodies were buried. Il (Anonymous member, Local 1014) The 

expectatlon that elections were stolen at aIl organizational 

levels of the USWA was strongest at Local 1014 (USX 
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Garyworks), a local with a long tradition of contested 

elections. 

This tradition suggests that although the centralization 

of power through the electoral process within the USWA is 

extensive there is "slack" in the system to allow for 

"varying ll interpretations of local election guidelines. There 

is sanctioned election procedure for selecting local officers 

and candidate eligibility outlined in the International 

Constitution and in an election manual for local organizations 

published by the International. Despite such specificity, 

Dave Sullivan, past President of Local 6787 (Bethlehem Steel 

Burns Harbor), told me that the constitution and election 

handbook provide enough leverage so that " pas t practice" at 

each local significantly influences election results. Thus 

the importance of the electoral process to gaining and 

maintaining power for leaders at the internatIonal and local 

levels has resulted in compromise in the application of 

international guidellnes wi th in the context of locals l "past 

practices" . 

Nyden (1985) has described the USWA as a union which has 

avoided the reputation for corruption associated with other 

unions such as the Teamsters. However, the USWA has not 

escaped intimations and outright allegations of election fraud 

throughout its history. Local 1014, USX Garyworks, provides 

the most extreme example of chis at the IacaI level. A reVlew 

of District 31 papers held by the Chlcaqo Historical Society 

identified eight protested elections in Local 1014 between 
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1946 and 1965. Although two protests concerned grievers' 

electiens which can be held any time there is a vacancy on a 

grievance committee, the remain~ng six protests were leveleà 

against every local election held during the 19 year period. 

Al though 1014 lS known for Hs tradi tion of protesting 

elections throughout the international organizati0n, this 

illustrates the importance of political affiliation for those 

selected to count election ballots. The opportunity te "steal 

elections" makes the sp.lection of tellers who are supporters 

critical to a candidates' election chances. The following 

story is an example of the way in which " pas t practice" and 

choice of election tellers can work to determine elect ion 

outcomes at the l~~al level. Dave Sullivan, previous 

President, Local 67~7, recalled a grievers' election in which 

the president chose ta ignore a prior arrangement with the 

opposing caucus to evenly split the number of tellers 

presented for nomination to the general membership. He 

instead presented only his nominees, ignoring challenges from 

the floor. His candidate would win the griever's position. 

Intimations of rigged elections have been directed at 

higher levels than the local organizations. John Conway 

(1986), a Chicago journétlist who had covered D:.strlct 31 

activities for many years, reported that he was told by David 

MacDonald (past International President) that MacDonald had 

helped steal two electlons in the 1940 ' s to keep Dlstrict 31 

Director Joe Germano ln offIce. The "common knowledge" that 

manipulation of elections ha~ occvrred at higher levels of the 
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Director's race in 1974 which resulted in an investigation by 

the U.S. Labor Department that overturned Sam Evett's initial 

election victory. The second election was won by his 

opponent, Ed Sadlowski, who had appealed to the International 

to investigate on the basis of possible election fraud. When 

the International rejected his appeal, Sadlowski turned ta the 

Labor Department with his protest--a move that would win him 

the district director' s posi t ion and launch a reform movement 

throughout the USWA (Nyden, 1985). 

While access ta of f ice can be determined by manipulation 

of e lect ion procedure, once having gained access, local 

offices may have difficulty remaining in office if they are 

vocal critics of the district and International hlerarchy. 

The International Executive Board has the constitutional 

authority ta unilaterally remove all of a local organization's 

offices and ta appoint an administrator. Reasons ]ustifying 

this action include correcting corruption and financial 

malpractice, assurIng the performance of collective bargaining 

agreements, restoring democratlc procedures or otherwise 

carrying out the legitimate abjects nf +he International union 

(Sec. II, Article 9). In the Spring of 1986, shortly before 

the onset of contract talks, Article 9 would be used ta remove 

from office Larry Regan, the president of Local 1014 and a 

critic of International policy. The events surrounding this 

action by the International hierarchy are discussed in the 

following chapter. 
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Finally, centralization of power in the USWA is evident 

in the structure of the negotiating teams that represent labor 

in basic steel contract talks. The teams which include 

international and district staff as well as local officers 

(generally presidents and chairmen of the grievance 

committees) are headed by a negotiations chairman who is 

appointed by the International Executive Board. Negotiation's 

cha1rmen are either district directors or International staff. 

(District 31 Director Jack Parton served in this capacity in 

the contract talks with Inland Steel.) A ten man committee 

composed of both management and labor is responsible for 

negotiating a contract's economic package as weIl as for 

overseeing all other aspects of the contract. The five USWA 

members on this committee lnclude the negotiation's chairman, 

a USWA attorney, and technic1ans from the International 

office. Separate committees dealing with non-economic issues 

(e.g. contracting-out, overtime) are composed of local 

representatives, technicians and district field staff. 

Agreements reported out of these committees must be approved 

by the lü-man central negotiating team. The entire contract 

is then submitted to all pres1dents of locals within the 

corporation. Prior to 1986, contracts were ratified at this 

stage. Wit~ the 1986 contract, ratification requires approval 

of a corporate wide majority of the rank and file USWA 

membership.l 

80 



Leftist purges in District 31 

With the exception of Local 6787, established in the mid-

1960's, the internaI politics of District 31 locals have been 

marked to varying degrees by the anti-Communist purges of the 

1950 1 s. Al though never considered a "radical" union, the USWA 

had a few large locals in the Chicago area in which left wing 

activists had won office. (Aronowitz 1973:245) Howevp.r, like 

other unions in the U.S. during the late 1940's and 50's, the 

USf,lA was pressured to weed out Communist sympathizers. Such 

pressure led to the expulsion of the first president of Local 

1033 (Republic Steel), Gus Yuratovac. Yuratovac was foun~ 

guilty of distributing a handbill published by the Communist 

party at the plant gates and was suspended from union 

membership for five years. At the end of his ~uspension in 

1954, Yuratovac again ran for the local presidency. District 

31 leadership chose the slate which defeated him. District 31 

Director, Joe Germano, closed an affidavit describing the 

Yuratovac case with the following comment: 

"With the help of (names of 1033 members) we were 
able to clean out Local 1033 of Communist trash" 
(Chicago Historical Society Holdings, July 29, 
1954) . 

The district organization was sensitive ta the threat of 

outside infiltration as weIl as the danger posed by the 

Ieftist element within the 1033 membership. In a memo to Joe 

Germano, District Staff Representative Norm Harris described a 

special meeting at the Local 1033 hall called to discuss the 

eligibility of candidates for local office. 
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"Jirn Krause, a Communist leader (a member of 1033) 
came to this local meeting with Communist 
supporters from the National Maritime Union and 
wi th their ht:lp disrupted the proceedings. Mr. 
Krause read on the floor a letter supposedly from 
David J. MacDonald (USWA International Secretary
Treasurer) concerning the eligibility of local 
union officers." 

Harris described the rest of the meeting as a near fist 

fight between Krauses's supporters from the Maritime Union and 

"good local union members" who requested permission to throw 

Krause out the window (Memo to J. Germano from N. Harris, 

June 25,1948). 

According to Al Sampter, a local 1014 member sinee 1944, 

the attempted leftist purge took a somewhat different form at 

other district locals. Sampter had been one of seventeen 

witnesses subpoenaed to testify before the House of 

Representatives Sub-Committee on Unamerican Activities. 

Sampter described what happened during the investigation in 

1955-59 as "a circus conducted dur ing the McCarthy era ... 

"The sub-committee came to the Calumet area to 
investigate USWA Locals. Seventeen witnesses were 
subpoenaed and eleven of these seventeen refused 
to ans~er. Four of us were cited for contempt of 
court by congress. The D.S. Justice Department 
indicted one of these individuals. The others 
were held up untll after the initial indlctment 
was appealed to the supreme CGurt. The court 
overturned the indlctment and charges against the 
other three people were dropped. No one lost his 
job or his union membershjp.1/ 

Sampter 1 S explandt ion for 1/ the rough t ime 9 i ven sorne good 

and loyal unlonlsts during those years" was that with the 

passage of the Taft-Hartley Act, top USWA leadership caved in 

to the pressure of the anti-leftist sentiment sweeping the 

country. He pointed to the irony of this since these 
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International USWA leaders had gone to the Communist Party 

locking for help in organizing the Steelworkers. Hln fact, 

Gus Hall was one of those early organizers ll (Sampter). 

Racial and ethnie comparison 
of the hourly workforce represented by each local 

As we will see in sorne detail later, the opportunity to 

recruit supporters on the basis of appeals to ethnie loyalty 

has also shaped the internaI politics of District 31 Locals. 

Although the four locals chosen for comparison represent 

workers at integrated steel mills within a radlus of 60 miles, 

Table 4-A indicates that the racial/ethnie ~omposition of the 

hourly workforce at their respective plants is different. 2 

While white workers are a slim majority at three of the 

locals--LTV/Republic, USX, and Inland (approximately 50% at 

each plant), they are a clear majority at the Bethlehem Burns 

3 Harbor Plant (83.9%). 

Inland Steel and LTV/Republic have the largest percentage 

of Latin workers (23 and 17%). USX Garyworks and Bethlehem 

Burns Harbor have few Latino workers (4.2 and 2.11%). 

The largest number of hourly Black workers are employed 

by U.S. Steel Garyworks (41.2%), while Bethlehem Burns Harbor 

has the smallest Black workforce (13.9%). Looklng at each 

plant individually, Inland is the Most balanced of the four 

with Blacks and Latinos evenly splitting a large minority 

group of 46%. USX Garyworks is split into a slïm white 

majority (54%) and a large Black mlnority (41.2%). The Latino 

plus "others" (a group primarily composed of orientaIs) 
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Table 4-A 

Ethnie/Racial Compositi?n of the (Hourly) * 
work Force Within Each Plant - May, 1986 

Bethlehem LTV /Republic Inland 

Black 13.9% 30% 23.6% 

wllite 83.9 53 53.1 

Latin 2.11 17 23 

Other** 

Total N 6400 1550 13909 

Taken from plant Human Relations Departrnent reports 
Spring, 1986 

USX 

41.2:~ 

54.4 

4.2 

.001 

3371 

* Data for Bethlehem's Hourly workers was not a','ailable. Percentages for this wor~ 
force inc1udes aIl workers, managerial and hourly. 

*"Unless separate figures are indicated the "other" category is inc.luded in the "white" 
percentage. 
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provide a "swing bloc" (4.2%) in local elections. The large 

ethnie minority at LTV/Republic (47%) is split between Blacks 

and Latinos with Blacks dominating the bloc {30%}. Finally, 

Bethlehem's Burns Harbor Plant has a predominantly White 

workforce of approximately 84%. 

Each of these plants reflects the racial and ethnie mix 

of the communities in which it is located. While the USX, 

Inland and LTV/Republic plants suggest the composition of 

industrial communities closer in proximity to the city of 

Chicago, the Burns Harbor plant reflects the predominantly 

white populatjon cf its location, Port~r County Indiana. 

Although Porter County abuts Gary, a city with a Black 

population in excess of 70%, it is traditionally a rural area 

with a history of Ku Klux Klan activity that has contributed 

to its image as an area which is not receptive to residential 

or occupational integration. Ruth Needleman, Director of 

Indiana University Northwest's Labor Studies Center, told me 

that this reputation and the availability of work at USX 

Garywor~s and the Inland Steel mill, twe plants within closer 

proximity to Black and Latina neighborheods, contributed to 

the racial imbalance at the Bethlehem plant. Needleman's 

historieal research of the region's UWSA locals also led her 

te conclude that hiring pracLices at the Bethlehem's Burns 

Harbor plant had bee~ consciously designed te recruit an 

indigenous rural workforce that would include a large number 

of workers who owned their own farms in Porter County. This 

weuld insure that the farmer/worker would feel stronger ties 
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to the community and his property as well as having less time - for involvement in the local union, thus insuring a more 

cooperative and less confrontational workforce. 

Plant characteristics and local response 

LTV/Republic Steel and Local 1033 

The LTV/Republic Plant on Chicago's Southeast side is one 

of the older plants in the district. l t has the smallest 

workforce and is the least modern of the four included in this 

study. The plant was pUl'chased from the financially troubled 

Republic Steel Company by the LTV Corporation in 1984. It has 

no continuous caster and has not benefitted from LTV's 

modernization efforts which have focused on the company's 

Indiana Harbor and Canton Ohio Plants. Demand for its bar 

products has been lower than demand for sheet which ls in the 

product mix of the other two plants (Statistical Highlights, 

American Iron and Steel Institute, 1985). Rumors that the 

plant was slated for closure had circulated throughout the 

district for months prior to contract negotiations. The 

plant, which had a workforce of 4000 in 1982, had B major lay-

off in 1984 and another in 1985 that reduced its workforce 

from approximately 4000 to 1,700 (a 42% reduction). 

In the face of reported losses since 1982, culminating in 

the corporation's largest net operating 10ss of $723.9 million 

in 1985, the newly elected President of Local 1033 voted 

against a majority of LTV local steel presidents to relinquish 

a 45 cent restoration of the wage cut promised in the 1983 
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contract. The membership at 1033 would be the first within 

the USWA to exercise the newly won right ta ratify its basic 

steel contract. (Prior ta 1986, ra1:ification had been limited 

to Local Presidents.) Local 1033 voted against the 1986 

contract which included a $3.60 eut in wages and benefits 

("1033 News and Views", April, 1986). 

The "no" vote ran counter to p majority of Eastern Locals 

that had also experienced massive operation clo9ures, 

including cl09ure of the corporation's Aliquippa, 

Pennsylvania, plant. Local 1033's vote also ran c~unter to 

the vote at the other LTV plant in the district, the fIat 

rolled plant at Indiana Harbor, the most viable plant within 

the corporation's steel divisions. Its Local 1011 members 

joined the majority of LTV locals in ratifylng the contract. 

Local 1033's anti-concessionary resolve, despite a context 

which could have influenced a less combative response, 19 

explained in part by its local leadership--a point which will 

be more fully developed in the following chapter. 

Bethlehem Steel Burns Harbor and Local 6787 

With two continuous casters and othe~ advanced 

technology, such as an electro-galvanizing line to produce a 

quality of steel preferred by the auto industry, the Bethlehem 

Burns Harbor Plant is considered ta be "state of the art" by 

U.S. standards. In addition, it boasts the lowest man hours 

per ton (3.1) in the American industry.4 

As indicated in Table 1, Inland and Bethlehem Steel have 

workforces which are somewhat younger than those at usx 
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Garyworks and LTV/Republic Steel. Although plant 

representatives at Bethlehem Burns Harbor and Inland verified 

the similarity in age range within which the majority of both 

workforces fell, the general perception among union leaders is 

that Bethlehem had a somewhat younger workforce than any of 

the integrated mills in the district. This perception is 

based on the fact that the Burns Harbor plant opened in 1964, 

fifty years after the other integrated mills in the area, with 

a cohort of young workers in their early 20's. 

Despite its relatively modern plant and equipment, 

Bethlehem Steel reported its largest net loss of $196 million 

dollars in 1985 (Bethlehem Steel Corporation 1985 Annual 

Report). Since the company is the least diversified in the 

industry (over 80% of its operating capital is invested in 

steel) the loss was not off-set by non-steel segments. 

Local 6787 maintained a firm stand against concessions 

regardless of the company's bleak financial picture and steel 

analysts' mixed projections. Shortly after the LTV bankruptcy 

announcement, Paine Weber's Peter Marcus and economist Donald 

Barnett were both quoted as suggesting thnt bankruptcy loomed 

in Bethlehem's near future. Salomon Brothers' analyst, 

Michele Galantier-Applebaum's diagnosis was not as negative 

but was at best tentative. She projected that Bethlehem would 

benefit from the import quotas on plate and structural steel--

products in which it had been most vulnerable to foreign 

competition (The Chicago Tribune, July 20, 1986; The Hammond 

1 ' Times, July 18, 1986; Galantier-Applebaurn, March 1986). 
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Despite the corpo~~~~~~'s financial vulnerability, Local 

6787 voted against accepting the 1986 contract with Bethlehem 

St&el with its $1.97 cut in hourly wages and benefits. 

However, as had been the case with the LTV contract, the 

Bethlehem contract was ratified with a majority of workers in 

the Eastern lacals voting for its passage. The younger 

workforce at the Burns Harbor plant, the most viable of 

Bethlehem's steel mills, was more interested in maintaining 

the wage rate than preserving pension benefits which could be 

threatened by a bankruptcy proceeding. The wage reduetion 

negotiated in the Bethlehem contract was smaller than the cut 

taken at LTV, a differenee based upon LTV's greater finaneial 

difficulties. LTV's energy holdings which, along with its 

holdings in the aeronauties industry had once offset the 

losses of its steel division, had recently suffered from a 

depressed market. A few months prior to negotiation3, the 

presidents of Bethlehem's USWA loeals had voted against 

rescinding a wage rebate that had been agreed to with the cut 

taken in the 1983 contract. This was meant as a signal to 

management that they would at most consider a wage freeze. 

(The same issue had been voted on by the presidents of LTV's 

locals who had voted to give up their wage rebate given the 

corporation's financial status.) However, pressure from the 

company and the International USWA finally influeneed 

presidents and rank and file at the Eastern lacals to ratify 

another concessionary contract. Local 6787 would be the 

second local in District 31 (its ratification vote followed 
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the LTV vote by a few weeks) ta cast a minority vote against 

ratifying a 1986 contr3ct. 

Inland Steel and Local 1010 

Inland Steel underw~nt ~n extensive expansion program 

from 1961 to 1966 ("A His tory of the Inland Steel Company," 

1980). During this period, which corresponds with the opening 

of the Bethlehem Burns Harbor Plant, a number of younger 

workprs were hired on. As a result, the age of the Inland 

workforce is younger, more like that of the Bethlehem plant 

than the LTVjRepublic and USX facility in Gary. In addition, 

Inland's later restructuring program includeù deep cuts in 

salaried positions, so that, although younger workers at 

Inland had been affected by lay-offs, their numbers weren't 

reduced as severely as their counterparts at LTV/Republic and 

USX Garyworks. 

The context at Inland Steel and Local 1010 effected a 

different outcome for its 1986 contract negotiations. 

Inland's performance in the past had been consistently 

stronger than its domestic competition. Its operating costs 

were lower and although its plant was much older than the 

Bethlehem plant at Burns Harbor, its continued modernization 

program and high percentage of continuously cast steel (80% of 

its steel would be continuously cast by 1986) led industry 

analysts to conclude that its yield and quality of steel would 

improve. 

Inland's 1985 loss of $147,540 million was attributed to 

its late and massive rationalization program in 1985, 
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Inland's rationalization occurred during a period when costs 

and steel prices fell dramatically. The company's deep cut in 

the managerial ranks was identified as the major cause of its 

drop in quality and productivity (Inland Steel Company, Form 

lO-K, 1985; Galantier-Appelbauw, February 1986). 

The USWA's 1986 contract with Inland Steel reflected the 

company's stronger long term financial situation. The Inland 

contract involved the lowest wage cut among the four 

companies. (Onl y the contract wi th National Steel would be 

considered a more advantageous contract for labor.) However, 

officers at Local 1010 who were most negative about the 

contract would view its Gainsharing program and the adoption 

of a Mobile Maintenance Unit as potentially serious manning 

concessjons. The adoption of the mobile maintenance unit, a 

roving group of multi-skilled craftsmen, was an issue that had 

split Local 1010's Executive Board and rank and file for some 

time prior TO negotiations. It was viewed by cri tics of 

President Bill Andrews as a validation of his conciliatory 

response to the undermining of work rules and job security. 

Although the Gainsharing Plan did not create as much of a 

conflict among the local leaders and membership, it too would 

be identified as a potential means for management to increa~e 

job combinat ions and eliminations. The plan allowed for the 

workforce to benefit financially from changes which resulted 

in increased productivity. One of its critics suggested that 

the plan should be referred to as the "remanning workforce" 
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since it provided an avenue for remanning and work rule 

changes which would resul t in increased lay-offs (Mike Mezo). 

Local 1010 was the only local an:ong the four studied to 

accept a contract that lion its face" appeared to be non-

concessionary given its wage freeze provision. (The fact that 

a freeze would be considered the best that the union could do 

in dealing wi th a less f inancially vulnerable steel company 

reflected the pragmatic attitude toward cuts that underlay the 

anti-concessionary posture at aIl of the locals) . However, 

the USWA' s 1986 contract wi th Inland Steel was the resul t of 

the company's willingness to "give" on wage cuts if it gained 

on the question of work r1..lles and manning--issues related to 

job combinations and eliminations. In July of 1986, Local 

1010, the only USWA local in the company, overwhelmingly 

ratif ied the 1986 contract wi th Inland Stee 1. 

USX and Local 1014 

USX Garyworks is one of the older integrated. mills in the 

district. Like LTV/Republic, massive lay-offs at Garyworks 

(over 6000 jobs lost since 1981) have left it with a "graying" 

work force (Dubois, 1985). The plant' s viabili ty has been 

impraved since 1983 because the USX Cùrporation had chosen i t 

for modernization--natabl y, the installation of a state of the 

art cont inuous caster in 1986. 

Of the four locals, 1014, USX Steel's Garyworks, was the 

only one to be involved in a work stoppage with expiration of 

the 1983 contract. Union leaders throughou t the distr i ct had 

identified USX as the company most likely to be struck with 
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the end of a pattern bargaining given its relatively strong 

financial situation in 1985 and its hard line on wage cuts and 

contracting-out. Although the corporation reported a profit 

in 1985, its steel division continued ta opera te at a loss 

(USX 1985 Annual Report). While the USWA called the stoppage 

a lock-out, the USX Corporation called it a strike. This 

distinction would determine whether or not workers could 

receive unemployment benefits in sorne states like Indiana, 

which denies benefits to workers involved in a strike but 

grants them in the case of a lock-out. Illinois makes no such 

distinction, denying unemployment benefits in either case. 

Relations between labor and USX management had long been 

viewed as the worst in the industry by USWA officiaIs 

interviewed throughout the district. They considered the 

company to be the most flagrant violator of contracting-out; 

the most hard line on job-combinat ions and other manning 

issues; and the most likely to use excessive overtime ta meet 

productivity levels with severely reduced plant labor forces. 

The perception of USX management as the most hard-nosed in the 

steel business was epitomized by its CEO, David Roderick. 

Roderick had led the company further into diversification with 

the acquisitioD of Marathon ail and Texas Oil and Gas 

corporations. In the spring of 1985 shortly before th~ onset 

of contract talks, he announced the decision ta change the 

corporation's name from U.S. Steel to USX. The change was 

meant ta signify the decreasing role of the corporation's 

steel division. 
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To further emphasize Roderick's decision that the 

corporation's steel division would have to 'hold its own', USX 

was the only steel company which refused to join the United 

Steelworkers' Crisis in Steel program and refused to open its 

books to the union as a condition for early contract talks. 

One week before the expiration of the 1983 contract, with 

talks at an imp~sse, Garyworks' managers and foremen received 

notification from USX headquarters in Pittsburgh that they 

were to shut operations down. On August 1, at expiration of 

the 1983 contract, work at the plant had stopped, its gates 

had been locked, and its work force had manned picket lines. 

The work stoppage, the longest in the history of the D.S. 

Steel industry, lasted for 6 months. On January 16, 1987 

management and USWA negotiators agreed upon a contract which 

was ratified by the general membership in early February. The 

contract involved a $2.00 hourly reduction averaged over four 

years in wages and benef~ts, a gainsharing program, a profit 

sharing plan, and tighter restrictions on contractlng-out. 

During the work stoppage, the USX CorporatIon was the 

subject of a take over attempt by corporate ra~ders, most 

notably, Carl Icahn who had gained control of American 

Airlines in 1984 (The New York Times, November Il, 1986). The 

attempted take over was successfully blocked by a 

comprehensive corporate restructuring plan subm~tted by USX 

President David Roderick. 

In summary,the overriding fact in the 1986 contract 

negotiations was that where wage cuts were proposed they were 
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initially rejected by the rank and file, whether old or young, 

or whether there was a record of political dissidence. Only 

at Inland, where the company did not try te force a cut, was 

the contract ratified at first attempt. At the other two 

plants, where concessionary contracts were ultimately ratified 

(USX and Bethlehem Steel), ratification only came after 

pressure from the company and the International union. In 

retrospect, this finding could have been anticipated with the 

decision by the International USWA leadership to reverse 

themselves on an initial policy, announced after the 1983 

contract, to refuse further wage concessions in basic steel 

contract negotiations. Locals 6787 and 1033 had rejected 

their contracts despite pressures from presidents of the 

Eastern locals and the International. Members of Local 6787 

had carried a campaign for contract rejection to Bethlehem 

plants throughout the U.S. to no avail. The International was 

able to maintain the balance of power within the organization 

even though one of its largest locals from a district holding 

the core of the integrated steel sector had intensely lobbied 

against it. 

The International leadership's control over the 

bargaining process, despite the newly won check of rank and 

file ratification, was also obvious in the contract with 

Inland Steel. Although the Inland contract included a minor 

wage eut it also had the potential to effect massive job 

combinations--representing a trade-off between wage and 

manning. While the company had agreed to accept a wage 
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freeze, the union opened the door to future job combinat ions 

that had been bitterly fought by the crafts at Local 1010. 

Finally, the USX situation was not one in which the union 

was able to win on either issue--wage or job security--without 

a long and bitter battle. The company took a hard line 

throughout the talks in the summer of 1986, asking for a $3.40 

wage and benefit cut to be competitive with LTV while 

demanding union compliance with unrestricted contracting-out. 

Management would settle for a $2.00 hourly cut in wages and 

benefits averaged over the four year term of the 1986 

contract, while allowing greater restrictions on contracting

out. However, the degree to which the USWA and management 

would agree on interpretations of the new contraçting-out 

clause could determine whether or n~t it would afford greater 

job security in application. 

The outcome of the 1986 talks indicates that in an 

atmosphere of prolonged and severe decline, a highly 

centr~lized union like the USWA, despite a badly weakened 

bargaining position, ~s still capable of determining which 

choices will be made in dealing with management and which 

trade-offs will be made with those ch~ices. It also indicates 

that the issue of wage and benefit concessions drave the 

response of the USWA locals involved in the study. Although 

termination of pattern bargaining and the introduction of 

membership contract ratification was to have set the stage for 

contracts idiosyncratic ta each producer and plant, the end 

products of the negotiations are strikingly similar, with the 
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exception of differences in the size of hourly wage and 

benefit cuts. In the end, the union would trade wage 

concessions for a modicum of job securi ty in the form of 

restrictions on contracting-out while locals' ratification 

votes reflected a preoccupation with the wage issue. 

Bargaining issues facing the four locals 

Prior to the initiation of concract negctiations, the 

USWA held a Wage and Poli~y Committee meeting to formulate its 

position on critical bargaining issues. In commenting on the 

1986 Wage and Steel Policy Statement, USWA International 

President Lynne Williams emphasized the union's intention to 

coordinate its end of the bargalning in the pending basic 

steel contact talks desplte thè compa~ies' unanimous decision 

to terminate coordinated bargaining. This determination was 

qualified by the union's willingness to consider granting 

early talks to those companies willing to join in a joint 

"Steel Crisis program" desjgned to provide an industrial 

policy for the falling American industry. Williams also 

stipulated that the USWA would consider the companies' 

financial situations in the coming talks if their books were 

opened to ~nion scrutiny. The stipulation would draw fire 

from local unlon presidents Richards (1033) and Regan (1014) 

in local newsletters and the area press. Both men had been 

vocal critics of the district and International leadership. 

However, the intention to coordinate labor's end of the 

bargaining process was accepted by local union officiaIs as a 

sound strategy d~ring an era in which rationalization had 
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given rise to commonly shared concerns by local leaders 

throughout the industry. These common concerns were directed 

to the following issues pending negotiation in the 1986 

contract talks: 

wage concessions 

job combinat ions and eliminations 

overtime 

labor management participation teams 

contracting-out 

job security guarantees 

This list represents management policies which, although 

not new, had taken on a different character in the 

rationaljzation process to which the companies, fighting for a 

continually shrinking market share, had committed themselves. 

As mentioned in the previous chapter, by 1986 the auto 

industry--the major consumer of steel produced in the Calumet 

region--was jn a slump (Amer iean Metals 1 May 13, 1983). This 

would further wenken the bargaining power of loeals in the 

district and further harden the companies' determinatiun to 

seek relief with a contract that would lower labor costs while 

increasing produetivity. A discussion of each of these 

bargaining issues will explain their relationship to that 

primary management goal. 

Wage concessions 

The 1980' s had prov~u to 'oe an era of coneessionary steel 

contracts. There was a prevalence of individual plant 

agreements providing more substantial wage reductions th~n 
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those included in the 19AO Basic Steel Contract which had been 

negotiated in coordinated bargainillg. Su ch agreements were 

made with McLouth Steel, Weirton Steel and Wheeling-P1ttsburgh 

Steel in 1982. AlI three companies were financially 

vulnerable. McLouth had filed for bankruptcy. Weirton Steel 

was to exit the industry on the basis of its agreement by 

se11ing its plant to its labor force in exchange for a 30% 

reduction in wages as part of the sales agreement. Wheeling 

Pittsburgh filed Chapter 11 bankruptcy in 1985, a move which 

led to a strik~ but alsû, eventually, to a further hourly wage 

reduction. This trend of negotiating separate plant level 

contracts undermined the purpose of a 30 year tradition of 

coordinated bargaining--the equalization of 1abor costs 

throughout the industry (Barnett and Shorsch, 1985:71). In 

1985 the companies formalized the fragmentation of the 

industry by terminating coordinated bargaining. This trend 

was followed by another--the f11ing of Chapter Il bankruptcy 

proceedings. 

Chapter 11 allows for the restructuring of corporate 

debt, protection from creditors, and continued operation of 

business. In an article entitled IIChapter 11 Not So Chic 

Anymore, Il Business Week reported that an increasing number of 

firms had used Chapter 11 to restructure and avoid crippling 

labor contracts. "For awhile i t seemed bankruptcy had become 

just one more management tool" (June 16, 1986). However, in a 

landmark decision, a federal appeals court denied companjes 

the right to void labor contracts to unilaterally further 
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reduce costs. They would now have to convince the court that 

they would col1apse without further wage cuts. In June 1986, 

the LTV Corporaticn filed Chapter 11 and was later to ask the 

USWA to renegotiate the contract that had been signed one 

month prior to its bankruptcy announcement. In the weeks that 

followed, rumors in the popular and trade press reported that 

Bethlehem Steel would be the next company seeking relief 

through Chapter 11. By summer's end, the Reagan 

administration, concerned that other steel companies would 

resort to "the new management tool", established a 

presidential task force on steel. According to Commerce 

Secretary, Malcolm Baldridge, 

"If we are left in a situation where aIl the steel 
companies think they are better off going bankrupt 
than staying in their normal mode of business-
we've got a terrible problem" (The Hammond Times, 
A ug. 18, 1986). 

In interviews conducted prior to the early 1986 contract 

ta::.'";; District 31 union off icials emphasized their 

determiné&tioJl that the cut taken at Wheeling-Pi ttsburgh would 

not be used to erode the wage of workers at financidlly 

healthy corporations. According to District 31 Director Jack 

Parton, 

"If U.S. Steel thinks they're going te get what a 
bankrupt company managed to get in the way of wage 
reductions, they're mistaken" (Parton). 

Parton did not address the possibility that companies 

like LTV, in dire enough straights to file bankruptcy, might 

initiate a reopening of a newly agreed upon contract to 

negotiate a wage comparable to Wheeling-Pittsburgh's. 
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The Wheeling-Pittsburgh situation had weakened the 

bargaining position of labor while increasing the anti-

concessionary fervor of local leaders newly e1ected to office 

in the Spring of 1985. Only one local president, Bill Andrews 

(Local 1010, Inland Steel) had been elected as an incumbent. 

