As its title and opening quote make clear, this web site is focused on a still
evolving development in the “capitalistic civilization” of the United States: its
Pacific Coast version of what by the early 1960's had been dubbed "the container
revolution". And since that revolution, like its many regional counterparts, together
with the developments which it called forth in "information technology" (“IT”), have
now underwritten the globalization of the world's economies, its parameters should
also now be suggested. What, then, were quickly known in much of the world as
"intermodal containers' can be loaded by their shipper with up to twenty tons of
freight and - with that cargo secured against theft - moved to its consignee via road,
rail, ship or barge, and also air by being transferred back and forth in any necessary
sequence between those modes of transport. Such containers and a technology to
thereby move them along were introduced on the nation's east and gulf coasts in the
August of 1956 by Malcolm McLean, the owner of a North Carolina trucking firm and
the subsequent founder the SEA -LAND Service. * And on its west coast, a somewhat
different technology for so moving "containerized freight' was introduced by Matson
Navigation in the August of 1958. And when in 1976 Matson reported on the use of
containers, it began with this: in 1959 the U. S. maritime industry was loading and
unloading 0.627 tons of freight per man-hour worked and with containers that figure
had risen to 4,234 tons. It then reported that over that time and for that reason, too, the
average length of time a ship would be on berth to load and / or discharge cargo had
been reduced from three weeks to eighteen hours. And it also reported this: in 1950
the ""conventional" cargo vessels in use could transport 19,000 tons of "conventional"
freight at a speed of 18 knots and that with the introduction of "container ships" (i.e.,
those built to transport only containers) those figures had risen to 40,000 tons at
speeds of nearly 25 knots.

It should next be noted that virtually all of the great many writings about the
dockers on the nation's west coast have found that from their '"big strike" of 1934 to
the early 1960's -- and especially with their departure from the east and gulf coast
International Longshore Association (ILA) and their founding of the International
Longshore and Warehouse Union (ILWU) in 1937 -- they have been distinguished by a
progressive and militant unity and a uniquely democratic strength. Virtually all of
those writings have also viewed those circumstances as the product of an avowedly
"left-wing ideology" and the dedicated work of a so-minded "cadre’. By contrast - and
while, of course, the union of those years was often influenced to some extent as thus
routinely concluded -- the papers on this web site view those historic realities as the
social products of (1) the nature of the work performed, which was in turn a product
of the technologies and vessels which were then in use and the nature of the cargoes
worked, 2) the contract provisions which by 1937 and to the early 60's governed the
manning and technology used on all operations, as well as the introduction of var-
ious "labor saving devices", and (3) the structure and functioning of the "hiring hall"
which the union had secured by the arbitrated settlement of its “big strike” of 1934.

*

Sea-Land's international services were sold to Denmark's Maersk Line in Dec.
1999 and having been renamed Maersk Sealand the new combined company became a
division of the A. P. Moller Group. In 2006 that company dropped the word Sealand
from its name and again became the Maersk Line.
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The many ways in which these dimensions of their existence would thereafter
influence the personhood and character of virtually every San Francisco docker and,
hence, of course, too, the nature of their union and community, will be set out in some
measure in virtually all of the papers to follow. The very great influence which the
hiring hall would have in all of these respects -- which, of course, those papers will
also frequently detail - should, however, be briefly touched on here. So - first of all -
the hall was established by an arbitrated settlement of the "34 strike as demanded by
in detail by the strikers. * And with it so secured, the first and immediate obligation
of the local and employers of each port was to draw up a list of those who because of
their previous work on their waterfront were to be given a "registration number" as a
"jointly registered Class A longshoreman' of their port. ** Those with such a number
would have the right to be rotationally dispatched from the hiring hall of that port in
accordance with its subsequent rules and procedures for job dispatch. And with those
sequenced numbers having been assigned to those on every such list by a lottery, they
would also be used to determine their respective seniority.

The parties in each port would also then jointly establish the job categories in
which -- with sufficient seniority and training and /or experience -- an agreed upon
number of Class A dockers could volunteer to work and hence be so dispatched in
rotation. Thus, to begin with, such categories as those which follow were estab-
lished as job dispatch ""boards'" in the San Francisco hiring hall: walking boss, ***

