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Dear CWA Officers and Activists:

When we wrote the mobilization 
resolution adopted at the 1988 
CWA Convention, I could not 
have imagined the amazing work 
done since by locals all over the 
country on campaigns ranging 
from first contracts to health care 
cost shifting fights, to plant clos-

ings, state budget cuts, regulatory issues…

The dedication and commitment to membership edu-
cation and mobilization in CWA locals is unparalleled 
in any other union. In CWA, we truly believe that our 
members, at their worksites, are our strength and the 
source of our power and we show it in our actions ev-
ery day, somewhere in this great union—and we are a 
stronger union because of it.

The CWA mobilization program is recognized and re-
spected in the labor movement, both in this country 
and internationally. We must continue to stay focused 
on the basic components which we talked about in 
1988, and that are just as important today: (1) worksite 
structure; (2) information and education; and (3) collec-
tive action. 

In solidarity,

Larry Cohen
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The coming year—1989—brings the expiration of col-
lective bargaining contracts covering some 80 percent 
of our membership. This presents us with tremendous 
challenges and opportunities. Victory is within our grasp, 
but it depends on the active involvement of all of our 
members.

To help guarantee success, an intensive Mobilization 
program has been designed to put the grassroots mem-
bership of our union directly into the bargaining pro-
cess. It reaches into every job site and work unit to tap 
the energy, inventiveness, intelligence, and collective 
power of the members of CWA.

Never before have we or any other union begun bar-
gaining preparation this far in advance. In fact, we are 
preparing for more than bargaining. We are strengthen-
ing our union from the bottom so that we can more ef-
fectively organize and build our community and political 
action programs for years to come.

In some respects, Mobilization is a unique, bold and  
ambitious undertaking. Yet the program also is a return 
to basics. The techniques of one-on-one, worker-to-
worker, unit-by-unit organizing built CWA 50 years ago. 
It took discipline, spirited rank-and-file action and cre-
ative tactics to win recognition and respect from our 
employers in the early days. Today, many of the condi-
tions of those early days are back again, partly because 
of political changes and partly because of economic re-
organization. Mobilization consists of three basic parts—
strengthening locals, inside or “in-plant” actions and us-
ing community support to mount effective “corporate “ 
campaigns.

This effort depends on the active involvement at all  
locations and levels of the union. Each CWA District has  
a mobilization team. Each local needs a mobilization  
coordinator. Each work group (up to 20 workers) needs 
a coordinator who will talk to his or her co-workers 
about key issues and action throughout the year. And in 

locations with more than one work group, one of the 
work group coordinators needs to serve as building or 
site coordinator.

This structure is designed to enhance communication 
and participation; without it, our employers will commu-
nicate more effectively with our members than we will. 
This is the essential foundation of our Mobilization CWA.

There is a labor ballad called “Carry It On” which exhorts 
each generation to fight to protect what the previous 
generation won and to build on these gains for the next 
generation. Many of the things we take for granted—
health benefits, pensions and the like—only were 
achieved through heroic struggles by our predecessors. 
They can be eroded or taken away unless we are pre-
pared to stand strong and fight, for ourselves and our 
children.

We are a movement, not merely an organization or a  
bureaucracy. CWA is its people. It is only as strong and 
successful as its members are united and actively  
supportive. Its future is only as positive as the resolve 
and spirit of its rank and file.

RESOLVED: That the Communications Workers of Amer-
ica will carry out the goals of Mobilization CWA to in-
volve each and every CWA member in the challenges 
and opportunities of bargaining in 1989, and

RESOLVED: That this program will include designating 
local work group and building mobilization coordina-
tors; participating in one-on-one programs to talk 
with co-workers about issues, goals, and strategies; 
and, reaching out to our families and communities for 
support, and 

RESOLVED: That CWA at all levels of the Union will im-
mediately begin to implement the goals and timeta-
ble of Mobilization CWA to ensure victory in 1989 and 
beyond.

CWA Mobilization Kicks off at CWA Convention
The following resolution was adopted by the delegates to the 50th CWA convention held 
in New Orleans in August, 1988
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CWA, like most unions, was organized on 
the basis of member in volve ment. Fun-
damentally, a union’s power at any point 
in time is nothing more than the total 

energy and support of its members who can be 
mobilized.

Yet, during the last few decades there has been 
an increasing tendency to view “individuals” 
(experienced, bright union leaders) as the prob-
lem fixers. We became too reliant on the crafty 
union negotiator, the clever chief steward, the 
effective local president to solve our problems. 
We can no longer solely rely on grievances, ar-
bitrations or labor laws to achieve workplace 
justice. 

The basic premise of mobilization is that we 
must return to our roots and commit to a 
strategy that rests on increasing our power 
through membership education and involve-
ment.

Mobilization of our members is the strategy for 
achieving our three major goals. 

1.  Contract negotiations and enforcement, and 
resolution of workplace issues;

2.  Effective community and political action; 
and,

3.  Organizing new members in new bargaining 
units and building our membership in current 
units to increase our power through addition-
al members.

These goals make up the sides of the CWA Tri-
angle: representation, community/ political ac-
tion, and organizing. Each side must be strong to 
support the others. A weakness in one weakens 
the others.

Why Mobilize?

This cartoon was used in CWA’s first national contract 
mobilization campaign in 1971. 50,000 local CWA leaders 
(one for every 10-15) joined the Task Force ’71 and led 
training sessions, posted informational posters in the 
workplaces, passed out bargaining leaflets and engaged 
the members in actions. Task Force members wore 
“small potatoes ’71” pins to identify themselves as key 
workplace mobilizers. The materials were produced and 
distributed out of the CWA Education Department. Well-
informed on the issues and mobilized months in 
advance, 400,000 members nationwide went on strike 
against the Bell System and obtained the biggest 
economic package ever negotiated in the industry.

“We plan to set the table right in ’71 and that doesn’t mean small potatoes.”
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First Contract Victory

230 CWA members in Essex,  
New Jersey who work for ARC  
(Association For Retarded Citi-
zens) obtained their first union 
contract through direct action 
and solid mobilization. Prior to 
the workers forming a union, the 
ARC management had a “my 
way or the highway” style of 
managing. But through mobilization the workers were 
able to tip the balance of power and win an excellent 
first contract. 

The workers, who provide direct care for clients in group 
homes or day programs, first came to CWA in August 
2002. They were paid poorly and treated even worse. In 
December 2002 the group voted 102 to 19 for CWA.

In February 2003, bargaining began with ARC, a 501c3 
organization which receives 95% of its funds from the 
State. Throughout the contract negotiations workers 
participated in a solidarity day every payday by wearing 
T-shirts, buttons, and stickers. In June, they started turn-
ing up the heat on slow moving negotiations by picket-
ing ARC’s main office in Livingston and hand billing ARC 
Board members on the status of negotiations. 

In July, the workers each called the main office to ask 
why management had received a big raise while workers 
were being offered so little at the bargaining table. In 
June and July every solidarity day had a theme that kept 
the workers focused on contract issues and showed 
management an increasingly united and determined 
workforce.

In September ARC workers made it clear that there 
would be no safe haven for management and hand 
billed their annual golf tournament fundraiser. All golfers 
received a bag of golf tees with a leaflet explaining the 
ARC workers’ fight for a fair contract. Management’s re-
sponse was icy, but we saw movement at the table. 

After making progress on non-economic issues, man-
agement rejected the union’s wage proposal and re-
minded the union bargainers that the workers knew 
these were low paid jobs when they took them and 
suggested they go work elsewhere if they didn’t like it. 

When this management response got back to workers 
they started mobilizing for a strike. 

Workers started wearing “I’m ready to walk” buttons and 
talking openly to each other about striking. 

CWA sent a letter to all ARC donors explaining the status 
of bargaining and management’s response to a just pay 
increase. A similar packet of material was sent to the Es-
sex County ARC Board a week before their scheduled 
meeting. The board is composed of parents, community 
leaders, legislators and management representatives. 
The night of the board meeting, ARC workers were there 
to greet them and were elated to see many carrying the 
orange information packet mailed to them by the union. 

Peeking in through glass doors and windows, it was 
clear that the Board was discussing the information 
packet with management. This was a decisive moment 
in their fight for a just contract. 

The next day, management called and said they wanted 
to talk money. While management prepared a wage of-
fer, the workers prepared for a pre-strike rally. 

The bargainers met at the same time the rally took 
place. Speaker after speaker voiced their support for the 
ARC workers and promised to stand with them. 

That night an agreement was reached at the bargaining 
table that included significant pay increases, duty-free 
lunches, a grievance and arbitration procedure, a cloth-
ing allowance, health and safety language, respect lan-
guage and much more. 

There was no doubt who had obtained this contract—it 
was the actions and solidarity of the 230 CWA members.



Officers/Stewards  
Set Up Shop In Worksites

Every day is a Union Day in Local 6171, but the third 
Thursday of the month is when the officers and stewards 
of the Local set up tables at various worksites to  
organize new workers and mobilize members around 
workplace issues. They wear red shirts, do raffles, distrib-
ute literature and answer any questions workers may 
have. “It’s a great way to make the Union visible and for 
the workers to get to know the Union officers and stew-
ards,” explains Local 6171 President Mike Simmons.

The Local recently arranged a Health Fair at the Verizon 
call center. Union officers and stewards were there to 
guide the CSSC workers through the many health care 
vendors and to answer any questions or concerns. “The 
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WhAt IS MObILIzAtIOn?
Mobilization is an information/action program 
which allows every member to play a positive 
role in improving working conditions and 
building a strong voice at work. Mobilization 

CSSC folks had the opportunity to get their blood pressure 
checked and other health care issues addressed, and we 
signed up new members. A healthy atmosphere all around,” 
observed Executive Vice President “Bugsey” Smith.

allows us to systematically, through a structure, 
educate members on issues and achieve a high 
level of participation in collective actions. The 
foundation of mobilization is the workplace 
structure which allows the union to communi-

WORKPLACE structure
Structure means setting in place the workplace structure to effectively 
communicate with each other, face to face, one-on one

COLLECtivE ACtiOn
Once we understand the issues, we 

can become actively involved in 
collective actions to win changes.

EDUCAtiOn
through our workplace structure we can 
educate ourselves about issues that 
confront us and what we can do about 
them as a union.

MOBiLiZAtiOn
Mobilization is a 
continuous process 
of workplace  
structure, education 
and collective 
action.



CWA MOBILIZATION MANUAL4

cate one-on-one, worker-to-worker, with every 
single member in a short period of time. With-
out a good structure, you won’t be able to do 
one-on-one effectively, and without one-on-
one, you won’t get high participation in collec-
tive actions.

Mobilization is a continuous process of:

1.  Structure (in workplaces)

2. Education/Knowledge

3. Collective Action
Chapters two, three and four discuss each of 
these mobilization components in more detail.

ChAptER SUMMARy
The basic premise of mobilization is that we 
must return to our roots and commit to a strat-
egy that rests on increasing our power through 
membership education and involvement.

Mobilization is a continuous process of structure, 
education and collective action. We need to con-
tinuously go back and strengthen the workplace 
structure so we can effectively educate workers 
and carry out collective actions that make a dif-
ference.



CWA MOBILIZATION MANUAL 5

2

In order to have a successful mobilization, 
you must first set up a workplace structure 
that allows the local leadership to communi-
cate quickly and effectively with each mem-

ber. This is the structure component of mobili-
zation.

To establish this structure, you will need a Local 
Mobilization Coordinator, who will coordinate, 
train and keep track of the local mobilization 
effort. In addition, the local will need one 
Building Mobilization Coordinator for each 
work location and one Work Group Mobiliza-
tion Coordinator for every 10-20 workers at 
each location.