Presidents Maury Richards ln Local 1033 (LTV/Republic Steel); 

Paul Gipson, Local 6787 (Bethlehem Steel Burns Harbor); and 

Larry Reagan, Local 1014 (U.S. ~teel Garyworks); had been 

opposition candidates. 

In the aftermath of the 1983 Basic Steel Contract in 

which the companies had promised to use wage concessions to 

modernize plants but had continued to close or idle operations 

(or in the case of U.S. Steel, had embarked on major 

diversificat~on programs), aIl candidates for local office in 

the district had run anti-concessionary campaigns. The fact 

that five of the seven newly elected officers had defeated 

incumbents suggests that the concessionary 1983 contract had 

negatively affected presidents holding office when it was 

negotiated. 

However, the belief that a new local administration would 

hold the line against further concessions was tempered by 

contextual variables (age, plant technology, and company's 

financial status). According to the local 1033 grievance 

chairman at the outmoded LTVjRepublic Plant, 

"We expected a wage cut. The question for us was 
'how much'?" (Nelson) 

This expectation did not preclude a determined stand 

against further concessions by the local after a campaign by 
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President Maury Richards and his supporters against contract 

ratification. 

Contra~ting-out 

In 1962 the National Labor Relations Board made sub

contracting decisions a mandatory subject of bargaining. 

Companies were made responsible for alerting union officers at 

the plant level to the existence of outside contractors (non~ 

bargaining unit employees) within the plant (Miscimarra, 

1983:24-25). 

Although contracting-out had become a major issue in the 

1980's, it had been a practice at sorne plants for years. In 

1946 Local 1014 (Garyworks) accused U.S. Steel of launching a 

program of sub-contracting in the plantis sheet and tube 

facility that had resulted in the loss of hundreds of 

maintenance jobs (Chicago Historical Society Holdings, Local 

1014 File). Contracting-out continued to be an issue 

dominating labor-management relations at Garyworks into the 

1980's. 

In fact, USX was identified by offices in aIl four locals 

as the most flagrant violator of past contracts relevant to 

contracting-out. However, the practice had become a major 

threat to the union industry-wide during the 1980's. 

Instances of sub-contracting that tad been tolerated by 

workers and union in the past were increasingly grieved with 

continued lay-offs of bargaining-unit employees. The USWA 

tied the issue to the recall of laid-off hourly workers using 
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the logic that work going to contractors rightfully belonged 

to the bargaining unit employees. 

A report by the consulting firm Locker/Abrecht Associates 

used by the USWA in preparation for its Basic Wage and Steel 

Policy Statement, challenged managements' argument that 

outside contractors were necessary to lower labor costs, 

pointing out that manageme~ts' rationale was really more 

complexe By making labor a variable cost, the ccmpanies were 

free to hire and fire labor without incurring the obligation 

fo severance and pension benefits. The consultants found no 

independent documentation fo the actual costs and benefits of 

using sub-contractors. 

"Companies may avoid disclosure of this data, 
because outside contracting permits them to 
present a more favorable picture of productivity 
levels. This occurs because management does not 
include contracting-out work in calculating man 
hours per ton. According to one steel analyst, 
one-third of the man hours per ton claimed by U.S. 
Steel Corporation are due to the transfer of 
bargaining unit work ta outside contractors" 
(Locher-Abrecht, 1985:10). 

Salomon Brothers' financial analyst, Michele Galantier-

Applebaum, noted that contracting out work would become the 

focal point in early negotiations since her estimation was 

that 5% of the 20% industry wide reduction in man hours per 

ton since 1979 ~as due to the use of non-union labor for 

maintenance and other service-oriented mill functions. In 

relation to the broader issue of manning, Galantier-Applebaum 

saw the practice as a more important source of cost savings 

for the companies than actual wage reductions (March, 1986). 
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As this suggests, craft workers (maintenance) had been 

affected by the practice, while the impact upon production 

workers had not been as great. However conversation with 

workers and owners of sub-contracting firms servicing USX 

Garyworks suggested that certain phases of steel production 

were increasingly being sub-contracted. U.S. Steel's policy 

ih the late 1970'5 of attempting to limit it~ unionized 

workforce to those workers with "hands on steeJ" (production 

units) had been altered so that production tao became fair 

game for the outside contractor (Taken from interviews with 

Alice Peurala and Larry Regan, Presidents of Local 65, USX 

Southworks and Local 1014, USX Garyworks). 

In the past, sub-contractors who had been tolerated by 

the local unions were those called on to do work which 

demanded skills and equipment not available within the plant. 

For instance, vacuum trucks belonging to sub-contractors which 

come in to clear pipes of debris had been tolerated before the 

drastic increase in lay-otts. It was acknowledged that sorne 

types of jobs demanded outside equipment and skills--certain 

electrical and construction work. However, aIl local leaders, 

with the exception of Bill Andrews at Local 1010, had spoken 

or sub-contrûcting not only involving the installation of new 

equipment and its maintenance but also the maintenance of 

older equipment which had in the past been handled by plant 

workforces. 

A~drews' contention that contracting out was less of a 

problem at his plant than others was seen by his opponents as 
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a short sighted response to a long term managerial strategy. 

This was particularly the case since Inland's rationalization 

proqram had not been in progress as long as comparable 

programs adopted by its domestic competitors, indicating that 

the issue was a potential problem at the plant. However, 

there was general agreement among Local 1010 officers that 

unlike USX, In12nd's managerial policy had traditionally 

favored in-house maintenance. The plant had a tactical 

maintenance team which handled jobs that were normally 

contracted out in other plants. 

Inland1s comparatively late rationalization was 

attributable to its consistent attention to the business of 

steel production. This was reflected in its continuous 

modernization efforts and more flexible approaches to filling 

customer demand. According to Local 6787 President Paul 

Gipson (Bethlehem Burns Harbor), Inland had always operated 

with a flexibility somewhat akin to a mini-mill by routinely 

supplying smaller orders of steel on short notice--a practice 

which other integrated producers in the area had traditionally 

refused as a diseconomy of scale. 

However, Inland's heightened attentjon to rationalization 

since 1984 suggested to observers that its push toward sub

contracting had come, somewhat later than USX perhaps, but it 

had come (Dubois). While Inland remained unique in its 

minimal use of contracting-out, its management decided to 

employ another strategy to attain lower labor costs and 
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greater productivity--the strategy of job combinationsl 

eliminations. 

Job combinations/eliminations 

In a survey of grievers in the integrated mills located 

in northwest Indiana prepared by the Midwest Center for Labor 

Research (Dubois et al, 1985), respondents were asked to 

estimate the percentages of job 10ss that they attributed to 

given managerial strategies. 5 Intensification ot work through 

job eliminations, combinations, and pressure to work faster 

and longer were reported to have contributed to 31.6% of job 

loss in area mills from 1980-84. This represented a greater 

contribution to job 1055 than any other factor, including 

shutdowns (20.8%), contracting-out (20.8%) and change in 

product mix (17.7%). 

In a survey conducted for this research in the spring and 

summer of 1986, a majority of grievers at the four plants 

chosen for comparison reported that contracting-out and job 

eliminations were the bargainlng issues of greatest concern to 

(See the future job security of the men in their divisions. 

Table 4-B.) However, when asked which issues were more 

frequently grieved, grievers at two of the plants, 

LTV;Republic and Inland, identified more traditional shop 

floor issues. Séniority issues involving shift and overtime 

scheduling was rank~d nurnber one or two by seven of the ten 

LTV grievers while discipline and senicrity related issues 

received a number one or two ranking by six and five of the 

ten Inland grievers interviewed. 
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T.tblc If-il 

Res111ts of Grlevers' Sl1rvey 
Bargain1nc IbSUQS Identlfled as Host Important ln 1986 Contract Talks 

LTV/Repl1hl1C 
1033 

Concessions (slze of ~age 
and 9 beneflt cuts) 

70/80 ([arly) 
Penslons 

N 

9 

1 

l n 1., n<l 
] 01 Q N 

Job securLty 9 
(Job ellmlndtlons) 

\Ja~c 

70/80 (Carly) 1 

Bethlehem Burns llarbor 
6787 

l''age 

Job Sccurity' 
contractl.ng-out 

N 

6 

4 

USX Gary Works 
1014 

*Job secun_ty 

Il 

contractlng-out 6 

PenSIons Job eliminations/2 
comblnatlons 

Total N = 10 

LTV/Republic 
1033 N 

*Senlorlty Related 7 
Issues 

Contracting-out J 

Job combinatlons J 

Wdsh-l1p 
(Coke Plant) 

Total N ~ 12 

1 

Total N 10 

Issues Host rrequently Grieved 
(Ranking of lst or 2nd) 

Inland Bethlehem Burns Harbor 
~ N 6787 

Dl.SClpline 6 Contractlng-out 

Sen1.0rlty 5 Job comblnatlons/ 
Related Issues ellminatlons 

Contractjng- 4 
out 
Job combina- 4 
t1.0ns/ellmlnatlons 

*("Senl_ority l\elated Issues" Involve schcdullng of Sillfts and overtime) 

N 

6 

4 

*Two gr levers (co~

sldered Job 
cornbinatlons/ 
ellmlnatlons and 
contracting-out 
ta be equally 
lmportant) 

Total N 6 

USX Gary l"or1<s 
1014 

Contracting-out 

N 

6 

Job combinatl.on~ 4 
elimlnatl.Ons 

SenlOrl.ty related2 
issues 
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Job combinat ions and contracting-out were the next Most 

frequently grieved issues at LTV {four of ten grievers gave 

these issues a first or second place ranking}. The second 

Most frequently grieved issue at Inland Steel was either 

contracting-out or job combinat ions, since four of ten 

grievers gave these issues a ranking of 1 or 2. 

Bethlehem's Most frequently grieved issue was 

contracting-out (six of ten grievers ranked it first or 

second) followed by job eliminations (with 4 first or second 

place rankings). 

The gravit y of the contracting-out issue at the USX 

Garyworks was reflected in its first place ranking by every 

member of the six member grievance committee. Job 

combinations (and eliminations) was ranked first or second by 

four of the six Garyworks' grievers. Two grievers gave these 

rankings ta seniority related issues. 

In summary, grievances at the Bethlehem and USX plants 

suggested that management strategies had involved contracting

out to a greater degree than had been the case at either 

LTV/Republic or Inland Steel. Grievances at USX in particular 

reflected a response to a practice which had become the norm. 

The number of disciplinary grievances at Inlan~ was explained 

by the vice-president of its Local 1010 as related ta the 

increasing pressure upon its relatively young workforce by a 

management in the throes of a massive rationalization program. 

while contracting-out and job combinat ions had Most 

affected the crafts in aIl four plants, job combinations were 
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perceived as a greater long term threat to an entire 

workforce, craft and production workp.rs. 

Ironically, LTV grieve~s still indicated concern about 

job combinations even though their plant had experienced the 

ro~_t massive job combination program in the industry among its 

crafts in 1984--an issue which will be discussed in the 

following chapter. According to Local 1033 Grievance Chairman 

Doug Nelson, whose plant had experienced the combinat ion of 

seven crafts into one several years earlier, 

"Contracting-Out js an issue that is talked about 
a lot and frequently grieved but job eliminations 
are more significant because they affect a greater 
number of workers throughout a plant. Il 

Local 6787 (Bethlehem Burns Harbor) Grievance Chairman 

Paul Kaczocha agreed that although job combinat ions were 1ess 

frequently grieved at Burns Harbor, they were a great~r danger 

because they resulted in greater job loss. Although the Burns 

Harbor plant had opened with fewer job categories and so had 

less experiençe with combinations, there were recent 

indications that the plantIs entire quality control unit had 

been earmarked by management for massive job combinations. In 

addition, at all plants with continuous casters, maintenance 

that might once hav? been handled by craft units were now the 

responsibility of operators. 

The creation of a master craft in 1984 at the 

LTV/Republic Plant and the adoption of a mobile maintenance 

unit with ratification of the 1986 In1and contract suggested 

that job combinations would, at least in the' short term, 

continue to disproportionately reduce the ranks of th~ skilled 
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(craft) workers. The effect of technology on job loss was 

instead most keenly felt by production units. (e.g. The 

installation of a continuous cas ter displaces as many as 200 

production workers involved in ingot production. Although the 

effect of continuous casting wa~ less severe among the crafts, 

as mentioned earlier, companies had begun to train operators 

who could also maintain the casters they ran.) 

As lay-offs due to operation closure and idlings reduced 

the labor force throughout the industr~7, management seized 

upon the opportunity to change work rules which had been 

protected in the past cyclical downswings. The prolonged 

decline of the industry disavowed the union argument that 

although workers might be considered temrorarily redundant, 

job classifications were not. The opinion that archaic work 

rules had for too long inflated manning levels had become 

widely accepted by managers and the public. 

Workers and grievers found themselves caught on the horns 

of a dilemma in grieving job combinations. Sorne grievers 

reported that the men in their divlsions were reluctant to 

grieve a situation involv~ng combining their jobs with a job 

of another worker who had been laid-off. Since combinations 

often involved position up-grading and pay increases, the 

grievers underst00d this reluctance (Bocien, LTV/Republic; 

Wagner and Serrano, Inland). 

Even if the combination did not involve an upgrade, 

workérs w~o continually saw co-workers permanently laid off 

were unlikely to grieve a combinat ion if doing so would 
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threaten their own precarious positions. Given these kinds of 

pressures, the frequency with which job combinations are 

grieved ls surprising. (30b combinat ions were the second most 

frequently grieved issue at aIl four plants. Grievers tended 

to attribute this high percentage to their efforts to convince 

workers that the practice potentially threatened everyone's 

job security.) 

Although the International USWA's Basic Wage and Steel 

Policy Statement (1986) published a few months before the 

first of the contract talks (with LTV and Bethlehem) devoted a 

lengthy section to the need for stricter provisions against 

contracting-out in the 1986 contracts, it devoted a single 

statement to the issue of job combinations. 

"Company plans for radically changing job content 
and work relationships should be examined with 
great care and thorough consideration for the long 
term effects on the membership." 

The International's terse treatment of the job 

combinations issue suggested that it would bow to public 

opinion which blamed union work rules for lack of productivity 

and excessive labor costs. It inst~ad chose ta focus upon the 

issue of contracting-out, for which it had recently gained 

sorne favorable decisions from the National Labor Relations 

Board. Local 6787 President, Paul Gipson noted a significant 

victory won by his local in 1985 concerning the use of 

bargaining unit employees for peripheral work done on 

installation of the new caster at the Bvrns Harbor Plant. 

Grievers at USX Garyworks reported that the company had 

received contempt citations from the NLRB jn early 1986 which 
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had influenced quicker processing of the numerous contracting-

out violations that had been previously bogged down within the 

grievance system (Gualandi and Gray). 

The overtime issue 

Of aIl the issues concerning the local leaders their 

responses to overtime were the Most ambivalent. Whether or 

not overtime was recognized as a contract bargaining issue by 

local leaders depended less upon proè.uct demand than the 

degree to which the local leadership encouraged workers to 

refuse overtime under conditions of lowemployment. In 

addition, officers at USX Garyworks reparted that management 

attempted to use overtime as a means of avoiding the costs of 

paying benefits to a larger workforce (Regan, McWay). 

The use of overtime which had willingly been accepted by 

the USWA in periods of full employment became a point of 

contention as employment drastically fell off in the 

integrated mills. During the 1980's the USWA opposed overtime 

on the basis that the additional work could be gjven to those 

on lay-off. The extent to which managerial policy ,ms aimed 

at reducing labor costs and increasing productivity by 

increasing overtime varied by company and plant. Level of 

demand and managerial palicy geared ta rnaintaining production 

levels while avoiding costs paid in benefits to a larger 

workforce were the Most significant deterrninants of the 

perceived abuse of overtime. A griever in Local 1014, USX 

Garyworks, complained that sorne men in the coke plant were 

consistently working excessive overtime shifts (Gray). In 
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contrast, the chairman of the Local 1033 grievance committee 

at LTV Republic Steel commented that orders had so fallen off 

for the plantIs bar products that there was little overtime 

available (Nelson). 

Like the job combination issue, overtime is a difficult 

one for grievers to handle. While sorne grievers acknowledged 

the attraction of overtime for workers facing the constant 

pressure of impending lay-off and future 10ss of income (USX, 

LTV/Republic), others like Local 6787 Grievance Chairman Paul 

Kaczocha criticized the Bethlehem contract because it didn't 

eliminate overtime completely unless laid-off workers were 

recalled. In recent years Bethlehem Burns Harbor workers in 

sorne work divisions had voluntarily refused any overtime 

unless those on lay-off were recalled. In contrast, although 

little overtime was reported to be available at the 

LTV/Republic plant, Local 1033 grievers indicated that many of 

their grievances were related to seniority rights in 

scheduling overtime and shifts. Yet none of the officers 

interviewed at Local 1033 identified excessive overtime as a 

significant bargaining issue. The LTV/Republic plantIs 

rernairing workforce, which had experienced drastic lay-offs 

cu~ting into the ranks of those with less seniority, was 

particularly sensitive to the seniority related issues of 

shift and overtime scheduling. In the words of one LTV 

griever, "AlI we have left is the crumbs." In an atmosphere 

rife with rumors of impending plant shutdown, the workers 

battled among themselves for those few crumbs. 
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Inland's Local 1010 grievers and officers did not report 

avertime ta be a significant issue for the workers at their 

plant. Yet, as was the case at Bethlehem B~~ns Harbor, this 

was not necessarily due to a drop in demande Bethlehem's 

workers reacted differently ta the overtime issue than 

Inland's workers despite both plants losing less of their 

workf0rces ta lay-offs than LTV ar.J~ USX, in part, beeause 

Local 6787's leadership had made workers more sensitive to the 

issue. Another and equally significant factor was the lack of 

factionalism within the rank and file at Burns Harbor and the 

similar policy orientation of its two caucuses. These 

characteristics were influenced by the Bethlehem workforcels 

ethnie and racial homogeneity and by the plantis premier 

position as the most productive mill within Bethlehem Steel. 

The latter factor was recognized by aIl interviewed as added 

leverage in dealing with management. 

In addition, Local 6787 1 s history of turnover in 

leadership made the local's two caucuses sensitive to 

significa~t issues at the shop floor level as they related ta 

the broader issues of the basic contraets. Finally, as noted 

by Needleman (see seetion--"Racial and Ethnie Comparison of 

Hourly Workforces ... " in this chapter), the effect of the 

1974-77 reform movernent which began in the district when local 

6787 had been organized for only a few years had strongly 

influenced bath caucuses 50 that ties between the rank and 

file and local leadership had consistently been less 

attenuated at 6787 than at the other locals. 
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The Labor Management Participation program 

The Labor management Pa~ticipation Teams Experimental 

Agreement was negotiated with the 1980 Contract in Basic 

Steel. The LMPT clause provided for the programs to be 

voluntary and established with the cooperation of the local 

union and plant management (Statement of Sam Camens, Asst. to 

the USWA International President, before the U.S. House of 

Representatives, ~pril 23, 1982). 

The LMPT concept is not new to the industry. Attempts at 

incorporating such programs in the basic contracts were made 

in 1971, 1974 an1 1977. Within the steel industry the concept 

has taken the form of plant commi ttees at the level of the 

work division or department meeting wi th and advising 

management on ways tu increase efficiency and promote the use 

of domestic steel (Siegle and Weinberg, 1982). 

The 1980 plan was the brain-chi Id of Sam Camens, 

Assistant to the International USWA President. It consisted 

of two organizational layers: "participation teams Il at the 

departmental level or below and another team at the plant 

level which would provide coordination. The teams were to 

consider and decide issues relating to the use of equipment, 

quality of work environment, safety, health, scheduling, 

absenteeism, overtime, incentives, job alignments, 

contracting-out, energy conservation and transportation pools. 

Supervisors a~a workers were to agree on aIl decisions. 

Despite the seemingly far ranging authorization of such teams 

they were not to al ter the terms of the basic contract or 
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interfere with the grievance procedure. Prior to program 

implementation, those involved in the teams from both the 

labor and management sides were to participate in a training 

program in problem solving (Seigle and Weinberg, 1982: 128-9). 

Seigle and Weinberg (1982; noted that the efforts made to 

begin the LMPT programs in 1974 were adversely affected by 

"the resistance of workers in the Chicago region to the 

progra"'l, in def iance of the national leadership." (129) They 

went on to say that the Chicago faction lost its fight against 

the established International hierarchy in the decisive 1977 

election and speculated that this defeat would lead to reduced 

resistance to LMPTs in the future. (The "Chicago faction" is 

a reference to the Steelworkers Fightback reform movement 

initiated in District 31 in the mid 1970's. The Steelworkers 

Fightback candidate, Ed Sadlowski was defeated ~y Lloyd 

McBride for the International USWA Presidency in 1977.) 

This research did not validate Seigle and Weinberg's 

projection. It instead found that resistance ta LMPTs had 

continued unabated by the leadership of the four locals chosen 

for comparison. In adàition, as noted by Nyden (1985), with 

increased conflict over collective bargaining between 

management and union, the International leadership became less 

supportive of the Labor Management Participation Team concept. 

The ambivalence toward LMPTs at higher levels of the USWA was 

reflected in District 31 Director Jack Parton's interview 

comments in which he suggested that the teams had limited 
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potential for turning things around for a plant that a company 

had identified as unproductive and unprofitable (Parton). 

As the profile of Local 1033 in the following chapter 

will suggest, the decision to terminate a large scale LMPT 

program at the LTV/Republic plant involved the participation 

of Sam Camens, the International representative who had been 

the driving force behind the concept in the late 1970's and 

early 1980's. The generally held fear that LMPTs would be 

used by management to furthpr control the work pro cess and 

undermine the union grievance procedure continued despite 

language in the 1980 contract which sought to control the 

teams interference with the grievance procedure and II gr ievable 

issues". Ironically, this language was accompanied by an 

enticement to adopt LMPTs which would significantly change the 

grievance procedure. A "Justice and Digni ty" clause was 

attached ~s a rider to the LMPTs and was also optional at the 

plant and local level. If LMPTs were implemented, the 

"Justice and Digni ty" procedure would amend the grievance 

process so that workers could continue working until final 

determinations had been made on their gr~evances. Suspensio~ 

from work would only follow a grievance decision against the 

worker. The "Justice with Dignity" rider was som€'what 

incongruous in light of contract language denying that the 

teams would have an effect on the grievance process. 

By the Fall of 1985 none of the integrated mills in the 

district had on-going LMPTs in operation. However, Local 

1010, Inland Steel, had agreed to the establishment of Labor 
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Management Relations Committees (LMRCs) in 1984. The LMRCs 

were less formaI programs involving no prior training. The 

original LMRC program consisted of only one committee composed 

of the top local officiaIs and plant management. By 1986 

Inland's LMRCs had been instituted within sorne of the work 

divisions (approximately 5 of the 31 work areas in the plant, 

according to Local President Bill Andrews). Like the LMPTs 

the LMRCs were established at the initiative of labor and 

management within the wOLk group or division. The LMRCs were 

described by President Andrews as groups designed to discuss 

"problems" in the work area. Andrews did not feel that the 

issues discussed in the LMRCs were as far ranging nor was 

their authority as extensive as that of the Labor Management 

Participation Tp.ams provided for in the 1980 contract. 

However, members of the opposing caucus distrusted the Labor 

Management Relation Teams, and expressed concern that they 

were too close to the LMPT concept for comfort (Co Mezo, 

Vasilak) . 

Local leadership's perception of the international USWA's 
strategy in preparing for the 1986 contracta 

At the expiration of the 1983 contract, the USWA reported 

~hat employment in basic steel was down 56% from its peak in 

the late 1960's (The Gary Post-Tribune, August 18, 1986). As 

mentioned earlier, to staunch the 1055 of jobs and membership, 

the Tnternational USWA's Basic Wage and Steel Policy Statement 

(Janu~ry 1986) conceded that the union would consider the 

financial status of each company in the coming contract talks. 
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This was an explicit signal that wage demands would be geared 

to assessment of the severity of each company's profit or 

loss. The union chose the consulting firm of Lazard Ferrare 

to conduct an independent audit of those companies wiling to 

open their books as a condition for early contract talks. 

The statement then outlined the importance of assuring 

the job security of the remaining workforce in steel. It 

largely addressed job security in terms of reducinq the 

practice of contracting-out. Much less emphasis was given to 

the issue of job combinations and eliminations which also 

falls under the rubric of "remanning". This emphasis upon 

contracting-out underplayed the significance of job 

combinations and eliminations within District 31 in light of 

the 1985 survey conducted by the Midwest Center for Labor 

,; 
Research. The survey of grievers in USWA locals working 

within the major integrated mills in northwest Indiana (which 

included three of the four plants involved in this research--

U.S. Steel Garyworks, Bethlehem Steel Burns Harbor, and Inland 

Steel) indicated that the greatest percent age of job loss at 

these mills was due ta job "speed-ups" (36%). "Speed-ups" 

included job combinations and increased pressure ta work 

longer and faster. Contracting-out had accounted for a 

smaller percentage of job loss (20.8%) cturing the period 

chosen for analysis 1980-1984. 

The survey conducted for this re~earch indicated that job 

eliminations and combinations were viewed as egual threats to 

( job security. Locher and Abrecht, a group of consultants 
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hired by the USWA, conducted a survey of grievers in basie 

steel loeals throughout the country. However, their survey 

findings were not made available to this researcher. Since 

the Locher and Abrecht sur vey included aIl of the USWA 

districts, it provided a much broader base of response than 

either the MCLR survey or my survey, which were both 

restricted to mills in one district--District 31. 

Information gained from interviews wi th local off icers 

and grievers suggests that the Internat ional leadel'ships' 

decision ta concentrate its efforts on the issue of 

contracting-out may have been due ta two factors: 

1. A traditional perception in the USWA that basic 

questions of manning (e.g. size of workforce) rightfully 

belong to the company (a perrèption which will be further 

diseussed in the followir.g chapter) ; 

2. The public percp~tion, fueled by expert analyses that 

continued 10ss of competitiveness in the domestic industry was 

due in part to archaic union work rules (Barnett and Shorsch 

1983:276) . 

With the paring of operations and labor force resulting 

trom rationalization, the union could no longer defend work 

rules designed ~o protect job classifications that had been 

designed in eras of strong demand du~ing which the U.S. 

inŒustry enjoyed domination of domestic and international 

mar:k et share. 

'5urprisingly, the minimal attention given to the issue of 

job combinations was not a cause of concern among most of the 
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local officers interviewed. Criticism of the Wage and Policy 

Statement instead focused on the implicit decision to, "give 

on the issue of wage concessions." Al though even on this 

issue reactions were mixed. Respondents who were dissatisfied 

with what they perceived to be the International's hedging on 

a previously strong position against wage concessions were 

those who had been critical of the International throughout 

their interviews. They felt that making the wage issue 

conditional upon companies' financial status negated the 

union' s intention to "coordinate i ts end of the bargaining 

process. " 

The presidents of Local 1014, USX Garyworks (Larry Regan) 

and Local 1033, LTV /Republic Steel (Maury Richards) 

volunteered comments critical of the statement's treatment of 

the wage issue. Presidents of Local 1010 (Inland Steel) and 

Local 6787 (Bethlehem Steel Burns Harbor), Bill Andrews ~nd 

Paul Gipson, who had been categorized as more moderate and 

supportive in their attitudes toward the International, weJe 

not critical of the International leadership's position 

gearing wage to corporate financial status. Paul Gipson was 

hopeful at the onset of early talks with Bethlehem Steel that 

the company's decision to open their financial records to the 

union was an indication that, unlike the situation with USX, 

there was sorne chance for a resolution of negotiations before 

expiration of the 1983 contract. 

Responses of the grievers interviewed at each of the 

locals were highly ambivalent. A small minority of grievers, 
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overall, expressed dissatisfaction wlth the International's 

preparations for contract negotiatians. Even grievers who 

were members of caucuses traditianally critical of the union 

hierarchy were divided in their assessment of the 

International's performance in setting the stage for early 

talks. Rather than demonstrating a greater radicalism, that 

Aronowltz and others contend typifies workers on the shop 

floor (vs. the conservatlsm of the International leadership) 

grievers' attitudes were ambivalent toward the International's 

policy goals, recognizing that the leadership's concern with 

the potential for corporate bankruptcy was weIl founded. 

A Local 1010 griever--a member of the Fightback group 

during the Balanoff-Sadlowski era who was consistently 

critical of the moderate stance taken by the local's 

president, Bill Andrews--commented, 

"What good daes i t do us to argue over a few 
cents an hour unless we're assured of having jobs 
tomorrow" (M. Mezo). 

His concern was directed less to the International's 

ambivalence toward the wage issue than the ambivalence of the 

USWA at aIl levels toward the growing threat of job 

combinations to job security. Since he was a craftsman, his 

~eaction is consistent with Ferm's finding that the crafts are 

more sensitive to threats to union work rules that are 

protective of craft prerogatives. The contract with Inland 

Stee~ did include an additional maintenance crew with the 

pC'ten.'ial ta drastically reduce the number of craft posi tions. 
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What had been rumored among Inland1s craftsmen at the time of 

this interview had become a reality. 

Summary 

Despite a pre-negotiation public dialogue which focused 

on the issue of wage concessions, the anxiety over impending 

job 10ss made the issue of job security paramount to the 

majority of union officiaIs interviewed. T~is reaction should 

be assessed in terms of the sequence in which the separate 

contract talks were held. LTV's was the first contract to be 

opened. The second largest of the integrat~d producers, the 

corporation was the most vulnerable financially. The LTV 

contract represented the deepest wage and benefit cut that the 

USWA was willing to bear. It was assumed that concessions in 

the contracts that followed would be less severe. 

Regardless of the anti-concessionary pre-negotiations 

rhetoric, the International had, in the end, set parameters 

around cuts in wages and benefits within the industry rather 

than denying them. The LTV contract was a sign~1 to the 

eompanies and locals whose talks fol1owed that there had been 

a floor established for wage cuts at $3,60 an hour. The 

Bethlehem contract with its $1.96 heur eut would provide 

another signal--the floor would hold, but for workers employed 

by financially troubled companies, cuts were inevitable. The 

International had chosen ta give on the issue of wage whi1e 

emphasizing the issue of contracting-out as the greatest 

threat to job security. 
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The contracts agreed upon in the summer of 1986 involved 

another trade-off. Rules protecting jobs against combinations 

were traded for tougher restrictions on contracting-01lt. This 

trade-off would be most evident in the Bethlehem and Inland 

contracts with the inclusion of Gainsharing clauses, which 

introduced bonuses to workers who contributed methods of 

increasing productivity. OfficiaIs at Local 6787, Burns 

Harbor, and Local 1010, Inland: Grievance Chairman Paul 

Kaczocha and Vicc-President Mike Olzanski, believed that the 

program was a way to entice workers into cc~~erating with the 

elimination of co-workers jobs in the hopes of gaining 

financially from the increased productivity that followed. It 

was viewed as another management tool te div ide the workforce 

while decreasing labor costs and increasing productivity. 

In centrast to the International's hesitancy to confront 

the issue of job combinations, contracting-out was a safe 

issue and one in which recent NLRB decisions favoring the 

union had suggested sorne leverage in negotiations. 

As the discussion of each contract in the individual 

local profiles in Chapter 5 will indicate, only one contract 

in basic steel (one not included in this research) met the 

jssue of job security head-on. The contract witn National 

steel, a partly Japanese owned company, guaranteed the jobs of 

the current workforce for the three year life of the contract. 
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c Chapter 4 Notes 

lTaken from an interview with Clarence Disney, USWA 

District 31 staff member in ~harge of Education and 

Information, Oct. 16, 1987. 