*

That settlement is briefly discussed in Paper 17 -1 and also reprinted in 17 - 3.
For the strike, also see paper 34 which reprints the appendix to The Bi ike, a
justly famous - if not always quite accurate - book by Mike Quin. In ways set out
below, the hall as thus established did what the union had thought and hoped it
would do: it put an end to the waterfront employers' corrupting and relentlessly
exploitative ""shape-up". That way of hiring a labor force began each day in every
port with an early morning gathering in front of a dock of those who hoped to geta
job on or "against" a ship at that dock which was scheduled to be worked. Those who
then got a job had got the nod" of a "hiring boss" of the employer involved. Given
this circumstance, each such nod was virtually always prompted by a cash bribe
already paid or agreed upon with that boss or some kind of ""pay-back" in kind to him.
** This designation would allow for "new hires'" in any west coast port to be
granted the status of "partially registered Class B longshoreman'- but not, that is,
membership in ILWU local of the port in question -- for five years or more by their
volunteering for a rotational dispatch to the work to be done in the hold of a ship.
***  As arule, one such dockers was hired to walk every conventional cargo vessel
to be worked so as to direct and supervise the work of longshore gangs through their
"gang boss'. Occasionally, a second such boss would also be hired so that one might
be so employed for the hatches "forward the house", i.e., the ship superstructure, as
the second was so working those "aft the house." When a ship on berth was to be
worked , a walking boss or two would also be hired to supervise and direct the long-
shoremen dispatched to the dock "to work against the ship." And in the absence of a
ship, longshoremen dispatched to work on a dock would also be so directed. With the
Taft - Hartley Act being passed in 1947 over a President Truman veto, the employers
sought to remove the “walkers” - as being “supervisory” - from the union's bargain-
ing unit during the west coast longshore strike of 1948. As a compromise, however,
the parties agreed that the walkers of Southern and Northern California , of Oregon,
and of Washington would each establish an ILWU local as their contract bargaining
and enforcement unit. For an internet outline of the complex history of those locals --
Local 94, 91, 92, and 93 -- see that provided by “ILWU - Walking Boss Locals. org.”
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gang boss, * “hold” men, ** , “ front” men, *** and a varied, but with each hiring, a
specific number of “dock” men to move the sling loads of cargo to or from the
“hook”, i.e., the dock location where the sling loads would be landed or hoisted and
the pier shed and often, too, to de-palletize discharged cargoes or to palletize those
to be loaded, and “car” men to unload and /or load trucks, trailers, and rail cars. It
was also anticipated, of course, that the number and the nature of the agreed upon job
categories would evolve over time. Such adjustments - together with the adjustment
of the number of dockers working in the categories -- were to be part of the work of a
"Joint Port Labor Relations Committee" -- the "JPLRC", which in every port came to
call "the LR C". The LRC's would also make repeated adjustments in the number of
dockers who steadily worked for a single employer in certain skills, e.g., "mechanics"
- for motor vehicles, "'coopers' -- for repairing damaged wooden crates, boxes, casks,
barrels, and other wood cargo containers, "'gear” men" - for the maintenance and
safety of an employer's hoisting, towing, and hauling gear, and those who steadily
worked for an employer as a "sweeper'" and who had been hired from a pool of
permanently disabled dockers who still needed work. The union side of each LRC
was to be elected for one year terms by the local of their port and the other side was
to be named by its employers. And, as might be supposed, the sides would have an
equal vote on all questions coming before them and all disagreements could by
motion of either side be placed before a port arbitrator who had been jointly
appointed by the “Joint Coast Labor Relations Committee.” The two sides of each
port LRC would also equally share all of the expenses associated with maintenance
and functioning of their port hiring hall. And each would also jointly determine the
number of job dispatchers the hall of their port would have. The local union,
however, would elect the dispatchers for one year terms from those of its Class A
dockers who it also had determined were eligible to run. Each local would also
determine who of those elected would serve as "Chief Dispatcher'' and who as
"Assistant Chief Dispatcher' would so serve in the absence of the Chief. A

As for the rotation of work opportunity amongst the San Francisco dockers
which the Local 10 hiring hall was intended to achieve, these were these two ruling
dictum in the ‘34 settlement. Section 2: six hours would constitute “a day’s work”
and thirty hours would constitute “a week’s work” and Section 11: “gangs and men
not assigned to gangs shall be dispatched so as to equalize their earnings as nearly as
practicable.” And, thus briefly put, these are some examples of the basic and ever-
evolving “practicalities” which therefore repeatedly called for a “fair” adjustment:
since weekend days are “voluntary”, need hours then worked be added to the “hours
worked” sign-in total; how many times a week, if at all, can a docker “take a day off
during the week” with no addition to his “total hours worked” - it would come to be
said that on such a day the docker had “squared -off”; if a docker “flops”, i.e., fails
to answer a dispatcher call of his registration number without his having squared off,
how many hours -- if any -- must he add to his “total hours worked” sign-in ; how

*

The position of “gang boss” and the composition of the gangs will presently
be discussed.

** Dockers dispatched to a vessel to do the work of loading and /or discharging
cargoes to its hold and / or its weather deck.

