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both moral and financial support. Similar appeals were sent to selected 
organizations such as women's groups. We organized fund-raising teas 
and a benefit. to reach potential supporters. A newsletter was sent out 
on an occasional basis throughout the next two years, informing friends 
and supporters of SORWUC's activities, and we did regular press re
leases. We were approached by unorganized workers from workplaces 
other than banks ; thest: contacts were referred to other unions. 

In October a second leafletting of each branch in each city was 
undertaken. This led to the intervention of the United Steelworkers in 
the organizing drive in Saskatoon. 

This was a shucking and discouraging experience fur the supporting 
committee. Although b:r this time it had become quite clear that CLC 
support would not be forthcoming, tht' extent and nature of its opposi
tion was a blow to the organizers. A SORWUC volunteer had been 
invited by a bank worker at the Confederation Park branch of the 
TD to speak to a group of interested workers. The meeting went well, 
but sign-ups were to take place at a second larger meeting. A Steelwork
ers' rep learned of the meeting and talkt'd to them about it. He 
slandered and misrepresented SORWUC. The workers joined the 
United Steelworkers of America and they were later certified. The 
Steelworkers rep admitted his reason for doing this was only to stop 
SORWUC from uniomzing the branch, and that the Steelworkers were 
not interested m representing bank workers. The CLC rep for the 
region confirmed that the CLC would continue to campaign against 
SORWUC. 

This setback was cdipSl'd however by the application for certifica
tion of thl' TO Main Branch in Regina. In our first two months the 
supporting committees had filed three applications for certification 
with the CLRB, signed up thirty or so other bank workers, leafletted 
forty banks, developed support groups and raised $5000 from unions 
and individuals. 

It was hard to tell the difference between anti-union activity and 
regular oppr~ive conditions in the branches. Bank workers had lived 
and worked under these conditions for quite a while and we couldn't 
suddenly fight back on all issues. InitiaJly we were prepared to oppose 
what was seen as anti-union, but we were unsure about opposing 
ordinary unfair degrading management decisions. Management had 
always claimed the right to decide everything. Each unfair decision 
imposed upon the workers reinforced total management power and 
undermined the legitimacy of the union. 

In Mclfort, the manager called "the girls" into his office one by 
one, closed the door, and criticized them for having anything to do 
with the union. Some of the women remained silent and laughed about 
it afterwards. Others signed a management-initiated lener to the CLRB 
saying there was di-;agreement in the branch about unionizing and 
asking that a vote be held. 

Job descriptions were changed causing suspicion and concern. New 
staff were hired at h1gher wages and it was suspected that management 
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was trying to wipe out the union's majority. A junior teller was promo
led into a new position that would normally have gone to one of the 
more activt' union members. This created conflict between the woml'n 
until at a union meeting it was recognized as a "divide and conquer" 
tactic. 

Management would be extra friendly one day and rude and abrupt 
the next. This created an atmosphere of uncertainty and insecurity. 
Rumours were circulated about possible firings, holding back the regular 
wagl' increase, closing down the branch and a trained "scab" staff at 
Regional Office. Holidays were refused at the requested time; overtime 
would be ordered at the last minute. Job evaluation rime was interesting 
- the best worker at Melfort, who also supported the union, was sud
denly given a poor evaluation. 

In Regina, the Scotia and TD managements carril'd out similar 
tactics; tactics common to many other anti-union establishments. 
In late September, the Scotia was the scene of an internal campaign 
against the union. 

FELLOW SCOTlABANKERS 
As you are aware our Branch was recendy approached by the 

United Bank Workers Local #2 of the Service, Office and Retail Workers 
Union of Canada to form a union within our office. NOW is the rime 
we should be asking ourselves some serious questions, such as: 

Do we really want a union? 
If we DO want a union, is SORWUC the right one for us? 
What can SORWUC really do for us? 

Only you can answer the first question, but once we vote a union m, it 
will be very difficult to change our minds if we are not sausf1ed. 

SORWUC implies that they will be able to negotiate increases 
beyond A.I.B. guidelines. Let them prove it before we buy it! Do you 
really think, that in the face of union pressure, the Bank is not giving 
the maximum increases possiule under A.l.B.? Do you think that the 
Bank will pay higher wages to a Branch represented by SORWUC than 
to one which is not' NONSF.NSF.!! 

SORWUC claims they can improve working conditions. llow? Aie 
our working conditions so bad? We know there is always room for some 
improvement, but do we need a union to do it for us? Can SORWUC 
negotiate job satisfaction? Can they negotiate pl~asant employee/ 
management relationships? Can they guarantee that we won't lose the 
good things that we have now' Let's face it, money isn't l:verything, 
and SORWUC hasn't even proven they can deliver that. 

What will we gain if we're forced out on strike? NOTHING!! What 
do we have to lose by waiting? Again, nothing! Once we sec if 
SORWUC can fulfill all of their promises, then we should decide, not 
now. 

LET'S NOT· MAKE A DECISI0!:-1 THAT WF. WILL LIVE TO 
REGRET! 