Every CWA District has a District Mobilization 
Coordinator—in addition to your Staff Repre-
sentative—who can provide training, resources 
and assistance. You should use your District Mo-

Workplace Structures

bilization Coordinator as a resource and also 
keep him/her informed about your mobilization 
activities.

The mobilization structure should be set up so 
that:

1.  Every member can be contacted one-on-one in 
a relatively short period of time.

2.  Written materials can be distributed to and 
collected from every member in every work 
location in a short period of time.

3.  A high level of participation can be achieved 
in collective actions.

Your workplace structure must be committed to 
paper, listing the names of each building coor-
dinator and every work group coordinator. In 
addition every work group coordinator must 
have the names of the 10-20 co-workers they 

In 2000 Cingular opened a call center in Lubbock, 
Texas, which by 2003 had 1350 workers. The center 
takes inbound calls from Texas, Missouri, Oklahoma, 
Arkansas and Kansas. Like most call centers turnover  
is very high and the Local union has to be constantly 
rebuilding support and membership in order to  
remain strong. 

Two days a week, Chief Stewards set up a CWA table in 
the cafeteria and break rooms to talk to new workers 
and sign them up into the Union. “I tell them we work 
with the company as much as we can. I explain CWA 
and Cingular have the same goals, that is, we both want 
to see the company profitable—it’s just that we have 
different ways of getting there and we don’t want to 

see them getting trampled on by Cingular,” explains 
Chief Steward Kenneth Marley.

The negotiated one-hour new employee orientation 
provides another opportunity to organize the new hires. 
Chief Stewards meet with each new group on the clock, 
giving them a membership card, a copy of the contract 
and their Weingarten rights. They answer questions and 
collect the membership cards at the end of the session. 
Marley reports that about 60% of the new employees 
join the union in orientation. “With the average age in 
the call center 23, most of the workers don’t see this job 
as a life-long career. The turnover rate is around 40%, so 
internal organizing is a never-ending job,” President 
Jack Maxey, Local 6203, points out.

Keeping the Union Strong At Call Center A Weekly Challenge



are responsible for contacting. If the structure 
is not on paper it is not an effective structure. 

hOW tO SEt Up A  
LOCAL MObILIzAtIOn StRUCtURE
1.◆ A Local Mobilization Coordinator is appointed. 

This person is the key to the success of your mo-
bilization effort. It should be someone who is 
well-organized and able to communicate well 
with people. The Local Coordinator is responsi-
ble for setting up the mobilization structure in 
each building location, establishing a calendar 
of mobilization activities and coordinating fol-
low-up on all mobilization education and collec-
tive actions. (If you have more than one bargain-
ing unit in your local you may need more than 
one Local Mobilization Coordinator.)

2.◆ Begin by compiling a list of all work locations 
where the local has members.

3.◆ Recruit one Building Mobilization Coordinator 
for each work location.

4.◆ Bring together all the Building Mobilization 
Coordinators. The meeting should include a 
review of what mobilization is, why it is impor-
tant, their roles and responsibilities and the 
importance of the mobilization structure.

5.◆ Building Mobilization Coordinators recruit 
Work Group Mobilization Coordinators, one 
for every 10-20 members. 

6.◆ Each Building Mobilization Coordinator 
should bring together all their Work Group 
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LOCAL MObILIzAtIOn StRUCtURE ChARt

Local Mobilization Coordinator
(one per local)

Members
(contacted and engaged in discussions on issues and asked to support and  

participate in actions)

Work Group Mobilization Coordinator
(one for every 10-20 workers in buildings with more than 20 workers)

building Mobilization Coordinator
(one per worksite location)

Note: Every work location must have a Building Mobilization Coordinator. In work locations with only a 
few workers (10-20), there is no need to have a Work Group Mobilization Cordinator—the Building 
Mobilization Coordinator can do the one-on-one contacts.
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The District 4 Mobilization Institute is a two-day train-
ing that has been held since 1997 at least once a year 
and frequently several times a year. Over 400 Local  
officers and activists have attended the Institute since 
its inception. The Institute agenda includes a discus-
sion on where power comes from and its effective-
ness, building mobilization structures in workplaces, 
one-on-one communications and strategic action. 

“I started the Institutes to institutionalize mobilization 
into the culture of the District. I wanted membership 
mobilization to be a way of life here in District 4. I  
wanted to get to the point where we would never think 
of going into bargaining without solid mobilization 
structures in each worksite and a mobilization plan,”  
explains Vice President Jeff Rechenbach.

“Even as a long-time union officer I found the Institute 
very helpful to understanding how important pre-
paration and strategy are to the mobilization process,” 

commented Billy Martin President Local 4108 adding 
“Its not just about actions, leaflets and red T-shirts.”

Sometimes the Institute focuses on specific bargaining 
units, such as the October 2003 SBC Mobilization  
Institute held six months prior to SBC contract expira-
tion. At this session, in addition to the regular Institute 
topics, a train-the-trainer session was held on key  
bargaining issues, the industry and CWA. “The bargain-
ing issues training gave me the tools to get our  
members more informed and involved than ever  
before,” commented Local 4302 Secretary Peggy Griffin. 

 But it doesn’t end when the Institute is over. “In  
the regular Institute we have a three month follow  
up for those who go through the Institute. For the 
specific bargaining unit Institutes we agree on a 
timeline for activities and track them. Follow up is 
key,” explained Seth Rosen, the District Mobilization 
Coordinator. 

District Mobilization Institute trains over 400

Mobilizers to review the items outlined in Step 
4. This can be done in brief worksite meetings.

7.◆ The Local Mobilization Coordinator must fol-
low up to make sure every workplace and ev-
ery member is reached. Determine the level of 
participation you are getting on actions in 
each work location. Speak and meet with 
Building Coordinators periodically.

Duties of Local Mobilization  
Coordinators
The Local Mobilization Coordinator is the con-
trol center for all mobilization activities in the 
local. Everything involving mobilization should 
flow through the coordinator.

He/she is initially responsible for setting up the 

mobilization structure in each work location. 
The first step is to recruit a Building Mobiliza-
tion Coordinator for each building. Next, the 
Local Coordinator must bring together the 
Building Coordinators and explain the whys 
and whats of mobilization and their roles and 
duties. He/she is also responsible for maintain-
ing the structure and should continuously keep 
alert to possible gaps or holes within each bar-
gaining unit.

The Local Mobilization Coordinator is responsi-
ble for maintaining mobilization activities, in-
cluding one-on-one education campaigns and 
collective actions throughout the year. Issues to 
mobilize around will naturally arise from Build-
ing Mobilization Coordinators, local officers, 
stewards and committee chairs, although they 
may not think about mobilizing around the issue 
until you suggest it.



Duties of building Mobilization  
Coordinators
The Building Mobilization Coordinators have 
overall responsibility for bringing mobilization in 
their building. They are responsible for recruiting 
enough Work Group Mobilization Coordinators 
to carry out the face-to-face contacts—one for 
every 10-20 workers. They are also responsible for 
explaining mobilization to Work Group Coordi-
nators and distributing and reviewing the Mobi-
lization Plan, issue flyers, buttons, petitions, etc., 
needed for the one-on-one contacts.

Lastly, the Building Mobilization Coordinator is 
responsible for assessing the level of participa-

tion in each activity and making sure there are 
no gaps in the mobilization structure in their 
building.

DUtIES Of WORK GROUp  
MObILIzAtIOn COORDInAtORS
(In buildings with more than 20 workers)
Work Group Mobilization Coordinators are re-
sponsible for contacting 10-20 co-workers on 
mobilization issues and collective actions. Each 
workgroup coordinator should be given a list of 
workers he/she is responsible to contact. Work 
Group Coordinators should keep track of their 
one-on-one contacts and report members’ com-
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GEttInG StARtED WORKShEEt

Local Mobilization Coordinator ____________________________________________________________________________________________________________________________

        Work Group
  Contract  number of building  number of Members  Coordinators needed
  (bargaining Unit)  Locations  in buildings  (# of members ÷ 20)

  1.   ____________________________________    ____________________________________   ____________________________________   _____________________________________

  2.   ____________________________________    ____________________________________   ____________________________________   _____________________________________

  3.   ____________________________________    ____________________________________   ____________________________________   _____________________________________

  4.   ____________________________________    ____________________________________   ____________________________________   _____________________________________

  5.   ____________________________________    ____________________________________   ____________________________________   _____________________________________

  6.   ____________________________________    ____________________________________   ____________________________________   _____________________________________

  7.   ____________________________________    ____________________________________   ____________________________________   _____________________________________

  8.   ____________________________________    ____________________________________   ____________________________________   _____________________________________

  9.   ____________________________________    ____________________________________   ____________________________________   _____________________________________

  10.   ____________________________________    ____________________________________   ____________________________________   _____________________________________

Once you have completed this worksheet, you need to build a mobilization structure in each of your 
bargaining units. Start by recruiting a Building Mobilization Coordinator for each building location and 
bring them together for a briefing/meeting.
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ments and feedback on the issue and activity to 
the Building Coordinator.

nO tIME fOR StRUCtURE bUILDInG
There is a tendency to skip the somewhat tedious 
task of setting up a mobilization structure and go 
directly to collective actions. However, our expe-
rience shows that organizing the internal local 
structure is, in fact, the most important part of 
the mobilization program. It is the foundation 
upon which all else is built. It is also what often 
takes the most time.

Once the structure is in place, it must be kept 
current through a continuing process of review-
ing and renewing the structure.

ChAptER SUMMARy
The key to effective membership mobilization is 
a workplace structure which is committed to 
paper.

A successful mobilization structure allows:

K◆ Every member to be contacted one-on-one in a 
short period of time

K◆ Written materials to be distributed and col-
lected in every work location

K◆ Meaningful one-on-one discussion of issues

K◆ A high level of participation in collective ac-
tions

Local Mobilization Coordinators lead the over-
all program and oversee structure; Building 
Mobilization Coordinators oversee their loca-
tions’ mobilization; Work Group Mobilization 
Coordinators work/talk one-on-one with mem-
bers.
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Education is a vital component of mobiliza-
tion. The reason is simple: if workers don’t 
understand the issue or how it affects 
them, they will be less willing to get in-

volved in workplace actions. The primary vehicle 
for education is through one-on-one, worker-to-
worker contacts. Education can also be done in 
worksite, stewards or lunchtime meetings.

The mobilization structure discussed in Chapter 
2 is used to deliver one-on-one education on is-
sues. The education is carried out by the Work 
Group Mobilization Coordinators, who discuss a 
specific issue one-on-one with 10-20 workers 
over a short period of time. Usually these con-
tacts are brief (5-10 minutes), but the mobilizer 
often leaves the worker with an education piece, 
which contains information on the subject. The 
coordinator may also ask the member to join an 
action in support of the issue, for example, to 
wear red, sign a postcard, tap a pencil, etc.

Education

EDUCAtIOn MAtERIAL (Issue flyer)
Provides substantial information and insight on 
a particular subject to help members better un-
derstand the issue and the need to mobilize.

Sometimes the education piece will explain in 
depth a workplace or bargaining issue, other 
times it will explain a strategy like working be-
yond contract expiration or card check. If the 
subject is complicated or new to members, more 
than one piece will need to be developed and dis-
tributed.

how to prepare an Issue flyer
The two questions to ask yourself when prepar-
ing an issue flyer are:

1◆ What are the three most important things 
about this issue that members need to know?

2.◆ How can I say it so it will have meaning for 
members?