2 Data on locals' ethnie and racial composition were 

taken from the records of local presidents and human relations 

committees in the Spring and Summer of 1986. 

3 The number of white workers at Bethlehem is somewhat 

inflated in comparison to the other three plants since it 

inc]udes management, while data for the other plants only 

represent hourly employees. 

4 This figure initially mentioned by Local 6787's 

) 
President and Vice-President was verified by the Burns Harbor 

plant research department. 

5The Midwest Center for Labor Research is a fdcility 

begun by union activists including past District 31 Director 

(1977-1980) Jim BaJanoff, who had been instrumental in the 

Steelworkers' Fightback reforrn movement. The Center was 

established in :.~!~ early 1980' s to provide information and 

consulting services to rank and file workers and their 

organizations as weIl as to "established" union organizatiolls. 

Since its inception MCLR has focused on strategies to avoid 

concessions and plant shutdowns. 

( 
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Chapter 5 

DISTRIGT 31 LOCAL UNION POLITICS 
AND THE 1986 NEGOTIATIONS 

This chapter reviews the history of district and local 

union politics. These unique political histories are 

highlighted to provide additional depth to the contexts in 

",:hich locals responded to the bargaining issues discussed in 

the previous chapter. Chapter 5 explores the signif ica.lce 

of such issues as the reformist movement of the 1970's, 

Steelworkers Fightback, which was initiated in District 31. 

While the Sadlowski-Balanoff era in the district's politics, 

born of that movement, had lasted from 1976-79 and 

steelworker's Fightback had lost its momentum, its influence 

could still be seen in the politics of individual locals. 

United Steelworker of America District 31 

From 1979 to 1986 northwest Indiana lost 44,000 jobs in 

steel--a 38% reduction of approximately 104,000 jobs (Singer 

1986). The district's integrated mills are heavily 

dependant upon orders from American automakers. The slump 

that they experienced during the 1980's coincided with the 

recession in the domestic auto industry. Increasing 

substitution of plastic~ ~nd alloys for steel in Arnerican 

cars left the integrated steel mills in northwest Indiana 

and Chicago in a depressed state even during the auto 

industry' s ternporary upswing in t~le mid 1 ~SO ' s. By the 
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summer of 1986 the auto industry had gone into another slump 

causing a further worsening of the situation for the 

integrated steel sector in the Midwest (Dubois, 1985; 

American Metals, May 13, 1986; the Chicago Tribune, July 20, 

1986). 

The United Steelworkers of America's District 31, 

encompassing northwest Indiana, metropolitan Chicago and 

central 111incis, has the largest number of active members 

in the international organization. This has traditiona11y 

made the district an important factor in the outcome of 

e1ections for international office. Al Sampter, a District 

31 union activist since the 1940's, recal1ed that long time 

District 31 Director Joe Germano was credited with 

"delivering the district" to l.W. Able in 1965 when Able ran 

against incumbent International President John MacDonald in 

what had been cal1ed a "palace coup". (Prior to his 

candidacy Abel had been International Secretary-Treasurer.) 

lt was the first time in the history of the USWA that an 

incumbent international president had been defeated (Nyden, 

1984:50). The ability to determine the outCQme of 

international elections made Germano a icrce to be reckoned 

with in the USWA. Germano's power, built over his 30 year 

tenure as District 31 director, was due in part to a 

constitutional artifact which made incumbent USWA district 

directors ~cry difficult to unseat. The constitution 

provided for a nomination pro cess requiring that a potentia1 

candidate be nominated by eighteen of the locals in District 
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31 (Article V, Sec. V). This had involved running separate 

- campaigns before the nominating process at aIl eighteen 

local organizations. The degree to which this had 

restricted opposition to incumbents is reflected in the fact 

that Joe Germano ran unopposed for 25 of his 30 years in the 

directorship (Sampter). Upon Germano's retirement, his hand 

picked replacement, Sam Evett, was opposed by maverick Ed 

Sadlowski in 1972. As will be discussed later, Sadlowski's 

success in getting on the ballot was due largely to an 

arduous campaign aimed at winning over the number of locals 

required by the international constitution. 

When District Director Joe Germano announced that he 

would not seek reelection, a group of rank and file 

dissidents from the larger basic steeJ locals in the 

district supported Ed Sadlowski, President of Local 65 (U.S. 

Steel's Southworks) for the directorship. In 1974 Sadlowski 

opposed Sam Evett, Germano's handpicked candidate who was 

also backed by USWA International President I. W. Abel. 

Sadlowski launched a campaign calling for the return of the 

USWA from the IITuxedo Unionism" of Germano, Evett a~d Abel, 

to democracy through rank and file control. 

Ed Sadlowski's campaign for the district directorship 

bec3me the first stage of a struggle between the "official 

family" (USWA distr ict and international of f ice.) and rank 

an~ file dissidents within the le.rger basic steel loeals 

inc~uding Local 65 (U.S. Steel Southworks, Chicago) and the 

- locals studied in this thesis. This struggle extended 
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beyond District 31 te become an "international reform 

movement" from 1973-1979. Nyden (1984) has claimed that 

worker dissatisfaction, the sense of 10ss of workp1ace 

control, and union centra1ization had been identified as 

factors leading to the insurgency within the USWA that had 

begun in District 31 in the 1970's. 

In February, 1973, Evett won the election by 2000 

votes. Sadlowski contested, appealing to the International 

for a recount. After the International rejected the appeal, 

he turned to the Labor Department which conducted its own 

investigation, invalidated the February results and held a 

new e1ection in November 1974. Sadlowski won the second 

election and went on to direct the district during a period 

in which "Rank and File" candidates wrested control of local 

organizat ions from administrations favoured by the "off icial 

family" . 

Toward the end of the I.W. Abel administration, with a 

power base established in the district, Sadlowski supporters 

organized "Steelworkers Fightback". This group cspearheaded 

Sadlowski's campaign for the international presidency in 

1975-76. Although Sadlowski lost the 1976 election to Lloyd 

McBride, Jim Balanoff, one of Sadlowski's strategists and 

the president of ~ocal 1010 (Inland Steel), was elected to 

the district director's office. Thus, Balanoff became the 

second consecutive director in the history of District 31 to 

represent a philosophy of trade unionism at odds with the 

union's international leadership. 
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- The relationship between the District and International 

would become increasingly strained under Balanoff's 

directorship. The International president holds the power 

of appointment to district posts. McBride refused ta honor 

Balanoff's choices and instead made his own appaintmencs, 

including Harry Piasecki as district staff representative. 

Piasecki was president of Local 1014 (U.S. Steel Garyworks) 

when he opposed Balanoff for the directorship as an 

"official family" candidate. (In 1986 Piasecki would be the 

off icial leadership' s appointee, ta replace a "dissident" 

Jnion president in the district--Larry Regan at Local 1014, 

U.S. Steel Garyworks. Piasecki's temporary appointment as 

administrator of Local 1014 will be discussed in the local's 

profile which follows.) 

Balanoff's tour year tenure, fram 1977 to 1981, was 

marked by confrontations with McBride. Balanoff described a 

typical conflict over handling a "small strike" involving 

400 people at seven plants. 

"I negotiated that contract. They ran scabs on 
me. They had our strike pretty weIl broken. l 
wrote McBride and said, 'Hey, look--I'm tired of 
negotiating for scabs and strike breakers. 1 

They wanted to end the strike without displacing 
the scabs ... get everybody (bargaining unit 
employees and scabs) back to work. His reply 
was 'Your job as director is to save the 
structure of the union. .. If you let them aIl 
come back they'll (company) take the officers 
back and weill still have a union. Those scabs 
will be paying dues ln a month. 1 And that's 
what we did. And we do it over and over. If 
those people will sell out their fellow workers, 
you know what kind of unionists tney'll make. 
That's the kind of people they want in 
leadership. They take them in ... Make them 
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officers ... Just to have the dues. It's a 
business q (Balanoff). 

Balanoff was particularly bitter about the 1983 

coneessionary contract (involving an average 9% eut in pay 

during the first year and reduce~ benefits) which his 

~uccessor to the directorship, Jack Parton, had helped to 

negotiate. Balanoff saw the contraet as a sell-out and the 

result of complicity between the companies and USWA 

hierarchy but also acknowledged that his assessment was 

based on a contradictory trade union phllosophy. 

"McBride thought that God put him on earth to 
save the steel industry. He always thought l 
was out to destroy it. So we could never 
communicate" (Balanoff). 

Balanoff lost the directorship in 1981 to Jack Parton, 

who benefited from the backing of the International 

hierarchy. With Balanoff's defeat the Fightoack 

organization which had been weakened by the Sadlowski loss, 

began to unravel. It reemerged as a much smaller and more 

teauous district network when Parton ran for reelection in 

1985. 

Local officers interviewed in this research considered 

the 1983 contract to be the weakest negotiated on the part 

of steel workers in recent history. The contract did not 

include renewal of the Experimental Negotiation Agreement 

(ENA) which exchanged a cost of living provision for a "no 

strike" guarantee. (Ironically, the ENA had been opposed by 

Sadlowski and Steelworkers Fightback in the early 1970'5 on 

the basis that its no strike clause strangled dissent among 
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- the rank and file. By 1983 the unilateral decision by the 

companies to rescind the ENA was generally considered 

symptomatic of labor's badly weakened bargaining strength.) 

In addition, the USWA had failed to win provisions to insure 

job security, protection against shutdowns, a shorter work 

week, a stronger grievance system, and improved pensions 

(Nyden, 1984:95-6). 

Despite the reformists ' failure t~ capture the 

International presidency in 1976, Jim Balanoft contended 

that for the first time a grass roots effort begun in the 

district had given the established union leadership a "run 

for their money." 

Al Sampter, a rank and file activist in Local 1014 and 

early Sadlowski supporter, contended that the "Fightback 

legacy" 1eft a district long autocratically closed to 

opposition now open to the possibility that "others" could 

get on the ballot for district director. His description of 

that autocracy was consistent with classical Michelsian and 

Weberian descriptions of political entrenchment through 

resource monopolization and professionalized bureaucracy. 

According to Sampter, the nomination process had effectively 

suppressed viable opposition to the district leadership 

unlil the Sadlowski campaign. The constitution stipulated 

that five laeals plus an additional local for each 10,000 

me~bers nominace a candidate 50 that his/her name would 

appear on the final election ballot. (Each local represents -, one nom:nation vote regardless of membership size.) 
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The limited resources of small loeals restrieted their 

ability to suceessfully facilitate grievances making them 

more dependant upon district staff representatives who 

decided which grievances went to arbitration. The smaller 

loeals had traditionally voted as a bloek in support of 

incumbent district directors. Tc overcome that tradition, 

the Sadlowski supporters worked at the plant gates of small 

locals to win their support. 

"Nobody had done that before. Our effort was a 
'crusade.' So getting on the ballot for the 
first time in 25 years was an accomplishment no 
matter what happened after that Il (Sampter). 

The degree to which the momentum of the "Fightback" 

contingency had been defused was best symbolized by 

Sadlowski's position in the USWA by the mid 1980's. After 

endorsing the International leadership's choice for district 

director, incumbent Jack Parton in 1985, Sadlowski 

maintained a very low profile throughout the campaign. He 

had taken an appojntment as sub-district director offered 

him by the International after his defeat by McBride and his 

support of Jack Parton rather than Alice Peurala (the 

candidate of the remainjng Il Steelworkers Fightback" group) 

for the district directorship in 1986. 

With these decisions Sadlowski quieted the few early 

rumblings about "Oil Can Eddie" running for director. By 

the time the campaign rhetoric was warming up in the summer 

of 1985, Sadlowski's name was rarely mentioned. Perhaps out 

of loyalty forged during the heyday of the "Fightback" era 

or because of the tendency to close ranks when questioned by 
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an outsider, no one associated with Steelworkers Fightback 

suggested a sense of betrayal when interviewed by this 

researcher. 

The district director's election in 1986 provided a 

forum for the "last gasp" of the "Fightback" effort. Two 

candidates opposed incumbent Jack Parton: John Bierman who 

was a sub-District 21 director and John Palmer who ran as a 

reformer with the support of the remnants of the Fightback 

contingent. When Palmer decided to withdraw a few months 

into the campaign, Jim Balanoff convinced Alice Peurala to 

run against Parton. Although Parton ran with the full 

support of the International, veterans of ~he Fightback 

movement felt that Bierman, who had been on the 

International's staff for Many years and had the reputation 

of a "moderate" and Parton were "cut from the same cloth". 

Both were the "International's boys". Bierman's long stint 

as an International staff representative in the district did 

not help his campaign as a "rank and file" alternat ive 

candidate. However, Bierman contended that it was Peurala's 

late entry in the race that spI i t the "opposi t ion vote 11 and 

ultimately defeated him. 

With only 35% of the eligible voters going to the 

polIs, Parton won the election with approximately 50% cf the 

vote. Bierman received 8,927 votes to Peurala's 5256. 

, Chicago reporter John Conroy's comparison of the 1986 

direc ·or's race to those of the SadlowskijFightback era, was 

the only in-depth journalistic analysis of a contest that 
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had drawn the interest of the national press ten years 

earlier. If coverage of the campaign suggested the absolute 

eclipse of the reform movement in the district, the election 

out come could be described as a vote of resignation rather 

than a positive evaluation of Parton's performance. In 

choosing to return an incumbent identified with the 1983 

concessionary contract to office the rank and file had 

acknowledged that the concessionary 1983 contract would not 

continue to be an albatross for a district director who had 

been instrumental in its negotiation. Comments by grievers 

and officers, even sorne who were not particularly avid 

Parton supporters, suggested that he was not the only USWA 

negotiator who had been "duped" by the companies that had 

promised that wage concessions would save jobs and be used 

to "modernize H plants otherwise slated for closure. Parton 

along with others had been weIl intentioned but misled by 

the companies (Kruchowski, Crona, Vrahouretis, Gualandi, 

Nelson) . 

It should be noted that this research was designed to 

assess the responses of local union organizations to changes 

in the steel industry. Given this, it is better equipped to 

assess the perceptions of local union officers than the rank 

and file membership. Hence, analysis of the rank and file 

reaction to Jack Parton's directorship, is at best, 

speculative. 

Before turning to brief historical profiles of the four 

local organizations, mention should be made of an 
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interesting pattern concerning the contextual variable, age 

of hourly workfarce (see Table 1), which emerged in the 

interviews conducted on the level of the District 31 

organization. 

While contemporary theorists have contended that 

younger workers are more dissatisfied (Wright and Hamilton, 

1978) and more likely to voice their dissatisfaction with 

their jobs than older workers (Aronowitz, 1973}, interviews 

of older trade unionists conducted for this research before 

the 1986 contract talks suggested quite the opposite. 

District Director Jack Parton and his opponent, John 

Bierman, were bath skeptical that the comparatively young 

Burns Harbor workforce would be wil:~ng to strike with a 

breakdown in the coming contract negotiations. The older 

unionists' perception of the younger workers' apathy was 

expressed by Jim Balanoff, 

"They have contempt for the union ... There's a 
whole generation of steelworkers that have never 
been on the street. They don't know what a 
strike is. They think that everything just 
came" (Balanoff). 

Like others who had been in the 1959 strike (the last 

inàustry wide strike), John Bierman felt that along with 

apathy, the younger workers' fear would influence their 

strike vote. 

liA lot of the old timers fought to get this 
union. A lot are ready to fight again. And 
l'll tell you what they'll fight for--their 
insurance and pension benefits. The workforce 
at Bethlehem (Burns Harbor) 1s younger. Younger 
workers are scared to death. This may not be 
true of all of them, but percent age wise. 
They've got expenses--houses, cars, kids in 
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school. When we had the '59 strike l was 
precinct captain and in those days local 
businesses like grocery stores wou~d 'carry 
you'. There was strong union support. They 
knew there'd be an end to the strike and you'd 
be back to work" (Bierman). 

Younger unionists from other district locals had a 

different perspective of Local 6787's determination and 

"strike potential". Mike Olszanski, vice-president of Local 

1010 at Inland Steel and chairman of the local's strike 

committee, described the early strike preparations at Local 

6787 as one example of the determination and cohesion of a 

local he described as having sorne of the toughest and most 

progressive trade unionists in the district. 

Responses to the proposed contracts did not provide a 

clear eut answer to resolve the debate on age and anti-

concessionary behavior. Self interest in wages or pensions 

divided the younger Burns Harbor workforce from older 

workers in Bethlehem's eastern locals on the contract 

ratification vote. The lower average age of the Burns 

Harbor workforce and their modern plant which had minimized 

the necessity for operation closures and lay-offs, 

contrasted sharply with the situation of Bethlehem's eastern 

mills which had experienced massive closures and lay-offs 

for more than a decade. Yet the older LTV/Republic 

workforce did not chao se to protect pension over wage. Even 

though the company was near bankruptcy and the plant rumored 

to be near closure--a situation which threatened LTV's 

ability to honor its pension fund obligations--Local 1033 

members chose to reject their contract because of its wage 
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and benefits eut. (While LTV's Indiana Harbor plant was not 

included in this comparison, it is interesting to note that 

the decision to strike over the company's abrogation of its 

pension responsibilities was made by the International USWA. 

(Although the rank and file in Local 1010 cast a strike 

vote, those who were opposed to a strike over pensions who 

were interviewed by the media were younger workers.) 

In summary, the reformist movement which emerged in 

District 31 during the 1970's had lost momentum by the time 

that the 1983 concessionary contract was signed. An effort 

to revive it by capturing the district director's position 

in 1985 was unsuccessful. Despite this, anti-concessionary 

sentiment was strong throughout the district concerning 

protection of wage and benefit levels in the 1986 contract 

negotiations. Although older union leaders questioned 

younger workers anti-concessionary resolve in the event of a 

strike, general membership contract ratification votes 

suggested that age differences affected response in ways 

that did not simply dichotomize older and younger workers. 

This is a finding which will be discussed in detail in 

Chapters 6 and 7. The discussion next turns to the 

political histories of the four locals. 
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Political Histories of the Four Locals 

Local 1033--LTV/Republic Steel 

Of aIl the District 31 basic steel locals, Local 1033 

had a beginning most characteristic ot the difficult and 

sometimes bloody early efforts to organize the steel 

industry. Its plant was the site of the Republic Steel 

Memorial Day Massacre on ~ay 30, 1937, in which ten 

steelworkers lost their lives in a demonstration aimed at 

gaining the company's recognition of the worker's right to 

organize a union. Recognition would come in 1941 when the 

company agreed that the Steelworkers Organizing Committee 

(SWOC) would te t~e exclusive bargaining agent for the 

plantIs hourly workforce (Chicago Historical Society 

District 31 Holdings). 

Wjth a c~rrent membership of approximately 1700 (down 

from a peak of 4000), Local 1033 had always been the 

sm~llest local of the four compared. It was the only local 

in the district to have returned an incumbent to office ovœr 

a consistent 18 year period in recent history. It was also 

the only one of the four locals to have experienced a major 

corporate merger (with the sale of Republic Steel to the LTV 

Corporation in 1984). Finally, its plant had benefitted the 

least from modernization efforts and was the only one 

without a continuous caster. With LTV's reported 

$275,000,000 loss in 1985, the largest suffered by an 
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integrated producer in the district, rumors of an eventual 

plant shutdown plagued management and union officiaIs. In 

addition, the Republic Plant had already experienced job 

combinations within the crafts that some of the larger 

locals in the district, particularly Inland Steel's 1010, 

had been fighting fOL years. Frank Guzzo's administration 

(which ran consecutively from 1963-85) finally overcame avid 

opposition to the combinations by dropping an attempt to 

create a general electrician master craft since the 

electrical workers had provided the backbüne of the 

opposition. Guzzo instead concentrated on the mechanical 

master craft and after renegotiating the terms of that 

combination won a general membership vote to introduce the 

pL",~it'ion of "general mechanic" ln 1983 (Nelson, 1986). This 

position absorbed seven craft jobs (boilermakers, 

pipefitters, welders, riggers, carpenters, rnillwrights and 

painters) into one rnaster craft. 

Local 1033 1 s relatively small size as cornpared to the 

other three locals, explained why it was the only one to 

have two of its officers (froID an eleven rnernber executive 

board and 10 rnernber grievance cornmittee) on full-time 

status. Full-time status in the other locals varied. While 

Local 1014 was the only local to have grievers and many 

committee heads on full-tirne status, locals 1014, 6787 and 

1010 aIl had full-time officers (president, vice-president, 

recording secretary and financial officers). Local 1033 1 9 

financial resources had been considerably worsened by the 
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plantIs 42% reduction in workforce sinee 1982. In June 

1986, the executive board voted to cut eosts by $5000 a 

month to avoid potential bankruptey. Cost cutting measures 

ineluded reducing loss time (monies paid by the union as 

compensation to officeholders) for its previously full-time 

officers, the president and grievance chairmen. 1 Cuts were 

also made in the grievance procedure budget--a move which 

was criticized by one griever because it would "gut the most 

important service the local provides i ts members." His 

reaction echoed a finding repeated throughout this researeh, 

that the grievance procedure continues to be extremely 

important to the credlbility of the local organization among 

the rank and file (Batstone, 1978; Crouch, 1981). 

rh the spring of 1985, Maury Rlchards defeated the 

ineumbent, Frank Guzzo, in his bid for reelection to a 

seventh 3 year term. Guzzo had sought reelection despite 

the fact that he would be retiring from his job at the plant 

and so would have to give up his presidency one year before 

the end of its term. Richards, who had served as guard in 

the previous Guzzo administration had failed to unseut Guzzo 

in 1982. 2 Guzzo and Richards represented two very different 

options for the Local 1033 m~mbershlp. Guzzo was only one 

year from retirement ~fter a 30 year career with the local. 

Since 1957 he had held the positions of trustee, treasurer, 

and griever before his term as president in 1967. Richards 

had been employed by Republic Steel for nine years ~nd had 

been on lay-off until shortly before his nomination. His 
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- union experience had been limited to the office of guard. 

Ironically, his eligibility for candidacy had been saved 

when he was recalled to work after the creation of the 

general mechanic's position in 1984. While Joe Guzzo 

pointed out that Richards had been uncharacteri::;ticaJ ly 

quiet about the massive combinatio~ which had resulted in a 

master c~aft position while it was underway and had failed 

to attend the meeting in which a vote was t~ken on the 

proposed combination, in interview (conducted two years 

after that vote), Richards pointed to the general mechanics 

position as an example of Guzzo's excessive moderation. 

In the aftermath of the 1983 concessionary contract in 

basic steel, campaigns for local union office were all 

characterized by anti-concessionary rhetoric. The local and 

district director's elections are timed to precede the 

negotiations of the three year contracts. Local elections 

are held in the spring while district director's elections 

are held in the 1ate fall of the year preceding the contract 

talks. This allows for a "clean sweep" prior ta 

negotiations while also allowing a few months for candidates 

replacing incumbents ta prepare contract strategy. This 

makes the political alignment between candidates at the 

local and district levels ?articularly important to the 

dynamics between the two levels in the overall union 

structure. A few months ~fter local elections, the 

nominùtion process for the djstrict director's position 

begins withln the 10cals. District director candidates 
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monitor the elections of local union candidates who May or 

illay not support them and so gauge their own election 

chances. 

Local 1033's election in the spring of 1985 was 

distinguished by the number of slates representing 

candidates. Six candidates vied for the president's job 

while four ran with complete slates for the other union 

offices. Since the local's by-laws allow members to hold 

positions on the executive board and grievance committee, 

two of the candidates for the presidency also ran as 

grievers. (These two would win the grievers pos5tions and 

effectively split the grievance committee between supporters 

and opponents of the new administration.) Richards won with 

a plurality of 500 votes (out of a potential 1700), only 249 

votes ahead of his nearest competitor, Doug Nelson, who took 

over as chairman of the grievance committee in the new 

administration. Richards' administration would be made more 

complicated by the fact that he had to contend with an 

executive board and grievance committee controlled by his 

opposition. 

Despite the lack of a strong mandate, Richards, who had 

been associated with the remnants of the Steelworkers 

Fightback group, cultivated the image of a militant--a 

fighter and a tough negotiator. Throughout the campaign 

Richards associated Guzzo and Doug Nelson, who had been a 

griever in the Guzzo administration, with union hierarchy 

and decisions that had resulted in the 1983 concessionary 
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contract and giveaways at the local level. His campaign was 

typified by the following statement made on the night of his 

election victory, 

"1 think this victory shows that stee lworkers 
are opposed to further concessions and want the 
union to take a new direction. The membership 
of our local has shown that they want leadership 
that is willing to make the un':)n work for them. 
People are tired of backroom deals and 
leadership that puts the interests of the 
company above the union members" (The Dai l y 
Calumet, April 27, 1985:1). 

Richards' election had become particularly important to 

the remn~nts of the Fightback group who were adamantly 

opposed to incumbent District Director, Jack Parton. 

Richards and Alice Peurala, Local 65's p~esident at USX 

Southworks in Chicago were both assoc iated wi th past 

District 31 Director Jim Balanoff and the Fightback 

contingency. (A few weeks later Peurala was to announce her 

candidacy for the directorship.) A victory for Richards 

would better the chances for a much needed local vote at the 

nominating stage of the effort to oust incurnbent director, 

Jack Parton. The tension between the "radical" Peurala and 

the "moderate" Nelson erupted election night at the Local 

1033 union hall. 

"At one point Thursday night, Alice Peurala, 
Local 65's newly elected president, who carne to 
Local 1033 to check out the action, almost got 
into a fist fight with Nelson. The two are 
ideologically opposed. Union rnembers rnoved 
quickly to quell flaring tempers" (The Daily 
Calumet, Apr il 27, 1985). 

Newly elected pr~sident Richards faced his new 

responsibilities and the coming negotiations with a majority 
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of his opponents controlling the executive board and the 

grievance committee. One griever indicated that this was 

not unusual for the local. IILocal 1033 has a long tradi tien 

of political infighting, even during the Guzzo years." 

However, Guzzo's long tenure had allowed him to build enough 

of a power base during the good years at the plant te 

weather those conflicts. As a relatively inexperienced 

union leader ~eginning with a local whose membership and 

reseurces had been oepleted through a long recession in 

steel, Richards did not have the benefit of either long 

tenure or plant profitability to contain political 

factionalism. Key issues unique ta the local and the plant, 

the outcome of the district director's race, and LTV's 

position in the industry combined ta make his job even more 

diff icul t. 

According ta officers and grievers in the local, of 

these factors, Peurala's defeat in the district director's 

race against incumbent Jack Parton was the least critical. 

The local did vote ta nominate Peurala for the directorship. 

However, none of the Local 1033 officers and grievers felt 

that the Peurala nomination had hurt the local' s 

relationship with the district office. Those who were 

Parton supporters like Doug Nelson contended that in light 

of the close vote and the invo]vement of some Local 1033 

members (including himself) in the Parton campaign, "Jack 

knew he had a strong base of support here. Why should he 

erode that by not dealing fairly with the local now?" 
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Bargaining Issues Identified as Significant to Local 1033 

Local 1033 grievers were nearly unanimous in their 

ranking of wage and benefit cuts as the most important issue 

facing their local. Nine of 10 gave this a first place 

ranking. (See Table 3A.) Grievance Chairman Doug Nelson 

emphasized that it was the size of the cut that was the 

greatest concern to the LTV workforce. As the first 

workferce to enter the centract talks with a company that 

the USWA had acknowledged to be in financial trouble, Local 

1033 1 s grievers felt the need te hold the line against 

drastic wage and benefit reductions. The International USWA 

had successfully tapped a strong vestige of solidarity in 

their announcement that the union would coordinate its end 

of the bargaining even though contracts would be negotiated 

separately with each producer. However, a few months later, 

the International qualified this intention in its pre

contract wage and policy statement by agreeing to of ter 

Il assistance Il (potent ial concessions) to those prodù.cers who 

could prove iinancial need. 

Unlike the ether locals, the plantis precarious 

position as one of the oldest and most antiquated in the 

district and a massive job combination program had made the 

issue of job security a moot point. Rumers of the plantis 

impending closure had elicited the most defens~ve reactions 

te the short ter~ monetary issue of wage and benefits, an 

issu~ which had habitually been at the forefront of past 

contr~ct nego~iations. The primary role of the union in 

146 



c negotiating basic steel contracts had traditionally been to 

protect wage. This perception would not change in an 

atmosphere of unprecedented crisis. A knee-jerk response 

perhaps but one which is understandable for a local choosing 

options in an atmosphere portending the "worst case" 

scenario of inevitable plant closure. 

In December 1983, under the Guzzo administration, Local 

1033 signed an agreement ta create a general mechanic's 

position. The proposaI to accept the combinat ion of seven 

crafts into one position was initially rejected during the 

previous August by members whose jobs would be affected by 

the change. In October, the company posted openings for the 

position in the plant--in effect ignoring the local's 

rejection. After a series of meetings, a revised program 

was again submitted for ratification. The change, which 

would have created two positions--general mechanic and 

general electrician--was rejected by the electrical workers 

but accepted by the rnechanical workers. As a result, only 

the general mechanic's position was created. Its eventual 

acceptance by the ~ocal 1033 membership suggests the 

differences in the Richards' and Guzzo leadership styles. 

After the company had asked a group of LTV local presidents 

in 1982 to consider the cornbination, President Frank Guzzo 

established a sub-comrnittee ... 

Il ••• To try and come up wi th the bes t proposaI 
that would benefit our members before something 
was shoved down our throats... Every president 
knew it was just a matter of time before multi
crafts would be presented to every union. But 
even knowlng this, sorne presidents still refused 
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to believe it was going to happen" (1033 News 
and Vi ews, 0 ct. 1983: 1 ) . 

Since he first recognized that the plant was in trouble 

in 1982, while it was still a Republic Steel plant, Guzzo's 

approach had been to stem the tide of job loss by accepting 

the "inevi table" and working to "hang on to what we can". 

In an interview held one year after losing office to 

Richards, Guzzo attributed the on-going split in the Local 

1033 executive board to Maury Richards' "dependence upon 

outsiders", an allusion to Alice Peurala and Jim Balanoff 

and possibly to the Midwest Center for Labor Research. 

While these outsiders advised Richards, communication 

between Richards, his executive board, and the company had 

stopped altogether. Guzzo saw the local's hopes for 

"hanging on to what it had" evaporating. 

Despite the general mechanic's position representing 

the largest recent job combination in the industry, Local 

1033 grievers mentioned job combinat ions as the second most 

frequently grieved issue, along with contracting-out, after 

issues involvjng seniority (scheduling shifts and overtime). 

However, Grievance Chairman Doug Nelson contended that job 

combinations had proven to be a greater threat to the 

workforce since they affected more jobs plant wide. Nelson 

did not accept the argument that Job combinat ions might 

improve the economie condi t~on of the plant, thereby saving 

jobs Jong term, sinee he identified the plantIs laek of 

technology and modernization as handicaps whieh cou Id be 

overcome only through massive infusions of capital which the 
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financially troubled LTV corporation did not have. After 

the ratification of the 1986 contract, President Maury 

Richards contended that a contract clause which provided for 

"installation of up to 12 new combined and/or expanded trade 

and craft jobs," could open the door to job combinations 

among the electrical workers--the group whose rejection ot 

the general electrician's position in 1983 had only bought 

time until the 1986 contract negotiations (Summary USWA/LTV 

Steel Corp. Proposed 1986 Agreement:32). 