We LIKE our jobs. We don't need representation. We arc: strong as 
individuals, and as individuals WE CAN SPEAK FOR OUK.SF.LVESI 

HAPPY TO BE A NON·UNIO'-: BA'-:KER! 
D. Ripphnger 
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'I his campaign causcll \omc union members to withdraw from the 
union. Rccau~e of thl· withdrawals, the CLRB ordered a vote to take 
pl.u:c at the Scotia on Nowmber 25. Union members and volunteers 
fought hard w wm thiS vote; they contacted other workers through the 
ma1l and at home to talk al>out the union. No further support was lost 
but no more was gained and we lost the vote twenty-two to eighteen. 
Like in B.C., the employees were being cautious and taking a "wait and 
see" attitude. In October, the bank bad granted all their Saskatchewan 
cmplo}•ees three weeks vacation with pay, a benefit already enjoyed by 
workers covered by Saskatchewan provincial labour law. ThiS new 
bent:fit on the one hand, and their threat of freezing wages on the 
other, reinforced the employees' cautious attitudes. Finally, the three 
month wait between the application and the vote made it difficult to 
sustain the momentum of the union and allowed management a lot of 
time to plant fears among the employees. 

The TD management was much less smooth in thetr approach. 
Gloria Kups, a union member who had held one of the first organizing 
meeting!\ at her home, was put on probation and unfavourable remarks 
were placed on her file. She had worked at the branch for four y~ars 
and her work had nc:vc:r before received an unf:Jvourable mennon. 
Other employees were taken m pairs by the: manager t~ the Assinib~inc 
Oub, an elite: Regina club, where they were asked to discuss the umon. 
r-.o one obliged. The union's majority held, and the branch was ccrnfied 
on December 20, 1977. 

By the end of J 977, the UBW Saskatchewan had two certified 
branches, one in Regina and one in Melfort. In both branches, .morale 
boosting wa.s especially important because of haras..sment on the Job. A_t 
the: TD tension was high and union mc:mhc:rc; were watched and crltt· 
cized m their work Two tellers quit their jobs because of th~ atmos
phere; another wa.<> fired for a mistake whtch would normally have been 
accepted as pan of the learning process. T~1e union's c~~e~ steward, Barb 
Gaura, was treated rudely by her superviSors and cnnct7ed fur proce
dures which in her six years at the uranch had neve.r before been 
commented on. The union tried to counteracr such mea~urcs as best 
we could. Members would discuss the situation to build up morale; 
whenever possible the chief steward went in wtth members called to see 
management; lawyers notified the bank that their ac~viocs were: tlle~al. 
Finally the union went public and ftled four unfa1r labu.ur pra~~cc 
complaints, held two public leaflcttings of the branch and dtd a ma1~mg 
to supporters describing the bank's activities. This caus~d one unto~, 
the Saskatchewan Union of Nurses, to thn:aten to withdraw thetr 
account from the bran~·h because of the anti-union activity. 

Our two certified branches were 240 ktlomcrrcs apart and getting 
together was very dtfficult during the prairie winter. T~e dtffcrc~t 
conditions of a branch in a small rural town and a large mam branch m 
the city brought about some initial differences m contract propoo;als. 
We hc:ld provincial bargaining workshop~ :.o that all memb~rs and 
<:upporters could get together. We invited members of other umons to 
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the workshops so that we could learn from their experiences at the bar
gaining table and in fighting anti-union activity. We also raised money 
{O send bank workers to R.C. for the SORWUC National Convention 
and the UBW (B.C.) conferences. 

By January 1978, we had our proposals together and gave "notice 
to bargain" to the banks. Bank workers were ready to start negotiating 
and we were also ready to establish a formal organization of bank 
workers in Saskatchewan. In February 1978 the Saskatchewan union 
members applied to the National Executive in B.C. for a charter for 
the UBW, Saskatchewan Section. 

To carry on negotiations with two banks in Saskatchewan, a full
time worker was necessary. In March, Lynette Polson, a Vancouver 
bank worker, was hired for six months as the union's representative. 
Her salary was $800 per month. Lynette's job was mainly to coordinate 
negotiations. Jean Burgess in Mdfort and Gail PowcU in Regina contin
ued to take a significant part in negoriatiorlS. 

The hiring of a paid worker meant another appeal for funds from 
the community. Support continued from both unions and individuals. 
EspeciaUy generous was the RWDSU which donated approximately 
$3,000, as well as being flexible with regard to Gail Powell's activities 
with SORWUC. Also providing support were locals of CUPE, Grain 
Services Union, CUPW, IWA and other unions, as wdl as many indivi
duals. A women's conference of the Saskatchewan Federation of 
Labour voted support for SORWUC. All these pledges did much to 
encourage members and volunteers alike. 



We're ji'ghtingfor a contract 
We're fighting to be Jree-
1"/ns battle is a long one 
There'sroomforyouandme. _ 

- AduiLiumol verse to Florence Reese's 

" Whu·h Sid!' Are You On?" 