The issue needs to be presented in a manner that 
helps members see that it affects them or some-
one just like them and consequently may affect 
them in the future. The more personal you can 
make the issue the better. Make it real by using 
concrete examples. Members need to connect 
the issue to their everyday lives. Give your mem-
bers a reason to care about this issue.

Consider yeah buts….
Sometimes with a complicated issue or a new tac-
tic you might consider preparing a yeah buts… 
piece. Such a piece spells out questions or objec-
tions which members may raise in the workplace 
and provides responses. It is a question-and-an-
swer piece, which helps prepare mobilizers for the 
one-on-one contacts. Sometimes locals find yeah 
buts… so helpful in addressing concerns that they 
distribute them to all members. Don’t shy away 

from the difficult questions/objections—those 
will tend to be the most useful and on target.

LOCAL nEWSLEttERS OR bULLEtInS 
CAn SUppORt MObILIzAtIOn
(Consider Sending bulletins via E-mail 
to Members)
Members look to their local newsletter for in-
formation about local issues and activities. Al-
though the newsletter and mailings are no 
substitute for one-on-one mobilization, they 
can be used to complement and reinforce mo-
bilization, especially the education component. 
They are a perfect stage to educate members on 
issues, which are important, and to explain 
why the local is mobilizing and how everyone 
can participate.

CWA◆MOBILIZATION◆MANUAL12
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The best way to get someone concerned about 
something is to explain the issue and show them 
why it’s important to them. People care about 
what affects them and their lives. Personalize the 
issue. Give specific examples of how the issue 
has affected their co-workers who are just like 
them. Consider putting out a bulletin via e-mail 
to members. This can be a great way to keep ev-
eryone informed. For more on this, see the chap-
ter on e-mails and websites. 

OnE-On-OnE COntACtS
1.◆Introduce yourself.

2.◆Make eye contact.

3.◆ Contact at right time. Do not contact an em-
ployee during normal working hours—catch 
them during break, lunch, or before or after 
work when they don’t seem rushed for time.

4.◆ Be yourself. Smile, relax, use the kind of lan-
guage you use every day.

5.◆ Have some piece of information (the education 
piece) to give to the worker to break the ice.

6.◆ Be polite. If a worker refuses to talk to you, 
don’t get into an argument; tell the person 

CWA◆MOBILIZATION◆MANUAL14

California Court Interpreters  
Win Employee Status

In 2000, 99% of the California Federation of Interpreters 
in Southern California voted to join CWA and TNG-CWA 
Local 39521. They followed the lead of the Northern Cal-
ifornia court interpreters, who had affiliated with TNG-
CWA Local 39521 the previous year. Together the group 
represented about half of the 1,300 certified and regis-
tered court interpreters in the State.

Although they now had a union they still did not have 
the right to collective bargaining. 

The courts had for years classified them as “independent 
contractors” when in fact they functioned as employees. In-
dependent contractors by definition do not have the right 
to engage in concerted activity or bargain collectively. 

Together the group set out to get reclassified and de-
mand collective bargaining. “As court interpreters we 
don’t set our own hours, we don’t set our own pay rates 
and we don’t work independently. We are supervised 
and controlled by the court,” explains Uri Yaval, then 
President of the California Federation of Interpreters, the 
organization that affiliated with TNG-CWA 39521. “Obvi-
ously we are court employees in all but name.”

The local held 14 meetings around the State to educate 
and mobilize current members and organize the others. 
Petitions were circulated at these meetings and else-
where and presented to legislators with the demand to 
be reclassified. 
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With the assistance of CWA District 9’s legislative and 
lobbying team, the interpreters were able to get  
Senator Martha Escutia, Chair of the Senate Judiciary 
Committee, to sponsor a bill reclassifying court  
interpreters. CWA drafted the bill and negotiated over 
the language with the Judicial Council of California for 
two years. But finally, the Trial Court Interpreter  
Employment and Labor Relations Act, Senate Bill 371, 
was introduced, establishing an employment system for 
court interpreters with organizing rights and job  
protections. 

CWA District 9 launched a major lobbying effort to get 
the bill passed through the California Assembly and  
Senate. It would be an uphill battle, as California was  
descending into the worst budget crisis in state history 
and the governor was trying to reduce, not expand, the 
number of employees on the state payroll. 

The interpreters painstakingly built a coalition of groups 
to support the bill—immigrant rights, civil rights, prison 
reform, District Attorneys, Public Defenders, APALA  
and other labor organizations. Letters of support were 
collected from each group and presented to legislators. 
Interpreters teamed up with CWA staff and made  
countless visits to legislative staff and legislators. In  
addition a massive postcard campaign targeted key  
legislators. 

In late August the bill was passed by both houses of the 
legislature and sent to the Governor’s desk. Now CWA’s  
focus turned to getting Governor Davis to sign the bill 
buried in a pile of hundreds of bills on his desk. Court  
interpreters sent more than a thousand letters and cards 
to the Governor and CWA held meetings with the  
Governor’s staff and the Department of Finance repre-
sentatives. Thousands of e-mails were sent to the Gover-
nor through the CWA e-activist alert. The interpreters 
waited anxiously for weeks after the Assembly passed 
the bill. Finally, one day before the deadline and because 
of constant pressure, the Governor signed the bill. Cali-
fornia court interpreters became employees in July 2003. 

“This bill represents a historic change for this profession. 
Interpreters who have worked for 10 to 20 years, full-
time, with no rights and no benefits became entitled to 
a position with the court and now have the right to ne-
gotiate a fair contract with all the basic benefits that 
other court employees take for granted,” says Silvia 
Barden, President of the California Federation of Inter-
preters and member of the legislative team.

Since the Bill passed, more than 500 new members 
joined TNG-CWA through card check recognition (which 
was included in the bill). Interpreters are now electing 
bargaining committees and on the road to negotiating 
their first contract.

you’ll catch them another time (do follow up).

7.◆ Be frank. If you get a question that you can’t 
answer, don’t try to bluff. Tell the person you 
will try to get the answer for him or her.

8.◆ Don’t preach. You should talk about the issue 
to help lead the person to his/her own conclu-
sion after presenting the facts. This is a much 
more effective approach than a “hard sell.”

9.◆ Listen. This is the most important thing you 
can do. Listen to what the worker says—it will 
give you insight into their particular concerns 
and objections. Meaningful discussion of key 
issues at the worksite is as important as any 
other result.

ChAptER SUMMARy
K◆ Education is vital to making mobilization 

work—if workers don’t know or understand 
the issues, strategy or tactic, they won’t be mo-
tivated to participate in collective actions.

K◆�It’s important to take the time to engage in one-
on-one discussion on issues with members.

K◆�Discussion is essential if our union and locals 
are to build and grow on real member involve-
ment.
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Collective actions can be anything from 
wearing red, standing up on the job, hand-
billing major customers, attending stock-
holders meetings or countless other actions.

Collective actions build on the one-on-one edu-
cation and issue information. They give mem-
bers a chance to do something visible on the is-
sue, to send a message, take a stand.

DIffEREnt KInDS Of ACtIOnS 
There are different kinds of actions; each has a 
purpose in a campaign. Some actions require all 
members to participate; other actions require a 
small group. Still others require only 2-3 people. 

All actions are intended to increase the pressure 
on management and to contribute to the resolu-
tion of the issue.

Below are the major types of actions CWA uses 
in a campaign. All are important and should be 
used in the tougher fights. Keep in mind that we 
escalate to the more confrontational actions.

1.◆ Solidarity Actions in the Workplace 
  These actions allow all members at work to 

participate directly and collectively in an activ-
ity and experience the rush and strength of 
solidarity. Examples include wearing red, stand-
ing up at the same time, walking in or out of 
the workplace together, working to rule, etc.

Collective Actions



  The main purpose is to send a message to 
management, a clear message that the work-
ers are united, to increase pressure on man-
agement to resolve the issue.

2.◆Special Event Actions
  These actions require a group of 20-500 activ-

ists, depending on the event, to handbill and 
be visible at special employer events. Exam-
ples include stockholders meetings, profes-
sional baseball games on employer night, 
award dinners for top executives, etc.

  The main purpose is to show management 
that no matter where they are, CWA will be 
there sharing our views of the struggle and 
the employer’s behavior. The fact that they 

can’t get away from the conflict adds to the 
pressure and their desire to resolve the matter.

3.◆External Target Actions
  These actions frequently require a smaller 

group of activists willing and comfortable 
with more confrontational activities. Exam-
ples include handbilling major customers, 
picketing at homes of top executives, Board 
of Directors, etc.

 The main purpose is to get those who have in-
fluence with the employer to push for resolution of 
the issues in order to get rid of the picketers. 

4.◆ Revenue Impact Actions
  These are actions that impact on revenue. 

CWA◆MOBILIZATION◆MANUAL18

SOLIDARITY
ACTIONS

                                                                                      Strike
                                                                                 Inside tactics/Work to Rule
                                                                            Sick Days
                                                                      boycott product
                                                                 phone Call-Ins
                                                           picket Executives’ homes

                                                   March into Work together
                                             Lunchtime Rally
                                       One Minute Stand Up on the Job
                                 petition
                           buttons, balloons
                    postcards to Employer
               Same Color t-Shirts

            Pressure on the employer should increase or escalate with each action. P
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ACTIONS



Delta Airlines management 
sent a memo to Atlanta-based 
flight attendants inviting them 
to help decorate the holiday 
tree in the International 
Lounge by “bringing in an or-
nament…that reflects the cul-
tures and personalities working 
within our base… Everyone 
can enjoy the tree and the 
sharing of goodwill…” Imagine 
management’s surprise when 
the flight attendants organiz-
ing committee hung blue, gold 
and silver ornaments painted 
with FAIRNESS, HONESTY, RE-
SPECT, SOLIDARITY, UNITY, 
BROTHERHOOD, and A BETTER 
WAY on the tree.

 The next day the flight atten-
dants returned to the lounge 
to find the tree stripped bare of 
the beautiful ornaments. Man-
agement complained that they 
were a “group” promoting a 
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cause and that only “individuals” 
were invited to hang ornaments 
on the tree.

 So, under the watchful eye of su-
pervisors, and armed with twice as 
many ornaments, “individuals” 
hung the bright blue, gold and sil-
ver balls proclaiming  UNITY, RE-
SPECT etc., 

Again, the flight attendants re-
turned to find the ornaments 
gone. Apparently Delta manage-
ment did not want to be remind-
ed of such values as “Fairness,” 
“Honesty,” or “Respect,” much less 
“Unity” for the workers. 

In an e-mail to Delta management, 
a member of the organizing com-
mittee noted, “You invite us to 
decorate the tree. Your team voic-
es no objections as we do so. In-
stead, you wait until we leave the 
lounge, then take the decorations 

down. We comply with your ob-
jections and “individually” redeco-
rate the tree while your supervi-
sors silently observe us. Then you 
take our ornaments down again. Is 
this a demonstration of the “shar-
ing of goodwill” you spoke of in 
your memo?”

Any Season is the Reason to Mobilize…

 The main purpose is to get top management to 
focus on the issues and talk seriously about a just 
resolution. 

ESCALAtInG ACtIOnS
Collective actions should be planned so as to in-
crementally escalate pressure on the employer. 
The longer the issue is not resolved, the more 
confrontational the collective actions. In most 
cases, you will want to begin with non-confronta-
tional solidarity actions and escalate if there’s no 
positive response from management.

The union intensifies the actions and ups the 
stakes at each level. The collective actions in 
the following list are offered as examples.