***  Dockers stationed on the dock and beneath “the hook” to secure or release the
sling loads of cargo to or from the hoisting gear of a vessel.

A The members of Local 10 decided early on that the candidate with the highest
vote would be declared the "Chief Dispatcher" and the one with the second highest
vote would be the "Assistant Chief Dispatcher".
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many hours must to be added to a “total hours worked” sign-in for hours worked at a
skill rate of pay (e.g., lift, winch, crane, mechanic, gearman) ; and how many hours -
if any — must be added for hours worked at a penalty cargo rate.”

In the absence of such vexing considerations, however, the rotation of job
opportunity was achieved in the following way when in early 1982 the author was
last dispatched by the Local 10 hiring hall. 1) During each quarter of the year and
having completed or otherwise left each job to which he had been dispatched, each
docker had several hours from that time to “sign-in” on their job dispatch “board” at
the hall (or to have their partner or another pal do that for them.) 2) That was done
by entering his registration number and the total number of hours he had thus far
worked in the quarter on his job category “sign-in” sheet provided by the dispatch-
ers. ** 3) With sign-in time over the dispatchers collected the sign-in clipboards and
from them drew up what for each job category would be its next rotational dispatch
sheet. 4) That was done by sequencing the registration numbers of those on each
board so as to go from the docker with the lowest number of total hours worked on
the shift in question to the one with the highest number. 5) Meanwhile, the employ-
ers were also required to call the hall with their requests for dockers and / or gangs
no later than two hours prior to their thereby scheduled dispatch. 6) As those
requests were received, the work in question would be posted in chalk on a very
large "Dispatch Board" (i.e., of some 10' x 30' ) mounted on the west wall of the hall
so that each docker could decide what job he would most like to work (and would
therefore be “shooting for”) and -- if that work had been dispatched by the time his
number was called, what would then be his choice(s) 7) And, of course, at dispatch
time the registration numbers would be called starting with the number having the
lowest number of total hours worked *** 8) And all of the dockers thus called,
except, of course, the last one, having responded by going to the dispatch window to
which they had been called, would be free to pick his job from those which remained.

* It should also be noted that shortly after the 1937 start of the ILWU and for a
few months thereafter, the hours signed in by the dockers of Local 10 as the total
hours worked were called their "Moscow hours". That came about in the following
way. By their 1934 demand for a six hour day and a 30 hour week, the west coast
dockers had intended to share their work with at least some of the unemployed of
every port. It soon was clear, however, that the local economies of every port were
thereby greatly disrupted since their rail, trucking, and warehouses services were, of
course, working an eight hour day or more and a forty hour week or more. With the
full support of the coast LRC, those of each port therefore soon voted unanimously to
work two hours of “over time” on every six hour shift, which would also be paid at
the overtime (“OT”) rate of “time and a half” the hourly straight time (“ST”) rate
wage of the first six hours. Thus, on “Moscow hours” the dockers of Local 10 began
to sign-in their “6 and 2” shift as a nine hour day.

** During the "sign-in time" for each shift the dispatchers would place clipboard
mounted "sign-in" sheets for each job category on a 4' high shelf running along the
east side of the hiring hall.

*** It thus will come as no surprise that those of Local 10 have always called their
method of rotational job dispatch "the low man out system." And it also follows, of
course, that when the San Francisco LRC found that a docker had “under reported his
total hours worked” when signing-in at the hall -- or, as the ranks always put it, “had
chiseled on hours” and had thereby also “cheated on the brotherhood” - the offender
was virtually always “de-registered” and thereby lost he right to be dispatched by
the hall and also barred from longshore work in every west coast port.

6




And to complete this effort “to picture” a Local 10 dispatch, each - as a rule -
was conducted by six dispatchers - with two being stationed at the opposite dispatch
windows of three “dispatch cages' located across the hall from its front lobby. And
through the window panels of each, the docker about to “come up to bat” could see
the job orders yet to be filled spread out at his eye-level on a shelf in front of the
dispatcher. Each of the dispatch window panels also has a small circular opening
above the just mentioned shelf which allows the dispatcher stationed there to pass to
each docker a "job ticket" for the job he chose. Since, however, maps and photo-
graphs can surely be worth a great many words when trying to thus detail any such
happening, this introductory guide to the papers to follow will at this point be
briefly interrupted so as to so visually present the port and regional setting and, of
course, the functioning of the Local 10 hiring hall. *

