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Whatever
Happened to
Profit-Sharing?
by Concerned Crocker Employees
We don't need a union pension plan at
Crocker because we have profit-sharing.
Right?
Wrong. What Crocker giveth, Crocker
can taketh away at any time, and profitsharing is a good example.
Back in 1964 Crocker created a Trust
Fund "for the purpose of enabling employees to secure retirement and other
benefits by sharing in the profits of the
Bank and through voluntary contributions."
It seemed like a good idea at the time.
Under Article III of the Profit Sharing
Plan, Crocker was to contribute 4% of its
income as of November 30 of each year
to all employees with three years service.
Half was to be paid in cash, half would
go to the employee's profit-sharing account.
For example if, in 1969 you were a Plan
participant making $750 per month, you
would receive $200 in cash and have $200
go into Profit Sharing. In 1973, if you were
• earning
$1,000 per month, you would have
received about $275 in cash and $275 in
your account.
But by 1974 something happened—an employee making $1,000 only received $25 in
his or her profit-sharing account and in
1977 only about $15. What happened?
What happened is that the bank simply
backed off its original commitment to
contribute 4% of its annual income. Look
in your employee handbook under Profit
Sharing, page 1. It says "the bank's contributions are determined by the Board
of Directors." Period.
This year, Crocker contributed a grand
total of $320.00 to Profit Sharing. As we
figure it, that's nowhere near 4%. The way
the plan was set up, their contribution
should have been $1.5 million.
So, if you've got three years, and received your profit-sharing statement for
the first term, just think—at the rate of
$15 per year, you'll accumulate all of $600
in only 40 years! Don't spend it all in one
place.
For five years now the bank has been
talking about replacing Profit Sharing with
something better. But nothing could be
better than a solid pension plan, secured
by a contractual commitment and by
federal pension laws. The only way we
can win that is to organize and get it all
in writing—along with wages and other
benefits—before they change their minds
again.
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Crocker's Profits Way Up
For the first nine months of 1977,
Crocker's profits came to $37,980,000 or
$3.06 per share, up 14.6% from last year
when profits were $33.1 million, or $2.65
per share.
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Season's
Greetings
to all employees at
Crocker Bank
JAMES R. HERMAN, President

RUDY RUBIO, Vice President
GEORGE MARTIN, Vice President
CURTIS MCCLAIN, Secretary-Treasurer
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Union Busters in Three-Piece Suits
Is your supervisor going through some
changes lately? Are you suddenly overwhelmed by c o f fe e, donuts, pot luck
lunches, frequent informal conversations?
If you want to know why, read on. Then,
take a trip up to the 7th floor and seek
out the offices of Modern Methods Management, a consulting firm employed by
Crocker. If you could get into the conference room and sit through one of the continuing classes attended by your supervisor, you will understand what is happening at NCOC.
Modern Methods Management is one of
hundreds of firms which have come along
in recent years as a potent weapon in our
employers' anti-union arsenal. Almost
gone are the old strong-arm anti-union
tactics. Now we have the man in a threepiece suit, sporting a briefcase and perhaps a Ph.D. in industrial psychology or
a law degree. He is the labor relations
consultant.
BEAT THE UNION
Two of the most publicized of these consultant firms are Advanced Management
Research (AMR) and Executive Enterprises, Inc. Their bible is a manual entitled "Labor Unions—How to Avert Them,
Bet Them, Out-Negotiate Then, Unload
Them." They are essentially traveling road
shows, putting on "seminars" for management people on how to avoid unionization.
The union-busting techniques of the labor
relations consultant of the 1970s include a
double-barreled shotgun: one barrel is
manipulation of the National Labor Relations Act; in the other is manipulation of
the minds of workers. Neither leaves a
mark on their target but each is effective