I.  Solidarity Actions
1.◆ Wearing Single Colors or a Ribbon
  On certain days everybody wears the same 

color to work until contract settlement. This 
technique has been used very effectively with 
many of our employers. You can also get col-
ored ribbons printed with a slogan and have 
workers wear the ribbon every day to work un-
til the issue (or contract) is resolved. Both tac-
tics show the employer the workers are united. 
It’s good for morale when workers see the 
depth of the union’s support. It’s inspiring to 
witness a sea of red clothing in a plant or office.

2.◆Balloon Days
  Hand a helium balloon to workers on the way 

in to work in the morning. Ask members to 



tie them to their desks. To add to it: at a cer-
tain time pop all the balloons. Print a slogan 
on the balloon, for example, “(name of em-
ployer) is full of hot air.”

3.◆Health Care Action Days
  Everyone wears bandaids, canes, crutches, 

bandages, eye patches, and the like to work. 
Slogans for T-shirts or signs could include 
“Cutting Our Health Benefits is a Sick Idea”— 
“We’re Sick Over (name of employer)’s At-
tempt to Cut Our Benefits.”

4.◆Postcard/Petition/Pledge Card Campaigns
  Every worker signs one at the workplace. Plan 

a moment of consciousness when everybody 
stops work and signs a card. Raise the stakes 
and produce a petition/postcard/pledge card 
that can be used in the community or with al-
lied groups. Then every worker agrees to sign 
up 5-10-20 supporters per week.

5.◆ Holiday Activities
  Bring a cornish hen to your employer for 

Thanksgiving—“We Couldn’t Afford A Turkey.” 
Dress someone as Santa and symbolically give 
your employer coal for Christmas. Organize an 
Easter Parade with everyone dressed in rags — 
“They’ll Be No Bonnets This Year: We Can’t 
Afford Them.” Think about activities for Labor 
Day or May Day. In general, using the holiday 
theme is a good way to get your message out in 
a creative, eye-catching manner.

6.◆ Mass Starts 
 Everyone waits outside the workplace door 
and walks in together at the beginning of a 
shift/work day. You may want to serve refresh-
ments and sing union songs while the group 
gathers.

7.◆ “Lunch With A Bunch”—Noontime Work-
place Picketing

  Aside from just having your members hold a 
lunchtime picket line, invite other organiza-
tions—make it a rally. If it is a convenient lo-
cation, lots of people can come during their 
lunch breaks. Consider holding a news brief-
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CWA has successfully mobilized 
member resources to fight 
excessive and outrageous 
executive pay and greed by 
supporting stockholder 
resolutions requiring shareholder 
approval on excessive golden 
parachute and severance 
agreements for top executives.  At 
Sprint and Verizon, CWA members 
mobilized their savings and 
retirement accounts, union 
pension funds and public pension 
funds to support the passage of 
these proposals filed respectively 
by the Amalgamated Bank, a 
union-sponsored bank, and a 
retiree organization. With CWA 
support, these proposals received 
more than 60% of the votes cast 
and were later agreed to by the 
boards of the two companies. 

At Verizon Communications and 
Knight-Ridder, CWA filed 

CWA Mobilizes behind Stockholders Resolutions to Confront  
Excessive Executive Compensation

stockholder resolutions 
demanding that executive stock 
options be included in the 
companies’ income statements. 
Although stock options make up 
the largest portion of top 
executive’s compensation, they 
are not listed as expenses in the 
financial statements, unlike 
salaries and bonuses, which are. 
Including stock options as  
expenses affects total earnings.  
Because of CWA’s mobilization as 
well as public and media 
coverage on the issue, Verizon 
announced they would begin 
expensing options. All other 
major CWA communications 
employers followed suit shortly 
thereafter. 

At Knight-Ridder, the TNG-CWA  
proposal to expense options won 
49.8% support among 
shareholders. Attending the 

shareholders meeting were TNG-
CWA activists and Vice President 
Linda Foley. During the meeting 
Foley proposed a meeting with 
Ridder on issues of common 
interest.  Ridder agreed. The 
meeting proved useful in re-
establishing a relationship with 
the top corporate decision 
makers. 

 “Shareholder resolutions and 
activity at shareholder meetings 
give us a chance to put our point 
of view before absentee 
shareholders who may not be 
aware of what’s hap pening in the 
workplace. When substantial 
numbers of shareholders choose 
to side with us and against their 
management, it sends an 
extremely important message 
about whom they trust—the 
workers or management,” 
explains Vice President Foley.

ing in conjunction with the event—have work-
ers tell their stories to the media.

8.◆Stand Ups
  Everyone at a workplace stands at the same 

time [use the slogan, “Stand Up to (name of 
Employer)” or, if your members stand on the 
job, have everyone sit at the same time. Or be 
a little more daring: have members set watches, 
palms, etc., to go off at set time alerting all to 
stand.

9.◆Return Employer “Trinkets”
  Members collect and return en masse all the 

trinkets (mugs, key chains, T-shirts, etc.) they 
have been given by employer as a sign of be-
ing unhappy with proposed “givebacks.”

II. External target Action

10.◆ Ask Public Officials for Support
  Bring large groups of your members to visit 

elected officials who can affect your issues. 
Have briefing sessions with elected officials. 
Do not assume they understand or even know 
about your fight. Ask them to publicly sup-
port the union campaign by sending a letter 
to the employer or signing on to a statement.

11.◆ Sit-Down in Public Space
  How many public workers does it take to 

jam up a workplace? Local 1082 effectively 
used “sleep-ins” in a contract battle. Workers 
brought sleeping bags and refused to leave 
the building. CWA activists in Ohio staged a 
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CWA members who work at the New Era plant in Derby, 
NY manufacture caps. Not just any caps but high quali-
ty caps for major league teams and colleges. Decimated 
by layoffs yet determined to win a fair contract 215 
CWA members went on strike July 15, 2001 and stayed 
out until June 28, 2002 when they ratified a new con-
tract. This is the story of a small but united and commit-
ted group of union members fighting to keep their 
union. This is a  
story about a group of workers and their leaders who 
understood that to win they had to stay strong but 
they also needed to identify pressure targets and enlist 
the support of the community, activists groups and 
elected officials. 

The local with the help from the National union ran a 
textbook corporate campaign. Staying strong and esca-
lating pressure on the employer by engaging in as 
many arenas as possible. A key ingredient was the in-
formed membership as well as identifying that a signifi-
cant portion of New Era revenues came from exclusive 
contracts with Universities for the manufacture of caps 
and targeting these. The  
campaign included:

K  Workplace solidarity actions such as wearing red, or 
black.

K  Community outreach, leaflets at malls, grocery stores 
and local businesses explaining New Era’s treatment 
of workers. 

K  Outreach to other CWA locals and AFL-CIO unions in 
the area. 

K  Large and spirited rallies at New Era Headquarters in 
New Derby. Other CWA locals as well as other AFL-
CIO unions in the area attended. 

K  A fax, email and call in campaign to New Era owner 
by supporters.

K  Newspaper, radio and T.V. interviews on the struggle.

K  Radio spots and print ads in Buffalo area.

K  A solid 12 month strike

K  A proclamation passed by the Erie County legislature 
urging the company to settle their labor dispute and 
rehire the workers laid off in Derby. The proclama-
tion was sent to the governing bodies of the profes-
sional baseball, hockey , basketball, football, hockey 
and little league asking them to contact the compa-
ny and voice concern over its treatment of the work-
ers. 

K  A 10 page report by United Students Against Sweat-
shops (USAS) a member of the Buffalo Jobs with  
Justice. The report noted a grueling work pace, 
stepped up quotas and high incidences of repetitive 
motion  
injuries and blatant union busting. The students  
released their report to University campuses and the 
media. USAS represents activists on 150 campuses  
including about 60 which purchase New Era apparel. 
The report was posted on the USAS website with 
sample letters activists could send New Era owner 
Chris Koch and university administrators, sample res-
olutions and press materials. 

K  Rallies on 15 college campuses organized by Jobs 
with Justice and USAS. 

A Small, Smart and United Local Runs A textbook Corporate Campaign Against  
new Era Caps
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sit-in at an NCR building to protest the com-
pany’s anti-union attitude. They sat down in 
the lobby of the building and sang and 
chanted for several hours. It certainly got 
management’s attention.

III.  Special Event Actions
12.◆Informational Picketing
  Be imaginative. Don’t limit your picketing to 

just your place of employment. CWA mem-
bers hand billed at Mets, Yankees, Phillies 
and Pirates games on “Verizon Night” while 
working beyond contract expiration. CWA 
members involved in a battle with the Denver 
Post picketed the World Alpine Ski Champi-
onships because the Post was sponsoring the 
event. They also picketed Denver’s largest 
sporting goods store chain because the chain 
is the Post’s largest advertiser. New Jersey 
state workers picketed the state fair on open-
ing day when their employer, the Governor, 
was due there.

13.◆ Take the Issues to the Bosses
  Physically, wherever they may be. Picket 

their homes, offices, award ceremonies, 
etc. Make them understand the depth of 
our commitment to win justice on the job. 
CWA held “brunch at Babbio’s” every Sat-
urday during the Verizon East bargaining 
conflict. Members showed up at Larry Bab-
bio’s (President of Verizon Communica-
tions) home and had coffee with the neigh-
bors.

IV.  Revenue Impact Action
14.◆ During the strike against New Era Caps the 

local identified that a large revenue source 
for the company was derived from exclusive 
licenses with individual Universities. The lo-
cal through Jobs With Justice met with and 
was able to enlist the help of Students 
Against Sweatshops in their fight. The activ-
ist students along with JWJ publicized New 

K  Solid picket lines throughout the harsh winter and 
the frequent leafleting of outlets carrying New Era 
products. 

K  A dozen major university canceling exclusive market-
ing arrangements with New Era under pressure from 
USAS. 

K  A letter from Senators Charles Schumer (NY) and Ted 
Kennedy(MA) to Baseball Commissioner Bud Selig 
suggesting that the League needed to take a stand 
against the shabby way the company was treating 
its workers. 

K  Ratification of a new four year contract which ad-
dressed all the major issues- July 15, 2001. 

                                                        Once the strike 
                                                        was over the  
                                                        company reluc- 
                                                        tantly admitted 
                                                        that efforts   
                                                    by student  
                                            activists to  
                                      persuade universities to revoke 
licensing agreements had indeed cut deeply into reve-
nues. 

Local President Jane Howald credited the union’s mem-
bers who were determined to preserve  
their union as well as a coalition of community groups 
who supported the workers. “Long before the New Era 
contract dispute, Local 14177 was deeply involved in 
worker and community issues. That commitment creat-
ed a network of support that extended to student 
groups, religious and community activist organizations 
that rallied to the side of New Era’s workers when the 
crisis erupted.”

“We’re terrifically proud of this local and its  
leadership. They stuck together an toughed it out in the 
face of an unyielding employer.” declared sector Presi-
dent Bill Boarman.
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Era’s treatment of workers on campus, put 
pressure on administrators and ultimately 
got 15 of the exclusive contracts cancelled. 

  Sometimes the only way to get an employer 
to talk seriously about a just resolution is to 
impact the one thing he/she is sure to be 
focused on—revenue.

MObILIzAtIOn ACtIVIty  
pLAnnInG
Keep in mind that not all activities will apply to 
every circumstance. The keys are to:

1.◆ Understand what your members are willing to 
do. Don’t try to push people too far, too fast.

2.◆ Build a workplace structure and use it to let 
members know the when, where, how and 
why of the issues or campaign. Commit the 
structure to paper.

3.◆ Pay attention to details. It takes a lot of little 
things to put together a collective action—
how many balloons should be ordered? Who 
will deliver them to Building Coordinators? 
Who will blow them up? etc

4.◆ Build the amount of pressure, support and 
level of commitment with each action. Don’t 
play your best card first.