* For the ILWU Local 13 dispatch of “Class A” dockers (as of 9 -22 - 05) in the
nation’s largest and busiest container port area - the Port of Los Angeles and the Port
of Long Beach -- see Paper 31.
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Unlike most west coast ports, the Port of San Francisco was a "gang port” prior
to the 1934 strike, i.e., as an alternative to the early morning, curbside “shape-up”, *
its employers might hire a unit of dockers composed of a gang boss, two or three
winch or winch-crane drivers, six or eight or hold men, two front men, and a varied,
but with each hiring, specific number of dock men. The employers would do that by
phoning the gang boss(es) whose gang(s) they wanted to work a ship the day before it
arrived . And for most of the employers there had also evolved a small group of
"star' gangs which they had steadily hired when needed. ** And, thus it should also
be noted that among the gangs there were three or four, the gang bosses of which
were collectively called the "Senators" , whose job categories were always filled
solely by Afro-American dockers. And, as might then be supposed, those gangs were
always used for cotton. But after ‘34, and with the approval of those gangs, Bridges
and many of his supporters successfully encouraged whites and hispanics to join them
when a job category fell vacant. And with the hiring hall in place, employer gang
requests for specific gangs were phoned into it, but if several gangs had fallen
behind the “total hours worked” of the other gangs all would be dispatched by a
“low gang out” rotation. And after ‘34, too, and with the employers having agreed to
the innovation, when the boss position of a gang fell vacant for whatever reason, its
remaining members wooed elect their new boss. But, as might be supposed, and as had
been so of virtually all who in the past had become a gang boss, those so elected had
almost always been a member for years of what had thus become “their” gang. And,
as for their number, Local 10 from World War 11 to the early 1960’s commonly had
close to one hundred and fifty contractually defined and established gangs. *** And
each weekday there often was a need for another forty to fifty “make-up” gangs, ie.,
gangs of the same composition, but made up in the hall by the dispatchers on the
morning they would be needed and disbanded when their work on the job to which
they had been dispatched had been completed.

While the dockers had thus ended the “shape-up” and made the ‘star gang” per
se a thing of the past, the '34 settlement d the the employers the right “to introduce
labor saving devices and the right and the duty to employ both the manning and the
cargo sling loads which in their judgment would be required for its safe and non-
onerous operation. The dockers, however, could contest that judgment on either or
both of those grounds by a work stoppage and - if if they then deemed the response to
their complaint(s) was less than satisfying - they could continue their stoppage and
standby for an on-the-job arbitration. And by 1937 -- to put the matter briefly -- the
union had thereby secured coastwise agreements which (1) specified the maximum
manning of every operation then being conducted and the maximum size and weight

*

For which, see p. 4, n. * above.

Harry Bridges -- who was elected chair of the 1934 maritime strike committee
and in 1937 was also elected (as he would be for the next forty years) as the
International President of then newly formed International Longshoremen's and
Warehousemen's Union - when last working on the San Francisco waterfront was a
winch driver in a star gang.

***  Those gangs were composed of a gang boss, two winch drivers, six hold men,
two front men, and beginning sometime in 1942, a forklift driver on the dock to move
discharged and "to be loaded" sling loads between the hook and the pier. With vary-
ing numbers of hall dispatched dockers to work on the dock having also been dis-
patched to it, such gangs could be used to discharge cargoes. Bur when such a gang
would also be loading cargoes, the hiring hall would, at the least, always dispatch
two additional hold men to it -- and sometimes as many as four or six.
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of the sling load . * These agreements and the additions to them as the union sub-
sequently sought and secured remained in force up to the first Modernization and
Mechanization Agreement ("M & M') of 1961 - 1966. ** Their termination was thus
affected by that agreement in its Section 15 —~ "Efficient Operations”: ***

15.1 There shall be no interference by the Union
with the Employers' right to operate efficiently

and to change methods of work and to utilize labor-
er representatives while explicitly observing the pro-
visions and conditions of the Agreement protecting
the safety and welfare of the employees. “Speedup”
refers to an onerous workload on the individual
worker; it shall not be construed to refer to increased
production resulting from more efficient utilization
and organization of the workforce, introduction of
laborsaving devices, or removal of work restrictions.

15.11 In order to avoid disputes, the employer shall
make every effort to discuss with the Union in advance
the introduction of any major change in operations.

15.2 The employer shall not be required to hire unneces-
sary men. The number of men necessary shall be the num-
ber required to perform an operation in accordance with
the provisions of 15.1, giving account to the contractual
provisions for relief and the fact that during many opera-
tions all men will not be working at all times due to the
cycle of the operation.

15.3  The Employers shall have the right to propose
changes in working and dispatching rules that they claim
are in conflict with the intent of provisions incorporated
in this Agreement. The Joint Coast Labor Relations Com-
mittee may refer proposed changes that are of only local
significance to the local level for negotiation. Any such
change agreed to at the local level must be approved at
the coast level before being put into operation. Any pro-
posal referred to the local level and not resolved within
thirty (30) days thereafter shall automatically return to
the Joint Coast Labor Relations Committee.