In addition ta craft combinations, the Guzzo 

administration complied with a program that had long been 

viewed skeptically within the district as a managerial 

strategy to undermine the union--Labor Management 

Participation Teams (LMPTs). The 1980 basic ste~l contract 

included a clause allowing for the voluntary adoption of 

labor management participation teams within each plant. As 

a creation of an International USWA staff member the LMPTs 

had the full support of the International office. In 

keeping with support of International USWA policy, Frank 

Guzzo was instrumental in beginning an LMPT program at the 

Republic Steel plant. By the time he left office, more than 

1000 people had completed the LMPT training program and 

approximately 25 teams were functionlng throughout the 

plant. However, the vestiges of hostility toward Labor 

Management Participation Teams that had surfaced in the 

district in the 1970's appeared in Local 1033. 

(See Chapter 4.) 

149 



A few weeks into the new local administration, the 

executive board received a request signed by aIl 10 

grievance cemmitteemen, asking it te take the necessary 

action to immediately withdraw from the LMPT program. (This 

option was avallable to the local since the 1980 and 1983 

contracts provided for LMPTs only with the union and 

management approval.) The committee based their withdrawal 

on a number of contract violations by management including a 

growing backlog of grievances. They reasoned that until 

their demands for facilitating timely review of grievances 

was met, they would refuse to cooperate in a program which 

had been enthusiastically eI'dorsed by the company. After 

contacting Sam Camens, USWA Director of the LMPT program, 

who met with local leaders and company representatives, 

Maury Richards submitted a list of demands to the company 

which would have to be met before the local would resume the 

LMPT program. The list included full company compliance 

with grievance time limits, the return of all work currently 

contracted out to members of the bargaining unit, and a 

moratorium on job eliminations and combinations. The 

company was given 30 days to comply with the list of 

demands. Within that 30 day period the company sent the 

local a written reply which Richards read as tantamount ta a 

rejection of the demands since it did not address the 

crucial areas of job eliminations and contracting out (1033 

News ~nd Views, October 1985). In October 1985, the local 
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formally withdrew from the LMPT program. According to plant 

manager jim Haecke, 

"That was a real disappointment to us. Ne had a 
fellow who had been president of the union for 
18 years. He had decided that LMPT was the wave 
of the future. We at the company, and l, 
personally, feel very strongly about that ... 
Last April there was a union Election. There 
were five candidates and the vote got aIl split 
up and a guy who was on lay-off snuck in as 
president... l guess its fair to categorize him 
as somewhat radical ... He started to make 
demands on the plant--job security for 
everybody--complete Elimination of contracting
out--things no plant could meet. l suspect he 
knew that. He said if we didn't meet the 
demands in 30 days he'd cancel the LMPTs. Ne 
made a concerted effort to work out some of 
those demands--to get down the grievance 
backlog--which was a fairly legitimate request 
on his part, but we couldn't promise him job 
security for e~eryone and we weren't in a 
position to bring aIl the laid-off people back 
to work" (Haecke). 

The plant manager was not alone in his disappointment. 

A grievance committee member of an opposing caucus suggested 

that Richards had used the initial grievers' request for the 

company ta deal in good faith with the grievance procedure 

to attach a series of demands that had nothing to do with 

grievances and that no company could abide by. 

On the morning that he broke the news of formaI 

withdrawal from the teams, Richards described the reaction 

of workers involved with them: 

nI just spent two hours expl;.tlning to people why 
the local is withdrawing its support from the 
teams and it got a little rough. Emotions were 
a little high. Management was angry of course 
but sorne of the workers really resented the f ct 
that the union was going to pull OUi:... In ... ne 
end, though, they' Il support their union Il 
(Richards) . 
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Richards had run on an anti-concession slate. He had 

equated the job 1055 suffered at the mill with "give-aways". 

He saw the master craft combination and the LMPT program as 

two of the biggest give-aways of the previous 

qdministration. In eliminating the LMPTs by tying their 

continuance ta a moratorium on job comblnations and 

contracting-out, he had followed through on a campaign 

promi~e. Ironically, his actions to reassert the presence 

of the union in fighting practices, which he viewed as tacit 

complicity in undermining his local, were against the wishes 

of some rank and file. To that end, his effort to preserve 

and strengthen the local's prerogatives in dealing with 

management would be viewed by some as self-defeating and 

mis-directed--an attempt to "preserve" the union at the 

expense of a program supported by rank and file workers 

(Nelson, Garza). The tendency to overlook the "interests" 

of the rank and file is a charge which Richards had leveled 

against the district and international hierarchy. 

The 1986 Baslc Steel Contract Negotiations with LTV 

If Local 1033'5 withdrawal from LMPTs represented the 

new local administration's attempt to mave to a less 

concessionary position, the basic steel negotiations were a 

challenge to extend a more combative approach to the 

corporate level. As the last product of pattern bargaining, 

the 1983 contract had become a symbol to some union members 

of th~ companies' ability to betray the union and cut losses - solely at the expense of the hourly worker. The companies' 
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failure to keep their promise of funn~ling the savings from 

wage cuts back into modernization was keenly felt by LTV's 

southeast Chicago plant and the USX plant in South Chicago. 

Although both plants were among the oldest integrated 

mills in the district, having been built at the beginning of 

the century, neither had se en the modernization that would 

lead to renewed viability and the salvation of jobs. 

Watching the decline of V.S. Steel's Southworks from a 

workforce of 18000 in 1974 to 800 by 1984, the workers at 

the LTV/Republic plant foresaw the dim future of being 

reduced to a mini-mill. Like Southworks, LTV's Chicago 

plant did not have a continuous caster nor was it slated to 

have one. Because of the corporation's precarious financial 

situation, the caster installed at its Warren, Ohio plant 

would be its last such venture for sorne time. It was felt 

that the Ohio caster would seal the Chicago plantIs future 

as a mini-mill operation since the Ohio plant could do the 

hot end of steel production (creating the molten steel and 

casting it) and then send its unfinished cast steel and 

scrap to the Chicago plant. 

Although denying that the Chicago plant would 

eventually shut-down altogether without a caster, its 

manager did confirm the corporation's plans to interface the 

Chicago and Canton, Ohio plants, in essence, treating them 

as one large facility, serving markets in the East, Midwest 

and West. He saw this as particularly necessary in light of 

the closures of eastern plants and the need ta service 
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markets that, although shrinking, would still provide some 

demand for domestic steel. 

"There's going to be business that has to be 
served from Canton and Chicago. And those mills 
will have to be operated in a very synergistic 
fashion--both from a melt and rolling 
standpoint. If you conceptualize it--it should 
be like one mill ... operating very much in 
harmony" (Haecke). 

With operation shutdowns and lay-offs continuing at the 

plant throughout 1985 (an additional 775 workers were laid 

off in March, 1986) LTV's rationalization plan was 

proceeding with little indication that Local 1033's 

leadership could stop its momentum. Maury Richards' 

approach to dealing with management at the local and 

corporate levels was influenced by this recognition. Like 

Alice Peurala, President of Local 65, USX Southworks, whose 

philosophy of confrontational unionism he shared and whose 

campaign for the district directorship he helped manage, 

Richards faced watching his plant reduced from an integrated 

to a mini-mill operation. Patent ially, this was the "best 

scenario"; complete closure the worst. 

For Maury Richards, the 1986 basic steel contract 

negotiations began at the annual LTV-USWA meeting held in 

August in Cleveland. The meeting was described in the 

local's newspaper as a vehicle for LTV ta begin its 

propaganda campaign ta "soften up the union for 

concessions". Richards and Local 1033 griever Ernest Hayes 

were reported ta have confronted LTV President David Hoag 

for collecting a $350,000 salary while Expecting steel 
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workers to take wage cuts (1033 News and Views, Sept., 

1985) . 

In early January 1986, the Basic Steel Wage and Policy 

Statement was adopted which provided for consideration of 

"dire f inancial circumstances" of sorne .,teel companies. 

With LTV's agreement to open its books to USWA scrutiny, the 

union judged the company to be in need of its "assistance" 

in the coming negotiations. 

On January 21, LTV announced the "idling" of its 

Chicago plant's blast furnace resulting in lay-offs of 775 

employees. rhe idling of an operation involves an 

indefinite closure. It forestalls recognition of pension 

rights for those eligible workers who may be permanently 

displaced. 

FormaI negotiations between the 40 LTV local 

presidents, an international staff representative as head of 

the negotiating teôm, and the company began in Pittsburgh on 

January 22. During the ten day meeting, the local 

presidents were given a financial analysib of the 

corporation's steel division prepared by Lazard-Ferrare, 

analysts hired by the International USWA. The analysis 

recommended that, given the steel divisions annual 1985 10ss 

and Its projected 10ss in 1986, the union should agree on 

wage and benefit concessions. Despite Richards' opposition, 

the negotiating committee voted 14-10 ~c reopen the 1983 

contract. During the course of this two week meeting, the 

union presidents agreed to give up a 45 cent restoration of 
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wages provided for in the 1983 contract and a cost of living 

allowance increase. A tentative agreement was reached on 

March 15 and approved by the LTV negotiating committee by a 

vote of 32-6. Richards 1 was one of the "no" votes. 

Throughout the negotiations, he had been advised by the 

Midwest Center for Labor Research (MeLR). MCLR had 

criticizad the district and International USWA in the past, 

particularly the role of both offices in the concessionary 

1983 contract. The MCLR staff's philosophy had been 

consistently antj-concessionary and many of their contracts 

were with local unions interested in counteracting impending 

plant closures. 

Richards returned to Chicago to urge Local 1033 members 

not to ratify the tentative agreem~nt. The only other LTV 

local president èlt an integrated mill in Dietrict 31, John 

Sako of Local 1011, had voted ta accept the agreement. 

Richards made his case during three informational meetings 

held with the membership between March 21 and the 

ratification vote beginning on March 29. Prior to the vote, 

the International USWA held ~heir own informational meetings 

for aIl District 31 LTV locals in East Chicago, Indiana, at 

which they urged members ta ratlfy the agreement with their 

mail-in votes to USWA headquarters in Pittsburgh. On March 

25 the 1986 LTV agreement passed 13,162 to 8,474. Maury 

Ricrards had convinced hlS own local to reject the contract 

with a vote of 1,254 ta 750, but he had failed ta convince 
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the balance of lor.als that would decide the outcome of the 

ratification vote. 

Local 1033's rejection of the contract masked divisions 

in workers' attitudes identified in interviews of grievers 

and their assistants and chairman. Local 1033's Grievance 

Committee Chairman Doug Nelson noted that production workers 

were less likely to fight wage concessions because they had 

more to fear if the company cut workers to make up the 

difference in labor costs. "Production werkers are less 

marketable. The maintenance people can say 'te he11 with 

it'. They'll take a chance because they have the skills to 

compete in ether industr ies. " 

In addition, grieve~s suggested that age had an effect 

on attitude toward the contract (Pughsley, Garza, Farr, 

Rice). This was true despite a shortening of the age range 

with lay-offs since 1982 in which the younger workers were 

the first to go and sorne older workers were given early 

retirements. Grievers indicated that the workr ... ho was 

close to retirement age was less concerned with wage cuts 

than with protecting pension rights. They felt that the 

older workers might be willing to trade wage cuts for a 

guarant~e of their pension rights. One griever noted that a 

number of workers in his division Il the guys pushing 55" fel t 

betrayed by the absence of guarantees for ear]y (70;80) 

pensions, calculated on the basis of age and length of 

service, in the event their area closed. Wlth the last 

operation closure displaced workers were kept in limbo about 
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their pensions since the company had treated the facility (a 

blast furnace) as an idled operation, refusing to calI it a 

closure (Victor Solvino, Chairman of the Contracting-out 

Committee) . 

Responses to the 1986 LTV Contract 

1. f ighting imports through "Steel in Crisis Support": 

The LTV agreement was the first contract negotiated 

subsequent to the steel companies' decisian to end pattern 

bargaining. It was to contain a $900,000 commitment ta a 

cooperative effort of the USWA and the steel companies to 

fight imports under the title of "Steel Crisis Support" 

(Statement of the USWA Wage and Policy Committee, January, 

1986). In 1984 the USWA's International President, Lynne 

Williams, and Bethlehem Steel's Pr~sideDt, Donald Trautlein, 

had petltioned congress for increased quotas on steel 

imports. Their efforts met with only partial success when 

the Reagan admlnistration imposed "vo l untary restralnts on 

steel imports" which had litt le effect on the 25-30% bite 

that imports had taken on the domestic market (The Chicago 

Tribune, June 6, 1984). 

If local offices had differed with their international 

organization over issues like LMPTs and the necessity for 

concessions, they agreed that foreign competitlon was a 

major cause in the demise of the Amerlcan industry. With 

only two exceptions, this was true of the officers of aIl 

four loeals and company representatives of the respective 

plants. Maury Richards was one of the two exceptions. 
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His analysis of the industry's problems a few months 

after gaining office was based upon a philosophy of 

international working class solidarity. According to 

Richards, the problem was not that American workers were 

paid too rnuch, but that foreign workers were paid too 

little: It is international politics and economics that 

underlie the lIimport problem ll
• American governments 

continue to support regimes that suppress their workers and 

the American banking community continues ta invest in 

foreign rather than in domestic industry. 

In addition, unlike a top competitor, Japan, we have no 

industrial palicy which might work to increase domestic 

demand ... 

"1 don' t think our International or the AFL-CIO, 
for that matter, have done much of a job in 
educating the public. They've been steering 
toward dead end issues. If we stopped aIl the 
irnports tom~rrow, we'd still be utilizing only 
70% of capacity. The domestlc demand just isn't 
there. Increasing demand for steel might mean 
rearranging prlorities as far as the federal 
budget is concerned, particul~rly in defense. 
We have to find ways to use steel--bridges, 
roads, rnaSSlve public works projects. .. The 
import issue is short term" (Richards). 

However, in a polltical atmosphere that had not for 

sometime been receptive ta traditlonal trade unionism, the 

USWA International's cooperation with the companies to 

control imports was approved as a "pragrnatic" solution by an 

overwhelming majority of union ofticers at the four locals. 

2. wages and benefits: 
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The International had lobbied the local presidents to 

accept a concessionary contract with LTV on the basis of its 

precarious financial situation. The corporation had 

suffered the largest annual loss of a major integrated 

producer in 1986; $227,000,000. Three months after signing 

a contract which included a $3.60 average hourly cut in wage 

and benefits, the largest concessions granted by the USWA in 

1986, the LTV Corporation filed for bankruptcy. 

Prior to the bankruptcy announcement Local 1033 

officers and grievers voiced their disappointment in their 

contract. Presidents of the current and previous 

administrations were equally dissatisfied with the 

negotiati0n results. Every griever interviewed in the ten 

work divisions reported dissatisfaction with the wage cut 

and reduction in benefits (including the 10ss of three paid 

holidays, reduction in shift premium and one week vacation 

and elimination of eye care insurance). 

3. profit sharjng: 

Although the agreement provided for a profit sharing 

and stock ownership plan to repay workers for their 

sacrifices in wages and benefits, President Richards and 

Secretary Rose Ortiz expressed skepticism that the 

financially troub1ed company would make the 100 mlllion 

dollar profit necessary for an initial 10% payment to be put 

into the plant during the course of the three year contract. 

The stock opt~on plan, using LTV preferred stock to 

repay money lost during those years that profits fell below 
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the 100 million necessary for profit sharing, also met 

little enthusiasm. Sixteen shares of LTV preferred steel 

stock could be exchanged for one share of common stock in 

the parent company. In the words of one member, "This is 

equality of sacrifice? That stock cost the company nothing. 

The concessions came out of our pocketbooks." The news of 

LTV's bankruptcy came after this comment. Until such time 

as the corporation restructures its debt, the stock option 

and profit sharing plans would remain a pathetic reminder of 

the futility of the union's efforts to equalize the 

sacrifice of another concessionary contract. 

4. contracting-out: 

The Basic Steel Wage and Policy Statement had 

emphasized the need to address the issue of contracting-out 

in all of the 1986 contracts. As the first agreement 

negotiated, the LTV contract included a clause to restrict 

contracting-out only to work passing certain criteria which 

will be discussed in the profile for Local 6787 which 

follows. It also provided for expediting contracting-out 

grlevances and others, like job comblnation, which had been 

bogged down in the pre-existing grievance procedure. The 

sections dealing with contracting-out and grievances were 

used as models and further improved in subsequent contracts. 

The cor.tracting-out clause was mentioned repeatedly as the 

most positive aspect of the contract by Local 1033 officers 

and grievers. Tellingly, the only clause unique to the LTV 
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contract included a guarantee of employees rights in the 

event of a plant sale. 

5. LMPTs: 

Richards' negative opinion of labor management 

participation teams was at odds with the International's 

policy which had encouraged the implementation of the teams 

since 1980. However, as noted by Nyden (1984), the 

International's earlier entnusiasm had cooled during this 

period of intense rationaljzation. LMPT programs had a 

history of success in LTV plants. One of the first Labor 

Management Participation Teams was irnplemented at what is 

now the corporation's AlIiqulpa, Pennsylvania, plant. 

Unlike the Bethlehem steel contract, LTV did not choose to 

improve the LMPT clause in the 1980 contract which had 

originally provided for the teams, since District 31 LTV 

Iocals had been the only ones presenting much resistance to 

them. Maury Richards was quick to pOInt out that those 

areas of his plant that had the greatest number of job 

combinat ions were those that had the strongest LMPTs before 

he had withdrawn union support of the teams. The grlever of 

the mechanical department confirmed that he had handled more 

job elimination and comblnation grievances than any others. 

However, as a strong supporter of the LMPT prograrn he felt 

the combinations resulted not because of the existence of 

the teams but because çf the company's continued push to 

reduce the number of craftsmen with or without workers' 

collaboration (Garza). 
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Chapter 11 and a strike to protect pension rights: 

LTV's bankruptcy was ~ot the first within the 

integrated steel sect or in recent history. In 1984, the 

Wheeling Pittsburgh Steel Corporation was granted the right 

to void their contract with the USWA in bankruptcy court. 

This resulted in a three month long strike, and, eventually, 

in a deeper wage and benefit cut for Wheeling-Pjtt employees 

(to $3.40 an hour). The bankruptcy court's decision to set 

aside the 1983 contract in the case of Wheeling-Pittsburgh 

was followed by a U.S. Court of Appeals decision that 

sharply limited the rights of companies to void labor 

contracts. To reject a contract, the bankrupt company would 

have to show that it would be unable to avoid liquidation 

without further labor cost reductions (Steel Labor, June 

1986). Part of Wheeling-Pittsburgh's debt restructuring 

involved a $425,000,000 underfunded pension fund which the 

creditor banks had petltioned the court to terminate. The 

U.S. Pension Guarantee Corporation would assume part of the 

corporation's penSlon obligation to its retired employees 

(Roth, Oct. 7,1985). 

The LTV ratiflcation vote indicated that the eastern 

locals with the greatest number of laid-off workers 

currently receivlng or eligible for pension in the immediate 

future had affected the contract's approval. This was 

generally interpreted at the local and throughout District 

31 as an effort by eastern locals to keep the corporation 

solvent in the hopes of insurlng workers' pension rights. 
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In 1985 LTV had announced that the pension fund for its 

steel divisions was 1 billion dollars underfunded as a 

result of massive shutdowns in which thousands of workers 

had taken early retirements. LTV/Republic manager, Jim 

Haecke, had assessed pension liabilities to be the greatest 

problem facing the company's rational~zation efforts in an 

interview made several weeks before the bankruptcy 

announcement. 

By filing Chapter Il, the corporation had hoped to 

escape the pension liab~lities and severance costs that had 

previously discouraged it trom closing down sorne of its most 

unprofitable operations. LTV immediately cancel1ed the 

health and lite insurance coverage of 61,000 retired 

employees. 

On July 28, the International USWA sanctioned a strike 

at LTV's Indiana Harbor Works. Represented by USWA Local 

1010, the plant's workforce included 3000 hourly and 1000 

managerial employees. The LTV/J&L Plant at Indiana Harbor 

is one of the company's most profitable largely because its 

product, fIat rolled steel, had remained in demann. lt 

would be the only LTV pl~nt involved in the strike. 

According to Maury Richaras, 'he union chose not to strike 

the money losing LTV!Repu~lic bar mill. where he and his 

membership worked, because they feared that the company 

would then close the plant permanently. Although there 

would be no walk-out at the Ch~cago plant, its pensioned 

employees manned "an informational picket line" prctesting 
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the company's action (The Hammond Times, July 21, 1986). 

The morning following the walk-out, Local 1010 members 

joined its proLesting LTV pensioners to form a picket line 

at the gates of the Indiana Harbor Plant. 

Local news coverage of the strike described a situation 

reminiscent of the major steel strikes of past eras. While 

striking steelworkers blocked railroad tracks on which raw 

materials could be shipped into the plant, supervjsors 

locked inside attempted ta maintain minimal operations (The 

Chicago Tribune, July 20, 26, 1986; The Hammond Times, July 

18, 19, 28, 29, 30; The Gary Post Tribune July 26, 27, 28, 

29) . 

The company met with USWA International representatives 

during the strike, and offe~ed a new insurance plan to be 

paid for by the retired workers. The union rejected the 

offer, stating that LTV rnisrepresented their "obligation" to 

cut off pension payrnents as part of the normal bankruptcy 

proceedings. The union contended that Wheeling-Pittsburgh 

had continued to honor its obligations to its pensioners 

after filing Chapter 11 and 50 too should LTV. It further 

held that LTV's retirees did not have the resources to pay 

for the corporation's insurance proposaI. 

The union then countered the company's proposaI with a 

threat to exp and the strike to the 4,400 workers at LTV 

Steel's Cleveland Works. On July 31, five days after it had 

begun, the strike was over with LTV's announcement that ft 

would restore its pensioners' insurance benefits. Although 
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company representatives held that this decision resulted 

from the threat to exp and the strike to one of its largest 

plauts, it had been under the additional pressure of 

congressional action. The day before the restoration of the 

pension rights, the U.S. Senate had unanimously passed and 

sent to the House of ~epresentatives, a bill requiring firms 

filing for Chapter 11 to continue to fulfill their 

contractual obligations to employees until the rights of 

creditors had been decided by a judge (The Chicago Tribune, 

July 31, 1986). John Sako, president of Local 1000, at 

LTV's Indiana Harbor Plant, reported in interview, on the 

morning of the bankruptcy announcement, that the USWA would 

appeal to Congress to protect the rights of LTV's 

pensioners. 

Post mortem analyses of LTV's bankruptcy announcement 

singled out the next potential candidate for bankruptcy. 

Donald Barnett of the Brookings Institute and Peter Marcus 

of Paine Webber agreed that Bethlehem steel was that 

candidate (The Chicago Tribune, July 18, J986). This 

projection seemed to be on target when the Bethlehem Steel 

Corporation reported a 1986 second quarter loss and decided 

to omit its preferred stock dividends causing a drop of its 

common stock from $9.25 to $7 a share. Bethlehem's common 

stock had traded as high as $22 per share within the last 

year (The Hammond Times, July 31, 1986). 
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Local 6787 -- Bethlehem Burns Harbor 

Because Burns Harbor was the newest plant in the 

district, Local 6787 was consistently singled out in 

interviews as the basic steel local with the youngest 

workforce (a characteristic it actually shares with Inland's 

Local 1010), the most productive plant, and the greatest 

turnover in leadership.3 (See Table 1.) 

Since it began in 1967, it has had no administration 

succeed itself except the first. It also has not 

successively returned slates supported by the same caucus ta 

office. (This has resulted in a total of six different 

administrations over the same period that the Guzzo 

administration held fast at Local 1033.) As discussed in 

the preceding chapter, the local's early development 

coincided with the Steelworkers Fightback reform movement in 

the district during the 1970'5. This caused a strong rank 

and file activist philosophy within Local 6787'5 two 

caucuses. (Unlike the other three Iocals, Local 6787 has 

not had an emergence of multiple caucuses at any point in 

its history.) Although the "Save our Union Caucus ll is 

considered to be more "radical" th an the "Steelworkers 

United Caucus" of the current administration, there was 

general agreement among local informants that the 

distinctions have become increasingly muted. As the crisis 

in the industry has deepened, the once more moderate "Save 
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Our Union" caucus had become more confrontational in its 

dealings with management. 

"At the moment l don' t see vast differences 
between the two caucuses. On questions like 
concessions and LMPTs there's a range of 
opinions within each caucus but if you compare 
the two caucuses overall the last three 
administrations haven't been that different. 
The 'Steelworkers United Caucus' has been pulled 
to the left in the last few years. Whether 
that's due to the influence of the other group 
or circumstanees in the industry l don't know. 
It (Steelworkers United) is mueh less 
accommodationist than i t was years ago" (Wilson, 
1033 griever) 

The SteelworKer United Caueus had made a clean sweep in 

the last (Spring, 1985) eleetion. It had sueeeeded in 

winning the top leadership positions including the 

presidency (Paul Gipson), vice-presidency (Dave McCall) and 

Finaneial Secretary (John Greaves). (Election by-Iaws at 

the local allow for grievers to run without partisan support 

and many do.) 

~s mentioned in the previous chapter, the Burns Harbor 

plant is located in Porter Cnunty, a rural area of northwest 

Indiana. Many of its workers also work their own farm land, 

a situation which could have led to less interest in plant 

and union issues, sinee less time would be available for 

union activism (Needleman). However, the events surrounding 

the 1986 eontr.act talks suggest that th~ development 

of a strong rank and file sentiment in the local, 

encompassing both caueuses, and the relative youth and high 

productivity of its workforee would combine to create a 
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militant and anti-concessionary attitude among its officers 

and members. 

Bargaining Issues Identified as Significant 
to Local 6787: 

Although six ot the ten grievers reported that 

contracting-out was the Most frequently grieved issue in 

their division, the grievance committee chairman felt that 

job-combinations and eliminations presented the greater 

danger ta job security (See Table 4-B). Management's 

pattern had been to particularly focus on ccmbinations among 

the crafts, which reduced the unionizecl workforce and then 

to contract-out maintenance work to outside sources. 

Grievers were Most concerned with the company's attempt 

te eliminate the quality control unit (metallurgical 

division) by turning its work over to production workers. 

This was the only instance cf a combinat ion involving a 

cruss-over ta another major work division reported during 

the research. Generally, job combinations were restricted 

te a single seniority unit (e.g. welders combining with 

riggers and pipefitters aIl assigned as part of a mechanical 

division) . Unlike the creation of the general mechanic's 

position at the LTV/Republic plant, the combination affected 

a small number of people. Griever Dennis Sass explained the 

negative reaction to the possibility of combining 

metallurgicaJ workers with production worke~s on the basis 

of principle r~ther than numbers. In fact, job combinations 

at Burns Harbor had not been the problem that it had been at 
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other plants. As a newer facility, its doors had been 

opened with fewer job classifications. According to a 

president at another basic steel local in the district, 

IIBurns Harbor did their job combinations at the beginning" 

(Krantz). However, as will be discussed later, the 1986 

contract with Bethlehem Steel held the potential for 

extensive job combinations in the future. 

Local 6787 president, Paul Gipson, was proud of the job 

done by the local to contain contracting-out. As a chairman 

of the contracting-out committee in the previous 

administration, he had extensive experience in attempting to 

prevent, and when that failed, to grieve the practice. The 

1983 basic steel contract stipulated that the union must be 

notified of management 1 s intentions to hire outside 

contractors with enough advance notice to prepare a response 

which might save the work for the bargaining unlt emplayees. 

With legal help supplied by the distrIct office, Local 6787 

had won the right to do peripheral work in the new caster, 

work that the company had planned ta contract-out. In 

addi tian to "pushing the company" on such contract 

violations, the local had gone beyond depending on the 

grievance procedure and arbitratlon ta attack the problem. 

Ironically, this strategy involved a type of concessionary 

bargaining. By under bidding on work previously contracted

out, the local had iTilproved i ts contalnment strdtegy. For 

instance, Local 6787 hdd succeeded in convinclng the company 
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ta purchase water blast cleaning equipment to handle work 

in-house that had been going to outside contractors. 

Al though overtime was not grieved as often as 

contracting-out and job combinations, Grievance Chairma~ 

Paul Kaczocha and grievers with a large number of younger 

workers in their divisions were particularly sensitive to 

the issue. Since the seniority system mandated that younger 

workers would be the first to go, they were more likely ta 

resent the overtime scheduled for the active plant workforce 

that cOllld affect a recall of laid off ernployees (Ron 

Ulozas. Griever). Burns Harbor's volume of orders was large 

enough to consistently schedule overtime and it had not 

experienced labor force cuts sa drast~c that management 

could be accused of forcing overtime on skeleton crews. The 

issue had become 50 controversial in the Q-Bop (blast 

furnace) that the workers were called back. This decision 

was made without the local organization's direct 

involvement. Sorne members of the Save Our Union caucus 

including, Kelly and Grievance Chalrman (and past president) 

Paul Kaczocha felt that a ban on overtlme should be 

incorporated in the 1986 contract. 

During Dave Sulllvan's administration in the early 

1980's, the local cooperated in setting up two quality 

committees in the plant. President Dave Sullivan had 

overcome other executlve board members' reluctance to 

establish the committees in the cold strip and plate mill. 

Although Sullivan was suspicious of the labor management 
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....... participation team concept per se, he felt that the quality 

committees did not have the LMPT's potential for usurping 

union authority on the shop floor. Unlike Sullivan, his 

successor, Paul Gipson, saw the commlttees as LMPTs and 

disbanded them a few months after taking office. Gipson 

contended that they had presented management with an 

opportunity ta circumvent the contract and increase worker 

dependency on the company. He felt that the biggest danger 

was not within the LMPT concept itself but in the arrogance 

of Bethlehem 1 s management which had the att i tude of "II m 

boss--right or wrong. Il 

With far fewer teams, immediate executive board 

cooperation on the issue, and a strong electoral mandate, 

Gipson had initiated the removal of the teams wlth relative 

ease. This stood in contrast to the process used by Maury 

Richards, president of Local 1033, to ellmlnate the teams at 

the Republic/LTV plant. Given the less fragmented polltical 

atmosphere at Local 6787 and the limlted number of "quality 

teams" in the plant, Gipson did not need ta attach an 

implausible moratorIum on job eliminations to guarantee the 

teams removal ln hlS plant. 

Grlevers ln the Burns Harbor plantIs ten work divisions 

reported vlrtually no differences over shop floor Issues 

based on age. There were relatlvely few older workers (over 

50) at the plant. In the past, Local 6787's generally young 

membership had little interest in penSIon related Issues. 

However, as the maJority cohort aged, interest was beginning 
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to emerge but was still eclipsed by hourly wage concerns. 

Tom Conway, griever for the maintenance division, sa id that 

craft workers were divided by age over the issue of LMPTs. 

Older men were more willing ta accept the teams (more 

mellowed and less mi litant l') whi le younger members tel t 

threatened by them. Since the teams had been prevalent in 

production rather than maintenance units at bath the 

LTV/Republic and Burns Harbor plants, these differences were 

based less on personal exper~ence than perception. This 

divis~on of opinion on an issue not lmmediate to craft 

concerns typified the difference between malntenance and 

production workers ~dentified by offieers at all four 

locals, that the crafts were more opinlonated and mllitant. 

In the context of this researeh, militancy was equated by 

respondents with a willlngness to confront management on 

issues eausing job loss (e.g., contracting-out and job-

combinat ions) . 

BaSle 1986 Contract Negotiations 
and Plant Level Talks' 

Local 6787 began preparations for the basic contract 

three months p~ior to early talks with creation of a strike 

committee. Early organjzation of a strike committee was 

intended to show the company that the local was prepared for 

an irreconcilable break-down in negotlations. It was also a 

method of "psyching" members for the same possibllity. The 

committee advised workers on how to eollect strike funds and 

manage family expenses ta ride out a lengthy strike. It 
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also met with local businesses--banks, food store owners-

patronized by its members to seek their support by allowing 

workers to extend their credit lines (The Gary Post-Tribune, 

July 29, 1986). 