10 A Living Wage 

By the late summer of 1977 the UBW B.C. Section was ready to 
begin work on a contract. We were faced with such basic structural de
cisions as the formation of a contract committee, and how, with our 
scattered membership, we could ensure involvement by all. What would 
be the role of members in non-certified branches? Who would handle 
the negotiations? With different job descriptions, personnel policies and 
wages in each bank, how could we come up with an equitable master 
contract? On what basis should we define seniority-time in the branch, 
the bank, the industry? The responsibilities were great. A flaw in the 
contract might have serious repercussions for years. And there were no 
outside experts here-we were the experts on bank workers. 

To prepare for the first contract conference to be held in Septem
ber, members in certified branches were requested by the Executive to 
compile our contract demands and send them to the union office. 

Denise Poupard describes what happened in her branch: 
In Port McNeill, we had gT.eat fun at our meetings, ideas flying so 

fast that it was difficult to get them all down on paper. This was what 
the wait had been for-a contract-and our quieter members began to 
shine. Throughout our involvement with the union, branch manage
ment continually atumpted to divide us by claiming that certain mem
bers had no idea what they were getting into and had been dragged into 
the union by a few other members. It was typical of management-that 
they thought workers were not capable of thinking for themselves. 
While we all chose varying degrees of involvement in the union and had 
varying views of our potential success, we all saw unionization as the 
only way of changing our work situation. As we came up w1th contract 
ideas, the strong views of all members were vividly apparent. Obviously, 
everybody had done a lot of thinking about the contract. I was pleas
antly surprised to find out that often the best thought out as well as 
the most radical ideas came from the quietest members. 

Some of those initial proposals dealt with conditions peculiar to 
our branch and other branches in isolated areas but, relying heavily on 
the SORWUC contract at Electrical Trades Credit Union, we attempted 
to deal with the basic problems of bank employees. 

I .ooking back, those initial ideas seem somewhat unsophisticated in 
their wording. We were momentarily too excited to do much more than 
get down the basic thoughts. But as we attended conventions, read 
other contracts and generally became more involved in our contract we 
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became incrcasmgly confident in our wording and our ideas-and in-
creasingly demanding. . 

On September 10 and 11, d1e first contract conference was held m 
Vancouver. Approximately fifty members from certified branches ~nd 
non-certified branches atLended. Members from Melfort and Regma, 
our two certified branches in Saskatchewan, had managed to fly in for 
the weekend! We sent four representatives from Port McNeill, two of 
us old pros at union meetings and conventions and two novices who, 
though very excited, lacked confidence in their ability to funcuon at 
such a convention. Although only 350 kilometres from Vancouver, our 
geographical position on northern Vancouver Island necessitated our 
flying to and from the meeting. 

Due to the plane schedule, we were late, arriving in the midst of 
presentations by Emerald Murphy of AUCE and Angus Macphee of the 
PPWC. Both speakers offered practical advice. 

Angus talked about local and maste_r contracts. The PPWC negotia
ting committee includes delegates from each plant and all members 
vote on the union proposals for the master contract before they are 
presented to the employers. Local i~ues are dealt with in local negcr 
tiations, and each local votes to accept or reject the master contract. 

Emerald warnen us about mystifying the .negotiating proce~. 
"We're the best negotiators there are," she said "since we know first 
hand why certain clauses are needed in the contract." She had been 
chairperson of AUCE's fi.rst negotiari~g com":'ittee. Alth~u~h some 
critics view worker negotiators as a b1t of a JOke. AUCE s mexper
ienced negotiators had succeeded, only a few years earlier, in bar
gaining an excellent first contract for 1200 clerical and library wor
kers (95% of whom were women) at the University of British Columbia. 

The afternoon of that first day of the first convention was spent on 
workshops. As there were four workshops, we were able to have one 
representative from Port McNeill in each of them. Each wor~shop de_aJt 
with one basic area. Workshop One concerned wages and Job classifi
cations; Two: vacations and hours of work; Three: working conditions 
and benefits; Four : seniority, transfers and promotion, job security, 
union security and union rights. . 

Considering that SORWUC \\a.c; not a rich union, most out-of-town 
representatives were billeted at Vancouver members' homes, but be
cause our novice representatives were shy about staying with people 
they did not know well, the Port McNeill contingent stayed in a hotd 
near the convention hall. As thiS was also where the Saskatchewan rep
resentatives stayed, we spent the evening sharing stories and complaints 
about the banks, union talking and generally having a good time. This 
was typical of our union sisterhood-complete strangers could get to
gether and feel like old comrades. 

The next morning we heard reports from each workshop ano then 
discu~ed the make-up of our negotiating committee and whether we 
wanted one contract for everyone or a separate contract for each branch. 
As we started out the day with CBC television filming, we re-arranged 
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seating so that members who did not wish to be seen on TV, mostly 
those from non-<:~rtified branches, would be safely off-camera. 

We decided ·l·e contract committee would consist of one repre
sentative from e·, 1 certified branch, one member-at-large representing 
non-certified bran\..hes, and one National Executive officer. While we 
had only fourteen certified branches at the time, we hoped that this 
contract would soon become a contract for all bank workers. Therefore, 
we decided that all members would vote on the contract proposals we 
would present to the banks, although only m~:mbers in certified branches 
would ratify the contract at the conclusion of negotiations. All propo
sals were to be mailed to each UBW member and voted on by referen
dum ballot. 