15.4 Any disputes concerning the interpretation or appli-

dek

How these methods of “job control” (i.e., limits on the so-called “managerial
prerogatives” of an employer) were secured is detailed in paper #10 below. The
coastwide sling load agreement is reprinted as entry #5 in paper 18.

***  This contract and the second M & M of 1966 -1971 are reprinted in Paper 16. It
should thus be noted, too, that the send M & M was followed by the longest strike in
the nation’s maritime history. And, as for that strike, see this forthcoming paper: “The
Closing Years of Harry Bridges as the International President of the ILWU.”

A This section was in accord with the “Memorandum of Agreement” which the
parties sighed on Oct. 18, 1960. See entry #14, paper 18,
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cation of provisions of the Agreement relating to the sub-
ject matter of this Section 15 may be submitted directly to
the Joint Coast Labor Relations Committee.

15.4 Any disputes concerning the interpretation or appli-
cation of provisions of this Agreement relating to the sub-
ject matter of this Section 15 may be submitted directly to
the Joint Coast Labor Relations Committee.

Section 15. 11 also led the JCLRC to quickly agree that employers who wished
to introduce a "major change in operations'" would submit and thereafter discuss a
written proposal for that change and the manning it would require to its union mem-
bers. This being so, such submissions - dubbed 'T - Letters” * - came to authorize
virtually all of the many operational changes which in words and photos the parties
reported upon in Men and Machines, which they jointly published in mid-1963. **
That publication , while detailing, of course, the initial changes occasioned by con-
tainers, was very largely focused, as were the employers during the first M & M, on
changes of gang size, the manning for the handling of conventional cargoes on the
dock and the machinery and methods for bulk cargo operations, e. g., scrap iron and
wheat. And, that, in turn, was largely because those changes were far less costly than
those entailed by containers. And, indeed, the containerization of most west coast
cargoes was delayed to and beyond the summer of 1967, not by contract constraints,
but by cost.

Prior to a 1948 strike, the only dockers who an employer could employ on a
"steady" basis -- as distinct from those who were rotationally dispatched to all
employers by the hiring hall -- were largely those who did a skilled specialized
work, the good performance of which was vital to the safety of all who were work-
ing the docks and ships. Such work was done by auto and truck mechanics; by ""gear-
men" - who maintained their employer's hoisting and towing bridles and gear in a
safe condition; and by "coopers", who made wooden boxes, crates, and frames to
insure the safe handling and transport of cargoes and also repaired like items when
damaged. And by tradition, the union had always sought to place older and / or
injured dockers in a steady "sweeper' or "janitor'' job. But during that strike of 1948,
the San Francisco local finally agreed to this: upon the request of an employer, one
steady dock worker would be provided each pier. It was also understood that any
such man would have to be approved by and ""come from" its Stewards Council and
would thereafter also serve as the dock steward on the pier in question. The local
also placed restrictions as to the work of the steady dock steward:- he could only
perform such "utility" work as would facilitate a terminal and / or ship operation, but
could not be used "in production", i.e., they could not work in a terminal operation or
work "against" a ship. And, as it then happened, it was not until the talks which led
to the M & M agreement of 1961 -1966 that the employers again - and also, again,
unsuccessfully - raised the question of "employing steady men in production." And
that they did when the sought to gain the right to employ steady crane drive, which
they did since some of the shore-based cranes in Los Angeles / Long Beach and, some,

* This choice of words was evidently intended to suggest to any "not too well-

informed party” that each such proposal somehow involved a new technology.

** Lengthy excerpts and numerous photographs from this publication appear as
Article 19 on this web site. Also see article 22 -- The San Francisco Waterfront: Other
Technological Change on Shore and at Sea in the First Two Decades of “The Contain-
er Revolution.”
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but fewer, in Seattle, too, were being so driven - and traditionally had been so driven
- by members of the Operating Engineers. But with ratification of the M & M agree-
ment and its Section 15, the union agreed in August, 1962 to the steady employment of
such dockers when those operators pursuant to an NLRB ruling left their union and -
after a year- joined the ILWU, while keeping their jobs. That it did in what was
called the "Crane Supplement" to the first M & M. It was also printed as such in the
printing of the second M & M (1966 - 1971). The sections of it which provided for
such employment - as distinct from that of the hall dispatched crane drivers of LA /LB
and Seattle and the steady gearmen of LA / LB who also drove cranes -- now follow.

5. Steady Men

5.1 Any employer may employ one or more steady
crane drivers. ,

5.2 To have a steady crane driver, the employer must
guarantee monthly pay of Six Hundred Dollars ($600.00).
5.21 A crane driver may be put on a steady basis at
the beginning of any payroll week and may be returned to
the hall at the end of any payroll week. In either case his
guarantee shall be pro-rated.