5.◆ Plan external actions that only 5% will do. 
Many actions outside the workplace require 
only a small percentage of members to be ef-
fective.

6.◆ Identify revenue targets and pressure points. 
Think through the purpose of an action. Will 
it build solidarity, increase pressure on em-
ployer? etc. 

ChAptER SUMMARy
Collective actions:

K◆ Allow members to participate directly in the 
process and increase solidarity.

K◆ Send a visible message that we’re united and 
serious.

K◆ Increase pressure on employer to resolve issues. 

K◆ Provide additional media coverage, which in-
creases community support.

Actions should be planned to incrementally es-
calate pressure on the employer or other targets.
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Collective bargaining is a power relationship. 
The unity of our membership is the most 
important source of power we have as a 
union. Contract mobilization is based on 

the truth that good contracts are won in the 
workplace, not merely at the bargaining table.

Mobilization in the workplace is one way to in-
form and involve every member in negotiations. 
It is also a way to minimize some of the anxiety 
and frustration members may feel as the contract 
expiration date approaches. A lot of the anxiety 
and frustration results from not knowing what is 
going to happen and not being able to do any-
thing about it. Through one-on-one contacts 
and collective actions, members are informed 
and able to actively participate and feel a part of 

Contract Mobilization Campaign

negotiations. In addition, the unit is in a stron-
ger bargaining position because of its involve-
ment and solidarity.

MObILIzAtIOn AnD bARGAInInG
Mobilization activities—whether they be one-
on-one education on issues, collection of bar-
gaining surveys or a 60-second stand-up action—
are all aimed to prepare for and support what 
happens at the bargaining table.

Local mobilizers provide the link between the 
negotiating committee and the membership, 
and are responsible for keeping members in-
formed and generating support for the union’s 
demands and positions at the table.

    negotiations      Contract
 preparation  begin                              bargaining    Expiration

 preparation:    Solidarity   One-on-one  Collective  Settle,
  setting up    actions   education  actions  inside
  workplace     on issues    tactics,
  structure,        or
 mobilization        strike
  plan

B A R G A I N I N G  T I M E L I N E

M O B I L I Z A T I O N  T I M E L I N E



IUE-CWA knew it was headed for a showdown when 
national bargaining with General Electric opened in 
May 2003. Assessing a corporate campaign that had 
been in place the past 
two previous contracts, 
IUE-CWA decided an ag-
gressive mobilization 
campaign targeted at lo-
cal union members was 
necessary. Two years be-
fore negotiations and uti-
lizing the experience and 
resources available since 
the merger with CWA, the 
union developed a 
3-hour education pro-
gram for local union lead-
ership. A pilot was held 
with staff and local union 
leaders before it was 
rolled out during Satur-
day teach-ins a year out 
from talks. 178 locals held 
2-3 hour training sessions for officers and activists on 
GE’s business plan, union density, bargaining issues 
and the importance of mobilization.
 
At the same time, local unions were putting together 
mobilization structures, including dedicated mobiliza-
tion coordinators.

The early preparation turned out to be key when IUE-
CWA faced an unusual contract strike over health care 
cost increases just five months before bargaining was 
to start. Two months prior, IUE-CWA distributed a series 
of leaflets, talking points and other materials explaining 
the health care issue and preparing members for a 
possible strike. 

On the picket line, in locations across the United States, 
in freezing weather in many places, for two days rank-
and-file members could all explain the issue at stake to 
the media. The strike energized the remaining mobili-
zation campaign. A massive proxy collection campaign 
was conducted for the first time through the work-
place mobilization structure around the GE shareholder 
meeting. Over six million proxy votes were collected 

from members and voted in favor of the union resolu-
tions. Four education brochures on pensions, health 
care, job security and organizing were coordinated 

with stickers members could wear on the day the is-
sues were discussed in negotiations. A campaign web-
site with regular bargaining and mobilization updates 
was made available. 

A series of regional rallies and plant gate and union 
hall meetings were held across the country instead of 
the traditional national rallies in just a few locations. 
More than 20 locals/organizing sites participated. The 
members reported feeling thoroughly briefed on the 
issues, and local union leaders praised the effort as one 
of the best and most coordinated ever. “The mobiliza-
tion and education campaign really helped us to hold 
the line on health care costs,” said Local 761 President 
Randy Payton. “We couldn’t have gotten the contract 
we won without the members, fully informed, standing 
behind the bargaining team.”

Bob Santamoor, chairman of the G.E. and aerospace 
conference board, agreed. “The ability for a negotiating 
team to effectively strategize a contract is virtually im-
possible without total member involvement and sup-
port,” he said. “Mobilization is the effective tool that 
represents this process.”

IUE-CWA Launches Massive Contract Mobilization Campaign at GE
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bARGAInInG ChAIR AnD MObILIzAtIOn 
COORDInAtOR WORKInG tOGEthER
Once bargaining begins, it is critical that the Lo-
cal Mobilization Coordinator and the Bargaining 
Committee stay in close communication. Each 
should know what the other is doing. The Bar-
gaining Committee should view mobilization as 
a resource and part of the overall strategy to get 
a good contract. 

In order for mobilization and bargaining to work 
together, there needs to be constant communica-
tion between the Bargaining Committee and the 
Mobilization Coordinator.

Here are the three steps to take to help facilitate 
communication between mobilizers and bar-
gainers.

1.◆ Meet with the Bargaining Chair and Com-
mittee early on to discuss mobiliza-
tion and its role. Do not assume 
the Bargaining Committee un-
derstands the role and goals of 
mobilization. It is important 
to establish that what hap-
pens at the bargaining table is 
what dictates the 
appropriate level, 
intensity and focus 
in mobilization. The 
Bargaining Com-
mittee needs to in-
form the mobilizers 
when to escalate ac-
tions and which is-
sues to focus on. 

2.◆ The Local Mobiliza-
tion Coordinator 
and the Bargaining 
Chair should meet 
to talk through what 
they expect from 
one another during 

the negotiations. They should stay in close 
contact throughout the negotiation process 
and discuss how you will do this, i.e., daily 
meetings, phone calls, etc.

3.◆ Involve the Bargaining Committee in develop-
ing the focus of the mobilization plan. Ask the 
committee what issues are likely to be sticking 
points. Develop one-on-one education flyers 
on these. Select a theme slogan. Plan a collec-
tive action for opening day of negotiations.

A COntRACt MObILIzAtIOn pLAn
The mobilization team should sit down several 
months prior to the first day of bargaining to 
build or rebuild workplace structures and lay out 
a basic mobilization plan. You should plan the 
preparation and first few weeks of activity. Educa-
tion materials, issue discussions and collective 

actions will depend on what is going on at 
the bargaining table at any particular 

time. Do not pre-plan actions too far 
in advance. Remember that mobi-

lization must be directly linked to 
what is happening at the bar-
gaining table.
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The mobilization team should encourage input 
and participation from the bargaining commit-
tee.

1.◆ Preparation Prior to Bargaining
  Prior to negotiations, the mobilization struc-

ture must be set up. During this stage bargain-
ing surveys should be distributed through the 
structure, as well as information on major 
bargaining issues, information on the finan-
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At midnight on June 8, when the 
450 Alltel workers from Locals 3371 
and 3372 walked out on strike, they 
knew there was a tough road 
ahead. The members walked out 
for four months to fight manage-
ment demands to shift more 
health care costs to both active 
workers and retirees, make contract 
changes that would render the lay-
off language meaningless and al-
low for unlimited contracting out. 

One of the first things the local 
did was reach out to the commu-
nity by explaining their situation 
and offering to help any family in 
need of phone service or repair because of health or 
safety. The company was advised that in urgent situ-
ations all they had to do is contact the union, pro-
vide the equipment and CWA members would be 
there to help. 

The campaign was called “Communications Workers  
Care.”

Local Presidents Phil Coldiron and Mike Garkovich ap-
peared on a popular call-in radio program twice and 
did two major in-depth human interest segments on 
a local television station. The TV reporters visited strik-
ers’ homes and interviewed them and their families. 

cial health of the employer, etc. Members 
should know the date and time when bar-
gaining begins and participate in an action to 
show solidarity with the bargaining commit-
tee. This can be as simple as wearing the same 
color or a sticker, etc.

2.◆ First Few Weeks of Bargaining
  Members should show their solidarity and 

support for the bargaining committee on the 

In addition, local mobilizers visited business leaders 
and retailers, who posted signs in their windows and 
yards supporting the strikers. They contacted other 
unions in the area for assistance, as well as local elect-
ed officials who supported them by speaking at rallies 
and visiting picket lines.

Through the member’s unity and mobilization cam-
paign they were able to beat back the company’s ma-
jor concessionary demands. “I have no doubt in my 
mind we would not have been as successful as we 
were if it wouldn’t have been for our mobilization ef-
forts. Mobilization truly made the difference,” noted 
Vice President Jimmy Gurganus.

Mobilization Made the Difference for Workers at Alltel
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first day of negotiations. In-depth issue flyers on 
the major items should be distributed during this 
phase of bargaining. Bargaining reports should 
contain as much substance as possible, although 
that is often difficult in the early stages. Do not 
put out bargaining reports that contain no infor-
mation—for example, “The employer and the 
union met today. We will meet again tomorrow.” 
This kind of report is very frustrating to mem-
bers. There is always something that can be said 
about the issues, mobilization and topics dis-
cussed.

3.◆ Bargaining
  Use the mobilization structure to inform mem-

bers on the employer’s proposals and response to 
major items. Schedule regular workplace solidar-
ity actions. Depending on how bargaining is 
moving you might consider some outside mobi-
lization targets at this stage. The bargainers need 
to give the mobilizers a sense of how things are 
moving and if mobilization activities need to be 
taken up a notch. See the chapter on collective 
actions for more on this. It may also be necessary 
at this stage to prepare for a strike.

4.◆ End Game—Contract Expiration
  The last few days of bargaining are critical. Again 

mobilizers need to take their cues from the bargain-
ers. More confrontational mobilization actions may 
be required. It is important for members to continue 
to show strong solidarity in the workplace. It is 
equally important for the union to prepare the 
members for the possibilities at expiration.

5.◆ Settlement, Working With and Without a 
◆Contract, Strike

   If a settlement is reached at expiration, the mo-
bilization structure can be used to get the word 
out and let the members know when they expect 
to see the details.

  If the bargainers decide to continue to work with 
or without a contract, mobilization needs to go 
into high gear. The members need to be in-
formed on their rights in the workplace and 
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mobilization actions need to be planned both 
inside the workplace and outside the work-
place to keep pressure on the employer.

   If a strike is called, the mobilization coordina-
tors can be converted into strike coordinators. 
External actions need to be planned and 
members recruited for special actions, such as 
flying squadrons.

tRIGGER QUEStIOnS fOR COntRACt 
MObILIzAtIOn pLAn
1.◆ What two or three issues are likely to be stick-

ing points? Develop one-on-one education 
pieces on these (i.e., health care, card check, 
pensions, transfer plan, etc.).

2.◆ How organized is your unit? What kind of 
membership support can you expect? Do you 
need to beef up your internal organizing?

3.◆ Do you want to plan a collective action for 
opening day of bargaining?

4.◆ Do you have a slogan that will appear on all 
mobilization materials? For example, “Home 
Town Jobs.” 

5.◆ Have you prepared the m e m b e r s h i p 
(through education) for 
strategies at expiration?

6.◆ What is the attitude of 

management/elected officials? Are they likely 
to make negotiations particularly difficult? 
How can you counter this early on?