The disc11ssion regarding how we were to negotiate-bank, branch 
or industry-wide-became one of the most important issues at the con
ference. We decided that it was to the benefit of all bank workers that 
conditions in the industry be standardized. We could not sec why salary, 
benefits, overtime policy, etc. should be different from branch to 
branch or bank to bank. We realized, of course, that there would be 
some specific issues that would have to be negotiated separately, but 
after an industry-wide contract was negotiated, we could then nego
tiate individual sub-<:ontracts dealing with concerns specific to each 
branch. 

Cost was also an important factor. The most efficient and cheapest 
way to negotiate would be with all the banks. An industry-wide contract 
would represent both present union members and future bank worker 
members. We wanted to draw up contract proposals that bank workers 
in B.C. could support. We wanted to use our proposals as an organizing 
tool. A good first contract would inspire bank workers to join our 
union. 

For me, the most triumphant moment as a union member was the 
vote on the proposal for th.- starting wage. Based on only the very basic 
requirements of a single parent with one child, we finally arrived at a 
figure of S1,140 per month or $7.50 per hour. While a few members 
felt this would be an excessive increase (approximately an 80% increase 
over the banks' base wage of $625-$660 per month in 1977), the 
majority felt this would be a fair salary that could be justified by cost 
of living statistics. The average salary in B.C. as determined by the 
Department of Labour in February, 1977 was $1,185.12 per month. 
The vote became ecstatic clapping and a celebration of the fact that we 
were doing the impossible- telling the Cana~ian chartered banks that 
we deserved a decent wage. 

Workshop One also dealt with re-classifying jobs, but realizing that 
this was a mammoth task, the issue was carried over to the second 
conference and eventually left for a committee that would bargain with 
the banks after our first contract was signed. 

Out of Workshop Two came important proposals demanding a 
thiny-fivc hour standard work week, twelve paid holidays (including 
International Women's Day), double time for overtime and voluntary 
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overtime paid on a daily basis. 
Workshop Three proposals dealt with breaks, staff rooms, vacations, 

medical and dental plans, special leave (maternity, paternity, adoption, 
etc.}, the maintenance of replacement staff and adequate training pro
~ams for new employees. The issues of seniority and of union security 
d1scussed by Workshop Four were tabled until the next conference. 

Due to plane and ferry schedules and the demands of distance 
travelling, many members including those from Port McNeill, were 
required to leave early. The last decision before people left concerned 
whether we should release our proposals to the press. There was a brief 
argument contrasting the importance of secrecy with the value of a 
sympathetic public acquainted with our demands. Mainly, we saw our 
contract as an organizing tool and keeping it secret from the banks 
meant keeping it secret from other bank workers. We publicized the 
demands, emphasizing that they were mere proposals until vored on by 
our membership. 

The two Port McNeill members for whom the Vancouver conference 
had been their first United Bank Workers meeting, had been greatly im
pressed by what they saw and participated in. Discovering that the 
other represent.ativcs were all common ordinary bank workers like 
themselves, they experienced a boost ro their self-confidence and their 
understanding and appreciation of SORWUC's philosophies. 

The Nanaimo contract conference, held two weeks later, presented 
serious travel problems for the Port McNeill br.mch. Although geographi
cally closer, we would have to fly to Vancouver, then, as we would miss 
f;be plane connection, take the ferry to Nanaimo. But inconvenient plane 
and ferry schedules were such that it meant missing most of the confe
rence. The only option was an eight hour drive down-island over a 
gravel road. Due to the travel difficulties and various family commit
ments, we sent only one representative to the NanaJmo conference. 

. This conference began with a discussion concerning women's 
h1stoncal role as a source of cheap labour. Once again, we divided into 
workshGps to work on specific areas of the contract. During the two 
days, there were some serious disagreements. One such area concerned 
the rights of part-time employees. Some representatives viewed part-time 
employment as a matter of choice and felt that part-time workers 
should not be entitled to the same benefits as full-time workers, whether 
or no.t these benefits were on a pro rala basis. The majorily felt that 
part-tune workers should have the same rights as fuU-time workers. 
There are many reasons for working part-time; however many of us saw 
it as a women's rights issue. Most part-time workers are women who 
have another fuU-time job to go home to-raising a family. 

Particularly thorny was the issue of defining semority for part-time 
employees. Eventually. we worked out an agreeable system hased on 
the number of days worked per week. A conservative minority was 
out-voted by those who saw protection of part-time worker rights not • 
only .as just, but as _necessary insurance against our employer replacing 
full-tune workers With less costly part-time workers. To represent these 
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views in negotiations, a part-time employee was elected to the contract 

committee. 
Another source of contention was the access of common-law 

dependents to medical, dental and optical plans. Finally. we decided 
that fears of con\oenient relationships for the sake of dental costs were 

illogical. 
There were also heated discussions concerning what sort of umon 

security clause we wanred, eventually coming down to a choice between 
umon shop (all present and future employees must JOin the union) and 
modified union shop (non-members at time of cemfication do not 
have to join the union but all future employees must jom). Opinion was 
sufficiently divided to provide for a choice between the two on the 
referendum ballot. 