5.3 Steady crane drivers may be worked by the em-
ployer any twenty-two (22) days in the month by orders
given the crane drivers directly by the employer, and may
be used to complete any job that has been started within
such twenty-two (22) days.

531  The provisions of 5.3 do not apply to steady
gearmen who drive cranes.

54 A steady crane driver may be assigned to gear work
at the crane driver's rate. The pay shall be charged against
the monthly guarantee and the day shall be charged against the

twenty-two (22) days provided for in 5.3.

5.41 A steady man who works more than half of his
time at the crane driver's rate in any month shall, for such
month, be deemed to be a steady crane driver for purposes
of 5.4 only.

5.5 A crane driver from the hall may be replaced at
the end of any job by a steady crane driver.

5.6 A steady gearman may be assigned by his employer
to crane work fog which he is qualified as recognized by the Joint
Port Labor Relations Committee.

With this set out, the ways in which the employers would be provided with compet-
ent dockers for crane work were also thus addressed.

6. Competent longshoremen shall be provided for
crane work in accordance with §9.3 of the Pacific

*

This choice of words was evidently intended to suggest to any "not too well-
informed party” that each such proposal somehow involved a new technology.

** Many excerpts and photos from this publication are presented in paper 19
below. Also see paper 23: The San Francisco Waterfront: Other Technological
Change on Shore and at Sea in the First Two Decades of “The Container Revolution”.
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Coast Longshore Agreement

6.1 Longshoremen (including gearmen) who have ap-
propriate skills as crane drivers will be declared eligible
to check in on the certified crane drivers' board at the dis-
patching hall. A crane driver must be certified by the Joint
Port Labor Relations Committee before he can check in on
this board. The number of men allowed to check in as reg-
ular crane drivers shall be limited by the Joint Port Labor
Relations Committee so that the crane drivers will have
skills and will maintain the skills of the regular perform-
ance of crane work.

6.2 The Joint Port Labor Relations Committee shall

place longshoremen (including gearmen) on lists of spe-
cialist crane drivers for specialized longshore cranes re-
quiring special skills. The number of men on any list of
specialist crane drivers shall be limited by the Joint Ports
Labor Relations Committee so that the specialist crane drivers
will have skills and will maintain the skills through

the regular performance of the specialist crane work.

6.3 Where a certified crane driver, other than a steady
man, is on work not covered hereby, he will be replaced
by the joint dispatcher whenever necessary so that certified
crane drivers will be provided to do the work covered
hereunder. When a specialist crane driver, other than a
steady man, is on work not covered hereby or on general
crane work, he will be replaced by the joint dispatcher
whenever necessary so that specialist crane drivers will be
provided to do Specialist crane work.

6.4 Any certified crane driver shall be decertified and
denied check-in privileges as a crane driver, or restricted
therein, by the Joint Port Labor Relations Committee for
cause. Any specialist crane driver shall be removed from
the list of specialists, or restricted therein, by the Joint
Port Labor Relations Committee for cause.

6.5 A certified crane driver who refuses to accept a
dispatch when checked in at the hall or through replace-
ment while on a job other than crane work shall be charged
with hours worked for purposes of work equalization in
dispatching as provided by the Joint Port Labor Relations
Committee.

6.6  When there is not available for regular dispatch to
operate any particular longshore crane a competent regis-
tered longshoreman who has been previously certified as
competent to operate such crane by the Joint Port Labor
Relations Committee, a steady crane driver not being used
by his steady employer and who is available shall be dis-
patched. If the job can not be so filled, nonlongshoremen
may be employed for such job and may be used to complete
one or more shifts until the job is finished or such a certi-
fied competent registered longshoreman is available.

6.61 If a steady crane driver is dispatched by the

hall to his steady employer pursuant to 6.6, this employer
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may use him to complete the job for which he is dispatched,
or for only one or more shifts on such job, and the work
thereon will not be charged against the twenty-two (22)
days provided for in 5.3.

6.62 A steady crane driver dispatched under 6.6 shall

be replaced by the joint dispatcher, or by his ordering his
own replacement, so that he shall be available to his steady
employer whenever such employer calls him back.

6.7 Non-longshoremen who have operated "old equip-
ment" on the waterfront to do longshore work will be of-
fered the equivalent of registered status for dispatch as a
longshoreman to operate any tools covered hereby. Men
accepting such status will have an obligation to make
themselves available for all crane work, including any spe-
cialized longshore cranes on which they have special skills.
Appropriate arrangements will be made to protect the pen-
sion rights of these individuals, such arrangements to be
worked out on an individual basis.

And, finally, too, the manning alternatives which the employer would thereby have
were also thus detailed.