in accomplishing the goal—kill the union.
The labor consultants provide a variety
of services, such as a three-day seminar
held recently in San Francisco on "strategies for preserving non-union status." The
seminar is limited to management and
supervisors and costs $550 a head. For
$6,000 Charles Hughes of AMR will spend
two days on the company's premises to
develop a long term program for management.
The jargon of Hughes and his ilk is not
unlike the conversation one might hear
among psychology graduate students at
any university — terms like positive reinforcement, organizational and individual effectiveness, employee value systems, negative feedback, problem-solving orientation,
and performance through motivation. But
it is this consultant's highly sophisticated
ability to manipulate language and people
that makes him such a potent threat. His
goal is to teach employers the use of the
techniques of psychology to control the
minds of their employees. And the beauty
for the employer. is that he will never com-Continued on Page 2
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Will We Ever
Be Allowed
To Vote?
Don't hold your breath.
For eight months now Crocker Bank has
been using every stalling technique in the
book to prevent workers at the Northern
California Operations Center from having
the opportunity to vote on whether or not
they want union representation.
Crocker attorneys are expected to wrap
up their case before the National Labor
Relations Board by the end of January—
that'll be nine months. Union attorneys
will require only another month. That will
be followed by at least another month—
taking us to early April—for the local
board to make up its mind.
But, unfortunately, that's only the beginning. If the board decides, as we expect, that you have the right to an election, the bank may appeal to the NLRB
in Washington, and then even to the courts.
In a recent letter to a Senate Committee
considering Labor Law Reform legislation, ILWU Vice-President George Martin
pointed out that Crocker had "used loophopes and weaknesses in the existing law
and its administration and bamboozled
and intimidated three different hearing
officers. They have done so on the theory
that a long delay will exhaust the enthusiasm of their employees, the more so as
they become convinced that neither the
government nor the union are able to protect their rights."
We have been through this before. Crocker's not the first company to try this tactic, and we ask workers at NCOC to keep
the faith. Time is on our side.

Southern Cal Clericals
Think ILWU Is OK
We recently received the following letter
from .a group of office workers at ZimAmerican Israeli shipping Company in Los
Angeles.
"Last summer, after many years of
working for substandard wages and under
poor conditions, we decided we needed
union representation. We went to ILWU
Local 63 for help, because we knew of the
excellent job they had done for other officeclericals in the Los Angeles/Long Beach
area.
"Last month we won our first ILWU
contract. We will enjoy an average wage
increase of 17.8% in the first year. By the
expiration of the contract our wages will
have gone up by a fantastic 81%, bringing
us up to just 50 less than the scale at the
other shipping company offices which have
been in the ILWU for many years.
"Any office worker who is not union
should have the opportunity to learn how
great it is to be represented by the ILWU.
We thank all of you sincerely."
Fraternally,
Zim Negotiating Committee

Have You Heard This?
One of our major problems at Crocker is favoritism in promotions. •
How would a union contract deal with this?
Seniority is the principle granting preference in regard to promotions, layoffs,
rehiring and other conditions based on length of service. The primary aim of a seniority
program is to afford the maximum security and rewards to those who have given the
longest service. A seniority system, embodied in a union contract, provides an objective
standard of selection, thus eliminating the possibility of favoritism and discrimination.
A seniority system is a standard item in any new union contract. It might be -negotiated on a company-wide or plant-wide basis, or on a departmental basis.
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Today's Union-Busters Wear T
Continued from Page 1—
mit an unfair labor practice or cause an
election to be set aside for this type of
antiunionism.
The premise of this form of antiunionism
is a belief that workers can be "trained"
by employers through a system of positive
and negative reinforcements so that they
will feel no need for a union. The industrial
psychologist turned labor consultant will
analyze a particular company to determine
the underlying value systems of the employees and identify both the psychological
and economic needs which, if satisfied, will
cause workers to "identify" themselves
with management rather than with a union.
"GOOD STROKES"
Once employee value systems are identified, Hughes offers various techniques designed to guide employees into a closer
identification with management and the
methods used depend upon the "level" of
the workforce. For example, wor ke rs
should never be referred to as "workers."
His system calls for job titles to be changed
from laborer, carpenter, or oil tank cleaner to "staff technician" or "petrochemical
technician." As Hughes says to employers
"put out some titles that have some good
strokes."
In addition to such cosmetic changes,
Hughes emphasizes the need of effective
communciations with employees. In his
book, he contends that "psychological research provides a great deal of material
on communciation and persuasion that has
direct application to maintaining non-union
status" and he imparts this material to his
clients. He urges the formation of employee "committees" to act as conduits for
management propaganda and emphasizes
the power of mass meetings.
Some labor consultants specialize in
teaching their clients subtle methods of
"thought-control" aimed at influencing
workers who are never aware they are the
objects of an anti-union campaign. Other
consultants believe the name of the game
is manipulation of the National Labor Relations Act and employ many of the triedand-true union busting tactics.
This philosophy has both a long-term and
a short-term phase. First is the creation of
an effective communications system which
will enable management to detect the earliest warning signs of union activity. The
groundwork for communication of information from employers to management must
be carefully laid and the key element is the
first-line supervisor.
CASUAL TALKS
"The technique is simple. Stop at an employee's work station and ask, 'How are
things going?' Then listen to what he has
to say. If that question doesn't get him
started, try this one, 'Anything bothering
you—any problems?' Then listen, chances
are he'll open up and tell you quite a bit
of what he knows is going on.
"If these approaches fail, try an approach with positive statements instead of
questions. After an informal conversation
with the employee, bring up the fact that
the union has shown an interest in representing employees.... Then ask if the employees have any questions about the situation. These approaches and hundreds of
variations that will occur to you and your
staff will result in your getting a tremen-