The issue of seniority was eventually resolved by dcvtsmg a compli-
cated formula whereby seniority for wages, holidays, promotion, etc., 
was calculated in different ways- some by time in one branch and 
others by time in the industry. 

During both contract conferences, executive meetings were held. 
Discussions at these meetings reflected our growing emphasis on organi
zing the province or region. The Saturday evening executive meeting in 
Nanaimo was a S<!mi-hysterical affair. Our chances of success, from the 
beginning, must have been a great deal less t.han infinit.es1mal. W~ were 
doing what larger, wealthier, more expenenced umom cun~•dered 
impossible. The only reason we existed, was that w~ were t~e only 
people crazy enough to try breaking the banks and wh1le we might not 
succeed, we had already left a crack in their walls that would never go 
away. We were a:1 impossibility. We were broke, trusting in a lot o f hard 
work, a bit of luck, and a much of justice to take us as far as we could 
go. There was little we could do but laugh. 

After the two conferences, most of the work was done b) the Con
tract Committee and the office volunteers who did research, typmg and 
innumerable other tasks. Some branches did further work on contract 
proposals. In Port McNeill we drew on various contracts and ou r own 
brains to develop proposals in several areas. Such work then went to the 
union office for typing and copying, to the Contract Committee for 
discussion and tighter wording, then to referendum ballot. 

All proposals were voted on in referendum. Whenever it appeared 
opinion was not clear on any proposal, further information ~r arguments 
fur and against were mailed out with the referendum. Umon secunty, 
definition of seniority and International Women's Day were a few of 
the proposals which received such clarification. 

In Port McNeill, we frequently had meetings and discussions to 
solve any confusion about the meaning and implications of the propo~ls 
before we voted. Basically our branch members agreed on everythmg. 
There was some initial uncertainty as to whether we preferred a union 
shop or a modified union shop. It was difficult to keep personal feelings 
out of some decisions such as union security. [n working out our 
proposed pay scale, we had to try to separate our respect for certain 
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employees from the classification level of their respective jobs. 
One fortunate result of the first conference was that one woman 

now had sufficient confidence to become our main Contract Com
mittee representative. After each meeting, she would discuss the meet
ing \vith other branch members so we would be kept up to date. As 
notice was given to begin bargaining November 1, contract committee 
meetings in Vancouver were very frequent. . 

Ry the time we started bargaining with the banks, we were well 
acquainted with our contract proposals. The work at conferences on 
proposals and on referendums was an educational process on how to 
write our own contract. UBW members had had great help from other 
SORWUC members, especially people working in the Vancouver 
office. We had also received advice and help from other unions. We 
couJd be proud of a contract that we had written ourselves. But now, 
effectively, the question of success was out of our hands. The word was 
out that we were trying to unionize the banks. We had broken the sod 
and gotten far enough Lu have drawn up our contract and given notice 
to bargain. The rest was up to the majority of bank workers who had 
been silently waiting to sec what would happen to us. The crucial point 
had arrived. If they joined, we could go all the way. Without them, 
there was not going to be a contract signed. 



Well my grri,she runs the office, you lmow tlults what girls do 
She does her job, yes very well, and most of my job too 
But It 's certainly outrageous, its completely out of line 
When she demands a salary commensurate with mine. 

·· 1 h~ Hossn Lamem byT. Dash 

11 Meet You at the 'Y' 

SORWUC: National Union, 1114-207 W. Ha.~tin~. Vancouver, B.C. 

Mr. G.T. Robertson, 
Sr. Vice-President, Personnel, 
Head Office, Bank of Montre-al 
129 St. james Sl. W., 
Munlrc:al, Quebec 

Mr. F.M. Goddar.-1, 
(;eneral ,'.lanager. Personnel, 
Bank of Nova Scotia 
44 King St. W. 
Toronto, Ont. 

Dear Sirs, 

Sept. Z6, 1977 

Mr. E.S. Duffield 
Sr. Vice-President, Human Resources, 
Canadian Imperial Bank of Commerce 
Head Office, Commerce Court West, 
Toronto, Ont. 

• 

In accordance with Sections 146 and 148 of the Canada Labour 
Code. Part V, we hereby give notice that we: wish w commence bar
~:ainin~t for the purpose of entering into a collc:ctive agreernenl. 

Our propus.al is that our fir..r meeting for the purpose of bargain
ing be on r-.u~e• ·lber I, 1977 at I 0:00 a.m. at the Y.W .C. A. Building, 
SRO Rumml St , Vancouver, B.C. We have taken the hberty of booking 
Ruum 201 . 