7. Manning

7.1 The employer has the following alternatives

with respect to manning.

7.11 One crane driver may be used where directed

by the employer, the hatch tender not to be a crane driver
on jobs of short duration and on cranes not used in the
direct movement of cargo in and out of the ship. This pro-
vision is subject to further review by the Joint Coast Labor
Relations Committee.

712 At his option the employer may employ two (2)
crane drivers for one piece of equipment, the two (2) crane
drivers to tend hatch and to drive the equipment. In such
cases they shall relieve each other.

7.13 At his option the employer may order one (1)

crane driver per crane plus one (1) relief crane driver for
each five (5) cranes, or fraction of five (5); in such cases

the hatch tenders shall not be crane drivers. This provision
shall be subject to further review by the Joint Coast Labor
Relations Committee.

7.14 A combination crane driver-winch driver may

be ordered. He may drive winch and drive crane, but shall
receive the crane drivers' rate for the entire job.

7.15 A winch driver on the job may be temporarily
assigned to drive crane; when ordered to do so by the em-
ployer, he shall receive the crane driver rate for the period
he is driving crane and for the balance of the shift.

7.2 Gangs without unnecessary men, as provided for in
§15.2 of the Pacific Coast Longshore Agreement, shall be
dispatched for longshore work involving the use of cranes.
Such gangs may be make-up gangs. The Joint Port Labor
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Relations Committee may make provision for organized
crane gangs.

7.21 When two longshore crane drivers are employed
under 7.12, the gang shall not include a hatch tender or a
winch driver.

722  When a longshore crane is driven by a non-
longshoreman pursuant to 2.6 or 6.6 hereof, the gang shall
not include a winch driver or a crane driver. No "witnesses"
or "standbys" or other unnecessary men shall be used in
connection with the crane driving, and the use thereof shall
be in violation of the Agreement.

The first west coast contract provision for“steady skilled dockers” to work "in pro-
duction"” and , of course, “against a ship" was then with bold type thus ended : “8.
Local rules contrary to any provision of this supplement are hereby rescinded.” With
the date of its signing - August 10, 1962 - having been given, it then was signed by
Harry Bridges and L. B. Thomas * for the union and J. A. Robertson for the PMA.

And, as it also then happened, the employers fully breached the hiring hall in
1966 by securing the 9.43 job category provision of the second M & M. By omitting
such jointly stipulated seniority and training and promotion requirements as had
long been set out for dockers to work in every other job category, they gained the
right to steadily employ -- without limit as to number or length of time -- whoever
they chose and also deemed as qualified to drive any or all of their power equipment.
It may, of course, be that both of the parties hoped to deceive some of the dockers, at
least, by placing 9.43 at the end of Section 9 - PROMOTIONS” of their new M & M
and by starting it as they did. **

*

L. B. Thomas was a former president of Local 13 who had been elected to serve
on the Joint Coast Labor Relations Committee.
> Section 9 read as follows up to 9.43.

9.1 The principle of promotion from the
ranks is hereby recognized and agreed to.

9.2 There shall be established in each port a
joint committee of registered longshoremen
and of employers. It shall be the duty of such
committee to establish qualifications for promo-
tions to classifications covered by this Contract
Document, including trainees, and to pass on
all such promotions. The promotions commit
tee shall determine the trainees under policies
laid down by the Joint Port Labor Relations
Committee. Such qualifications shall include
length of service in the industry, competency
and ability to perform skilled operations, or to
direct work and skilled operations, ability to
handle men and to secure conformance to the
Agreement and to maintain and promote har-
monious relations on the job and between the
parties to this Agreement

9.3 Competent men with adaquate experi-
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In any event, however, 9.43 then read thuly.

In addition to other steady employees
provided for elsewhere in this Agreement, the
Employers shall be entitled to employ steady,
skilled mechanical or powered equipment oper-
ators without limit as to numbers or length of
time in steady employment. They shall be en-
titled to the Contract guarantees as provided
in Section 3. The employer shall be entitled to
assign and shift such steady men to all equip-
ment for which, in the opinion of the employer,

they are qualified.
(See Addendum, Steady Skilled Men.)

ence or training shall be made available for all
tools and equipment to be operated by long-
shoremen.

9.31 Subject to the ultimate control of the
Joint Coast Labor Relations Committee, the
Joint Port Labor Relations Committee shall
provide for the availability of the necessary men
when there are not sufficient such competent
longshoremen available.

9.4 The Employers will train skilled men and
administer the necessary training programs.

The Employers must be satisfied as to the qual-
ifications of the men so trained and make the
determination that they are skilled men. Such
men shall be jointly certified. In turn, the men
so trained, as well as the men already trained
and / or qualified have the obligation to work in
the skills in which they have been trained or are
already qualified.