Union Members Do Better
WASHINGTON, DC — A wage study
prepared last year for the Ford Administration shows that union members earn substantially more money
than non-union workers doing the same
jobs.
The study, prepared by Princeton
University Professor Orley Ashenfedler
for the Council on Wage and Price Stability, showed union members averaging 16% more than comparable nonunion workers in 1975. In 1973 the union
advantage was 14%, in 1967 the gap was
11%.
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are you doing
something
wrong?

dous amount of information about what's
going on—what problems are on the minds
of your employees—what the issues are—
provided the members of your management team greatly increase their personal
contacts with employees," Dougherty
writes.
Once a union files a representation petition, the consultant's job shifts into an intensive, short-term phase. He must help
his client in two ways: guide him through
the various NLRB pre- and post-election
procedures so as to maximize delay and
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coach him in "electioneering" strategies
which will come right to the line of conduct which could set aside the election but
never go over that line.
Obstructionist tactics are based on the
premise that support for the union can be
"chilled" the longer the employer postpones an election. The key is the possibility
for delay under the National Labor Relations Act. This rule of thumb was stated
by one consultant as "... delay is regarded as an employer weapon; the longer the
period between initiation of an organization

Book Review

The Banking Industry Is Changing
The Bank Book, by Morgan Irving as audited by Charles Sopkin, Copyright
© 1973, by Quantum Media, Inc.
The Bank Book is not a technical book
with step-by-step instructions for organizing your own bank; it is written for the
general public to dispel confusion about
how the bank profits and how the customer
may or may not benefit by using the bank.
It's hard to imagine that the subject of
banking can be amusing, yet the author
has included entertaining anecdotes and
stories without interfering with his goal
to inform.
Of special interest to "Dispatcher" readers may be the chapter about how influence in a bank works. I have heard it
said, by supervisors, managers, and higher
ups, that banking clerks can easily be replaced — we have no special educational
background, (never mind years of directly
applicable on-the-job training). But it may
be of comfort, to those who aspire to the
higher position of an officer, that a bank's
attitude towards officers is charitable. "We
do get rid of officers with sticky fingers
. . . But for pure and simple foulups . . .
banks have their own charitable system."
Morgan relates the case of a pyromaniac
who was fond of burning the office curtains. After celebrating a Christmas party
by setting fire to the Christmas tree, "he
ended his career as the manager of a remote (but fireproof) branch out on Long
Island, which did not have a single curtain."
This two-class system is emphasized by
Morgan's description of a bank vault with
two combination locks called the "official
side" and the "clerical side," ". . . which
is a very neat way banks have of letting
their personnel know their status in the
bank."
Morgan gives strong support to the need
and the right of organizing a bank union.
"Labor conditions for all bank employees
are horrible, . . . The salary scales for
clerks, tellers, and "those people" (as
officers refer to them) are abysmally low.
"It is no mystery to bankers that banks
have traditionally not paid their people
well . . . Banks managed to get by an low
salaries by holding out the promise of opportunity to their people: stick with us
and if you're good, someday you'll grow
up and become an officer. But once ambition leaves the working class and they
come to realize that truly there is a twoclass system, then there is going to be
hell to pay.