Local 6787 President Paul Gipson's reputation as an 

experienced unIon leader and negotiator was injtially tested 

with negotiations of plant level issues at the end of 

January which were conducted for nearly two weeks. These 

talks led the way for a change in the seniority status of 

foremen who attempt to return to the hourly ranks and bid on 

an hourly positiun. The prevlous practice, which had 

allowed for the foremen's experience to be consldered as 

part of their seniority in making the bids, was eliminated. 

(Those issues that are unresolved in local negotiations were 

taken to the basic contract talks for resolution.) 

Since Bethlehem Steel had agreed to open ~ts books to 

the USWA, Local 6787'5 offlcers anticlpated another Lazard

Ferrare report advislng the International ta conslder 

further concessions, as had been the case with LTV. (The 

end of pattern bargalning brought about a preoccupatIon with 

watching the previous "round fought by other locals" whIle 

waiting your turn). In preparation for thlS, the Local 6787 

Executive Board hired the Midwest Center for Labor Fesearch 

to do its own analysis of Bethlehem's finances. (This was 

similar to the report that MeLH had produced on LTV/Hepublic 

for Local 1033.) MCLH advlsed against further concessions 

suggesting that sorne of Bethlehem's 1985 deficit represented 
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"paper losses" incurred wi th plant closures. These were 

temporary cash flow preblems that would eventua11y be 

absorbed by the corporation without the necessity for 

further labor concessions. Whi1e Richards accepted the MCLR 

evaluation, he would faïl to convince other Bethlehem 

presidents involved in the negotiations to accept it rather 

than the USWA sponsored Lazard-Ferrare analysis (The Midwest 

Center for Labor Research, February, 1986). 

Negotiations between the Bethlehem Steel Company and 

USWA local presldents began ln Pittsburgh on March 18. As 

wïth their preparations for the LTV talks, the USWA 

International provided the Bethlehem l 'cal presidents with 

Lazard-Ferrare's analysis of the company's financial status. 

With a 1985 annual 10ss of $196,000,000, the report 

concluded that although not in straits as dire as LTV, 

Bethlehem should also be eonsidered for "financial 

assistance" from the unlon. 

The Local 6787 negotiating team soon found that their 

tough anti-concessionary stance put them in the minority 

among Bethlehem loc~ls. Talks were to break down twice over 

the "size" of the eut te be taken by the hourly workers. 

Using the MCLR report, Gipson worked ta convince the ether 

presidents not to give into pressure from the International 

to accept another concessionary contract. His effort 

failed. At the end of May, a tentative contract was settled 

which included a $1.96 hourly eut in wages and benefits. 
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In the weeks between the tentative agreement and its 

rank and file ratification, a group of Local 6787 members 

chosen by the local's officers leafleted workers at their 

plant and at the gates of other Bethlehem plants urging a 

lino vote". By mid-June the vote was in and the contract 

ratified by a corporate-wide vote of Il,600 to 8,368. Local 

6787 became the second Dlstrict 31 USWA local to reject a 

contract in basic steel wi th a "no vote" of 3,624 to 666. 

As had been the case with ratificatlon of the LTV contract, 

locals at Bethlehem's eastern mills that had suffered the 

greatest number of closures voted overwhelmingly to accept 

the contract. According to one member of Local 6787 ' s 

negotiating team, 

"Workers at the older plants are wllling to take 
a eut to help the company and protect their 
pension rights. Workers at productive plants 
like ours are the ones that have to pay for 
that Il (P.nonymous). 

The LTV and Bethlehem contracts were negotiated in the 

shadow of the Wheellng-Pi ttsburgh bankruptcy, in which the 

pensions of USWA employees had been jeopardized. Gipson and 

his negotiating team were not able to overcome the disparity 

in age and plant vlability separatlng Local 6787 from the 

numerous castern locals. The fear that an lrreconcllable 

breakdown in the talks could be the last straw for the 

financially troubled company had resulted ln a trade-off 

between wage concessions and the protectlon of pension 

rights. 
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Reactions to the 1986 contract 
wi th Bethlehem Stee 1: 

1. wages and benefits: 

Local officers were unanimous in their dissatisfaction 

with the 1986 contract. Resentment was largely based on the 

wage and benefit cut. In addition ta an 8% cut in the 

standard haurly wage, Sunday premium was cut by one-quarter, 

cost of l~vlng adJustment allowance payments were suspended, 

three holidays deleted, and vacation pay modjfied to exclude 

overtime, Sunday premium, and shift differentials. The 

reaction at the local halls was incredulity ... 

"Why would workers at one af the most productive 
plantr; in the world have ta take concessions?" 
(Lee Leman) 

2. contractlng-out. 

The contracting-out clause was the only one which met 

the officers' unanimous appraval. The clause increased the 

union's ability ta prevent cantractIng-aut as wel~ as 

expediting the grievance procedure for contracting-out 

violations. The company would now be obllgated to comply 

wIth two tests before contracting-out work' A consistency 

test--I t would have to prOVE: ~ ... lldt the work had been 

consistently contracted out ~n the past; and a 

reasonabJeness test--that it is more reasonable to contract 

the ~ork out than to do it with bargaining unIt employees. 

The rf~asonableness tes t would not inc l udE: cost compar isons 

betw~en the bargaining unit and outslde contractors. The 

USWA viewed the latter stipulation as a major breakthraugh. 
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3. overtime: 

There was less consensus about the clause dealing with 

reduction in excessive levels of overtime. Paul Kaczocha, 

who had been a member of the negotiating team, felt that 

without a definite ceiling on allowable overtime hours, the 

clause lacked the teeth to achieve the objective of 

recalling laid-off workers. 

4. LMPTs: 

Unlike the LTV contract, Bethlehem's agreement 

specifically qddressed the LMPT issue--acknowledging the 

need to "get the LMPT process back on track." 

"Sorne LMPTs have involved only mixed results at 
best. . Confidence in LMPT lS eroding and the 
pro cess is under severe pressure." 

The agreement echoed the eriticlsm expressed by Paul 

Gipson il' an intervIew that the program must eliminate an 

autocratie management style alld replace it with a 

particIpative one (USWA Summary of the Agreement Between the 

Bethlehem Steel Corporation and the United Steelworkers of 

America, May 26, 1986:65). Opponents of the LM?T mentioned 

management's past inslstence on ehooslng the workers who 

would serve on ~he "teams" as an example of the arrcgance 

that had so galled President Paul GIpson. Dave Sullivan, 

whose admInistration had initiated the "quallty committees," 

judged that drawback to be outweighed by the fact that the 

workers' full time commitment ta the teams had opened 

positions in the plant to others. However, Sullivan also 
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admitted that he was the only executive board member who 

believed that this factor justified their continuation. 

5. Gainsharing: 

The Gainsharing program was introduced in the 1986 

contract as a means of encouraging worker participation with 

efforts to improve productivity by allowing the workforce to 

share in profits and to derive efforts to iruprove labor 

costs, It was the Most controversial aspect of the 

contract. Its opponents saw it as a job elimination tactic. 

The cont~act language made Gainsharing a voluntary decision 

for the local and stipulated that if the plan were adopted 

it would have to be worked out at the plant level. 

Interviews with officers suggested that management had made 

it clear at the onset of plant level negotiations that a 

reduction of the labor force was a top priority. The degree 

to which the program was voluntary for Local 6787 under 

those condItIons was questionable. In an interview 

subsequent to contract ratIfication, Paul Gipson mentioned 

implementlng a Gainsharing Program as one of the aspects of 

the plant level negotlations that "has to be worked out." 

8y ffiId-summer of 1986, with the announcement of LTV's 

bankruptcy, speculatIon concerning the vIabillty of the 

Bethlehem CorporatIon Increased. The continued decline in 

the fo~tunes of both companles validated labor's position 

that additional concessions trom workers would not save the 

industry. Labor would be the first te admit that this was, 

at best, a pyrrhic vIctory. 

1 7 9 



-

Erosion of pre-contract consensus at Local 6787: 

Local 6787's pre-contract consensus had been greatly 

influenced by their plantis consistently high productivity 

record. This was perceived to strengthen their bargaining 

position. With the failure to bring about corporate wide 

rejection of the Bethlehem contract and ~ncreasing concern 

that the corporation would follow LTV into bankruptcy court, 

Local 6787's consensus began to erode. This became apparent 

in a general membership meeting that l attended which was 

held on August 7th, after their contract ratification and 

after the announcement of the LTV bankruptcy and USX work 

stoppage. The pressures building over the con~inued rumors 

of Bethlehem's pending bankruptcy were vented in a heated 

exchange between President Paul Gipson and workers from the 

BOF (Basic Oxygen Blast Furnace) maintenance crew, sitt~ng 

in a block at the back of the hall. The BOF crew protested 

the removal of Lee Lemon as contracting-out chairman and 

voiced their susplcions that Gipson had "struck a deal" with 

Roger Penny, Burns Harbor's plant manager as part of the 

Gainshar~ng Program that would create a maintenance bull

gang with the potential to eliminate craft jobs w~thin the 

work divis~ons. Throughout the meeting, Gipson repeated 

that no such deal nad been struck and that the workers had 

other significant problems including possible bankruptcy. 

He was repeatedly out-shouted by the group fram the BOF who 

voiced a sense of betrayal that thelr declsion to refuse 

overtime had not resulted in the recall of laid-off workers 
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but in the permanent transfer of work to outside 

contractors. They felt that Lee Lemon had been removed as 

chairman of the contracting-out committee because he had 

"gone after management" over the issues of contracting-out 

and overtime causing them to put pressure on local president 

Gipson to "defuse" Lemon and put him in a less key position. 

Lemon came to the microphone, objected to his removal as 

contracting-out comm~ttee chairmen, and accused Gipson of 

removing him because his efforts ta reduce contracting-out 

were interfering with talks between Gipsan and plant manager 

Penny that would establish a Gainsharing Program and a 

plant-wide mobile maintenance crew (roving bull-gang). 

Lemon held that the proposed bull-gang would reduce the work 

done by bargaining unit employees in favor of outside 

con tractors. 

The palpable level of tension at the meeting svggested 

that, although the Bethlehem Corporation had hoped to 

increase its orders during the USX strike, its precarious 

financial position was being used to wear down the local's 

resistance to the Gainsharing Program, contractlng-out and 

other potentlal Job elimination strategies. The exchange at 

the meeting made it clear that groups within the rank and 

file memberslup would create sorne dlfficulty for Gipsun and 

his admInIStration if there was an attempt ta move to a more 

moderate and conciliatory position wlth management. With 

bankruptcy pending, the problem was no longer the common 

enemy--management--bu t the percei ved Il enemy w i thin Il that 
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- could fragment the once cohesive local. Gipson, assailed in 

the meeting as a moderate who wasn't doing enough to save 

jobs, defended his belief that jobs could be saved if only 

management would 1I1isten to workers about how to increase 

orders." In tradi tional terms, since contract rat if ication 

Gipson's response had been increasingly conciliatory. He 

had admitted in an earlier interview that he was hammering 

out a Gainsharing Plan with management and his removal of 

Lee Lemon as contracting-out chairman, whose work he had 

complimented in an interview held 10 months earlier, was a 

softening of the posture that had marked his administration 

as militant and confrontational. rndeed Gipson's focusing 

on increasing the company's orderc from potential USX 

clients suggested an attitude of labor-management 

conciliation that could be considered a new twist in 

business unionism. 

Local 1010--Inland Steel 

The pattern of Local 1010's political change places it 

between the two extremes represented by the stability of 

Local 1033 (LTVjRepublic) and the turnover of Local 6787 

(Bethlehem Burns Harbor). The present (10 year) 

administration of BIll Andrews is one of the longest in the 

history of the local. 

The ethnie balance of the local--roughly Qne-quarter 

- black, one-quarter Hispanie, and one-half white--has been 

represented by Its past presidents. (See Table 4-A.) Since 
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the late 1930's the local's presidents have been white (Don 

Lutes and John Sargeant in the 1940'5 and 1950's), and 

Hispanie (Jesse Arendondo and Babe Lopez in the 1960's and 

early 1970' s). The current president, Bill Andrews, is the 

only Black president of a basic steel local in the distr ict. 

Local 1010 has had a tradition of rank and file 

activism. Its past president, Jim Balanoff, helped to 

organize the Steelworkers Fightback group with his brother, 

Clem, in the 1970's and the local has nominated anti

establishment candidates such as Ed Sadlowski (1977) and Ron 

Weisen (1983) for the International pre&idency. 

Steelworkers Fightback originated in the local' s Rank and 

File Caucus and spread to locals throughout the district. 

The group eventually launched a ~eformist movement that 

attempted to make the USWA more responsive to shop f loor 

concerns and less centralized. It opposed the Experimental 

Negotiations Agreement (ENA) which had provided for 

substantial increases in real wages along with prohibitions 

against industry-wide strikes and supported membership 

ratification of basic steel contracts (Nyden, 1985). 

As Vice-President, Bill Andrews took over Jim 

Balanoff 's unf inished term as president when B~lanoff won 

the District 31 Directorship in 1977. Although Andrews was 

a member of the Rank and File Caucus, his administration 

would be decidedly more moderate in tone than his 

predecessor's. While Jim Balanoff had been a consistent 

critic of the International hier~:r':;[ly dur.ing his 
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c directorship (International President Lloyd McBride had 

denied aIl of Balanoff' s recommendations for district staff 

appointments and instead had selected his own candidates to 

serve as Balanoff' s staff), Andrews was a strong supporter 

of 8alanoff' s successor to the directorship and poli tical 

foe, Jack Parton, as well as the establi'J~ed International 

hierarchy. Andrews' supporters pointed to the improvement 

in the relationship between the local, district, and 

International as a reflection of the "more reasonable" 

Andrews' approach. Andrews' opponents, particularly those 

who were long time members of the Rank and File Caucus, 

criticized him for excessive moderation and lack of saund 

labor philosophy. In the spring of 1985, running for his 

fourth term, Andrews won office with a slim plurality of 

approximately 30% of the vote. 

Bargaining Issues Identified 
as Signific~nt to Local 1010 

Local 1010 grievers reported that discipline was the 

most frequently grieved issue in their work divisions, a 

si tuation which had been exacerbated by the pressures on 

supervisors in the course of the company's concerted effort 

to restructure operations over the preceding two years. 

While aIl grievances, including those involving discipline, 

would be affected by changes in the gr ievance procedure, the 

procedure per se was not a significant issue in the 1986 

contract except as it pertainpd to increased restrictions on 

the practice of contracting-out. 
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- Local 1010's bargaining position had always been 

somewhat stronger than the other locals because of its 

unique situation as the only basic steel local representing 

workers at the single mill wi thin the corporation' s steel 

division. This increased the potency of its strike threat, 

since it alone could totally halt Inland's Steel production. 

Inland' s concentration in steel relative to LTV and USX also 

strengthened the local's bargaining power. The corporation 

could not financially depend upon its non-steel holdings 

over a protracted steel strike. There was a general 

consensus among respondents that, particularly in a period 

of intense competition for market share and the end of 

pattern bargaining, the potential to lose customers to those 

competitors who were still operating could be a critical 

set-back to lnland's restructuring efforts. In addition, 

the end of pattern bargaining wi th the 1986 contract would 

help rather than hurt the locrll since companies l ike LTV and 

Bethlehem, which were in greater financial difflculty than 

Inla"îd, would no longer depress Inland' s hour l y wage rate 

(Dubois) . 

Although separate bargaining and Inland's relative 

financial situation improved Local 1010's position vis-a-vis 

other loeals, local off icers were more pragmatic about the 

wage issue than officers at Local 6787 (Bethlehem Burns 

Harbor) . (See Chapter 4.) At t i tudes towards wage 

concessions, which emerged in discussions with Local 1010 

... officers and grievers that took place shortly after 
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( ratification of the LTV and Bethlehem contracts, were best 

summed up by Financial Secretary Roberto Flores. 

" ... People don't want (wage concessions, but if 
they have to they'll accept them the w~y other 
Iocals have. It's the loss of jobs they're 
really afraid of--contrRcting-out ~nd job 
combinations--that's the biggest conc~rn" 
(Flores) . 

As indicated by the griever's survey (Table 4-B), 

three-quarters of the Inland grievers interviewed identified 

job security as their biggest concern in the contract talks. 

Only one griever was most concerhed about wages. However, 

while the pragmatic attitude toward wages was nearly 

unanimous among officers and grievers, there was a 

difference in the assessment of which management strategy--

contracling-out or job combinations--posed the greater 

threat to the membership. In addition, the view that job 

security was threatened by b0th strategies at the plant 

contradicted the assessment of President Bill Andrews. 

In an interview conducted subsequent to ratification of 

Inland's contract, Andrews repeated an assessment made in an 

initial interview conducted la months earlier that 

contracting-out did not pose the problem at Inland that it 

posed at other plants. He explained this on the basis of 

Inland's Field Forces Unit--a maintenance group which moved 

throughout the plant to handle jobs that usually went to 

outside contractors in other plants. Nor did Andrews 

perce ive a management proposal to form a Mobile Maintenance 

Department (roving bull-gang) as a potential threat to the 

maintenance crews already existent within the work divisions 

186 



-

-

or ~he other craft workers assigned to Central Maintenance 

or Field Forces who took on larger maintenance projects. 

This perception was at odds with that of other officers and 

grievers interviewed. Chairmen of the contracting-out and 

grievance committees, Joe Geryko and Galvito Galvin, 

identified contracting-out as a major concern in the 

contract talks which were underway at the point of their 

interviews. Although Joe Geryko had agreed with Andrews in 

an initial interview held with both men ten months earlier 

that contracting-out was a lesser problem at Inland than at 

other plants, in a follow-up interview, with talks underway, 

he identified operation closures and contracting-out as the 

greatest threats to the workforce. (As noted earlier, the 

effects of rationalization were felt later at Inland. The 

most drastic workforce reductions due to operation closures 

were still rece.t me~ories and keenly felt by the officers 

interviewed. ) 

While Inland's grievers reported that contracting-out 

and job combinat ions were grieved with equal frequency (See 

"Issues Most Frequently Grieved", Table 4-B), they felt that 

job Jecurity was most threaten~d by potential job 

eliminations and combinations. 

The 1986 contract would include restrictions on 

contracting-out that were initially negotiated in the LTV 

and Bethlehem contracts, with revislons judged ta be 

improvements by the union at each subsequent contract. 

Officers and grievers of Local 1010 considered the 
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contracting-out clause to be one of the strengths of the new 

contract (M. Mezo, Robinson, Hartman). 

However, concern about job combinat ions was heightened 

by management's proposaI to institute a mobile maintenance 

unit. The proposaI had been resoundingly defeated by a 

general membership vote in the winter of 1985 only to 

reappear as a major bone of contention in the 1986 contract 

talks. In 1986, the Andrews' administration and management 

discussed the creation of a mobile maintenance crew that \\. 

would have the capabil i ty of handling major maintenance jobs " 

throughout the plant. This maintenance force would differ 

from the already existent Central Maintenance and Field 

Force crews in that it would be scheduled for short term 

repairs which take place when an operation goes down for 8-

16 hours while the other crews would continue to do major 

work of a longer duration (e.g. furnace relining). The 

mobile maintenance crew proposaI was extremely controversial 

and ad~mantly opposed by craft workers who felt that the new 

maintenance force would be used to reduce the number of 

craftsmen within the work divisions. Craftsmen asslgned to 

the Field Forces Unit saw the proposaI as a threat to the 

viability of the unlt despite assurances that the mobile 

maintenance force would be doing a "different kind of work". 

According to Mike Mezo, griever for the Field Forces unit, 

"The Bull gang issue has been around for the 
last 15 years. In f act there 1S a sort 0 f b,lll 
gang (mobile maintenance crew) operating DOW. 
It just isn't operating to the company's 
satisfact1on. If it were (to operate as 
management would like) it would result in the 
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loss of 2000 positions and would eventually 
eljminate the Field Forces unit altogether. The 
proposaI does not provide for "past practice" or 
work rules. It will put 40% of those currently 
assigned to maintenance on the streets" (Mike 
Mezo) . 

Andrews was accused of using the Labor Management 

Relations meetings designed to improve labor relations to 

"nego t iate" an agreement on the new maintenance force over 

the heads of the opposition and the general membersh~p. In 

an effort to diffuse criticism, a tentative agreement to 

implement a mobile maintenance unit and alter senlority 

rights by establishing plant wide biddlng on job vacancies 

was submitted to a general membership vote. In the largest 

turnout in the local· s history, the proposaI was soundly 

defeated by 2,844 tG 211 (The Hammond Tlmes, Nov. 12, 1985). 

However, the company·s determination to establish the unit 

in the face of strong rank and file resist3nce led ta a 

compromise in the 1986 contract. Tne contract included 

provisions for a Mobile Maintenance Department (MMD) 

guaranteeing the jobs of 2,732 craftsmen involved in the 

unit for the life of the contract and calling back 100 laid-

off workers. These 2,732 jobs were the only jobs guaranteed 

in an hourly plant workforce of approxi~ately 14,000. 

Bill Andrews explained the massive resistance to the 

MMD and plant wide bidding priar ta the contract on the 

apposition·s campaign to dlvide the younger and older 

workers. 

" The opposi tian would l ike ta pi t the older 
workers against the younger workers and lay the 
blame on the administration. In the case of 



c plant wide bidding, it's not true that it will 
displace younger people with aIder people--that 
only happens under three conditions: die, quit 
or ret ire. In those cases the posi tian 
opens up plant wide and the oldest person 
bidding on it gets the job" (Andrews). 

Plant wide bidding, provided for in the 1986 contract, 

woulà affect the coke plant, which had been closed to 

outside bidding, and the crafts, which, for the first time 

would have a bumping pool comparable ta production 

divisions. (The bumping pool would allow an aIder craftsman 

who had been laid-off to bump a junior worker in the event 

that a craft position became vacant.) In addition, the 

contract included an "equal footing" clause allowing older 

workers who, in Andrews' words JIhad been stuck in a labor 

job" after losing a previous position due to operation 

shutdowns, to bid on a vacancy in another department using 

the department to which he'd been temporarily assigned as a 

"home department" for the purposes ot seniority in making 

the bid (Andrews). Vice-President Mike Olszanski pointed 

out that plant wide bidding would help to alleviate the 

remnants of entrenched racism that had effectively kept 

minority workers from entering more desirable work divisions 

and gaining better jobs. (For instance, the coke plant with 

a majority of Blacks an~ Hispanics had a closed pool of 

workers to parallel the seniority system in other divisions 

which had been c losed to them.) 

Although Local 1010 does not have a Labor Management 

Participation Program per se, it does have Labor Management 

Relations Committees (LMRCs) at the top levels of local 
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leadership and plant management. Five LMRCs had been 

established at the level of the work division since the 

programs implementation in 1984. While a majority of 

officers and grievers were neutral in their attitudes toward 

the program, those who were not objected to its similarity 

to the LMPT concept. This group included Cliff Mezo, who 

had been active in the Steelworkers Fightback reform 

movement in the 1970's, and his son Mike, who had split from 

the rank and file caucus and Bill Andrews over the issue in 

1984. They pointed to Andrews' unilateral negotiations on 

the mobile maintenance unit as an example of the degree to 

which the LMRC could be used by management to further its 

own ends. The 1986 contract included no LMPT provision, an 

indication that the LMRC concept was viewed by management as 

a suitable substitute. 

While the chairmen of the grievance and contrar.ting-out 

committees discussed management's use of overtime to 

maintain productivity with a reduced workforce in sorne 

divisions, grievers indicated that overtime presented a 

problem in relation to scheduling based on senlority. 

Senior workers were increasingly sensitive ta their 

prerogative in getting first choice on overtime. As was the 

case with Local 1033 grievers (LTV/Republic), the question 

of excessive overtime was not considered a significant 

contract issue as it had been by Bethlehem's Local 6787 

which had a conscious policy of resistance ta overtime. 
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The single griever who mentioned 70/80 pensions as the 

issue of most concern to the men in his division represented 

a large number of older workers (50-55). These workers 

could benefit from the contract provisions allowing full 

pension rights plus $400 monthly for those choosing to 

retire with approximat~Jy 26 years of service to 300 

employees and an additional 287 workers who had been 

displaced by the permanent shutdown of a number of 

operations. 4 

Contract Negotiations with Inland Steel 

Local 1010 began negotiations with Inland Steel in 

early February, 1986, with a goal of reachin~ an agreement 

by March 31. The goal was pot reached, primarily because 

the company sought a $2 an hour wage and benefit cut and 

acceptance of a clause that would allow it to reopen a~d 

renegotiate the contract if either the Armco or USX 

contracts, which were still pending resolution, contained 

concessions comparable to the LTV and Bethlehem contracts. 

Talks broke off at the end of March for one month at the 

insistence of the USWA negotiatlng team led by District ,1 

Director Jack Parton. Wlth the resumption of talks, an 

agreement was reached on June 20 which did not include the 

"contract reopening contingency clause" and involved a 40 

cent reduction in wages and benefits. 

At the end of June, Local 1010'5 memLer5 voted to 

ratify their contract with the Inland Steel Company by a 

margin of 8,741 to 1,173 (Steelworker, July, 1986). The 
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highlights of the contract included a "wage freeze", â "no 

cap" profit sharing plan, a Mobile Maintenance Department, 

changes in the seniority system to include plant wide 

posting of aIl vacancies, and the provision of 300 70/80 

pensions over the course of the three year agreement. 

Responses to the 1986 Contract with Inland Steel: 

1. wages and benefits: 

Of aIl the locals studied, Inland Steel's later 

rationalization made the responses of Local 1010's leaders 

and rank and file unique in that they suggested the trade

offs chosen in the context of an older but potentially 

viable plant in the throes cf restructuring. Although the 

Inland contract was viewed as a stronger agreement than 

either the LTV or the Bethlehem contracts by virtue ot its 

"wage freeze" rather than wage eut (in fact there was a 40 

cent an hour reduction in Cost of Living payments and 

reduction of Sunday premlum), it also involved a trade-off 

which had been bitterly opposed by the local's rank and file 

membership. 

2. the mobile maintenance unit and gainsharing-

"downsizing" the wo ... ~kforce: 

The controversy over remanning and craft combinat ions 

that had continued within the local for 15 years, most 

recently represented by the mobile maintenance unit would be 

settled in favor of management, but not without "strings" to 

placate labor. The company paid the price of a wage freeze 

and job security for so~e craftsmen while agreeing to the 
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recall of 100 workers who had lost their jobs since 1982--a 

small percentage (approximately 2.4%) of the 4,148 jobs lost 

(Dubois, 1985). The contract's "equal footing" clause and 

provision for plant wide bidding gave evidence of the 

strength of union seniority rights despite an atmosphere of 

crisis in which Local 1010 would trade its long fought for 

authority over work rules. 

Mike Mezo, griever for the Fieln Forces (maint~nance) 

who helped to lead the carnpaign against the impIempntation 

of a Mobile Maintenance Departrnent objected to the inclusion 

of the MMD and Gainsharing Plans in the contract. He did 

not view the job security provlded for 2,732 of the 

approximately 4500 craftsrnen in the plant as an inducement 

to adopt the program. Mezo cuntended that the cornpany's 

inte .. tion to reduce the size of their workforce by 300 (100 

from Assigned Maintenance, 100 plant wide by November l, 

1986 and 100 through attrition due ta quits, retirements, 

deaths, operation closures or technological change) 

confirrned his belief that the MMD would be used for purposes 

o~ job combination and reduction. He found the cornpany's 

pledge to recall one worker for every two so lost no more 

conv incing. He noted that tLese efforts to reduce the 

wor~force were accompanied by 70/80 pensions under the guise 

of easing the effects of industrial down-sizing. 

"It' s a big farce for both sides (union and 
company) to claim that 70/80's are a humane way 
to address down-sizlng of the steel industry ... 
If they're sa appealing, why did they have te 
of ter 200 workers the 70/80's bef~re they could 
get 97 ta take them. Sorne of the guys who 
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turned them down were sixt Y years old. They only 
had two years left to work" (M. Mezo). 

Mezo explained the reluctance to accept the early 

retirements in terms of, in part, the inclusion of a 

mandatory deadline for acceptance that precluded five weeks 

vacation pay. Workers that close to retirement could be 

losing nearly $3000 by taking the early o~t. His opposition 

to the Gainsharing clause, which attached inereases in wages 

to increased profitability, was also based on his perception 

that Gainsharing was a monumental give away. 

"It's set up to say 'if we get rid of this job 
we get the spoils'... It' s also tied to 70;80 
pensions. So what we're doing is paying for 
management '5 efforts to eliminate ou~ jobs. Not 
only that, but with Gainsharing Vou can't turn 
down a 70;80. If you do, you lose your job and 
go into the labor pool--where, if you have 
seniority, you bump a younger worker and he's 
out on the street" (M. Mezo). 

Mike Mezo's fears about Gainsharing were shared by 

union officers at other loeals, particularly at Bethlehem's 

6787 (Kaczocha). At Mezo's own local, Vice-President Mike 

Olszansk i. had the same assessment of Gainsharing as " ... an 

open door to more job combinati?ns and eliminations." 

Olszanski also saw the contract as a trade-off between job 

combinations and wage. 

"The mobile maintenance forCE is a strategy of 
the company to increase pr~duet.vity through 
cutting erew sizes. As ~00d trade unlonists you 
can't say you'll put a guy on the street 
tomorrow without sorne kind of fight. Long term 
though you're thin~ing--lt's management's rlght 
tu reduce that crew size to as small as ft can 
get. There's really nothlng 1 can do about 
that. Sa it's easy for the company ta see that 
if they want a contract that will eut costs, 
they can't get it out of wages without a b1g 

1 9 S 



( 
fight, but they won't get a fight over long term 
job combinations. So they calI it attrition and 
go in that direction" (M. Mezo). 

Olszanski had been active in Steelworkers Fightback and 

the local's Rank and File Caucus during the 

BalanoffjSadlowski era. He felt that the rift in the local 

over the issues of LMRCs and job security resulted from a 

failure to cultivate a philosophy among presidents at the 

local and international levels which went beyond "business 

unionism." He contended that the group which had split from 

the Rank and File Caucus in 1984 over Andrews' support of 

the Labor Management Relations Committees who were later to 

oppose the Mobile Maintenance Department and the 1986 

contract had denied Andrews the advice and counsel necessary 

to shape a philosophy more in tune with Local 1010's 

tradition of rank and file activism. 

Olszanski's reaction to the 1983 contract was based on 

his perception that Iabor "had missed the boat" for so long 

that it was now reaping the results of its inattention to 

issues that would have kept it from the painful trade-offs 

it was not forced to make. He shared an anecdote about the 

late Lloyd McBride that he felt summed up the International 

USWA leadership's misconception of its role. 

"1 went to the 1980 international convention--in 
L.A. and went to a press conference on the 
Sunday before the convention started. The press 
wanted to know what was going to happen with aIl 
the shutdowns and job losses. McBride was 
clearly shaken and he was also in i11 health. 
He was a union leader who didn't know what to 
do. He didn't know what to do because he was 
trapped in a political philosophy focused on 
wage and working conditions. He said, 'WeIl, 
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number one, in our system the capitalist has the 
right to shutdown a plant and go somewhere else. 
Hire and fire people at will. Number two, we 
believe in that. We support that system. So, 
number three--what can we do?' He spelled it 
out... He spelled out his dilemma and the 
dilemma of the union and many unions in this 
country because they're trapped with that 
philosophy. When you subscribe to that 
philosophy, there isn't much you can do. You 
ean't tell a company, 'Keep your money in this 
state', or 'Keep this plant going', or 'Don't 
eut jobs'. AlI you can do is bargain for wages, 
hours and working conditions" (Olszanski). 