We look for.vud to heanng from you in the near future. 
Yours sincerely, 

Jean Rands, National President 
Copies Ill ·C.anatla Labour Relations Board; ,\\anagers of all cemfied 
hrllncht"o; R.J K.ivanagh, C:eneral .\lanager, B.C. Rcgion, Bank of Nova 
Scoua. G.T Orrston, Reg1onal General .Manager, B.C. & Yukon Regwn. 
CII3C;M.E. Nesmith, Sr. Vice-President, B.C. Region. Bank of Montreal 

This letter was sent to the banks. Their responses ranged from 
'confused' to 'outraged' that we would suggest they meet with their 
competition in industry-wide negotiations. We received letters from 
thcm stating they were: not clear as to our intentions and that the 
CLRB granted certification to individual branches and that they were 
going to negotiate on a branch basis. 

Members in certified branches by now had elected their rep to the 
Contract Committee. The committee met regularly to finalize our pro
posals and generally prepare for negotiations. At one meeting the 
committee decided that in order to get to the bargaining table we would 
agree to meet with each bank separately with the intention of again 
proposing industry wide negotiations. 
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By mid-December initial meetings had been held with the Scotia, 
the Bank of Montreal and the Commerce. The discussions and argu
ments in these initial meetings were the same with all three banks. We 
discussed procedural problems such as how often we were going co 
meet, where we were going to meet, whether we would meet during the 
day or in the evenings, and so on. We proposed that negotiations take 
place during the day. We made it dear that the union would pay the 
employees' wages for the days spent in negotiations. We argued that 
negotiating a first contract takes a long time and it is important that 
both parties be alert and well rested for each session. Bank workers 
shouldn't be expected to work all day and then negotiate in the evenings. 
We also pointed out that responsibilities ar home for bank workers 
who were mothers meant that they couldn't possibly attend evening 
sessions on a regular basis. The Scotia and the Commerce refused to 
meet during the day. 

Our committee proposed that we meet on a regular basis, per
haps two or three days a week at the YWCA in Vancouver. The banks 
wanted to meet in hotel rooms. The ex~ra expense was not an obstacle 
to them. The Commerce proposed that since they intended to negoti
ate on a branch basis, we should meet "on location", meaning for 
example, that we would fly to Port McNeill to meet in a hotel room to 
negotiate for the Port McNeill branch. 

We discussed our determination to negotiate an industry wide con
tract. We argued that as our negotiating committee consisted of one rep 
from each certified branch, the same committee was going to negotiate 
each contract. It would bc time consuming to meet separately regarding 
each branch. We assumed that the banks would have the same questions 
and arguments for each of our proposals so it seemed a waste of time to 
repeat them. We also didn't want twenty-one contracts expiring at diff
erent times throughout the year as that would mean both parties would 
be in negotiations all year long. 

The banks argued that "collective bargaining should follow the 
basis on which the union sought and achieved certification- the indivi
dual branch unit." The Scotia argued that the contracts would not be 
the same nor would they even be similar, and that each branch was 
unique and must have a contract dealing with its o~n particular prob
lems and working conditions. F.ach bank was horror-struck that we 
would expect them to meet with their "opposition". Aftc:r our first 
negotiating meeting with the: Scoria, they sent us a ten page sub
mission in response to our proposal for "multi bank"collective bar
gaining. They stated, among other things, that banks are "not a govern
ment sanctioned monopoly but a competitive profit-motivated enter
prise". That was to explain why they could not negotiate important 
matters together with their "competitors". They claimed that industry
wide bargaining wouldn't work because each bank had a different 
emphasis on the type of customer it tended to attract! They also 
claimed that ananging meetings with all the banks' bargaining teams 
would create an atmosphere conducive to far greater delays than meeting 
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with one bank. In response to our argument that other industries nego
tiated on an industry wide basi& the Scotia replied that this practice was 
"developed". Negotiating a collective agreement in banks was a new ex
perience for all of us, they said, and we should "develop" our own 
method of negotiating over the years ... Last but not least, they said 
that as the CLRB had ruled the branch to be an appropriate bargaining 
unit, we should negotiate that way. 

The Bank of Montreal stated: "It is important for ali branch mana
gers to be present at the sessions. The success in administering a collective 
agreement will in large part be particularly dependent on the understand
ing and appreciation of the branch management. To have a meeting with 
the managers from all certified branches present would be unwieldy." 

These arguments about the crucial role of the manager differed 
drastically from those put forward at the hearings when the banks 
claimed that the only appropriate bargaining unit was the Nation. 
Then they swore that managers only carry out policy and decisions 
made in Head Office, have no authority to settle grievances and that 
working conditions are basically the same in each branch. 

It became clear that the banks would not budge from their posi
tion. Finally the Contract Committee agreed that we would negotiate 
with each uank separately and we proposed to negotiate a master agree-
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ment ior all certified branches within each bank. In response to this the 
banks repeated many of the same arguments. They once again threw 
the bargaining unit decision at us, the difficulty for all branch managers 
to be present at all sessions, and so forth. Although we had the best 
arguments for our proposal in terms of efficienc.-y, expediency and 
arriving at what would, in effect, be a master contract for each bank, 
the banks were not impressed. They ignored all our arguments and 
insisted we negotiate on a branch basis. 