"If the day ever arrives when the unions
decide that perhaps it's time to organize
bank workers, banks are going to have to
revolutionize their thinking in a hurry. Up
till now, banks have got by on the absolute blind and dumb devotion to them
by their workers. But this devotion has
steadily been eroding in the past five years
or so. A new breed of bank workers has
come into the bank . . . who realizes immediately that there is really very little
opportunity for him, and who understands
that devotion is not going to get him anything if money is tight and the bank has
to let go 10 percent of its clerical staff."
—Willa Barnes

attempt and an election, the more discouraged employees become."
Employers are instructed to refuse to
stipulate as to their impact on interstate
commerce, thereby making the jurisdiction of the NLRB a contested issue at the
representation hearing. Likewise, a refusal
to stipulate that the organizing union is a
"labor organization" will add another issue
to the hearing, requiring added time before
resolution of the case.
DON'T AGREE
In addition, the employer is told never
to reach agreement with the union on the
appropriate bargaining unit. The determination of the unit is a time-consuming
process, and the employer may use the
process to create units where union support is the weakest. One consultant urges
that disagreements about eligibility because a particular employee is a "supervisor" or "fringe" employees, such as
timekeepers, are valuable because if there
is no agreement between the parties, a
hearing will be scheduled.
The business of union-busting can be a
profitable one. The tactics used range from
the very crude to the very sophisticated.
Many techniques of employer consultants
are borrowed from the pages of labor history—the labor spy, the vote no "committee," and the firing of union supporters.
Many are new such as the use of the attitudinal surveys to ferret out union adherents. But all have the same purpose; to
frustrate human hopes and nullify human
rights.
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in our mailbox
'Outrageous, Humiliating' Discrimination
I would like to describe the case of one and quit.
employee, a Latina, who suffered outrageIf this can happen to one employee it
ous and humiliating discrimination of can happen to others—and we know that
Crocker's hands.
it has. It's no wonder that Crocker fears
Last August, this employee was pro- a union so much. This sort of discriminamoted to the BWY accounting department. tion and harrassment would be impossible
She was assured by the assistant manager in a union shop—they would be forced to
of the department that she would be a give us equal pay for equal work, and treat
grade 67, even though when she was pro- us with dignity and respect.
moted the job was unclassified. Finally,
Name withheld on request
in October, the job was classified, but at
Editor's note: As a result of a regrade 66. As you know, the minimum sal- cent federal court settlement Crockary for a grade 66 is $642. But this young er Bank has agreed to adopt prowoman was making only $620.
cedures to compensate workers
At first, everyone in the department was who have been discriminated
being underpaid, but when the problem against for reasons of race or sex.
was taken through the bank's so-called After December 29, when we expect
grievance procedure, everyone except this the court decision to become final,
young woman, the only minority worker in all women and minority group memthe department, was increased to the mini- bers who have worked for Crocker
mum.
in recent years will receive a quesAs if this were not enough, this em- tionnaire, which must be filled and
ployee also suffered humiliating verbal returned within 30 days.
abuse by the senior clerk who used to
Those claiming discrimination will
call her "cucaracha"—Spanish for cock- then be eligible for free, confidenroach—because the senior clerk thought tial legal counselling to determine
this was "cute."
whether or not they have a legitiAnd finally, to make sure this employee
mate complaint, and may proceed
would not receive equal pay, the super- from there to an arbitration hearing
visor of the department put her employee with Crocker. If you have any queson "disciplinary cycle" for absence. Up tions, contact Barbara Phillips, one
until this point, this employee had re- of the attorneys who brought the
ceived excellent write-ups. At this point, case against Crocker, (415) 788she refused to sign the disciplinary letter, 6252.
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