Olszanski realized that his idea of worker control has 

historieally elicited red baiting in the U.S. labor 

movement. To go beyond issues of wages, hours and working 

conditions, according to Olszanski suggests that you cross 

the line and "run the whole damn plant". 

"WeIl, l' m not afraid of that. But, l' m also 
not going to wave the red f lag and say we' re 
going to take them over tomorrow either. l'd 
say, 'You have a choice. Run it in a socially 
acceptable way, or you will force a 
confrontation in which society won't be able to 
af ford to let you run i t'" (Olszanski). 

The Employee Ownership Programs as currently operating 

do not present viable alternatives to unionists who share 

nlszanski's philosophy of trade unionisme According ta Jim 

Balanoff, eurrent examples of employee ownership involve 

non-productive, out-moded, and non-viable plants that 

companies have gladly dumped on their wor~forces. 

Olszanski, like Maury Richards, who had also been 

associated with the remajning Steelworker Fjghtback 

activists, was one of the few contemporary office holders in 

the four loeals to discuss current contrart issues in terms 

of the broader perspective of an internat ional labor 
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movement. Olszanski contended that continued job loss 

whether due to remanning, technology, plant closures or any 

other rationalization strategy all came down to control. 

The labor movement had lost its potential for control. 

"When i t allowed i tself to cooperate wi th 
running the 1eft out of its ranks, it set the 
stage for aIl of this because, absent the 1eft 
and any progressive faction, it was left with 
the kind of 1eanership that was ready to toe the 
1ine. l'm not saying they are aIl sell-outs or 
coopted but they have a philosophy that's right 
of center. Everyone left of center was run out 
of the labor movement years ago... And there 
weren't many leftist labor leaders that cou1d 
raise their heads--with the exception of 
Whippinsinger (President of the Machinists 
Union) and Sadlowski, who had that sort of 
agenda" (Olszanski). 

The overwhelming ratification vote to accept the 1986 

contract with ln1and Steel indicated that in the atmosphere 

of crisis surrounding the industry and the USWA, Local 

1010's rank and file would concede a trade-off of control 

over work rules for a wage freeze and job security for very 

few workers. The contract ratification vote echoed the 

resignation to company prerogatives that Olszanski had 

attributed ta Lloyd McBride. Very few union leaders 

interviewed (Olszanski and the Mezos in Local 1010, Maury 

Richards in Local 1033) connected that resignation to a 

failure to forge a philosophy beyond "business unionism". 

Local 1014--USX Garyworks 

While Local 1010's tradition of rank and file activism 

did not lead to a consensus of response among its leaders. 
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Local 1014 was caught up in an internaI power struggle that 

djvided its leadership and preempted a timely development of 

a united front. The infighting that crippled the local was 

resolved through litigation shortly before the onset of 

talks with the USX Corporation in June, 1986. 

Unlike Local 1010, Local 1014's history had been 

punctuated not by rank and file activism but by political 

infighting. AlI four locals have sorne historical evidence 

of power struggles. However, Local 1014's battles have been 

a normal mode of operation within the local. With few 

exceptions, there has been a protest of every Local 1014 

election since the early 1940's (Chicago Historical Society 

Holdings for District 31). Despite a drop in membership 

from nearly 17,000 members to approximately 4000, the 

local's tradition of election protest was repeated in the 

last election held in the Spring of 1985. Locàl 1014 

officers and members from other Iocals familiar with Local 

1014's history agreed upon two explanations for its 

remarkably consistent pattern of internecine conflict: 

1. Up ta the 1980'5 the local was one of the largest and 

richest in the country. Its huge membership provided it 

with dues money that went beyond the requirements for 

running an efficient local labor organization. 

2. The local's By-Laws allow for full time positions for 

grievers anè rnembers of principle committees. Although 

other locals provide full loss time only for the top 

~ . , leadership positions (Local 1033, LTV Republic, for 
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instance, has only two full-time officers--the President and 

the Grievance Committee Chairman) the full-time positions at 

Local 1014 included a group large enough to provide a 

president and his caucus with a tremendous potential to 

exert power. In the words of past president Phil Cyprian, 

"An individual gets elected to the grievance 
committee at 1014 for a term of three years. He 
will only have to work one day every six months 
in the plant. The rest of the tlme he's full
time handling union business and gets his pay 
from the local. That's a big plum. No one 
really likes to work in the mill. Everyone 
likes to have an office position and be their 
own boss to the fullest. Now, that's the 
difference between 1014 and other large unions. 
When you add i t up i ts finances and power" 
(Cyprian) . 

In the 1985 local election campaign, Phil Cyprian was 

accused of abusing power and money by his eventual successor 

Larry Regan and Regan' s "Rank and File Uni ty Caucus". 

Cyprian's opponents tell stories of his $80,000 a year 

income as local president, his conducting mernbership 

meetings with armed guards posted throughout the union hall, 

and his hiring relatives to the local office staff. The 

most damaging descriptions of the Cyprian administration fit 

the stereotype of labor leader as demagogue. While Phil 

Cyprian's critics are very vocal, those grievers and 

officers who supported him refused to comment on his 

adrninistration--answering only those questions which were 

not "poli tical". The few comments that were made suggested 

that Phil Cyprian had been a "smart" local president. 

Cyprian's opponents agree that he was indeed politically 

savvy in his equation of power with control of its grievance 
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- committee. Over his long career within the local, beginning 

with the position of stewarci in 1952 ta his election as 

president in 1982, Cyprian had recognized the importance of 

the grievance committee as a power base for an ambitiaus 

union politico. In 1976 he had withdrawn from a 

presidential race with the promise from his caucus that he 

would be named chairman of the grievance committee. When 

the caucus's candidate won, Cyprian became grievance 

chairman, serving until 1982 when he won the presidency. In 

1985 he would be defeated by Larry Regan who accused him of 

"being soft on the issue of contracting-out ll and running a 

corrupt and dictatorial presidency. However, Cyprian 

supporters continued to control the grievance committee 

while six rnembers of the 11 member local executive board, 

including the financial secretary, were Cyprian supporters. 

Cyprian's tie ta District Director Jack Parton, who had been 

a fellow caucus rnember and a past president of Local 1014, 

would draw bath the district and internat ional off ices into 

the battle for power between the Regan and Cyprian forces. 

Although Phil Cyprian's influence had marked the 

local's politics for over thirty years, he had not held 

successive presidential terms. John Mayerlik's 

administration during the 1940's and 50's had been the most 

tenacious in the local's history. Al Sampter, a long time 

union activist identified as the local's IIres1dent 

histor~an" claimed that the early battles fought at the 

local were based on ideological differences rather than 
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{ str~ggles over power and money. According to Sampter, the 

first Local 1014 administration wa~ aligned with the 

Republican party in the Calumet area (northwest Indiana) as 

weIl as the Knights of Columbus. Early local leadership was 

Anglo Saxon as were its supporters. Their administration 

was challenged by an Eastern European Ethnic, John Mayerlik 

in 1941. Mayerlik was a Democrat and a leader of the 

local's ethnic Slavs (Croats, Poles, Serbs, Slovaks) who 

were a large minority in the plant. Mayerlik controlled the 

local for nearly two decades. In the 1950's and 60's, a 

growing black minority at the plant formed its own caucus 

under the leadership of Curtis Strong who became a vice

president of the local and one of the first black 

International staff representatives. The local's large 

black minorlty exerted considerable political influence 

after the 1950's, but this influence fell short of electing 

a black president. Sampter noted that efforts to nominate 

black political candidates were ~~~strated by deals struck 

among potentjal whlte candidates who continued ta represent 

the majority of local membershlp. One caucus (which would 

go through a number of name changes and sorne political 

realignment) controlled the local during the 1970'8 and 

early '80's. Winning candldates from the caucus included 

the present District Director Jack Parton, Phil Cyprian, and 

Henry Piasecki. In 1986 Piasecki was appointed 

administrator of the local by International President Lynn 

Williams who had removed Larry Regan from office (Sampter). 



-

Regan supporters explain the International's decision 

to suspend his administration and put the local into 

"receivershipll (the administration of an Internationally 

appointed administrator) with a baroque tangle of 

allegations of corruption not only within the Cyprian 

administcation but also at the district director's level. 

Larry Regan contended that it was his decision to cooperate 

with a federal investigation of political corruption within 

Lake County implicating District Director Jack Parton that 

had moved Parton to ask International USWA President Lynne 

Williams to suspend the Regan administration. Regan r.eld 

that Williams' receptivity to the idea was influenced by 

Regan's public criticism of the International's Wage and 

Policy Statement and his active involvement in the National 

Rank and File Against Concessions (NRFC) organization. 

National Rank and File Against Concessions is a 

confederation of unions throughout the country drawn trom 

the full spectrum of the economy, basic ma.nufacturing and 

non-manufac+uring industries (e.g. services, transportation, 

publishing). The NRFC, established in 1985, attracted 

dissident unionists at odds wi th "the pro-concessionary 

1;)olic ies" of national union hierarchias. 

The Charges against Regan included his denYlng the 

democratir. rights of his opponents, refusing to pay the 

salary of union hall maintenance staff that had been hired 

by Phil Cyprian and using LOCùl 10J4 stationary to inform 

NFRC members of an organizational meeting. Regan pointed to 
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the latter allegation as evidence that his involvement with 

the NFRC was being penalized by the International hierarchy. 

However, the suggestion that Local 1014's political in

fighting had obstructed its officers' handling of local 

business was not without substance. Shortly before the 

local was placed in receivership its financial secretary, 

E.G. Cooper, a Phil Cyprian supporter, was removed from 

office by the local's executive board. He was accused of 

keeping a stranglehold on union funds, refusing to release 

information concerning the local's finances and obstructing 

efforts to reduce the local's clerical staff (including Phil 

Cyprian's mother-in-law). The decision was appealed to the 

International Executive Board who decided to reinstate 

Cooper. 

With the local's executive board split between the 

Regan and Cyprian forces and six of the seven grievers 

supporting Phil Cyprian, the political battling had created 

an impasse that even Regan and his supporters would admit to 

(Sampter, Warman, Biggerstaff). Immediately after receiving 

word of his suspension, Regan had hired Chip Yablonski, an 

attorney with an established record of representing 

dissident union activists involved in legal battles with 

established hierarchy. Yablonski managed to have the suit 

heard in a Pennsylvania court reasoning that the numerous 

legal battles waged by various factions within the local 

over the years would prejudice a Calumet area judge against 

a fair decision. The decisicn to ~lace the union in 
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receivership, without a hearing, at the suggestion of the 

District Director on June 6, 1986, was overturned by a 

Pennsylvania judge in August, 1986. The judge's decision 

was based on the International's failure to prove that an 

emergency situation existed at the local which merited 

placing it in receivership without a hearing involving the 

administration that had been suspended. 

In the late summer of 1986, with his presidency 

restored, Larry Regan faced a potential strike with little 

time to effectively organize a strike committee. The 

committee would be organized within a month of the 

expiration of the 1983 contract on July 31. 

Bargaining Issues of Concern to Local Officers 
and Gr ievers : 

From the beginning of the field work for this research 

in early 1985, the then U.S. Steel Corporation had been 

unanimously identified as the integrated producer that w0uld 

present the biggest problems for USWA negotlators in the 

1986 contract talks. The corporatlon's dIversification out 

of steel, its profitable non-steel holdings (this would 

change with the depresslon in the energy industry in the 

Fall of 1986), and habltually content~ous labor management 

relationships combined to create that perception. Richard 

Greibel, director of an economic consortium in northwest 

Indiana, who had numerous dealings wi th management in 

indusLries throughout the Calumet region, perceived U.S. 

Steel'E management to be the most Intolerant of labor of any 
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in the region. This comparison included the managements of 

Bethlehem, LTV, Inland, and National Steel corporations 

(Greibel). Greibel's discussions with USX management led 

him to anticipate a strike over the 1986 contract. 

As indicated by the responses of Local 1014's grievers, 

contracting-out, reported to be the most frequently grieved 

issue, was anticipated to dominate the coming contract talks 

with the USX Corporation. The importance of contracting-out 

in the talks with USX was emphasized throughout the research 

by Local 1014 and other locals' leade:s. According to Mike 

Mezo, griever for Local 1010, Inland Steel, the 

International had designed the contracting-out clauses in 

the initial contracts with LTV and Inland so that the 

language would apply to the worst abuses at the USX plants. 

Mezo pointed out that the language in the Inland contract 

emphasized contracting-out for routine, everyday maintenance 

work, a stipulation which fit the USX situation but nùt 

Inland's where contracting-out had been limited to large, 

non-routine maintenance projects (e.g. installation of the 

continuous casters). If the USWA had not held to its 

decision to coordinate its end of the bargaining on wages 

with lts Wage and Policy Statement, it had attempted 

uniformity in its approach to contracting-out. This was 

done in large part to prime the USX Corporation for its 

contracting-out clause weIl before its negotiations began. 

While job combinat ions were identified as the second 

most significant issue in the talks, USX management had 
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depended more upon contracting-out to decrease their labor 

costs while increasing their productivity. Larry Regan 

describe~ the way in which the company employed contracting 

out to improve its labor cost and productivity figures. As 

noted in Chapter 4 contracting-out had been a practice of 

long standing at Garyworks, however, that practice had been 

largely restricted to maintenance work in the pasto Local 

leaders at USX mills (Local 1014 at Gary and Local 65 at 

South Chicago) referred to the Tom Graham Philosophy. Tom 

Graham was a USX executive whose "hands on steel" philosophy 

was geared to rèducing bargaining unit employees to 

production units (Peurala, Biggerstaff). The USX's policy 

had gone beyond the Graham philosophy by 1986. 

"They (USX management at Garyworks) have 
contracted out entire operations. They will 
call an operation a "shutdown facility" and give 
us mutual pensions and severance pay, which is 
what they've done with the mold mill and then 
they'll continue to operate the fac:lity with 
outside contractors. They'll 'sweeten this up' 
with these early pension offers--If we refuse, 
they'll do it anyway and weIll just have ta 
grieve it... Given the length of the grievance 
process this can really be frustrating" (Regan). 

This frustration was increased by Local 1014's 

grievance procedure which Regan's supporters felt was 

lnefficient since it kept grievers in the local hall removed 

from concerns on the shop floor and evidence of abusive 

practices like contracting-out (Sampter, Biggerstaff, 

Warm:ln, McWay). In additIon, Larry Warman, editor of th~ 

local's newspaper and member of the Regan caucus, Rank and 

File Unit y, suggested that, unlike Local 1010, Local 1014 
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did not have a steward position in its grievance system, but 

instead had assistants appointed by grlevers rather than 

elccted by their respective work divisions. Warman felt 

that this type of nepotism had reduced the effectiveness of 

the grievance process engendering cronyism that limited 

responsiveness to shop floor issues. 

While overtime was ~entioned as a serious problem by 

only one of the sIx Local 1014 grievers, Vice-president 

Larry McWay suggested that the company had abused overtime 

with a much reduceà labor force. Perhaps because of the 

factionalism within the local, its leadership had not been 

able to effect a concerted response to reduce overtime 

abuses. A griever who had identified overtime as an issue 

reported that there were men in his division (coke plant) 

who were working overtime to the extent of endangering 

themselves and their fellow workers by increasing the 

potential for major accidents due to exhaustion (Gray). 

Labor Management Par~icipation Teams were not an issue 

at the USX plant. Past president Phil Cyprian and Vice

President Larry McWay based this on the stiff resistance to 

the concept within USX Locals. The non-conciliatory 

reputation of USX management suggested that the LMPT concept 

would not suit the managerial style of the corporation's 

steel division. None of the USWA officers interviewed 

anticipated incorporation of an LMPT clause in the 1986 

contract. 

Contract Negotiations with the USX Corporation 
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In the spring of 1986, David Roderick's contention that 

the USX steel division would have to hold its own in a 

diversified corporate environment was given symbolic 

emphasis with the n~me change from U.S. Steel to USX. This 

capped an earlier decision by the company not to participate 

in the joint USWAjsteel companies "Crisis in Steel program" 

aimed at protectionist legislation and government stimulated 

domestic demand for steel. The USX Corporation indicated no 

desire to hold ebrly talks, refusing the ~emdnd to open its 

books to union perusal. Talks began when mandated by 

contract on June 31 and broke down before expiration of the 

'83 contract on August 1. In the last week of July, 

managers at the Garyworks received orders from corporation 

headquarters in Pittsbulgh to close operations down 

(Vrahouretis). 

This resulted in a work stoppage which created a 

contx'oversy in the state of Indiana over the payment of 

unemployment benefits to USX's hourly employees. 

(Indiana refuses payment to workers involved in a strike 

but grants payment to those involved in a "lock-out" 

initiated by management.) After several weeks of public 

hearings, the state chose to pay unemployment benefits 

to USX's unionized employees. Since Local 1014 had 

one of the largest strike funds of any basic steel 

local in the district (approximately 1.5 million 

dollars), the 10cal'8 ability to hold out through a 
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protracted work stoppage was impraved by the state's 

decision to grant its members unemployment manies. 

In the Fall of 1986, several weeks into the USX work 

stoppage, the corporation faced a take-over by corporate 

raiders including Carl Icahn and T. Boone Pickens. After 

several weeks during which rumors of Icahn's determination 

ta gain a controlling interest in the company increased, 

David Roderick was issued an ultimatum by Icahn ta present a 

plan for the restructuring of the corporation, which was 

plagued not only by its steel losses but, more recently, by 

losses in its once profitable energy division. With a take-

over pending, USX management and the USWA again returned to 

the bargaining table. However, before their talks would 

result in substantive progress, the Ivan Beoskty scandaI of 

Illegal insider trading would undermine Icahn's take-over 

attempt of USX (The New York Times, November 18, 1986). 

The USX work stoppage lasted six months, from July 31, 

1986, to January 31, 1987, and was the longest in the 

history of the industry. Negotiations during this period 

were bottle-necked primarily over the company's demand for 

wage and benefit cuts of $3.34 an hour. Although the 

company had refused to open its books to union scrutiny to 

prove "financial need", its negotiators had asked for the 

second largest wage and benefit cut of any integrated 

producer with the exception of the Most financially 

troubled--LTV. In addition to the cut in wages and 

benefits, the company demanded a reduction of the workforce 
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of approximately 1500 employees, remanning of both craft and 

production lines while refusing new additional restrictions 

on contracting work to outside workers. This would be the 

first contract in basic steel which mandated a massive 

enforced reduction of the workforce and the second since the 

1960' s and the repeal of "section 2-B" protect ion which 

sanctioned a drastic change in work rules protecting job 

delineations (Nyden, 1984:48). 

On December 16 Sylvester Garrett was named as a 

mediator by U5X President David Roderick and U5WA 

International President Lynne Williams. Garrett decided 

that since U.5. Steel's cash employment costs had been 

almost identical to Bethlehem's before either company had 

begun negotiating, the Bethlehem package of wage and benefit 

reductions should be used as a basis for the USXjUSWA 

negotiations. On January 18, 1987, USX local union 

presidents approved a proposed settlement in Pittsburgh. 

Local 1014' s pres iden t, Larry Regan, was amor.g a minor i ty of 

the local presidents voting against the proposaI. On 

January 31, 1987, USX members voted to ratify the contract 

with a corporate ratification vote of 19,621 to 4,045. 

Local 1014 vated ta ratify (2,690 ta 717) despite the 

opposition of its presidence 

In addition ta the average $2.00 cut in wages and 

bene1its over four years, the contract included new language 

that mandated arbitration prior to contracting-out work, a 

corpora:~ wide reduction of the workforce by 1503 employees, 
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and remanning of crdft and production jobs te be determined 

through plant level negotiations. 

Reactions to the 1986 Contract with the USX Corporation 

1. wages and benefits: 

Local 1014 officers expressed general dissatisfactien 

with the 1986 contract, suggesting that as a financial 

healthy company, USX should not have been given a wage eut 

comparable to that of the wea~er Bethlehem Steel 

Corporation. (Both contracts involved wage and benefit cuts 

of 8.09%.) Other perceived weaknesses included a workforce 

reduction of 1,503 and remanning of craft and production 

lines across all of the USX steel plants which had been 

sanctioned by USWA International negotiators. 

2. remanning and job combinations: 

Local 1014 President Larry Regan was most dissatisfied 

with the contract's remanning mandate: 

"AlI through the negotiations they (the 
International) lied to us. They told us that 
the decision whether or not to reman and combine 
jobs would be left up to each local. Instead, 
at the end they (International negotiators) 
agreed to put it into the contract. The only 
thing they left to us was how to do it. Since 
the contract was signed (11 months earlier) our 
hourly workforce has gone down company wide from 
20,000 to 16,000. And the International acts as 
if that's astounding! They called the local 
presidents into Pittsburgh and said 'where are 
these jobs? The locals are making too many 
concessions. The way this ls working out we 
(International officers) are the militants; you 
local guys are grant ing all the concessions. ' 
WeIl that made me damn mad. The International 
agrees to remanning and combinations and we're 
left ta implement them--given no guidelines. 
They tell us during negotiations that they won't 
agree to remanning in the contract and they do 
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i t anyway 1 then walk away and leave i t up to us 
as to whose job goes and whose doesn' t" (Regan). 

Regan pointed out that since the late 1970's during the 

the administration of Lloyd McBride and Lynn Williams, a 

pattern was begun of separately negotiated contracts at the 

local plants threatened with op~ration closures which 

overode the standing basic steel contracts. This point was 

also made by Alice Peurala, the late President of Local 65, 

USX Southworks (Chicago) in an interview that I conducted 

wi th her in the FaII of 1985. According to the two local 

presidents, such separate concessionary contracts were made 

at the USX plants in Fairfi~l&, Alabama and Baytown, 

Pennsylvania in the early 1980's. Regan felt that this 

pattern was finally formalized in the 1986 USX basic steel 

contract with the mandated lay-offs and remanning language 

which forced local presidents to combine and expand jobs in 

separate negotiations with plant representatives. He 

contended that this not only begged the point of a basic 

corpnrate wide contract but also hit at the heart of job 

security and safety. 

"We keep hearing about job securi ty--but where 
is it? Before--your job was defined. That was 
job security. Not only that, combining jobs can 
make them more dangerous ... The teaming crew 
where you deal with molten steel is the most 
dangerous place to work. We had a 600% increase 
in accidents there last year and management's 
planning to further reduce that crew. The 
crew's complaining that they don't have enough 
time to eat lunch as it is. If they want to 
reduce numbers it shouldn't be in the front 
lines. Somebody could get killed" (Regan) . 
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Local 1014 caucus meetings that l attended prior to 

negotiations in the spring and summer of 1986 frequently 

focused on the problem of increased overtime. Caucus member 

Al Samper pointed out in a post contrac~ interview that 

overtime had increased with the job combinations sanctioned 

by the contract. 

"There's much more overtime now with reduced 
crews. A lot of the r~manning was implemented 
quickly in bath crafts and production. The 
company wants to avoid paying frinqe benefits. 
50 they aren't calling people back from work 
except some of the craftsmen that they lost when 
they made deep cuts years back like the 
electrical 'Workers." 

According to Sampter, the Garyworks is somewhat unusual 

in its recent shortage of electrical workers. He attributes 

this in part to shortsighted lay-offs of electricians in the 

late '70's and early '80's, who had the skills ta find 

better jobs elsewhere (e.g. atomic energy plants) and 

Regan's efforts to fight the combination of craft with 

production jobs (e.g. combining an electrician or millwright 

with a machine operator). 

"This kind of combination has serious 
ramifications. It 'Would eliminate a production 
man because he couldn't qualify as a maintenance 
man. He doesn't have the craft skill. A senior 
employee would be kicked out in sorne instances 
because he didn't have a craft skill. There 
'Would be a shlft in the percentage of minority 
people--since far more blacks are in production 
than maintenance (crafts). SA older blacks 
'Would be replaced by younger whi tes" (Sampter). 

As Sampter suggests, this is an important consideration 

for the leader of a local with a black membership of over 

40% of its total. Regan admits, however, that with 
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remanning mandated by its basic contract he has not always 

been successful in his efforts to stop combin2·ions within 

craft and production lines and jobs expandea ~o include botp 

craft and production responsibilities. He gave as an 

example a recent trip to the plant in which he found 

millwrights who were doing welding and working as operators. 

When he asked these men why they agreed to de this much 

expanded work without local union approval, they explained 

that the company had called them off lay-off, promised them 

high incentive pay and secure employment. 

3. contracting-out: 

Larry Regan had served on the contracting-out committee 

in the negotiations. He felt the new contract language 

tightened restrictions on the practice since arbitration was 

mandated prior to the company arranging for outsicte 

contractors. However, as had been indicated in early 

assessments of the new contracting-out clause, its 

interpretatlon and Implementation would be the ultimate test 

of its effectiveness in saving jobs. Regan reported that 

the contract allowed for a review period during which past 

cases involving contracting-out would be reviewed for 

possible settlement. 

"If these cases were settled in the union' s 
favor, workers would be called back from lay-off 
but what happened was that the company came up 
with proposaIs instead of maklng settlements. 
They'd say we'll make a deal with you. Wp.'ll 
give yeu $180,000 for these laborers. We'll 
calI back ten people from lay-off and contract 
work out to 20. A lot of these IDeals will say 
'weIl that's $180,000 ffi0re than we have now and 
ten people off thr~ s+ree~. O.K .. l say 
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there's no way l'II accept language on top of 
the original contract language. The procedure 
for review and what follows it is in the 
contract and l refuse to alter that. If the 
company doesn't like that it can fight it 
through the regular grievance channels" (Regan). 

prof i t shar ing: 

Local 1014 officers were, on a whole, unimpressed by 

the contractls profit sharing clause. Their skepticism was 

based on the belief that the union would have no control 

over the plan and that profits could easily be hidden by a 

multi-profit corporation like USX. As one officer put it, 

"l'd rather have the money up front--in hourly wages" 

(Warman) . 
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Chapter 6 

THE 1986 NEGOTIATIONS: COMPARISONS AND CONTRASTS 

The bargaining issues of mcst concern to local 

leadership were all in sorne way addressed in the 1986 

contract talks. The kinds of trade-offs made among these 

issues by the International USWA negotiating team suggest 

the complexi ty of "rat ional dec ision makin'l" for both labor 

and management during an era of industrial decline and 

restructuring. 

Bargaining Choices Made by the USWA 

Wage and job security: 

In interviews held prior to negotiations local leaders 

identified age and benefits and job security as the most 

critical issues facing their membership. As reflected in 

the USWA Wage and Policy Statement (January, 1986) the 

International leadership's negotiating strategy was directed 

toward the following objectives which suggested the way in 

which financial and job s~curity concerns would be tempered 

by the companies' continued losses of market share and 

impending threats of corporate bankruptcy: 

a reduction in labor costs to assist the most vulnerable 

çompanies while maintaining a consistent wage rate 

alignment for steelworkers across the integrated sector 

of the industry 

providing job security by restricting the practice of 
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contracting-out. 

While local leaders indicated that wages, benefits, and 

job security could only be protected by taking an anti

concessionary negotiating stance, the International's 

objectives were substantively conciliatory. Negotiations 

began with the union's agreement te concede on wagesi and 

job security was equated with contracting-out, ev en though 

job combinations and eliminations that did not involve 

contracting-out had long been part of management's approach 

to restructuring. 

With the trend toward decentralization of industrial 

relations signified by the end of pattern bargaining and 

membership ratification for separate corporate wide 

contracts, each contract was to be idiosyncratic to each 

producer and its hourly workforce. Yet each contract would 

be marked by the previous mode of centralized labor 

management relations characteristic of an oligopolistic 

industry and industrial unionism. Across the industry, 

companies focused on reducing labor costs while the union 

focused on malntaining wage rate alignment. In this waya 

cor.tract's economic package would not provide an individual 

producer with a competitive edge; and the potential for 

separate negotiations to pit workforces against each other 

to drive down the wage rate would be contained. 

Despite respendents' concerns with job security, the 

wage and benefit issue drave the response of the Ioeals 

compared in this study. Those that voted to reject their 
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contracts, Local 1033 and 6787, based their rejections on 

the wage and benefit cuts in their contracts. With the 

exception of differences in the size of hourly wage and 

benefit cuts, ranging from $3.24 at LTV to .40 at Inland 

Steel, the end products of the negotiations were strikingly 

similar. Even those clauses which most distinguished the 

separate contracts met the same secular manage~ent goal of 

remanning. The International leadership chose to rescind 

union workrules and sa traded-off remanning for restrictions 

on contracting-out. Iranically, the adious task of 

implementing remanning was decentralized in that it was left 

ta local leaders and plant managements. 

Holding firm on contracting-out and trading-off on job 
combinations: 

The local union officers' generally favorable 

evaluation of the contracting-out clauses in each contract 

indicated that, at least on this issue, chances for 

avoidance of potential conflict had been improved. In 

contrast, conflicting interpretations of Gainsharing clauses 

which coald be adopted at the local level suggested a 

potential for less unanimity between management and labor. 

The suggestion that Gainsharing would be used to displace 

warkers through job combinat ion and red~ction was most often 

expressed at the Inland and Bethlehem locals. While 

skepticism concerning the uses to which Gainsharing would be 

put b~ management was shared equally by union officers at 

Local 1010 (Inland) regardless of caucus, it was greatest 
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c among members of the caucus that had opposed President Paul 

Gipson's administration at Local 6787 (Bethlehem Burns 

Harbor). Gipson was involved in planning a Gainsharing 

Program a few weeks following contract ratification. It had 

been made clear to local union negotiators at the Burns 

Harbor plant level talks that Gainsharing was a top priority 

for Bethlehem management. 

In cOIltrast, Local 1010 ' s President Bill Andrews 

foresaw little chance for the adoption of Gainsharing by his 

membership, which was optional at the departmental level, 

since it woulà replace traditional and familiar incentive 

plans with which he felt workers had generally been 

satisfied. Management had made the adoption of a 

Gainsharing Program at Bethlehem a top priority while 
;' 

Inland ' s managerial priorities had been directed ta adoption 

of a muJti-trade maintenance crew. Both of these top 

priority programs represented different strategies 

undertaken by the Inland and Bethlehem managements to reach 

the same end, remanning of their plantis' hourly workforces. 

Union leaders throughout the distrIct perceived the USX 

Corporation ta be the most flagrant violator of the National 

Labor Relations Board's mandate that local unions must be 

notified in advance of hiring outside contractors and that 

work contracted-out must be justlfied on the basis that 

bargaining-unit employees did not have the equipment or 

skills to under·ake it. As noted in Chapter 4, decisions 

(~ 
handed down by the NLRB against USX within the year prior to 
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negotiations suggested that the board was becoming more 

responsive to the union on the issue of contracting-out. 

The LTV contract, the first to be negotiated in 1986, 

included a clause to further restrict the practice of 

contracting-out. (See Chapters 4 and 5.) The contracting-

out clause was refined with each additional contract, and, 

from thp union's perspective, strengthened. By the time of 

the USX contract negotiations, the last to be settled, the 

contracting-out clause had been modified to deal with the 

company that had taken the most h?~~ line position on the 

issue. In fact, the clauses in the previous contracts had 

been 50 designed with USX in mind that one Local 1010 

griever complained that the clause in the Inland contract 

was more applicable to USX than to Inland Steel (Mezo). 