- What could we do? We did not have the bargaining power w insist 
on negotiating our way. We set up meetings with the banks to begin 
negotiations for various branches although our contract proposals were 
the same for each branch of each bank and we realized that when a 
contract was negotiated for one branch it would certainly set a prece
dent for the other branches. The Commerce insisted on its original pro
posal of meeting "on location" and refused to give time off for contract 
committee reps to negotiate during the day. Thi~ proposal had grave 
implications for our Committee. It would be virtually impossible for 
the Commerce reps to attend a meeting on Vancouver Island after 
working all day in a branch and then return home in time for work the 
next day. It also meant greater expenses for us. 

Members of the Committee were still meeting regularly on week
ends and in the evenings. We were becoming more familiar with our 
contract proposals, getting to know each other better and becoming 
more confidcn} about our ability to negotiate our own contract. 

Although the banks were ready to sit down at the bargaining table, 
they were by no means prepared to accept unionization. They told 
employees in non-union branches that their wages would be frozen if 
they joined the union and they continued to harass and intimidate 
union members in certified branches. Sometimes the Contract Com
mittee representative was treated like a shop steward-changes in the 
branch were announced to the union rep first and the rep would relay 
messages to management on behalf of the other employees. In some 
branches, the union rep was singled out for attack. This was the case 
at the Bank of Commerce on the Sechelt peninsula. 

The union members at the Commerce in Gibsons had elected 
Eileen Quigley to represent them on the union Contract Committee, 
with Carol Dulyk as her alternate. On September 28, the manager 
had visited Eileen at home while she was on sick leave and told her 
that as she was the least senior employee she was being laid off due 
to shortage of work. He stressed that there were no complaints about 
her work. The next day she was given a letter promising that she would 
that she would be given first opportunity of -employment should it be 
necessary ro hire at the branch. 

Eileen had signed up the Royal branches and our members at the 
Bank of Montreal, as well as the employees at her own branch. She had 
attended union meetings in Vancouver and Nanaimo to discuss contract 
proposals, spoken to the press on the Peninsula, and was seen by every
one as the main un ion organizer there. Lay-offs are extremely rare in 
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banks and bank workers on the Peninsula were shocked, particularly as 
Eileen had given up a full-time permanent position at another bank in 
order to start work at the Commerce just four months earlier. Carol 
and others told the manager at a staff meeting that they thought 
Eileen had been laid off for union activity. Eileen continued to be 
active in the union although Carol Dulyk replaced her as official repre
sentative of the branch on the Contract Comml{tee. 

Sometime in December 1977, Carol talked at a Contract Committee 
meeting about she was afraid of losmg her JOb bcc.1u!>C of her union 
activity. She also did a TV interview on the subject. 

On Saturday, January 21, 1978, the manager asked Carol to stay 
behind for a few minutes after work. Carol describes what happened: 

"He proceded to show me the unit count from Regional Office and 
informed me that our count was way below standard. One staff member 
would have to be laid off, and that person was me. lie said J had the 
opportunity of transferring to a branch in Vancouver and that T could 
commute daily. I said that was a very impractical move for me because 
of ferry scheduling and that I had also informed him of my husband's 
upcoming open heart surgery on january 31, which was why I requested 
holidays starting February 2. I stated that I had more seniority, if only 
by a month, than the teller he was keeping on, and that she would be 
quitting by March of 'this year. lie said be knew all that but it was his 
decision, based on the fact that she could put through more items in a 
day than I could. I told him that was a pile of garbage, and that all one 
had to do was look through the tellers books to prove that false. I told 
him that I figured something like this was in the wind, since the last alter
cation I had with him, and that I felt he was discriminating against me 
liecause of my union activities. He suggested that I see what the union 
could do for me. 1 said that if nothing else I would picket the branch 
myself. He said they would give me one month's pay and a letter staring 
that r would be the first one called back if there was an opening. He then 
asked me for my keys and I said I would release them on receipt of the 
letter or separation slip. He also showed me a letter from Regional Office 
in reply to a letter of his sent on December 17, 1977. It was an acknow
ledgement of his request for a reduction of staff by one. I mentioned to 
him that I had done a TV interview in which I had said that I felt my job 
was in jeopardy because of my union activity." 
Carol came to the union office on the foUowing Monday, January 23. 

A union rep called the regional personnel manager of the Commerce 
and told him that as Carol was the senior teller we could only assume 
she was terminated because of her union activity. lie claimed that Carol 
was the last hired and they they had been reasonable in offering her a 
transfer to Vancouver or one month's pay in lieu of notice. He agreed 
that the bank normally laid people off in order of seniority. He also 
agreed that layoffs were unusual. The rep insisted that Carol was the 
most senior teller and urged him to reconsider the decision. She told 
him we would lay a complaint of unfair labour practice. 

We drafted this complaint and got it to the Canada Labour Rela-
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tions Board that same da)'. But thi~ was such a serious attack on our 
umon we couldn't leave it to a long, slow legal process. We had to con
front the bank publicly. Many bank workers were afraid of losing their 
jobs. We had to prove that the union was prepared to defend our mem

bers. We drafted petitions and press releases, and made plans for a 
public campaign to protest the bank's action. 

