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HE asmcmted societies under whose ausptces

yoie have gathered here extend to you a cordial

welcome.  Your response to their invitation is

most grattfymg, owing to this unusual weather, even

for New York, and the extent to which this storm

has doubtless prevented wmany from coming who/

would otherwise have been here, perhaps I should say

with more emphasis than I should otherwise that

your presence testifies to the importance of this meet-
cing.

The full szgmﬁcgmce of the meetmg must, perhaps,
come in retrospect, but we know in advance that it is
significant in at least two respects.

In the first place, it is to be the first complete and
authoritative statement of the ideals, .met[zods and
results .of a great experiment in labor-management

: qooﬁgratim;——'—an experiment under way on four great
railroad systems, the Baltimore & Ohio, the Canadian
Nationdl, the Chicago & Northwestern, and the Chesa-
peake and Ohio systems. Involved directly are 40,000
“miles of Class 1 carriers, and 45,000 employees; and
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indirectly, the familics of these employee.y, th;' b.nsi-

ness affairs of the commlmmes in which they live

and through which the roads’ operate, and the great
financial interests concerned. *The facts o be re-
corded here by men of aut/wriiy and distinction are
of significance to all American industry.

In the second place, the spirit in which this meeting
is held is of even greater significance. It is the spirit
of cooperation, it is the spirit of social service; it is

the spirit. of engineering science. Prejudices and con-

troversies have been laid aside, and representatives
of two great functional industrial groups have come
t?gether “to camider,” in_the words of the- representé-
tive of labor, “in a dignified, detached and Scientific
atmosphere, the first organised steps in the actual
realization” of certain ideals.

At the recent Atlantic City convention of the
American Federation of Labor certain resolutions
were passed which attracted world-wide attention;
resolutions which in effect declared that labor is ready
to cooperate with ownership and management in elim-
inating waste in industry and generally in improving
and regularizing industrial operations. At a neeting
of the Taylor Society in December, William Green,
President of the American Federation of Labor, in a
noteworthy address reiterated the spirit of those, reso-
lutions. We regret that pripr official engagements
have deprived us of Mr. Greew'’s presence on this plat-
form, bus he is ably represented. Now comes this
7'm'eting at which in calm, dispassionate and engineer-
ing research manner, the facts of a great cooperative
ef‘forl to give expression to the spirit of those resolu-

tions are to be put on record.
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\ Theory of Union-Manag .ment Cooperation

NION-MANAGEMENT cooperation in the
‘ | railroad industry must njeet seven basic require-

_ ments. These are: '

1. Full and cordial,,;recog'l)tion ‘of the standard
unions-as the properly accredited agents to represent
railroad employees with management.

2. Acceptance'by mapagement of the standard
unions as helpful, necessary dnd constructive in the
conduct of the railroad industry. :

3. Development between uhions and management
of wriften agreements goyerni ig wages, working con-
ditions and the -promot (and |orderlv adinstment of
disputes. ' |
' 4. Systematic cooper:

between unions and
oad service and elimin-

\.iUll
rail
ation of waste.

5. Stabilization of exrploy
6. Measuring, visualizing
‘gains of cooperation. .

7. Perfection of - definite ‘joint urion-management
administrative machinery tq promote cooperative
effort. .

nent.
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Necessnty for Union “ ganization and
.Collective Bafigaining

The necessity fcjr the ﬁgst‘t ree requirements arises
from the fact that before employees can cooperate on
a: collective batfs with gement, they must be
united in an organization ‘which, can give effect to
their collective desires anfl furictions. Obviously when
employees and company is
ntrattual basis so that wages,

hotirs of employment are
strictly a private matter| between each employee and
the company, there is little ifjany basis for organized
employee cooperation with mpanagement:

The situation in the case of employees functioning
under “employees’ represer dtation” or ‘“company
union” plans is not much be: ter. Such plans either
have been brought into beipg'by management Or exist
by sufferance of management - Employees organized
under these plans have had ]ixttle or no training in
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simply on an individual ¢
conditions of work and

=

'The Techmque of Cooperatlon

BULLET]N OF THE TAYLOR SOCIETY L7

Engineer

overcoming obstacles an do not enjoy the support
of affiliated workers andforganizations in other indus-
tries. Hence, their organizations lack the capaeity,
experience, discipline, leadership and power of initia-

tive to mobilize the collective faculties of their mem~ .

bers. to cooperate effectively with managemcnt Their
unwillingness or inability.to organige themselves inde-
pendently and win recognition for their independent-
organizations attests to their basic|incapacity to build
the very foundation upon which
must rest. Furthermore, without independent leader-
ship and without the assurance thatf their organizations
will safeguard for them their share of the gains of
cooperatlon company. union emplpyees can have nbd
confidence in the company union type of organization:
They cannot be sufficiently encouraged and will not
feel properly inspired. to participate enthusiastically
in a program of cooperation.

Thus it is that the requirements of employee or-
ganization are not adequately met untjl the standard
unions of the railroad employees are properly recog-
nized by management on the basis of genuine collec-
tive bargaining. Where this condition prevails there
has come into being an organized relationship between
management and employees which has usually been
of 'slow and difficult growth. It |has had to justify
itself at each step of its development, both to mman-
agement and to the workers. ThJ roots of its exist-
ence ‘g0 deep into the structure and tradition of the
railroad and its personnel. In simple words, where
real collective bargaining exists, it has come to mean
a great deal to both railroad officer and employee.
It has come to be an integral part of railroad adminis-
tration.

Wiith the gradual establishment of collective bar-
eaining has come also the development of leadership
on the part of the organized employees. The neces-
sity for conferring with representatives of manage-
ment has imposed the necessity of selecting men with
definite ability to represent the employees. Collective

bargaining has precxpltated distinct types of local .

union organizations with business-like ways for carry-
ing on their activities such as holding meetings, elect-
ing officers, raising funds, extending organization and

cooperative effort |