Restrictions on contracting-out which had been accepted 

by LTV, Bethlehem, and Inland Steel Corporations were 

rejected by VSX. The USWA's determination to hold firm 

against contracting-out and the Slze of the wage and 

benefits cut proposed by the company led to an impasse in 

the contract talks and a six month lock-out, the longest 

work stoppage in the history of the V.S. industry. The 

union had chosen to fight a management strategy that, if 

accepted, would have formallzed a two-tiered workforce at 

USX plants. One tier would be represented by the USWA, the 

secoüd, by other bargaining agents if at aIl. With 

resol~tion of the impasse USX accepted a clause which was 

broadly applicable açross the industry since it had already 
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been accepted by other integrated producers. This 

eventually involved a trade-off for the union which accepted 

the third largest reduction in hourly wages and benefits in 

the integrated sector, a eut of over 8% averaging $2.00 an 

hour over the term of the eontract with the USX Corporation. 

In addition, the contract provided for remanning in the form 

of crew composi t ion changes 1 job realignments, and "under 

limi ted c ircumstances" redef inition of seniori ty rights 

(Summary: Proposed Agreement between the USWA and USX 

Corporation, 1986:8). 

Although separately negotiated, all four contracts were 

characterized by similar trade-offs involving strengthened 

provision against contracting-out, versus wage reductions 

and/or programs designed to effect remanning. In addition, 

aIl of the contracts would provide for sorne form of profit 

sharing. There was an attempt to make these concessions 

more palatable with profit sharing provisions. But these 

provisions were met with passive reactions at the local 

level since future financial forecasts for aIl integrated 

producers continued to be pessimistic. According to a 

Brookinqs Institute report on the rise of the mini-mill, 

Il ••• the U. S. companies are likely to be faced 
with further reductions in real world steel 
priees, and unless the dollar falls 
substantially from its mid-1986 value, it 1S 

unlikeJy that the U.S. integrated companies will 
be able to recapture much of the market lost to 
imports. Nor can the integrated companies hope 
to be competit:ve with the mini-mills which are 
also steadily reducing the costs of pruducing 
bars, structural shapes, and wire rads" (Barnett 
and Crandall, 1986:55). 
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Shifting from 'confrontation' to 'accommodation' through 
a tri-partite program rather than LMPTS: 

Phillip Nyden (1985) has noted that the international 

USWA leadership cooled to the Labor Management Participation 

Concept they had supported through the 1970's. It is 

uncertain if the resistance to LMPTs in the organization's 

largest district, District 31, had influenced this change in 

attitude, or if it was due to the problems inherent in 

decline that had diverted attention from the concept. By 

the mid 1980'5 the program had stagnated or had been 

eliminated altogether at two of the locals where LMPTs or a 

facsimile had been attempted, Local 1033 LTV/Republic and 

Local 6787 Bethlehem Steel Burns Harbo~. Retrenchment from 

the combative posture that had marked labor's attitude 

toward management in the industry would instead come in the 

form of a proposaI from the USWA for a tri-partite Cr~5is in 

Steel Program aimed at assisting the industry through its 

prolonged restructuring. In its Basic Wage and Steel Policy 

Statement (Jan. 1986), timed to set the tone for the 

contract talks which had been held every three years under 

coordinated bargaining, the USWA proposed a program which 

sounded much like tex~~ook definitions of corporatism. 

" ... the hierarchical, l'on-conf lictional 
integration of the state 2nd organized groups 
representative of both capital and labor 
replacing individualism" (Crouch, in Crouch and 
Pizzorno, 1979:197). 

The Loucher-Abrecht report (1985) commissioned by the 

USWA in preparation for the 1986 Wage anJ Policy Conference 

in Washington D.C. proposed this type of integration through 
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c government, financial lenders, the USWA, and company 

management working together "to fix the industry's 

staggering problems" (74). Measures suggested by the 

consultants included: 

federal programs aimed at infrastructural repair 

proper implementation of the Voluntary Restraint 

Agreements 

reduction of the value of the dollar 

lower production costs 

improved marketing practices and product research 

investigation of the impact of new technology 

the formation of regional task forces using the 

Chicago Task Force on Steel as a model (Dec. 16, 

1985:74). 

These proposaIs were incorporated into the USWA's Basic 

Wage and Steel Policy Statement of January 1986. The USWA 

used early negotiations as an inducement to companies 

willing to comply with such a cooperative effort. However, 

this "Cri.sis in Steel" program was quickJy lost in the 

shadow Gf negotiations absorbed in the ~hort term exigencies 

of wage and benefits, contracting-out, and remanning. 

The trade-off between wage concessions and 
~he protection of pension rights 

In meetings held with local presidents and 

representatives during the negotiations with Bethlehem and 

LTV, the !nternational USWA leadership documented the 

position that bath corporations would need further wage 



concessions to insure their financial solvency. Unlike the 

1983 talks, International union negotiators no longer 

believed that concessions would be used to modernize plants. 

The rationale implicit in the early capit~lation to wage 

cuts was that the jobs of the active workforce and the 

pension rights of those laid off must be protected against 

potential corporate bankruptc:es. The Wheeling-Pittsburgh 

bankruptcy had led to the assumption of its pension payments 

by the U.S.S. Pension Guarantee Corporation. This 

obligation had left the federal agency, which guarantees the 

pension rights of workers covered by labor-management 

contracts, incapable of assuming the staggering obligations 

of the second (LTV) and third \Bethlehem) largest integrated 

producers in the country. An audit of the financial status 

of LTV and Bethlehem conducted for the USWA by the financial 

consultants Lazard Ferare concluded that concessions were 

needed to reduce the financial vulnerability of both 

corporations (1986). 

Differing Responses at the International 
and Local Levels and The Out come of the 1986 Contract 

As noted earlier in this chapter, local president's 

reactions ta the wage and policy committees' decision to 

deal with the companies on the basis of flnancial need were 

reJated ta political orientation. Those pres~dents who were 

vocâl critics of the International hierarchy were critical 

of the decision to consider a company's financial need. 

Larry ~egan president of Local 1014 (USX Garyworks), and 
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Maury Richards, president of Local 1033 (LTVjRepublic 

Steel), both identified as dissidents at the onset of the 

research, criticized the committee's decision. They 

suggested that it capitulated to wage and benefit 

concessions before the talks had begun despite early 

assurances from the International that the USWA would 

coordinate its end of the bargaining process even if 

management across the industry would not. The two local 

presidents identified as moderates, Bill Andrews, Local 1010 

(Inland Steel), and Paul Gipson, Local 6787 (Bethlehem Steel 

Burns Harbor), were not critical of the decision in 

interview. Inland Steel's relatively strong financial 

position within the domestic industry and its even greater 

r~ojected strength at the end of its restructuring program 

provided a context within which Andrews, who was supportive 

of union hierarchy, and the International negotiators would 

approach the contract talks in unanimity. 

The reaction of Local 6787's president, Paul Gipson, 

had a different basis. The Bethlehem Burns Harbor plantis 

high productivity was viewed as a bargaining chip that would 

strengthen the union's hand in negotiations. As the newest 

and m~st productive integrated plant in the U.S. industry, 

Bethlehem Bur~s Harbor was an Island of hope in a sea of 

aging and unproductive facilities slated for closure. The 

Midwest Center for Labor Research had conducted ~ study of 

the Bethlehem Steel Corporation's financial status and the 

relative viability of its Burns Harbor facility for Local 
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6787 which questioned the necessity for further concessions 

from its workforce. This further convinced the local 

leadership that the newness of the plant and the 

productivity of its workforce provided it with an advantage 

in holding the line against concessions. These façtors 

motivated the local to stand almost alone against 

concessions throughout the negotiations with Bethlehem, to 

lobby strenuously against the 1986 eontract at the gates of 

the corporation's other integrated plants throughout the 

country, and finally, to rejeet the contraet while the 

majority of Bethlehem loeals accepted it. President Paul 

Gipson was c0unting on the plantis strength and the loeal's 

cohesion to provide a base from whieh to lead a fight 

against wage and benefit concessions despite the 

International's deeision to consider Bethlelem's financial 

need. The perception that Local 6787 had the strength ta 

hold the line among the locals within the corporation 

coupled with a political orientation which was more 

accepting of the International and District USWA leadership 

predisposed Gipson toward a less critical view ot their 

decision to negotiate on the bas1s of individual company 

financial status at the onset of the talks. 

In contrast, Maury Richards lobbied against and 

convinced his membership to vote down the 1986 contract with 

the LTV Corporation despite its extreme financial 

vulne~ability and the vuln~rability of the aging Chicago 

plant T~hose bar products were competing in a highly 
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depressed market. dis criticism of the International's 

decision to accommodate its bargaining demands to company 

financial status was largely based on an orientation that 

was at odds with the USWA hierarehy from the onset of his 

administration. Richards was philosophically opposed to 

USWA polleies which he saw as aceommodationist and 

misguided, including a myopie focus upon proteetionist 

legislation and the support of policies which divided 

American workers against each other as weIl as workers who 

represented "the foreign competition." Of al] four local 

presidents, Richards was the most "internatlonalist" in his 

view of the labor movement. Given the weak competitive 

status of his plant and the LTV Corporation he was also the 

leRst pragmatic. This political orientation underlay his 
J 

anti-concessionary posLure in the face of overwhelming odds 

against his administration's ability to lead other LTV 

locals in a fight against the 1986 contract. 

Richards' success in marshalling a Local 1033 rank and 

file vote against the contract despite these odds can b2 

explained in light of the 1ocal's political history rather 

thdn as a mandate for his philosophy of unionism. The long 

tenure of the Guzzo administration (18 years) masked the 

reallty of a highly politically fragmented local, Guzzo's 

staying power was attributed ta his long experience as a 

union officer and his skill at building coalitions among the 

local's ethnie and political factions (Guzzo, Nelson, Legg, 

f Garza). His administration had established a pattern in 
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which factionalism was overcome through the skillful 

manipulation of his position as president. 1033 was a local 

that had followed the lead of its president through many 

changes, such as massive job combinations and LMPTs 

considered to be controversial and concessionary by other 

locals. The membership's tendency to ameliorate 

factionalism through presidential direction was Guzzo's 

legacy to the president who followed him. With only a few 

years left until Guzzo's retirement, in an election 

involving six candidates for the local presidency, Maury 

Richards won approximately 26% of the vote. Within a few 

months of assumlng office, Richards had made a controversial 

decision to eliminate the plantIs Labor Management 

Participation Teams, a decision which had created added 

dissension in an organization weakened by a depleted 

membership and financial difficulties as weIl as the 

immanent threat of plant closure. 

The same local that had followed the policies of a 

president which had been decried as concessionary by his 

successor, including the establishment of LMPTs and a 

massive job combinat ion program among the crafts, supported 

a hard line and untenable position aga~nst a concessionary 

contract, led by a president who had not been given a clear 

electoral mandate. According to Doug Nelson, the local's 

grievance chairman, the LTV/Republic workforce was very 

demolalized and very few had read the contract. The members - had instead relied upon the interpretation provided by 
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President Maury Richards. Given this, the "no vote" was the 

produçt of despondency as much as leadership. 

Nelson's analysis is credible given the rumors of plant 

closure and lay-offs of 775 employees only a few rncnths 

prior to the contract talks. Crandall and Barnett's 1986 

assessrnent of the comparative viability of the South Chicago 

plant cautiously suggested that only its electric arc 

furnace might survive (46). By the tiffie that this 

projection was published, the electric arc furnace had been 

closed and only one bar mill and the coke ovens were still 

operating. 

In the case of Local 1033, response ta restructuring 

had been shaped by the divergent political orientations of 

its presidents, Frank Guzzo and Maury Richards. Guzzo1s 

orientation had been one of cooperation and moderation in an 

attempt to salvage as much as possible for a workforce 

handicapped by an outmoded and unproductive plant. Maury 

Richards, a critic of Guzzols Jeadership as weIl as the 

International hierarchy, had assumed a confrontational, sorne 

would say, intractable stance toward management despite his 

precarious bargaining posItion. Local 1033's response 

suggests that in a time of crisis, a politically fragmented 

local representing workers at a highly vulnerable plant 

which has undeLgone prolonged restructuring will be 

determined by its local president whether or not that 

response contradicts union hierarchy. 



However, the case of Local 1014 shows that there are 

limits ta the extent to which a local president can 

successfully direct response to restructuring. Local 1014's 

president, Larry Regan, like Maury Richards, had established 

a reputation as a vocal critic of the International's 

policies. AIso, Iike Richards, Regan had opposed the 

International's choice for district director, incumbent Jack 

Parton, and had publicly voiced his oppositlon to the Basic 

Wage and Steel Policy Committee's decision to consider each 

company's financial need in the negotiations. In addition, 

Regan had been actively involved in the National Rank and 

File Conference Against Concessions (NRFC), a group formed 

to fight the anti-concessionary momentum among union 

hierarchies throughout American industry. While the 

International explained its ùecision to remove Regan from 

office and place Local 1014 in receivership (admlnistration 

byan International appointee) on the basis of the local's 

political infighting, Regan contended that the declsion was 

primarily influenced by his criticism of the district and 

International leadership and his involvement in the NRFC. 

The extent ta which the rank and flle of Local 1014 

rnight have supported Regan in his opposltion to the contract 

was affected by the six month long wark stoppage at thE 

cOMpany's integrated mills. Despite Regan's opposition to 

the USX contract, Local 1014's membership voted for its 

acce~tance. However, workers ' assessments of the contract 

report~d in the local press were unanimously negative. 
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Comments suggested ~hat it was much like the contract cffer 

that had b~en made by the company in November which had led 

to a breakdown in negotiations and a lengthy lock-out. The 

ratification vote which was overwhelmingly in favor of the 

contract was explained by one Local 1014 member as a final 

resignation to the International's position that "this is 

the best they can do". After six months on the picket line, 

with local and personal resources nearly exhausted, the rank 

and file accepted that ultimatum (The Gary Post Tribune, 

February 1, 1987). 

InternaI Divisions Within the Four Locals 

Wage versus perlslon, overtime, and job combinations: 

The ger.erally accepted opinion among steel analysts 

that managementls acquiescence to escalating wage demands 

during the 1970 ' s had been a contributing factor in the 

industry's decline led to the public's focus on wage as the 

sole determlnant of excessive labor costs. However, the 

heavy lay-offs and operation closures at LTV and Bethlehem 

plants had significantly increased these corporations' debt

equity ration. Bethlehem and LTV were strapped with heavy 

pension obllgatlons ta workers given early retirements as 

part of ~he restructuring process. In 1985 LTV had 

announced that the pension fund for its steel division was 

one billion dollars underfunded. Its precarious position 

within the industry was reflected in the fact that its 

contract was the only one among the integrated producers to 

include guarantees of employee rights ln the event of a 



plant sale. After filing bankruptcy, LTV terminated the 

pensions of salaried personnel at sorne of its plants and 

attempted to terminate the health insurance of its hourly 

pensioners. The atte~pt was squelched with a strike called 

by the USWA at one of the company's more viable facilities, 

its Indiana Harbor plant. In the 1986 contract talks the 

tension between wage and benefits was based upon more than 

which would be sacrificed in management's push for 

concessions. If excessive debt-equity ratios threatened 

vulnerable companies like Bethlehem and LTV with collapse, 

the issue became whether or not holding firm against wage 

cuts, which managerne~t contended were necessary to the 

corporation's viability, wOi'lJ result in bankruptcy, a 

situation which could involve rescinding pension 

obligations. (At the time of the LTV and Bethlehem talks 

legislation designed to protect workers' pension rights in 

the case of corporate bankruptcy had not yet been 

introduced.) 

Union officers indicated that interests in protecting 

wage or pension were related to age, since younger workers 

with dependent children generally were more in need of 

disposable income while aIder warkers were more cancerned 

with the retirement incarne provided by their pensions. 

However, the degree to which age wauld affect contract 

rati~ication votes given the draw down of the hourly 

workfc'rce--lay-offs of younger workers and early retirements 
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of older workers--was influenced by the resulting change in 

the age structure of those workforces. 

Restructuring programs at the four plants had increased 

workforce age homogeneity. As a result, differences in age 

were more marked between rather than within plants. The 

Bethlehem and Inland workforces were younger as the result 

of hiring during the 1960's and '70's to man Bethlehem's new 

facility at Burns Harbor and Inland's plant expansion. In 

bath cases this produced workfarces with many workers closer 

to 40 than ta 50. While hiring patterns at the LTV and USX 

plants had resulted in warkfarces with a majarity of warkers 

who were closer ta age 50 by the mid 1980's. 

This research faund that wage rather than age was the 

primary determinant in the acceptance or rejection of aIl 

four contracts. (Although workforce age structure did not 

result in differing responses to the 1986 eontraets, the 

behaviar of the younger Bethlehem Burns H~~bar workforce did 

refute the contention of older unionists that younger 

warkers would be less likely ta fight concessions. This 

finding is discussed in detail in a later section of this 

chapter. ) 

Grievers at the four laeals identifjed sorne differences 

within their organizatians over the wage/pension issue based 

on age. However, none felt these differences ta be 

signifieant enough ta affect response ta a tentative 

agreement. They believed the rank and file vote to be 

solidified against concessions in general and particularly 



against age cuts. There was not an indication before the 

announcement of the LTV bankruptcy that anxiety over the 

possibility of losing pension rights would overcome the 

antipathy toward wage cuts at either Lucal 1033 

(LTVjRepublic) or Local 6787 (Bethlehem Burns Harb0r). The 

age homogeneity of aIl four plants reduced the likelihood of 

significant internaI divisions over the wage/pension issue. 

The outcome of the contract ratification votes substantiated 

this and reflected the importance of wage to the rank and 

file membership. While Local 6787, representing Bethlehem 

Burns Harbor's younger workforce, voted to reject a contract 

on the basis of its wage eut, Local 1010 at Inland Steel, 

the other plant with a younger workforce, voted to accept a 

contract largely on the basis of its wage freeze, even 

though it included a major remanning provision. 

Local 1033, LTV;Republic provided a test for the 

importance of pension rights to an older workforce. Despi te 

LTV's weakened financial condition, and the rumored closure 

of the Chicago plant, Local 1033's rank and file membership 

voted to reject their contract. The local's president, 

Maurv Richards, had questloned the conclusion of the 

fi!lancial consul tants hlred by the International USWA that 

the company's losses necessitated another reduction in 

wages. Relying upon a separate analysis of the company's 

fiLances prcvided to him by the Midwest Center for Labor 

Rese~rch, Richards denied that the extent of the company's -
vulne~ability was as great as had been suggested by the 
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International union. The Local 1033 membership chose to 

accept their president 1 s evaluation of LTV's situation. 

Ironically, Richards and another LTV local president, John 

Sako who had supported contract ratification, reacted with 

equal surprise to the announcement of the LTV bankruptcy. 

Sako commented that the International must have known this 

was going to happen all along and decided not to tell the 

local presidents. The incredulity expressed by Sako and 

Richards concerning the bankruptcy suggests that the 

International failed to communicate this possibility to its 

local presidents during the LTV contract talks. Whether or 

not Local 1033's members would have voted for the contract 

having the foreknowledge of the impending bankruptcy is 

uncertain. 

Prio= to restructuring, age had created divisions 

con:erning seniority rel~ted issues such as the scheduling 

of t.hifts and overtime. However, as mentioned earlier, with 

operation closures and lay-offs, the age structure of plant 

workforces had become more homogeneous so that minimal 

differences in seniority rather than age created conflicts 

over scheàoling. Grievers' interviews indicated that such 

conflicts occurred most frequently at the LTV;Republic 

plant. They often turned upon fine lines of seniority among 

a workforce that had to have a minimum of 15 years to be 

employed at the plant. 

One local, Inland Steel's 1010, was found to be divided 

by age on one major issue. This was largely due to an 
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effort by Bill Andrews' administration to implement plant

wide bidding. According to Andrews, the change, which was 

implemented in the 1986 contract, would only affect younger 

workers in the coke plant and maintenance crews ass~gned to 

each department. Andrews projected that it would displace 

44 junior craftsmen and 100 junior coke plant workers. 

Plant-wide bidding meant that the coke plant would no longer 

have a closed bumping pool. (Bumping involves laid-off 

workers displacing active workers on the basis of 

seniority.) Jobs in the coke pool would now be open for 

bids from workers who had been displaced from jobs in other 

parts of the mill. In addition, the contract established a 

craft bümping pool which would displace 44 junior craftsmen. 

Previously, craftsmen who had been laid-off from separate 

departments could not bid on an assigned craft job in 

another department until it became vacant. With a separate 

craft bumping pool these craftsmen could bid on an assigned 

maintenance job anywhere in the plant held by another worker 

with less senir·"ity. Finally, an "egual-footing" statement 

allowed laid-off workers to bid on temporary vacancies 

throughout the plant. In the past, bidding was possible 

only if the vacancy arose in the worker's "home department" 

(the department in wh~ch he/she had establlshed seniorlty.) 

Attempts to establish plant-wide bidding, equal-footing 

and a mobile-maintenance unit had been rejected in the 

general membership vote held several months prior to 

contract talks. The 1986 cont~act would formalize aIl of 
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these changes. In the end, the local leadership's 

previously unsuccessful attempts to strengthen its senierity 

system which had been threatened by restructuring would be 

accepted because they were packaged in a contract providing 

a wage freeze to aIl workers regardless of age. 

Skill level and job combinations: 

Descriptions of divisions based on skill level, 

production workers versus craftsmen (maintenance workers) 

changed as a restructuring program evolved at each plant. 

As had been the case at the beginning of restructuring 

efforts in the late 1970's and early 1980's, maintenance 

workers were still more likely te be affected by remanning 

changes in 1985 and 1986. Prior to restructuring, union 

work rules had protected the individual crafts from job 

combinations into multi-skilled maintenance positions. At 

plants like the LTV/Republic plant in Chicago, restructuring 

of a longer duration had brought about massive job 

combinations among craft workers. (See Chapters 4 and 5.) 

This trend was also increasingly evident at the USX and 

Inland plants, The "remanning trend" was least evjdent at 

the Bet~lehem 3urns Harbor plant, because as a newer 

facility, it had opened with fewer job classifications. 

The cohesion and independence characteristic ef the 

crafts has been identified as a general pattern within trade 

union history. Llttler (1982) and Ingram (1976) have 

described the effect of a strong craft tradition on 

unionization. Craftsmen were more resistant to unionization 
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and once union~zed more likely to obstruct the development 

of labol' confederations. In addition, accol'ding te Local 

1033 Grievance Chairman Deug Nelson, skilled workers' 

increased vulnerability to job-combinations was offset by 

the additional marketability of their skills outside of the 

steel industry. In contrast to ski lIed craftsmen, 

production workers were trained to perform limited and 

highly specia1ized tasks specifie to the making of steel. 

As a resul t, their mat'ke"tabi l i ty ou tside of the industry was 

severely restricted. Traditionally, within the steel 

industry, these differences between craft and production 

workers resulted tn a highly vocal contingent of craft 

workers whose additional marketability gave them leverage to 

"buck management" on the issue of job combinations. 

More than age, skill level was jdentified in this 

research with a strong anti-concessionary attitude among 

workers particularly in regard te job combinations. 

Officers in aIl four Iocals identified craftsmen as the most 

active in the .:'1 ion , the most vC'cal on aIl issues, and the 

most resistant to concessions, particularly those relevant 

to remanning. However, this resistance dicl not stop the 

massive craft combination at the LTVjRepublic plant in 1984 

in which seven crafts werE: combined into one, nor did i t 

stop the creation of the Mobile Maintenance Department with 

ratirication of the 1986 Inland Steel Contract. Local 

1010'5 Vice-Pres5dent, Mike Olszanski, suggested that Inland 

had suc~essfully divided the plant's majority, production 
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workers, against the vocal minority, craft workers, over the 

mobile maintenance issue (MMD). By including the change in 

the contract, the company was able to gain a majori ty vote 

of production workers who would not be affected by the 

potential remanning associated with the MMD. Management's 

insistenee upon remanning after years of union resistanee to 

changing workrules had come into its own by 1986 even at 

plants like Inland that had a tradition of :n-house 

maintenance (Andrews, Geryko). 

Plants owned by the USY. corporation had for sorne time 

adhered to a poliey ereated by Tom Graham, who, as director 

of the corporation's steel division, announced that the then 

U.S.S. management was working toward a policy of "hands on 

steel" . The unionized workforce would be composed of 

production workers only (Alice Peurala, Jim Biggerstaff). 

As one of the tirst major integrated producers to begin 

restructuring in the late 1970's, USX had eut in-house 

maintenance to the bone by the mid-1980' s, depending upon 

outside contractors for the majority of its maintenance 

work. Its efforts at remanning would increasIngly be turned 

toward its productIon workers via the strategy of sub

eontracting (peurala, Biggerstaff, McWay, Regan). 

Remanning, which had on~e been a more significant 

COllcern of the ski lIed worker, would by 1985 threaten entire 

workEorces where inroads had already been effected in the 

erafts, ~pecifically, at th2 LTV;Republic and USX Garyworks. 

The division based on skill level among Inland's workers 

:: 4. (1 
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existed up to the ratification of the 1986 contract. This 

was attributable to past company policy favoring in-house 

maintenance rather than contracting-out and a later 

restructuring program. According to i ts cr i tics wi thin the 

crafts 1 the contract' s establishment of the MMD would 

present the f .irst inroad toward massive job combinat ions in 

the plant. Given the experience at plants where 

restructuring had been a longer duration, the division among 

craftsmen and productlon workers would disappear once crafts 

had been effectively remanned and the remanning of 

production could be focused upon. In fact, the introduction 

of new technology, particularly in the form of continuous 

casting 1 was one example of job combinations which combined 

product ion and maintenance, since caster operators were also 

being trained to maintain casters at all plants where they 

were in operat ion (BurJ1<; 1 Heaghy, FerraI, Charbonneau). 
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Chapters 5 and 6 Notes 

1Loss time allows the local officer or griever time 

off from the plant job to do union work at regular hourly 

pay. Loss time is paid for by the local union organization. 

2Guards stand at the union hall door to restrict 

entrance to members and ta eject the disorderly at general 

membership meetings. It is an elected position. 

3Because the Burns Harbor plant was opened in 1964, 

its senior workers were younger than the senior workers at 

the aIder LTV/Republic and USX plants which had opened at 

the beginning of the century. Although Inland, too, was an 

older plant (1902), a massive expansion cdmpaign in the 

1960's, during which many yaunger workers had been hired, 

made its workforce comparable in age to the Burns Harbor 

workforce--a tact overloaked by many respondents. 

4 The shutdowns that have been part of the 

rationalization of the 1980's have involved the provision of 

early retirements as options ta displaced workers. A 70/80 

pensIon is based upon age and years of service. Roughly it 

is based on a formula of age 55 with 15 year of service 

(totalling 70) or those less than 55 whose age plus 

seniority equals 80. 
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Chapter 7 

RESEARCH FINDINGS AND THEORETICAL IMPLICA~IONS 

Analysis of Contextual Variables and 
Response in a Time of Crisis 

Two paradigms were discussed in the first chapter of 

this thesis, the union leadership conservatism model anà the 

sectoral-rationality model. In the first, an increasing 

working class consciousness of a radical rank and file is 

pitted against a conservative international union leadership 

which is protective of the established system of industrial 

relations and organized labor's place in that system. In 

the second model, dlvisions within the workforce, such as 

those based on skill level and age, distinguish the 

interests of separate groups within the working clas5. 

Workers may differ in their "ratioL1al choices" of the costs 

and benefits involved in protecting and/or furthering those 

interests. 

This chapter assesses the evidence collected from the 

four local unlon case studies to determine. 

1. What led ta the concessions which were granted by 

labor in the 1986 contract talks in basic steel? 

2. How were local organizations divided in their 

opinions of the~r contracts? 

"4 J 
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The "aggrega te ev idence" : local organiza t ions' rank and 
file respond in contract ratification elections 

In Table 1 the results of corporate wide and local 

contract ratification votes are at the bottom of the matrix 

delineating locals' positions on six contextual variables. 

Although these results are indicative of the rank and file's 

assessments, it should be noted that in post-negotiations 

interviews local presidents and grievers acknowledged that 

the general memberships' knowledge of their contracts was 

limited to the information provided by their local 

presidents and contract summar~es provided by the 

InternatIonal USWA headquarters in Pittsburgh. This made 

the local presjdent's interpretation of the contract 

critical ta the membership's impressions of its 

ramifications. The presldent's influence was heightened 

because of his first hand knowledge as a member of the union 

negotiating team. (See Chapter 4.) 

The corporate wide ratification votes indicate that 

despite the weakened conditIon of the USWA, the centralized 

structure of the organization contlnued to hold firm. 

Corporate wide rank and file majorlties supported the 

International's choice of bargainlng trade-ofts which 

focused upon maIntalning an industry wide wage rate 

alignment while granting cuts to the financially weakest 

companies and gaining tighter restrictions on contracting-

out. 



The local result~ indicate that only one local, 

- Inland's 1010, can be unqualifiedly classified as accepting 

its 1986 contract. USX's Local J014 voted to ratify only 

after a lengthy work stoppage. LTV/Republic's Local 1033 

and Bethlehem 1 s Local 6787 rejected their contracts by wide 

major i t ies. 

Contextual Variables and Response 

In a broad sense this research was designed to assess 

the importance of context in determining organizational 

response in a t ime of cr iS1S. The ini t ial chapters of this 

thesis set forth the situation in which District 31 United 

Steelworkers of America local union organlzat10ns found 

themselves in 1985, in the throes of industry wlde 

restructuring, and facing contract talks that were among the 

most cr i t ical in the history of t.he USWA and the Amer 1can 

steel industry. Analysls of the degree to which individual 

contextual var iables shaped local responses in thlS per iod 

of crisis follows. 

Plant age/modernization and technolagy: 

Since two lacals at opposi te e;·:tremes on these 

variables both voted ta re-ject thelr contracts, _ the 

l..!.lfluence of plant age_~evels of modernizat lon and 

technology did not result ln differen~ local responses to 

concess ionary ccntr2.ct~. LTV's agwg and technologically 

outmo1ed plant, WhlCh was rumored te be slated for closure, - had rUll the course 0 f rat- ionallza t lOn. Its workers were 

') " r .. , 



( 
described by Local 1033 Grievance Chairman, Doug Nelson, and 

past president, Frank Guzo, as "demoralized" and 

increasingly hostile toward the union at aIl levels of the 

organiza t ion. President Maury Richards' campaign against 

the ccmtract was in part successful, according to his 

critics, because most of the membership had not read the 

contract and so were willing to accept their president' s 

assessme:ît that it was lia give-away" (Nelson). However, 

Richards' negative assessment was in fact shared by grievers 

interviewed who claimed to have been familiar with the 

contract (Sowa, Bocien, ~arr). Local 1033 officers and 

grievers interviewed were unanimous ln their dissatisfaction 

wi th the cantract wi th 5 of the 10 expressing extreme 

dissatisfaction with the job done by the International 

negotiating team. 

On the apposl te end of the spectrum, Local 6787 

represen t ing workers at the Burns Harbor plant, the most 

modern integrated plant in the country, went into the 

negotiations believing that their prodnctivity had 

strengthened their bargaining hand. As in the case of Local 

1033, Local 6787 officers and grievers were unanimous in 

their cri ticism of the contract as a "g~ve-away". The 

comparatively greater hastility toward the International 

union among Local 1033'8 officers and grievers was reflected 

in the difference between their generally negative 

assessment of the job dane by the International negotiating 

team and the reaction of Local 6787'8 officers and grievers 



which was much less negative despite their dissatisfaction 

with the contract. A majority of Local 6787 grievers 

indicated that the International did the best job they could 

have do ne sinee most of the other Bethlehem loeals were 

coming from a weaker negotiating position. 

Age of active workers in the bargaining unit: 

Anti-coneessionary responses were not determjned by 

differences among plant workforces based on their aqe 

structures. Despite differences in the majority age range 

of their plants' hourly workforces, contracts providing for 

wage cuts with LTV and Bethlehem were rejected, while the 

In!and contraet providlng for a wage freeze was ratified. 