7.◆ Have you identified employer pressure points? 
(major customers, Board of Directors, major 
revenue source, regulatory issues, sponsored 
events, politicians)

8.◆ Have you reached out to allies and briefed 
them on fight?

9.◆ How will the mobilization plan tie into the 
public relations aspect of bargaining?

ChAptER SUMMARy
K◆  Contracts are won in the workplace, not mere-

ly at the bargaining table; mobilization and 
bargaining move along parallel timelines.

K◆ It’s critical that the Local Mobilization Coordi-
nator and Bargaining Committee remain in 
constant contact throughout the bargaining 
process to utilize mobilization to its fullest po-
tential.

K◆ Preparation for mobilization should begin sev-
eral months before contract talks begin. The 
first critical task is building the workplace 
structure. The structure should be utilized and 

tested prior to the first day of bargaining.
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Mobilization 
campaigns 
can also be 
built around 

an issue or political or 
legislative campaign. 
Once a local has an ◆ef-
fective mobilization 
structure it can be used 
to inform members on 
important issues. These 
might be national or 
more local in scope.

CWA locals have used 
their mobilization struc-
 tures to get letters writ-
ten to members of 
Congress on damaging 
overtime legislation, 
to engage members in 
actions to celebrate 
customer service pro-
fessionals, to educate members about the need 
to restore collective bargaining and organizing 
rights or to bring back unjustly terminated em-
ployees. 

A mobilization campaign around an issue is 
run just like a contract campaign. The work-
place mobilization structure is used to distrib-
ute material on the issue and explain why 
members should care about it. The materials 
should ideally be distributed one-on-one in 
each worksite. This should be followed by an 
action or activity designed to show support or 
exert pressure to resolve the issue in a favor-
able manner.

Issue Mobilization

October 9, 2003—unionized customer service 
professionals around the world celebrated a day of 
global action by wearing solidarity stickers and 
promoting the high road customer service model 
instead of the low road alternative 
characterized by low pay, minimal 
customer contract time and tight 
scripting. The high road model 
is focused on problem-solving 
and allows for employee 
judgment which leads to 
quality service, meaningful 
and satisfying jobs and 
customer retention. Customer 
service professionals in Mexico, 
France, Brazil, Philippines, England, 
United States and elsewhere participated.
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fighting  
Outsourcing

When Local 4250 President Steve 
Tisza found out AT&T was attending 
an outsourcing seminar being held 
in downtown Chicago by Tata, an 
Indian consulting firm, he put out 
the word to his AT&T stewards to 
prepare for a fight. They posted flyers 
on bulletin boards, handbilled 
members, called AT&T executives 
and filled the Local website with 
information about Tata, from the 
history of the company to its 
locations around the world. The Local even prepared 
a 30-second TV commercial about the possible threat 
to homeland security when U.S. companies send 
telecommunication business offshore.

Tata is a huge consulting firm that is becoming  
increasingly popular with American corporations. 
They hold one-day seminars around the country to 
market the benefits of outsourcing work to India. 

American corporations contract with Tata to take U.S. jobs to 
India where they pay much lower wages, and no benefits.

Fifty CWA activists from Local 4250 gathered outside the 
hotel on the morning of the seminar. The hotel manager 
advised them the conference had been cancelled at the last 
minute. The union’s message had been heard loud and 
clear—these are our jobs, Tata is not welcome here, and we 
will expose American corporations who export 
hometown jobs!
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Workers Rights Day
Thousands of 

 CWA members rallied  
all over the country on 

December 10, 2003,  
Workers Rights Day.
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Workers Rights Day





Email and the Internet have revolutionized 
how we communicate, shop and do re-
search. If you are 30 or under you can’t 
imagine the world without it. If you have 

children in college or grandchildren hundreds of 
miles away you are likely to be staying in touch 
via e-mail.

E-mail and websites are no longer nice extras to 
union building, but rather, an essential ingredi-
ent to building an engaged, in-
formed and mobilized local 
membership.

bUILDInG A LOCAL  
E-MAIL LISt
The foundation of an effective 
local union online strategy is 
an e-mail list. To build a local 
e-mail list you must integrate 
e-mail address collection into 
all of your local’s activities. “It 
is amazing to me how many 
union forms still do not ask for 
e-mail addresses,” notes Beth 
Allen, CWA’s expert on elec-
tronic databases. “The first step 
is to be conscious about it and 
request e-mails on all meeting 
sign-in sheets, forms, pledge 
cards, and so forth.”

Whether you are keeping the 
list in your e-mail address book, 
in a database, or in a bulk e-
mail program, make sure to 
have a way to tie e-mail ad-
dresses back to “real” names 

and addresses. This will make it much easier to 
handle bouncing e-mail addresses.

An e-mail drive can be launched through the lo-
cal’s worksite mobilization structure. 

Often members want to be informed on what 
kind of information they will be receiving and 
assured that their e-mail addresses will not be 
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Using E-mail and Websites  
In Mobilization

Increasing Membership participation At Union Meetings 
and Activities 

The 300 members of Local 7906 are spread out over 250 miles around Eugene, Or-
egon. A local website created in 2001 and a membership e-mail database has 
been a huge success in sharing information and making the stewards, officers and 
members feel a part of a larger union. 

For example, when the Local found out one of the construction crews didn’t have 
regulation rubber gloves, they posted a notice on the website, asking if other 
crews had the same problem. “We can’t be everywhere at the same time,” Presi-
dent Ken Saether explains. “The website allows us to keep in close contact with 
the members and the issues that are affecting them.” 

The Local website provides copies of contracts and arbitration decisions, as well as 
news of job openings. It provides forms for members to fill out to report the out-
sourcing of bargained-for work. In one office, every one of the technicians has 
filed at least one report via the website, and the Local has successfully used this 
information to return work to members. The website allows the Local to engage 
and use the eyes and ears of every member to police the contract and help iden-
tify unjust treatment. 

The Local credits the website with increasing attendance at membership meet-
ings by over 50 percent, especially among younger workers, and increasing mem-
bership participation in Local union activities. “A lot of our members look at our 
website. It answers questions for some and prompts others to ask questions and 
come to membership meetings. It gives members more of a sense of involve-
ment, so when we have meetings most of the members already know what’s go-
ing on and what they want to know more about,” notes President Saether.



sold to vendors. Also, the local website should 
allow members to provide e-mails for future 
communications.

hOW tO USE E-MAILS EffECtIVELy
Once you have an e-mail list, there are several 
ways to use e-mail effectively:

K◆ Meeting Reminders: E-mail members the day 
before, reminding them about a membership, 
stewards, or committee meeting. 
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K◆ Breaking News: Periodic e-mails can report on 
critical developments such as victories, arbitra-
tion wins, mobilization actions, political/legis-
lative news, employer news, local or employer 
organizational changes. 

K◆ Newsletters/Bulletins: All local newsletters 
or bulletins should be e-mailed, even those 
that are distributed by mail or in the work-
place. It takes only a little additional work to 
e-mail the newsletter once it’s typed and laid 
out.

All local e-mails should include 
the local’s website address and 
where members can obtain 
more information. 

hOW tO InCREASE 
ChAnCES  
E-MAILS WILL bE OpEnED
Sending an e-mail is no guaran-
tee that the recipient will open 
it. There are some things you 
can do to increase the chances 
of the e-mail being read.

From: Use a familiar name or 
the local union and specific 
division/employer. For exam-
ple, Local 1234-Qwest Custom-
er Service Unit or Local 
1234-Welfare Office.

Subject: Be as specific as possi-
ble. For example, “Company 
Plans to Cut Benefits” is more 
likely to be opened than Local 
1234 Bulletin #45.

Message: Keep it short and to 
the point. It’s difficult to read 
long e-mails on a monitor. If 
you have a lot of information, 
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E-mail allows members and local officers an opportunity to express support for a union strategy or plan, as well as share their 
concerns. Here is an actual e-mail exchange between a CWA member and President Morton Bahr during Verizon East bargaining 
when the decision was made not to strike at expiration. We changed the name of the member, but otherwise these are the actual 
e-mail messages.

To: Morton Bahr

Re: Tell me why we pay UNION dues VERIZON STRIKE????

>>> "Rachel" <     > 08/04/03 08:13AM >>>

Good Morning

I have my doubts that you clearly understand how hard this is for all your brothers and sisters in solidari-

ty. You have been in negations for over a month now. The public knows we are not going on strike for 

kicks. We now must endure the brunt of evil, heinous management trying to fire us because we are 

working without a contract. People are physically sick due to all this uncertainty. One thing we had to 

believe in was you, now that faith and trust has been broken. Not repairable. How long do you expect us 

to work without a contract? We voted to strike, we were prepared not to get a paycheck. Now you are 

asking us to work unprotected. Shame on you and all of your fellow cohorts. This just may be the end of 

an already weak labor movement in America. 

>>> Morton Bahr 08/04 11:23 PM >>>
Dear Rachel:
This union does not need to show it is macho....in 1971, for example, we struck NY Tel for 
218 days....yes, 218 days, in 1989 for 17 weeks, etc., etc., this time we came up with a dif-
ferent strategy that is working.....Verizon has built a scab work force that is costing them 
$300 million or more (annualized)....they have spent a fortune in preparing and now con-
tinue to pay them and house them and feed them while we continue to work. and bar-
gain....And, the plan is working.....We are working hard to continue to have a no layoff 
contract, no movement of our work to another state or country as the company said it 
wants to do, no health care premiums for actives or retirees and not loss of sick days.....
and, we will accomplish this and more while our members do not lose a dime of pay and 
while the company continues to pay their scabs. I think some inconvenience on the job is 
a small price to pay to achieve all this without the possibility of a very lengthy strike.,...A 
strike is the easy thing to do....but this strategy - at this time in history, is much smarter 
and effective....I appreciate your views.

>>> "Rachel" <        > 08/04/03 06:57PM >>>

Thank you very much for your reply. It made a lot of sense to me. It is a very tough time for all of us right 

now, and I am happy that you have the taken the time to talk with me. The membership needs a leader 

who will take the time to explain the Unions positions and strategy. You are the first to do so and I ad-

mire you for that. I will pass your words along to the people I work with and hope they too will see your 

words as encouragement versus selling out.

Fraternally 

Rachel
>>> Morton Bahr 08/04 6:23 PM >>>
I appreciate your comments....we are all tired and still working hard at this very moment. 
We are preparing a comprehensive response to management on many of the important is-
sues....no layoffs, movement of our work, premiums for health care and such other items of 
vital importance to our members...we intend to be firm and will succeed as long as we re-
main united....that's what this contract battle is all about....protecting our jobs, our work 
and our health care, etc...thank you so very much....do not hesitate e-mailing me. If I am in 
the office, you will get an immediate  response...



consider e-mailing only the basics and linking to 
the local website for a complete report. If you 
have more than one item, break them up with 
captions so that members can quickly run 
through them and see which pertain to them. 

Contact Information: Provide information on 
where to go for more information and an e-mail 
contact for questions.

Attachments: Avoid using attachments for gen-
eral e-mails, since many will not be able to read 
them. Attachments are fine for specific group 
lists, such as Building Mobilization Coordinators.

MAIntAInInG LOCAL E-MAIL LIStS
Take time to review your list periodically and 
clean up bouncing e-mail addresses. Follow up 
with members by phone, mail, or through stew-
ards to get updated addresses. Keep track of what 
percentage of membership you have on e-mail so 
you can assess coverage. 