9.41 Trained and/or qualified skilled men
shall accept work in their skill when checked in
for work or while working in other categories.

Failure to do so shall result in removal from
the qualification list of the skill in which they
are failing to work, and such men shall not be
eligible for future promotion or future skilled
training programs.

9.42 The Joint Port Labor Relations Com-
mittee shall provide as a part of the local Dis-
patching Rules an orderly procedure whereby
skilled men who are on the skilled lists shall
work as provided in 9.41. This procedure shall
not include a skilled man working out of cate-
gory when there is no work available for him
in that category, but should the need subsequently
arise for his skill(s), he will be replaced and
will accept the skilled job.
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And as for the addendum thus referred to, it appears on pp. 161 - 164 of the
“pocket” edition of the second M & M pubished by parties and, of course, will now
be cited in full.

STEADY SKILLED MEN CLRC No. 14, October 11, 1966 (Item 1)
The Employers inquired as to what the Union had in

mind in implementing the '"Steady Skilled Man" provision

of the new Agreement.

There was considerable discussion following which the
Employers stated they would discuss this matter further and
be prepared to talk about it again in the afternoon session.

The Employers stated they reviewed the matters discussed
at the morning session and feel the following proposal will meet
the needs of both parties;

1. A guarantee to skilled men regardless of category
at a minimum of 173 hours per month at the 15 cent dif-
ferential shall be paid to steady employees. Such guar-
antee shall be paid irrespective of how long an indi-
vidual is retained during any month as a steady skill-
ed man; provided, however, that should such steady
skilled man be released for cause during any month,
the guarantee shall be prorated over the period such
employee was retained as a steady man;
2. Should a steady man be upgraded, he will receive
the applicable higher skill differential for the balance
of the shift regardless of the period of time of utilization
on the equipment carrying the higher differential;
3. All hours worked (including dead time hours under
the 8-hour guarantee) by such steady man will count
against his guarantee;
4. Travel time will not be a part of the guarantee;
5. The guarantee is not a limitation of the employers'
right to work such steady men over and above such
guarantee; i.e., the guarantee represents a minimum
payment for the privilege of obtaining steady skilled
mery,
6. Itis not intended to allow an employer to hire steady
skilled men so that he may then order longshoremen to
make up a basic gang, thus avoiding using a basic gang
from the hall;
7. Where a skilled man is required for a job of short
duration the employer may use his steady skilled men.

The Union members of the Committee agree in principle
with the above proposal and as a result thereof, it was agreed
that with the above as the basis foe employment of steady skilled
men, the employers may begin discussing such employment with
the men and employing steady men. It was further agreed the
Crane supplement provision on steady men are retained.
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CLRC No. 17, November 8, 1966 (Item 1)
Steady Skilled Men

The Employers stated for the record that they strongly
protest the action taken by Locals 10 and 13 in calling back
to the dispatching hall all of the men who had accepted
steady employment and by the membership vote on the
motion that no man is to accept steady employment. The
Employers also protested the 24-hour stop-work meeting in
Los Angeles scheduled for 8:00 today, in that the employers
did not receive reasonable notice of this meeting so as to
enable them to make appropriate plans, and particularly in
light of the fact the meeting was called to discuss a subject
on which the Coast parties had already reached agreement
during negotiations and at CLRC Meeting No. 14-66, Item 1.

The Employers maintained that the actions taken by
both Locals is a flagrant violation of the Agreement, and

the contractual right of the Employers to seek steady skilled
men was one of the quid pro quo items for the $34.5 million
M & M Fund recently negotiated. While the Employers
certainly have no quarrel with the need to answer specific
questions of application that may arise under Section 9.43,
there can be no answers given to the procedural questions
unless and until the International reaffirms what was agreed
to during negotiations and in CLRC Meeting No. 14-66,
Item 1, which Item is to be followed.

The Union members of the Committee reaffirmed the
agreements reached and stated for the record that they, as
well as the Employers, are obligated to follow the agree-
ment, and they intend to enforce it.

The Committee then considered certain specific quest-
ions that have arisen relative to the implementation of Section
9.43, and agreed as follows:

Q. Will the provisions of Section 9 be applicable with
respect to the appointment or selection of steady skilled
men and will a steady skilled man be considered as a man
promoted when compared to a hall man of the same skill?

A. The appointment or selection of steady skilled men
is not to be considered a promotion as contemplated by
Section 9.2 of the Agreement.

Q. In some instances, men not presently listed in any
skilled category in the hall have been approached about
accepting steady skilled jobs. In addition, some of these
men have only recently been promoted to Class A status.
What action will the seniority provisions of 9.2 have with
respect to such men as opposed to older, more senior skilled
men?
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