Since LTV's workforee was somewhat older than the Bethlehem 

Burns Harbor and Inland workforces, age did not eontribute 

to a greater concern with the viability of penslon rights. 

Even though LTV was recognized as the Most financlally 

vulnerable producer, the potential threat to its pensioners 

in the event of its collapse was not convincing enough to 

overcome opposition to a wage eut. 

The belief of older unionlsts that younger workers 

would fail to hold out against concessions was not put ta 

the test of a strike vote. Although the older workforce at 

USX Garyworks had been preparing for the eventuality of a 

strike, the work stoppage at the USX plants was initiated by 

the ~ompany, Nonetheless, the resolve demonstrated by Local 

6787 representing the younger workforce at Bethlehem's Burns 

Harbor plant is an interesting case in point. Its strike 
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committee had been organized weIl in advance of the contract 

talks. President Paul Gipson led the local through a 

campaign to reject the concessionary contract which was 

carried to the gates of steel plants throughout the 

corporation. However, the determination of Local 6787 was 

not enough to swing the majority composed of eastern locals 

against ratification and toward an eventual strike. It 

should also be noted that the significance of Local 6787'5 

response as it relates to age should not be overdrawn, since 

in the case of aIl four locals, the within plant age range 

had been limited by rationalization (lay-offs and hiring 

freezes) so that none of the workforces was particularly 

young. 

Corporate policies of diversification vs. concentration: 

The degree to which corporate policies had been 

directed ta diversification had no d~scernable effect on the 

outcome of the 1986 contract ratificat~on votes as suggested 

below. 

Bethlehem--policy of concentration--Local rejected 

contrac~ 

LTV--diversified--contract rejected 

USX--diversified--contract accepted (after a 6-month 

work stop~age) 

Inland--diversified--contract accepted 

However, interviews conducted early . 1 the research 

suggested that the USX corporation's diversification 

strategies had contributed to the perception on the part of 

248 



-

all those interviewed, regardless of local, that USX would 

be the most difficult of the companies with which to 

negotiate. As a result, Local 1014 had anticipated a strike 

over the negotiations. Instead, the company initiated a 

lock-out after the talks had reached an impasse at 

expiration of the 1983 contract. 

Company's financial status: 

Since Locals 1033 and 6787 voted to reject the 

contracts of the two most financially vulnerable companies, 

the LTV and Bethlehem Steel Company's financial status can 

be said to have had an inverse relationship to contract 

ratification. On the basis of the ratification votes in 

District 31, the International's decision to consider 

financial need haù the opposite etfect intended. These 

contracts included over 8% cuts in hourly wages and 

benefits. Steel analysts, some of the more candid spokesmen 

for management, and a contIngent of union activists had 

questioned the importance of wages to the future vlability 

of the major integrated producers. The rank and flle 

membership in aIl four loeals voted "from the pocket-book" 

on the basis of wage, demonstratlng their belief that wage 

cuts would not guarantee jobs or salvage unproductive 

facilities. 

In summary, the 1986 contracts would differ primarily 

on t~e basis of wage and were reaponded ta in kind. 

Although the local president's position would appear ta be 

an inflnèntial determinant of local response, the fact that 
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in each case that position would be reactive to the issue of 

wage above all others, qualifies this iinding. In the case 

of Local 1010 the issue of remanning in the guise of a 

Mobile Mainten&nce Department would emerge as critical to 

the negotiations. However, the issue was defused and the 

contract accepted largely because it included a wage freeze. 

Similarly, the refusaI by USX management to accept a set of 

restrictions on contracting-out had worked with the union's 

refusal ta accept a wage cut nearly comparable to the cut 

"given LTV", to bring about an impasse. Only after a 

prolonged work stoppage would a concessionary contract 

trading a restriction on contracting-out for a wage 

reduction and revisions of long standing ~orkrules 

(remanning) be accepted by the Local 1014 membership. 

From the point of the Basic Wage and Steel Policy 

Statement, p~blished four months prior to contract talks, 

the trade-offs whlch occurred between wage, remanning, and 

contracting-out became clear. The International's 

priorities among these trade-offs differed from those of the 

local organizations and their members. The International 

demonstrated i ts good fai th wi th i ts proposaI for a 

cooperative effort between management, labor, government, 

and financial institutlons to save the industry by agreeing 

to accommodate the most vulnerable companies with economic 

and remanning concessions. However, the ratification votes 

indicate that above aIl else local organizations were voting 

the wage issue. 
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President's political orientation: 

While local presidentG' responses to restructuring 

policies as weIl as their votes on the 1986 contracts were 

directly related to political orientation in the case of 

"dissident" presidents, Maury Richards (1033) and Larry 

Regan (1014) and "moderate" president, Bill A!1drews (lOlO); 

the responses of "moderate" Bill Gipson (6787) contradicted 

this pat tern. 

Richards and Regan voted a!::lainst their contracts wi th 

the LTV and USX corporations. While Richards ~as successful 

in convincing his membership to reject the contract, the six 

month long USX work stoppage which had exhausted the 

resources of the local and its membership, would bring about 

local 1014's vote to ratify. Moderate Bi.l) Andrews voted 

for the lnland Steel contract. The case of Local 6787 and 

its president, Paul Gipson, ran counter to the anticipoted 

pattern, since unlike the other local president, Bill 

Andrews (1010), who had been identif ied as ë' moderate aTld 

support ive of the union hierarchy at the onset of the 

re3earch, Gipson had worked for contract reje~tion. 

However, the poli tical tradi tlon of Local 6787 must be taken 

into account in this instance. As mentioned earlier the 

local had a strong tradition of rank and file activism that 

had influenced both of its caucuses--an influence described 

by griever George Wilson as uniting the union in its 

determinatio~ to fight a concessionary contract. This 

cohesion carried the union through i ts rejection of 'the 
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contract and only began to show signs of unraveling in the 

wake of the LTV bankruptcy and USX work stoppage. It was at 

this point that a general membership meeting suggested that 

the coalition between the more "moderate" Gipson 

administration and its opponents would be weakened by such 

issues as Gainsharing and other company strategies aimed at 

remanning. (See Chapter 5). 

Local's political tradition: 

Of the four locals only Local 6787 had elected an 

administration with a clear mandate and an executive board 

fully under the control of one caucus. Local 1033 

(LTV/Republic Steel), Local 1010 (Inland Steel) and Local 

1014 (USX Garyworks) were politically fragmented 

organizations by the time of contract negotiations. 

In the case of Local 1033 (LTV/Republic) and Local 1010 

(Inland) the position taken by each president ran counter to 

policies of their predecessors which had marked the 

political atmosphere within their organizations. Frank 

Guzzo at Local 1033 had implemented programs associated with 

a conciliatory attitude toward management. Within the last 

administration of his eighteen year presidency, Guzzo 

oversaw a massive job combination and creation of the only 

major Labor Management P2rri~lpation program among the 

integrated mills within the dIstrict. Maury RIchards, his 

successor, reversed the direction that the union had taken 

under Guzzo by eliminating the LM~Ts, failing ta negotiate a 

plant level accord, and leading his union against contract 



ratification on the face of the International's assessment 

of the company's financial need for a wage cut. 

In contrast, Local 1010 at Inland Steel had a long 

tradition of rank and file activism which was associated 

with the creation of a major reform movement in the USWA 

during the 1970's, the Steelworkers' Fightbaek movement 

which had launched Ed Sadlowski's insurrectionist eampaigns 

for the district directorship and international presidency. 

Some members of Local 1010 who had been active in 

Steelworkers Fightback suggested thât Andrews had betrayed 

the local's aet~vist tradition during his administration. 

Vice President Mike Olszanski, who had also been active in 

Steelworker's Fightback, softened this criticism wIth the 

assessment that Andrew's had not been properly advised by 

the remaining Steelworker's Fightback members in making the 

difficult decisions during the plant's restructuring that 

would have been consistent with Local 1010's political 

tradition. 

Both Richards and Andrews won office with a plurality 

and bath were faced with politically fragmented local 

arganizations. Local 1033 was described as factionalized 

even during Frank Guzzo's lengthy presidency. Guzzo's 

opponents and supporters alike agreed that the local had 

been held together by his effectiveness in building 

coalitions among its ethnie and political factions, a skill 

which Maury Richard's had not had the tlme ta cultivate 

(Pughsley, Garza, Legg, Nelson, Sowa). Local 1010's rank 
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and file caueus whieh had been a political strength from the 

BalanoffjSadlowski era and the heyday of the Steelworkers 

Fightback reform movement, was splintered into two caueuses 

during the Andrews administration--the "Rank and File 

Caucus" led by Andrews supporters and an opposing caucus led 

by Grievers Jim and Cliff Mezo and Jim Robinson. (See 

Chapter 5. ) 

The grievance committees and executive boards of locals 

1033, 1010 and 1014 were split. Of the three presidents. 

Andrews had been the only one to hang onto a bare majority 

of both the executive board and grievance committees. The 

executive board of 1033 was split in half--President 

Richards and Recording Secretary Rose Ortiz versus Vice

President Richard Dowdell and Treasurer Richard Foster who 

ha~ run on the Frank Guzzo ticket against Richards. In 

addition, the grievance committee was chaired by another 

Richards' opponent for the local presid_Dcy, Doug Nelson. 

In a similar vein, Local 1014 President Larry Regan led 

a union which had been historically marked by politieal in

fighting attributed ta the loeal's size, wealth, and 

practice of providing full time jobs for a large number of 

positions WhlCh were part-time in other loeals. Local 1014 

member Al Sampter commented that Local 1010'5 in-flghting 

was due ta ideological differences of moderation vs. 

confrontation while past Local 1014 president, Phil Cyprian 

admitted that his local's Infighting was based upon a 

struggle for power and finaneial resources. Sampter 



contended that while Regan supporters had been motivated by 

a philosophy of rank and file activism, the opposing forces 

led by Phil Cyprian had been ousted for lack of political 

direction and an administration motivated by greed. The 

struggle between Regan and Cyprian supporters had left the 

local's executive boarè in Regan's control and the grievance 

committee in the control of Cyprian supporters. The 

International and District leadership judged the impasse 

between the two groups ta be 50 intractable that it placed 

the local in receivership, removing Regan from office and 

appointing an International staff man as local 

administrator. Regan won a legal battle against the USWA 

and was replaced as presidént shortly after the onset of 

contract talks with the USX Corporation. As mentioned 

previously, the lengthy work stoppage at USX plants which 

resulted from an Impasse in the contract talks was decisive 

in influencing Local 1014 ta be the only local among the 

four ta cast a vote in opposition ta that of its local 

president. 

In comparing responses ta the contracts, the degree ta 

which political tradition suggested patterns of 

fragmentatIon or cohesIon was less Influential than 

individual economic considerations. Economie considerations 

would override the politlcal fragmentation which dIvided 

locals, 50 that PresIdents whose posItions on the contract 

reflected a concern for wages won the support of their 

mernberships. In one of the politically fragmented locals, 
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1033, the rank and file voted with its president--against 

the contract with LTV--on the basis of its wage eut. Local 

1010, which was also fragmented, voted with its president to 

accept its contract with !nland Steel because it provided 

for a wage freeze. In the case of Local 1014 a wage cutting 

contract would be accepted despite the local president's 

opposition only after the longest work stoppage in the 

industry's history. 

Consideration of Additional Contextual Factors Ethnicity: 

Although as indicated in Chapter 4, the four locals had 

different ethnie compositions, the results of the 

negot iat ions dld no~ def ini t i vely suggest a relationship 

b~tween ethnicity and local reSDonse to the contracts. The 

two locals WhlCh were least balanced ethnically, Local 6787 

(Bethlehem Burns Harbor) with a predomlnantly whlte 

membership and Local 1014 (USX Garyworks) with a 41% black 

membershlp voted dlffexently on their contracts--6787 voting 

ta reject, 1014 to ratify. However, Local 1014'5 vote must 

be viewed in llght of a prolonged work stoppage and not as 

an immediate respanse ta an "acceptable agreement." Local 

1014's pres~dent Larry Regan in pa~t based hlS opposition to 

the USX cantract upon a remanning clause which he felt would 

be potentially biased against bl~ck laborers. His 

opposition, however, was primarily driven by his hostility 

towards remanning per se and its damage ta traditional union 

( workrules. 



The two most ethnically balanced locals, Inland's 1010 

and LTV/Republic's 1033, also voted differently: 1010 to 

ratify; 1033 to reject. So that neither etnnic balance nor 

skew was related to a particular response to the contracts. 

In addition, in aIl cases, contracts were accepted or 

rejected by healthy majorities, evidence that they were 

acceptable to a broad spectrum in the ethnicctlly balanced 

locals. Interviews with local presidents and griever~ 

corroborated this conclusion (Olszanskl, Andrews, Richards, 

Ortiz). 

Ski11: 

Skill was not a factor in distlnguishing responses 

among locals. As previously discussed, the ma]ority of aIl 

rank and file, regardless of local, chose to ratify or 

reject their contracts in reaction to the economlC packages 

(wages and benefits), as did their local presidents. 

However, the two dissident presidents, Maury Richards (Local 

1033, LTV/Republic) and Larry Regan (Local 1014, USX 

Garyworks) had been crltlcal of clauses in the LTV and USX 

contracts that allowed for remanning, while moderates Paul 

Gipson (Local 6787, Bethlehem) and Bill Andrews (Local lOlO, 

Inland) did not voice similar concerns in post-contract 

interviews. 

This researcher did find skill to be associated with 

interna] local divisions. Regardless of local, officers and 

grievers were unanimous in their assessment that craftsmen 

continued ta be more vocally opposed than production workers 
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to concessions of any kind, but particularly to those which 

would result in remanning and job combinations. There were 

two reasons given for this comparatively greater militancy 

among the crafts. 

1. Craftsmen had less to fear from managerial 

reprisaIs since they were in a better position than 

production workers to find work outside of steel because 

their skills were transferable to other industries. 

2. Management's restructuring strategies had focused 

upon changing union workrules which most affected craftsmen. 

Those plants in which the traditional craft 

delineations had been successfully protected were those in 

which the craft contlngents were most dissatisfied with 

remanning and other clauses (Gainsharing) which immediately 

or potentially altered unlon workrules, locals 1014 (USX) 

and 1010 (Inland). Although a concern, the issue was less 

critjcal to Local 1033 (LTV/Republic) and Local 6787 

(Bethlehem) Slnce 1033 had already undergone massive craft 

combinat ions and the newer Bethlehem plant had opened with 

fewer job categories than the older LTV, Inland and USX 

plants. 

The 1986 basic steel contracts suggest that craftsmen, 

historically among the aristocrats of labor (Crouch, 1984; 

l'orm, 1986), may come ta no longer be a "group apart" wi th 

interests and agendas distinguishing them from other 

workers, and particularly, from the machine operator. The 

increased use of advanced technology such as continuous 
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casting will bring about a homogenization of the workforce 

-- as to skill. In addition, the combination of maintenance 

and operation suggests an upgrading of skill l~vel and 

screening out of workers at the lower end of the skill 

range. 

This has interesting implications for future workforce 

ethnie composition in integrated steel in the U.S.. As 

mentioned in the previous chapter, the remanning mandated by 

the USX contract was perceived by sorne unlonlsts to have 

negat5ve ramifications for a majorlty of black workers i~ 

USX plants since combining operators, and maintenance 

responsibilities would result in the substitution of the 

lesser skilled (generally a black worker) with more 

seniority, by a skilled (white) worker with less seniority. 

If this perception i5 correct, without a concerted effort to 

retrain the under-skilled, the 1986 contract will usher in a 

future integrated industry WhlCh, with USWA sanction, 

empluys fewer black workers. 

Summary: 

This research found that a local's responses to 

restructuring strategies during the 1980's were most 

influenced by the political orientation and leadership of 

its president. By 1985 restructurlng of the steel industry 

had been underway for more than ten years, but had been most 

intense in the Calumet Region (USWA Distrlct 31) since 1970. 

- The changes which it brought had attenuated the relationship 

between a local's political tradition and the type of leader 
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chosen in the spring prior to the 1986 basic steel contract 

talks. As a result, there was little consistency found by 

this researcher between a president's response to 

management's restructuring strategies and his local's 

political tradltion. Although this connection was strongest 

at Bethlehem's Local 6787, it was not found at Inland's 

Local 1010 with a history of rank and file activism and 

dissent from International policy or LTVjRepublic's Local 

1033 that had experienced 18 years of a more cooperative 

relationship with management and USWA central hierarchy. 

Local 1010 had chosen a "moderate" while Local 1033 had 

chosen a president who was a "dissenter" with a 

"confrontational" leadership style. Desplte the 

transformation in a local's organizational identityas 

"dlssident" or " conc iliatory", the power of the USWA, 

centralized at the level of the International, continued to 

hold firm in an atmosphere of crisis. Even though its 

position as labor's representative ln the institutionalized 

arenas of collectlve bargaining and soc laI policy had been 

badly weakened, the International USWA leadership continued 

ta control Jntra-organJzatlonal dlssent. This was clear 

when the International Executive Board chose to exercise its 

right ta remove Local 1014 President Larry Regan from office 

short manths before the onset of cantract talks with its 

toughest corporate oppanent, the USX Corporatlon. 

Corporate financial status was another contextual 

variable which distinguished local response. Surprisjngly 



those companies which were most financially vulnerable 

elicited a strong anti-concessionary response from locals 

which represented extremes on every other variable 

identified at the onset of the research as potentlally 

influential in shaping response (see Table 1). (As 

anticipated at the onset of this research, the USX 

Corporation, as one of two producers projected to be in a 

relatively strong f~nancial posltion and the one earmarked 

by all unionists interviewed to be the most difficult in the 

1986 negotiati0ns, initiated a work stoppage WhlCh would be 

the longest in the history of the lndustry.) 

Thirdly, since the literature reviewed in the flrst 

chapter suggested that younger workers would be more likely 

to feel and express dlssatisfaction which, in the context of 

industrial restructuring, would result in a stronger anti

concesslonary response, the findings of thls research are 

significant. Contemporary analyses of workforce dlvisions 

based upon age were publlshed before the repercussions of 

industrial restructuring had alterp.d the profile of 

America's manufacturing workforce. That workforce ls now 

more age homogene0us. The age range is no longer 18-65. As 

indicated in the attac~led matrices, the age wIthln which the 

majority of the four plant workforces fall 15 35-55. The 

extremes of difference in life experlence has been reduced 

by closures, resultinç lay-offs, and early retIrements. 

Howevar, the concerns of a 35-year old worker with growing 

children, mortgage, and car payments are different than the 



concerns of the 55-year old worker facing retirement. Yet 

this research found that these concerns did not divide 

workforces internally since the economic package of each 

contract (the size of the hourly wage and benefits over the 

three to four year term of the contract) drove the 

ratification vote of each local. Nor was there any 

distinction among locals based upon the differing average 

age of their workforces. 

Although a comparison of the ratification votes 

indicates that local response was lia wash" relative to the 

age issue, closer analysls questions the literature on the 

general intimation that younger workers would be more likely 

to take an antl-concessionary stance. The two aIder 

workforces at LTV/Republic and USX Garyworks demonstrated 

strong anti-concessionary behavlor in responding to contract 

negotiations--Local 1033 (LTV/Republlc) rejected their 

contract in the face of a corporate-wide vote ta ratlfy, USX 

Garyworks withstooi a six-month long work stoppage. The two 

younger workforces at Inland and Bethlehem Burns Harbor were 

split in response to their contracts because the Inland 

contract came close to a wage freeze whiJe the Bethlehem 

contract called for a wage eut. The downside of a ten-year 

period of restructuring in the Calumet R~glon reduced 

differences among workers based on age. Workers of aIl ages 

demonstrated consensus on the most "conservative" of 

issues--the protection of wages and benefits. 
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Finally, although skill was not found to eontribute to 

differenees in response arnong loeals, restrueturing was 

associated with difterences within workforces. Plant 

modernization and the adoption of new teehnology 

characteristie of restructuring have eroded traditional 

craft dist inet i,: .1S protected by un~on work rules. 

Rationalization has inereased skill homogeneity. The 

introduet~on of eontinuous casting and eomputerization of 

other aspects or the production process, such as rOlling 

facilities and fin~shing rni~ls, have erased SkIll 

demarcatlons. Operators (production workers) are now 

expected to have eraft sk~lls to maintain their machines. 

The extent to wh~ch this trend toward upskilllng will 

continue throughout the industry a.ld will affect the ethnie 

composition of a workforce in which rninorities have been 

traditionaJly underskilled can only be speculated upon here 

and is the "stuff" of future researeh. 

The complexlty of the issues faeing the USWA makes it 

difficult to suceinetly answer the two questions posed at 

the beginning of this ehap~er without falling prey ta over 

simplification. However, the pre-eontract talk options 

chosen by the InternatIonal, the contracts negotiated ~n 

1986, and the local crganizations' responses to those 

contraets in -atification elections ~ndicate that 

concessions were granted by labor to maintain an industry 

wide ~age rate dlignrnent while pratecting pens~rns of 

workers at the most vulnerable companies and gaining sorne 
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modicum of job security by restricting contracting-out. 

Corporate wide ratification of contracts which reflected the 

position chosen by the International union hierarchy speaks 

to the continued centralization of power in the USWA despite 

augurs of decentralization within the industry per se (e.g. 

the termination of pattern bargaining). This is not to say, 

however, that the union has not given way ta the trend 

toward decentralization brought on with restructuring. As 

indicated earlier, there has been an increase of separate 

contracts negotiated between individual plant level 

managements and the USWA amending the basic steel contracts 

throughout the 1980's. In addition, in the aftermath of the 

1986 contract with the USX Corporation, reduced manning 

levels mandated by contract were left ta plant level 

negotiation and impleme~tation by local officers and 

management. 

In response to the second question, although the 

corporate wide contract ratification votes suggested a 

majority acceptance of the 1986 contracts, the four locals 

compared here were divlded in their response to the 

contracts on the basis of wage. Locals 1033 (Republic/LTV) 

and 6787 (Bethlehem) rejected contracts with the companies 

to which the International union was willlng to concede on 

wages in pre-contract talks. These wage cuts, along with 

those negotiated by the less vulnerable USX Corporation 

(after a lengthy work-stoppage), were the largest in the 

1986 round of contract talks. The one local which 
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unqualifiedly accepted its contract, Local 1010 (Inland), 

was responding to the only agreement which provided for a 

wage freeze. Although local presidents were influential in 

their organizations' responses, their influence was largely 

derived from ecouomic considerations since those whose 

positions on their contracts reflected a concern for wages 

won the support of their membership. 

The tollowing section of this thesis evaluates the 

theoretical paradigms of "union leadership conservatism" and 

"sectoral-rationality" in light of their application to the 

data on labors' response in a time of crisis and 

restructuring of the steel industry presented and analyzed 

here. 

Applicability of Contrasting Paradigms 

The previous analysis provides answers to theoretical 

questions raised in Chapter 1 which distinguish the 

contrasTing paradigms referred to in this thesis as the 

"union leader conservatism" and "sectoral rationality" 

models. Those questions are as follows: 

a) Does the union obstruct protest--act as a source 

of conservative pressure on workers? 

b) Is the workforce subdivided on issues such that ~e 

can identify conservative and radical positions and how can 

we make sense of the subdivisions observed? 

My research indicates that the USWA was pressing for 

concessions. This was do ne to maintain industrial wage 
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alignment and protect the pensions of workers employed by 

the more financially vulnerable companies in an effort to 

offset indu trial decentralization and restructuring. It 

was also done, in part, to protect the organizational 

viability (and the economic base) uf a union that had 

suffered severe membership 1055. 

In contrast, mos~ members of the locals studied and 

sorne presidents (three of the four opposed their 

concessionary contracts) wer= for less or no concessions. 

Although these differences between the local unions and 

International leadership appear to be somewhat Michelsian, 

other indications question that conclusion. 

Rather than "conservative" or "radical'! the differing 

responses of the International and local organizations can 

more accuratel y be descr ibed on the bas is of Il scope of 

concern" . The International leaderships' concerns were 

"national" in scope, attuned ta the vlacility of the 

domestic industry as well as the USWA. Local leaders 

concerns were Il local Il in scope. They r,,=sponded to their 

memberships' preoccupation with the protection of hourly 

wages and benefits and the expression of their own political 

orientation and philosophies of unionlsm. 

In addition, many grievers, who are presumably the 

union officials closest ta the membership, recognized that 

the industry was in crisis and were ambivalent in their 

assessment of how the International should respünd ta that 

crisis. 



Finally, such ambivalence was also evidenced with 

reactions at higher levels of local union organizations upon 

the announcement of the LTV bankruptcy which followed that 

corporation's contract negotiations. The two LTV local 

presidents in the Calumet region expressed surprise at the 

announcement and suggested that the International had known 

about the impending bankruptcy but had not "shared this 

information" with the local presidents in pre-contract 

talks. One of these presidents led a local in,'luded in this 

study ta a rejection of a concesslonary contract with LTV. 

In th~ aftermath of the LTV bankruptcy with intensified 

rumors that Bethlehem would be the next ta file for 

bankruptcy, the response of the Bethlehem Burns Harbor local 

president (who had also opposed a concessionary contract) to 

allegations of conciliatory behavior at a general membership 

meeting, suggested that the ambivalence of taking the hard 

line in the face of corporate bankruptcy had eventually "hIt 

home" . 

In any case 1 i t does not follow from any of this that 

the union was an identifiably conservative force. Cne could 

as plausibly argue that the union was counseling a 

reasonable tactlc, the acceptance of concessions, on a 

workforce that did not fully understand the state of the 

industry, In addit~on, there was nothlng particularly 

radical about what workers were demanding. Workers were 

seeking ta protect wages and job security and ta avoid - modifications in seniority that would have followed from the 

',r '1 
......... 1 1 



( 

various craft modifications. And they were largely 

uninterested in innovative work organization in the forrn of 

Labor Management Participation Teams, which, in principle, 

allowed them a more active role in the administration of 

their work. Admi ttedly, this research was not designed to 

evaluate the process and outcome of LMPT programs 1 bnt 

rather to identlfy respondents' perceptions of them. Given 

this 1 i t was not c lear that LMPTs were jus t a management 

tactic to weaken the union or whether there were any grounds 

for thinking that they sometimes allowed for a genuine 

increase in workers f involvement in or control of their 

work. 

The divisions among workers were tied to very specifie 

interests--e.g. older workers wanted to proteet their 

pensions, younger workers their wages, craftsmen their 

privileges, etc. There is no evidence that young workers or 

any other group had a pos~tion that one could identlfy as 

distinctly "progressive". 

Overall, then, the division between the locals and the 

union is, at first slght, consistent wlth Aronow~tz and the 

"union leader conservatism" model e:-:cept: there is no 

obvious ground for declding what was "progressive". It is 

just as plausible to interpret the data as showing that 

workers acted to protect their interests in a si tuation in 

which i t was very diff icul t for thern ta know where e:-:act 1y 

those interests lay. Taking a hard line ln the plélnts in 

question rea11y did involve the risk of a plant closure 

268 



(although Iess sa in 1010). What is "progressive" about a 

set of responses Ieading to that outcome? 

Collective Bargalning in Basic Steel in 
the Future and rts Ramifications for the USWA 

The trend toward decentralization fa the U.S. steel 

indus t't'y noted by Barnet t and Shorsch (1984) and Crandall 

and Barnett (1986) seemed ta he held in check with the 1986 

contract talks in basic steel, despi te the termination of 

pattern bargaining and a single " mas ter ll contract wi th the 

major integrated prodùcers. The USWA managed to maintain 

wage alignment for hourly workers ln the Industry in 

separate contracts, which, although simllar ~n many 

respects, dlffered in the Slze of wage and beneflt cuts and 

type of remanning concessions. These differences included 

the first major lay-off of workers (1,503) mandated by a 

basic steel contract (the agreement with USX) in the history 

of the industry. The 1986 contracts were, nonetheless, 

similar enough to belie the end of oligopoly for "bIg steel" 

in the U. S .. 

However, the practice of negotlating separate 

agreemen t s at non-product ive pIe.n ts dur ing the duré. t ion of 

the basic steel contracts in the 1980's validates the 

projection of fragmentation for the industry and 

tradit ional, inst ltu t ional ized co llect ive bargaining. The 

strength of this trend was in ev idence immediately after the 

producers decided to terminate pattern bargaining prior ta -
the 1986 negotiatlons. One of their suggestions for the 
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upcoming talks was that they would be conducted separately 

at the plant level. Although this change was not made in 

the 1986 talks which were held at the corporate level, the 

continuing fluidity of the industry could eventually bring 

about a substitution of plant for corporate level talks. 

While Crandall and Barnett (1986) concluded that the 

Calumet region's integrated mllls would be the only domestic 

mills in operation at the end of this century, they ended 

their report on the mini-m~ll phenomenon with a caveat. 

Mini-mill producers' technological break throughs in fIat 

products (e.g. sheet and plate) and semi-flnished slabs, now 

principally supplied by integrated producers, will further 

erode the latest market share. (96-105) Given the Crandall 

and Barnett scenario for the future, the 1986 contract in 

basic steel may be the last to bear the vestlges of an 

oligopolistic industry and centralized union. Un l.ess the 

USWA can successfully unionize the entire mini-mlll sector, 

which has thus far been so resistant to unionization, its 

abllity to malntain wage allgnment wlthin the ~ntegrated 

sector lS doubtful. As more of the processes once performed 

by the inteçr""ated mllls are taken over by mini-JUlIIs, locals 

representlng workers i~ the CaJumet Reglon's integrated 

mills could be pressured to reach separate agreements WhlCh 

amend thelr baslc steel contracts. This decentralizatlon of 

collectlve bargaining will make the onus of responsibility 

for overseeing the last phases of restructurlng the burden 

of local leaders and plant management. 
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The recent situation at Local 1014 (USX Garyworks) 

intimates what that responsibility would entail. The 

specifics for the remanning mandated by the 1986 contract 

with the USX Corporation, which simply calls for remanning 

of all craft and production lines throughout the 

corporation's plants, are to be negotiated by local 

administrations and plant managers. The form that these 

remanned lines will taken--which jobs will be preserved 

and/or expanded and which eliminated--will be decided at the 

local/plant level. The juxtaposItion of the International's 

concern for corporate and organlzational viability and the 

local leaders concern for thelr membership is starkly 

delineated by the long term Issue WhlCh gr~evers identified 

as most slgnificant to workers--jobs security. Increasing 

plant viability with the adoption of technology and the 

closing of non-productive operations has proven ta be 

inversely related ta the protectIon of "redundant" Jobs. 

It is plausible that with a shift from corporate ta 

plant level collective bargaining, t~e local presIdents wlll 

play a much more significant raIe in the USWA and ln the 

lives of their members ttan they have ln the pasto They 

will be lnfluentlal ln determlning which jObb will be 

eliminated, and WhlCh "secured" ln the r::on~ext cf a highl? 

fluid industry and contJ;lUing technologlcal dlspldcement. 

The ways in which the organizational structure of the 

USWA will be aftected by such changes can only be surmise~ 

here. With the shlft in responslbility for bargalning and 
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determination of the critical issue of job security to the 

local organizations it is plausible that the centralized 

structure of the USWA and the authority of the International 

will not rehlain intact. Two alternative outcomes are 

possible: decentralization of institutionalized collective 

bargaining could increase local presidents' unjlateral 

executive authority for labor management relations 

relegating the International officers ta an advisory board 

on national policy within the industry. Or, it could ring 

the death knell for the USWA by ushering in an era of 

local/"company" unions or the.i.L' equivalent. The accuracy of 

either projection must be left to time and future research. 

, ... , ) 
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