Make sure to provide a way that members can 
request to be removed from your e-mail list and 

RECEIVE InfORMAtIOn AnD UpDAtES fROM thE UnIOn VIA E-MAIL 

CWA Local 1234 is now sending out workplace updates, employer information and union news elec-
tronically. To receive these timely communications, fill out this card and return it to your steward.

E-mail Address: 

Name:  _______________________________________________________________________________________________________________________________________________________

Work Location:  __________________________________________________________________________________________________________________________________________

Or you can subscribe directly on-line at www.Local 1234@xxx.org

E-mail addresses will not be sold or given to outside groups or vendors.
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Local 13000 —  
Communicating Effectively

CWA Local 13000’s 8000 members are spread over 
the state of Pennsylvania. Finding a way to 
communicate with them effectively was a job the 
Local had been working on for several years. 
“Members would read what we put on the Web 
Page, but we had no way to send out single issues 
that we needed to mobilize on instantaneously,” 
notes President Ed Carr. “We began advertising in 
our “Local 13000 News,” a 16 page magazine we 
put out every other month. We told our members 
– you give us your e-mail address and we’ll keep 
you personally informed.” 

The members heard the message and responded. 
Now the Local sends out e-mails when they need a 
quick electronic response. “When a bill comes up in 
the state legislature that we need our members to 
respond to immediately, we send out an e-mail 
explaining the issue and providing a link with their 
congressman’s name and phone number,” President 
Carr explains. “We can make a difference if we get 
to our legislators right away, and having members 
e-mail addresses allows us that advantage.” 
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add this information as a footnote to every mes-
sage you send.

LOCAL WEbSItES
Use your local’s website during mobilization to 
keep members up-to-date. You can post more in-
depth information on the website than you may 
be able to send out effectively on e-mail. You can 
also publish photos of actions on the site—there 
is nothing better than photos to make a website 
come alive.

Post the local officers, stewards and building mo-
bilizers by office with e-mails for contacts. Post a 
survey or the question of the week and post 
members’ comments. On-line surveys can also 
be a good way to collect more e-mails.

While e-mail and websites can’t take the place of 
one-on-one contacts, they are a vital and impor-
tant tool in our ongoing efforts to build local 
unions and engage members.

Local 13000 —  
Communicating Effectively

CWA Local 13000’s 8000 members are spread over 
the state of Pennsylvania. Finding a way to 
communicate with them effectively was a job the 
Local had been working on for several years. 
“Members would read what we put on the Web 
Page, but we had no way to send out single issues 
that we needed to mobilize on instantaneously,” 
notes President Ed Carr. “We began advertising in 
our “Local 13000 News,” a 16 page magazine we 
put out every other month. We told our members 
– you give us your e-mail address and we’ll keep 
you personally informed.” 

The members heard the message and responded. 
Now the Local sends out e-mails when they need a 
quick electronic response. “When a bill comes up in 
the state legislature that we need our members to 
respond to immediately, we send out an e-mail 
explaining the issue and providing a link with their 
congressman’s name and phone number,” President 
Carr explains. “We can make a difference if we get 
to our legislators right away, and having members 
e-mail addresses allows us that advantage.” 
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How does a local union provide running 
commentary on what’s taking place in a 
process that can be fluid, fast changing, 
and easily misconstrued by those not di-

rectly participating in the talks? First, someone 
on the bargaining committee or a local commu-
nications coordinator must summarize what 
went on in negotiations. To give members a sense 
of the back-and-forth exchanges involved in bar-
gaining, the summary should answer the five 
W’s—Who? What? Where? When? and Why?

Each bargaining report should begin by listing who 
was there for the union and management. If nego-
tiations aren’t being conducted at the worksite—
where they are most visible to the members—be 
sure to mention when and where the meetings 
were held, plus the date and time of the session. It 
is useful to number the bargaining reports in se-
quence—#1, #2, #3 etc. to make it easier for readers 
to keep track of them. This is particularly true just 
prior to expiration when members will be particu-
larly anxious about the outcome of negotiations 
and will expect 2-3 reports a day.

Most of the reports will deal with what was dis-
cussed and why. If bargaining has just begun, 
recount the presentation and explain the union’s 
initial proposals, including a few of the objec-
tions or questions raised by management and 
the union’s response. 

This information can help reassure members 
that union negotiations do tabulate and read the 
bargaining surveys filled out by workers and use 
them as a basis for developing the union’s pri-
orities and proposals. 

Bargaining reports should not neglect what man-
agement says or does. By detailing what employ-

Using Bargaining Reports to Keep 
Members Mobilized and Engaged

Information Embargo
On occasion during contract bargaining, manage-
ment will ask the union to agree to a formal infor-
mation embargo during which no information is 
disclosed by either side to the press or employees.

Although there are bargaining situations in 
which it makes sense to agree to a limited embar-
go period (i.e. 24-48 hours), these agreements 
should be entered into by CWA rarely and cau-
tiously.

Information embargos are much more danger-
ous and debilitating for the union than for man-
agement. The union, unlike management, is a 
democratic membership organization. The union’s 
strength lies with informed and united members. 
When the union stops, even briefly, communicat-
ing with members, the solidarity and trust can be 
strained. 

An information embargo can sap the energy 
and freeze mobilization and make it difficult to 
crank activities back up once information starts 
flowing again. When management agrees to an 
embargo it is really not giving anything up or 
doing anything much different, since only a hand-
ful of senior managers and lawyers are in the bar-
gaining loop. A corporations’ power structure lies 
with its top executives, one or two executives 
make the final decision on a contract settlement, 
corporations do not allow managers to vote on a 
settlement. 

The same caution must be used regarding joint 
union-management bargaining reports. The em-
ployer often will benefit much more from an 
agreement to put out joint bargaining reports. Al-
though there may be instances when putting out 
a joint bargaining report makes sense, it is to be 
avoided most of the time. The bargaining commit-
tee should not give up their right and responsibili-
ty to communicate directly and without censor-
ship with members on the activity at the 
bargaining table.
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bARGAInInG REpORtS
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er negotiators are demanding and why, your re-
ports can alert members to the threat of givebacks. 
Without this information members get a distort-
ed view of bargaining one where only the union 
makes proposals. Without information on what 
management is demanding or why they object to 
the union proposals, members are left with the 
erroneous impression that bargaining is just 
about the union proposing improvements.

If members know that their wages, benefits, or 
job rights are at risk, they are far more likely to 
join workplace mobilization activities or com-
munity outreach around these issues. 

Remember that not all members have internet 
access; each update e-mailed to those on your list 
should also be printed out, so hard copies can be 
duplicated and distributed in the workplace. 

Quick, detailed, and regular reports to the mem-
bership can minimize employer attempts to dis-
credit statements made or positions taken by 

union representatives in bargaining. Such man-
agement misrepresentation and “dis-informa-
tion” feeds the workplace rumor mills that oper-
ate overtime during negotiations. Workers need 
a place to turn where they can get the facts. 

One final advantage of frequent content-filled 
bargaining reports can be seen in the ratification 
process and meetings. Ratification is more likely 

CWA Locals are expanding their use of web sites 
and e-mail lists to improve communication with 
members during contract negotiations. Some 
locals are using the internet to provide quick, 
regular, and more detailed accounts of what’s 
happening in bargaining itself. Locals are 
building membership e-mail lists and providing 
weekly and daily bargaining reports. These 
electronic bargaining reports allow the union to 
communicate in real time what is happening at 
the bargaining table and keep the members 
engaged and mobilized. 
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When Business Professor Jarol Man-
heim took a sabbatical from George 
Washington University in Washing-
ton DC to write a consultant report 
for Verizon, he had no idea it would 
come back to haunt him a year later. 

The paper, dubbed by CWA as the 
“Manheim Report”, was intended to 
divide employees against the union, 
and to sell the public a false reality 
of the industry and its workers’ bar-
gaining concerns. The report ad-
vised Verizon to position itself as a 
“caring employer” with the public in 
order to pursue a policy of conces-
sionary bargaining to win cutbacks 
in workers’ job security,  
healthcare and wages.

And, though the Profes- 
sor’s strategy failed 

miserably,  and the 75,000 members 
of CWA and IBEW stayed united 
throughout the bargaining process 
and held the line against conces-
sionary bargaining, members of the 
Student Labor Action Project (SLAP) 
just couldn’t let the opportunity 
pass to welcome Professor Manheim 
back to GWU.

On September 10 at 9:45am, more 
than 25 people joined Professor 
Manheim’s class on Strategic Politi-
cal Communications. They wore red 
shirts and handed out pamphlets ti-
tled “Welcome Back Professor Man-
heim!” Clyde Rucker, who was fired 

from Verizon Wireless for organizing 
and Allie Robbins, a George Wash-
ington University SLAP member, ad-
dressed the class, explaining to the 
senior business students the reason 
they were there and the professor’s 
anti-union bargaining strategy. Man-
heim made a feeble attempt to de-
fend his report and said he was no 
longer a consultant for Verizon. The 
group apologized to the class for 
the interruption and left.

The following day, the “Hatchet,” 
GWU’s student newspaper, reported 
that Manheim was “visibly shaken” 
during and after the confrontation.

On October 6, a letter appeared in 
the “Hatchet” from two 2002 GWU 
graduates, Brian Dolber and Bernard 
Pollack. In the letter, the two men 

StUDEnt LAbOR ACtIOn pROJECt (SLAp)
Welcoming Verizon Consultant back to School
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chided the professor for “writing a 
report-for-hire for Verizon, with a 
stated goal of providing …a sort of 
manual for creating the reality the 
company wants to establish in the 
public mind.” They went on to re-
mind Professor Manheim that he 
had “justified laying off thousands of 
technical workers at Verizon while 
the top management was making 
over $20 million annually,” and that 
he had “compromised both objectiv-
ity and ethical standards, which 
should be paramount in your aca-
demic position.” 

Additionally, the two alumni advised 
the professor that Verizon Wireless 
has fought its employees’ attempts 
to form a union for more than a de-
cade. “Verizon Wireless screens pro-
spective employees for their poten-
tial union sympathies, requires 
employees to attend regular anti-
worker meetings, runs an anti-union 
web site and has illegally fired union 
activists.” It is not wireless employees 
who don’t want a union, it is their 
bosses,” the two said.

The letter concluded by stating, “Per-
haps you think that workers should 
not have collective bargaining 
rights, that capitalism works best 
when it is unchecked, that true jus-
tice resides in the market. …but the 
use of untruth and coercion is high-
ly unethical, and the severity of your 
actions compounds when you teach 
others to follow suit.” 
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to go well, regardless of the vote, if workers can 
absorb the settlement within the context of a 
deeper understanding of what has taken place 
in bargaining gained from reading reports. 

Without such background knowledge, a pro-
posed contract package often can be compli-
cated and confusing. The member is faced 
with a mass of details and information which 
can be difficult to sort through. Even if the 
union has made substantial gains, some 
workers may, understandably, react in a 
negative fashion if the bargaining process 
itself hasn’t been sufficiently transparent and 
members have not been kept informed through-
out the negotiations.
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Just as we prepare each grievance as if it will 
eventually reach arbitration, in negotiations, 
we must prepare ourselves—through mobili-
zation—as if we will not reach a settlement at 

expiration.

There are several strategies available to the union 
at the expiration of the contract, including:

1.◆ Settle

2.◆ Work beyond contract expiration

 K◆ Extend by mutual agreement (with or with-
out inside tactics)

 K◆ Continue to work without a contract (with 
inside tactics)

3.◆ Strike

Which option we pursue is a strategic decision 
that must be made by the elected bargaining 
committee. The bargaining committee evaluates 
the different options by asking two simple ques-
tions: “will it change the employer’s response?” 
and “will the membership support the strategy?”

Keeping the employer in doubt as to which op-
tion we will pursue is a conscious strategy which 
greatly strengthens our position. The employer 
cannot effectively predict the union’s action, 
and therefore, plan for it. 

If the employer knows that the only option the 
union is considering is to strike, the employer 
gains a great deal of power and control over the 
situation. This is because the employer can plan 
for a strike and perhaps even force a strike.

Predictable players are the easiest to beat. In 
any contest, the player who can anticipate 
his/her opponent’s next move has the greater 

advantage. The more options we have at expi-
ration of our contract, the stronger we are, and 
the more difficult it is for the employer to plan.

We increase our options at expiration by having 
a mobilized (through workplace structure and 
education) membership that understands and 
can carry out different strategies.

WORKInG bEyOnD COntRACt  
EXpIRAtIOn
Working beyond the expiration of the contract 
can take two forms. One, we can agree with man-
agement to extend the contract and continue to 

work with all contract provi-

Strategies at Expiration  
of Contract

Working Beyond Contract Expiration
Information for CWA Local Officers, Stewards, and Mobilization CoordinatorIf the union decides to continue to work beyond expiration without a 

contract to fight for our bargaining objectives, then:
O  Negotiations will continue.
O  You will still earn a paycheck.
O   All benefits, including health care and pension, will remain in effect.O   All terms and conditions of employment continue until there is a new 
agreement or the parties have reached “impasse.”O   The grievance procedure continues but arbitration may not. However, disciplinary actions can 

be negotiated at the bargaining table.
O   If the company changes terms and conditions of employment, an unfair labor practice charge 

can be filed with the NLRB.
O   You have the right to participate in “concerted activity.” This means that one person speaking 

for a group, or more than two people, can act “for mutual aid or protection.”
O   Payroll deduction of dues may end. If so, your local will let you know you to pay your dues.You can help fight for a fair contract by participating in solidarity 

activities and joining in mobilization activities. Ask your mobiliza-
tion coordinator or steward for details. 

Because of the contract fight, tensions are high. Take no chances –
you don’t want to be disciplined by stressed-out management. It’s 
important that each of us remember to:

O  Take no shortcuts.O  Follow all company policies and rules to the letter.O  Never go by memory, check your reference material.O  Never use your own judgmentæask!
O  Obey all safety rules to the letter.

What happens  if we work  
beyond  
contract  
expiration?

What you can do to fight for a fair contract.
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tnG-CWA Members Stand  
Strong together During 49 Day 
Strike

Following months of negotiations that floundered  
solely over economic issues, approximately 1,000 
newsroom, advertising and circulation employees 
represented by The Newspaper Guild-CWA struck 
the Seattle Times and Seattle Post-Intelligencer. The 
49-day walkout, which started just ahead of the 
Christmas shopping season in 2000, was the city’s 
first newspaper strike in 47 years.

Thanks to months of membership mobilization and 
a lopsided strike authorization vote of 399 to 32, 
fewer than 10% of Guild employees were crossing 
the picket line after four weeks of pavement pound-
ing. Underlying the strong showing was members’ 
perception that while their standard of living had 
eroded for more than a decade, management was 
insisting on further economic concessions. Al-
though the consumer price index in the Seattle 
metropolitan area had shot up 43.9% over the previ-
ous 10 years, contract minimum wage scales had 
risen only 21%—but the two newspapers were of-
fering annual wage increases of approximately 1% 
and insisting on a six-year contract.

Worse yet, management was refusing to eliminate a 
two-tier wage scale that penalized workers in re-
gional bureaus. 

The members voted for a strike on Oct. 18, followed 
by a Nov. 1 vote of support for a strike by the King 
County Labor Council. A Times columnist and a vet-
eran Post-Intelligencer reporter were named co-
chairs of the strike steering committee, and mem-
ber assistance, picket duty, finance and fundraising 
committees also were formed. Perhaps most im-
portantly, a managing editor for a strike newspaper 
and website was named and plans laid for ensuring 
that Seattle newspaper readers could continue fol-
lowing their favorite columnists and news and fea-
ture coverage.

While the Guild agreed to work with a federal me-
diator during the strike, most Guild members fo-
cused on picketline duty, on a public relations 

sions in effect. Or, two, we can continue to work 
after expiration without a contract.

If we have a disciplined, mobilized membership 
which can implement inside tactics/work to 
rule, as well as external pressure tactics, continu-
ing to work after the expiration of the contract 
can put more pressure on the employer than a 
strike—especially in the short term. In addition, 
it keeps the strike option available to us.

WORKInG bEyOnD EXpIRAtIOn  
WIthOUt A COntRACt
If the union decides to continue to work without 
a contract and fight for bargaining objectives 
while continuing negotiations, the following 
would occur:

K◆ Members continue to earn paycheck

K◆ All benefits, including health care and pen sion 
remain in effect
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campaign that gathered thousands of subscription 
cancellations, and on producing the Union Record. 
Community and labor support for the strikers was 
readily evident, as passersby stopped to sympathize or 
offer cash donations and others brought food and 
drink—doughnuts, a ham, even omelets cooked on a 
burn barrel. Subscription cancellations ran so high 
that the Times and Post-Intelligencer started distribut-
ing their newspapers for free, and even then had 
tough competition from the Union Record, which dis-
tributed 40,000 copies three times a week. 

“People are feeling free, euphoric,” wrote Judy Rose-
bery, a truck driver for the Times and member of Team-
sters Local 174, which honored the Guild’s picket lines. 
“Our eyes are opened. We are empowered. Our strike 
benefit of $300 a week is less than half what we are 
accustomed to taking home, but it’s not about the 
money. IT’S ABOUT RESPECT. And we have found that 
respect inside ourselves.”

Although workers and management at the smaller 
Post-Intelligencer settled their differences Dec. 28, the 
Times would not offer even the same contract to its 
employees. With picket lines holding firm and the 
prospect of a truly protracted strike looking more like-
ly, Washington U.S. Senator Patty Murray offered her 

office as a neutral  
negotiating forum and C. 
Richard Barnes, head of 
the Federal Mediation 
and Conciliation Service, 
decided to personally 
oversee talks. With the 
further involvement of 
CWA President Morton 
Bahr, Guild President Lin-
da Foley and Times pub-
lisher Frank Blethen, a 13-
hour negotiating 
marathon resulted in a 
settlement.

In addition to winning an 
acceptable return-to-work 
provision, Guild members 
succeeded in abolishing 
the detested two-tier 
wage system. The Guild 
also won raises totaling 
$3.30 an hour over six 

years, or roughly half of what it had been seeking, but got 
the Times to increase its share of health insurance pay-
ments and bumped up scales for some lower-paid jobs. 

“This contract—and this strike—provide us with 
things more valuable than money, things we’ve never 
had and that money can’t buy,” summarized Guild 
spokesman Ron Judd at a press conference announc-
ing the 3-to-1 ratification vote to accept the final 
package. “Strong, unshakeable union. An unprece-
dented bond between workers in all departments at 
the Seattle Times.”



K◆ Grievance procedure continues but arbitration 
may not; disciplinary action can be negotiated 
at the bargaining table

K◆ Negotiations continue

K◆ Unilateral changes in terms and conditions of 
employment would be an unfair labor practice

K◆ Maintain right to participate in “concerted 
activity” (group activities for ‘mutual aid or 
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Excerpt from an actual e-mail sent by a member to his Local on the day after the Verizon East contract expired and CWA 

continued to work without a contract. 

Sunday August 03, 2003 @ 9:20 pm
To: Local 1101
From: Ed Rosado

I reported to work today. 
I didn’t WANT to go.

“1101 DOES NOT work without a contract” has been itched into my bones for the entire length of my career. 

i was embarrassed. 

Here I was getting ready to do something which I had sworn loudly to my co-workers and more impor-
tantly to management that I would never do. 

i was scared.

Sundays are lonely indeed at my work location. I was sure to find myself without the comfort of my broth-
ers and sisters in the midst of hostile and foreign scabs. 

I really really didn’t want to go to work Sunday. 

…….But I went into work and watched as scabs stood by. I watched as managers, ready to lock me out 
racked up hours on the company dole and laughed as I challenged them and insisted that they were NOT 
to do my work. 

I started the day feeling like shit, but by the end of the day, I was the only one working on my floor, yet  
fifty people were getting paid! Scabs were sent back to their hotels to wait by the phone “just in case” and 
they walked out dragging their luggage between their legs. Managers who were ready to learn the job by  
working on live tickets were forced to go into a conference room and settle for charts and chats. 

I took ownership of my work…. And in every city and town across thirteen states this story repeated itself. 

Today Verizon spent big bucks for a party that went bust and tomorrow will be the same. 

In Solidarity 
Ed
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protection’ are protected under 
the law even without a contract)

K◆ Payroll deduction of dues may 
end

K◆ Company has right to lock out 
employees; locked-out employ-
ees can’t be permanently re-
placed; in many states, members 
may be eligible for unemploy-
ment benefits

K◆ Continue to have strike option

StRIKE StRAtEGy
Gone are the days when we utilized 
a strike or the threat of a strike as 
the only means of increasing our power at the 
bargaining table. If we do utilize a strike or strike 
threat, we need to view it as a continuation of the 
mobilization process.

We often view a strike emotionally, feeling that a 
strike is our way of teaching management to re-
spect us. Strikes driven by emotion can become 
suicide missions.

However, as long as we understand what we are 
facing, in the right circumstances a strike can be 
an effective means of achieving those objectives. 
The strategy we choose needs to be one that is 
most appropriate at a given point in time to 
achieve our goals and build our union.

nEW WAyS tO pICKEt WhEn  
On StRIKE; fLyInG SQUAnDROnS
A strike will fail if its only tactic is a picket line. 
The problem with confronting an employer solely 
on the picket line at the struck workplace is that 
this is where most employers are strongest and 
unions may be the weakest. The challenge for la-
bor is to find ways to move the strike to other 
fronts where workers can be more effective in their 
picketing and other strike support activities. One 
of the drawbacks of picketing, in any strike, is the 

essentially static nature of walking the line at your 
own workplace. At best, union members can only 
occasionally block managers or scabs from enter-
ing a plant or office and then usually for only a 
brief period of time. At worst, pickets are reduced 
to hollering at the people who cross the lines and 
watching impotently as police and security 
guards provide protection for strikebreakers.

In past strikes we have tended to picket only at 
our work locations, but recent events have 
taught us the effectiveness of having pickets “fol-
low the work.” CWA has used roving picketers in 
strikes with success. They followed trucks out of 
the garage in the morning and set up picket lines 
each time the truck stopped and the scab tried to 
work.

WAKE-Up CALL pARty
A variation on the mobile picketing is the so-
called “wake-up call party.” These early morning 
gatherings, sometimes involving several hun-
dred strikers, are organized at motels housing 
independent contractors from out of state who 
are doing struck work.

The sudden presence outside the scabs’ doors at 
6 a.m. or the blaring horns of a 200-car caravan 
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driving through the motel parking lot, generally 
makes a point—to contractors, other guests, and 
motel managers. Such wake-up calls have led 
some hotels to request the scabs stay elsewhere.

ChAptER SUMMARy
K◆ There are three strategies at contract expira-

tion:

 1.◆Settle

 2.◆ Continue to work beyond expiration (with/
without contract)

 3.◆ Strike

K◆ Predictable players are the easiest to beat. The 
more options we have, the stronger we are.

K◆ Continuing to work after contract expiration 
can put more pressure on the employer than a 
strike and keep strike options alive.

K◆ Inside tactics/work-to-rule requires a disci-
plined and mobilized workforce.
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