The following day there were . two more conversation with the 
same regional manager. This time he said the decision wa~ made on the 
basi~ of performance rather than seniority. The most recent perfor
mance report had been done September 1 7 of the previous year and 
Carol was rated as responsihle and competent. The manager had added 
the following comment to the report: "Mrs. Dulyk is doing a good job 
in her position as teller. She gets along well with customers and staff." 
That was before she represented the union. 

Carol was determined to fight the case. On February 1, her first 
day "laid off", she began standing in front of the bank during busi
ness hours asking customers to sign a peotion asking the bank to rein
State her. Eileen Quigley joined Carol in petitioning and pickenng in 
front of the bank. Other trade unionists from Gibsons joim:cl in the 
picket as did SORWUC members and supporters from Vancouver. 

On February 3, Carol and jean went into the bank to see the 
manager and told him that the union was prepared to put up a fight to 
get Carol's job back, that we didn't want to damage the business of the 
branch but that the longer the fight went on, the more likely it was to 
damage the branch. We said we were anxiou-; to settle the problem, and 
he indicated he would also like to do that. llowcver, he later called the 
union offic~ and said the bank was not prepared co change their deci
sion although they were prepared ro offer both Carul and Eileen some 
relief work. 

Carol told the manager that ~he wouldn't picket until a~ter the 
bank's representatives had met with an officer uf the Board to discuss 
pos!tible settlement of the dispute. She continued to ask customers w 
sign the petition. The meetings hetween the Board's officer and the 
bank's representatives were not successful so picketing was resumed. 

Carol worked hard w build communit; support for her case, and 
for the union. She spoke at local union meetings.and at meetings of 
community groups ancl !tenior citizens. The Scchelt Teachers Ac;soci
atiun issues a press release protesting the lay-off. The Canadian Paper
work~rs Union (CPU), the Ferry Workers, the Fishermens' Union and 
the IWA had all idenufied themselves with the protest campaign. 

In three weeks, 500 Gibsons' rc::sidents stgncd the petition asking the 
bank to reinstate Carol. This petition was presented to the Commerce 
Regional Offic.:c on February 21 and the matter was continually rai-;ed at 
negotiations along with orher unfair labour practice complaints. 



Now the bosses gel together 
And they act real smart 
They do everything the)• cau 
To lteep us WQrkers apart 

- .. We Gutta H .. ,.e Union·· bued on 
a tradirional gospel song 

12 A Change of Plans 

The UBW decided to hold a special convention on january 29, 1978 
to reassess our organizing strategy. 

The following motion, proposed joindy by the UBW Executive 
and Contract Com.minee, was to be discussed at this convention: "That 
we stop applying for branches and apply to the Canada Labour Rela
tions Board for the province as the bargaining unit as soon as possil>le." 

Linda Read, a UBW Executive member who had quit her job at 
Mastercharge a few months earlier, worked on a volunteer basis in the 
union office. She describes the special convention: 

Forty bank workers, including a member from Saskatchewan, 
attended the convention in Vancouver. There was a great deal of 
enthusiasm amon~t us. Only seventeen months earlier the first meeting 
of bank workers in SORWUC had been held. Now, we were going to 
discuss the launchmg of a provincial drive. Before we began our discus
sion on Ol1!amzmg strategy, we heard reports on the present :.tate of 
the UBW. 

I reported on the banks' recently announced wage freeze in certi
fied branches. As early as july, 1977, individual managers all over the 
province were saying that wages would be frozen if employees JOined 
the union. By fall, branches were rife with rumours. We attempted to 
d1spel the rumours with a leaflet describing Section 148 of the Canada 
Labour Code. Th is c;ection states that the employer cannot change 
conditions of employment during the course of negotiations unless 
the union consents to such changes. We understood that this section 
of the Code would prevent an employer from either bribing employees 
to not join the union or punishing those employees who did join. As 
the annual cost of living increases were a condition of employment, our 
position was that withholding these increases would be grounds for an 
unfair labour practice complaint. 

On December 14, we sent a " Lener of Understanding" to all 
the banks. We asked them to agree t o sign this letter which stated: 
"While negotiations are in progress, any general improvements in wages, 
benefits, or working conditions, which arc implemented generally in 
branches throughout B.C., shall also be implemented in those branches 
for which the union holds certification ... " 

The banks' responses to our "Lener of Understanding" were 
tdentical. If we were prepared to ratify a first contract with a five 
percent wage increase, they would be prepared to sign our letter. 

We refused to agree to such a contract. We deserved more. In addi-
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tion, such an agreement would have had a serious effect on organizing. 
If we were to agree to a five percent wage increase before negotiations 
began, there would be no material incentive to join the union. Also, we 
thought it would be di:.astrous to lock certified branches into a five 
percent increase. When the AlB wage controls were lifted, non-union 
branches could get a higher increase. 

In January 1978 we filed unfair labour practice complaints against 
the Royal Bank and the Bank of Nova Scoria for withholding the wage 
increases. 

After my report we had a lengthy debate on the proposed motion. 
What the motion meant was that we would continue to sign up indi
vidual bank workers all over the province and when we had a majority 
(or thirty-five percent for a vote} signed up in a particular bank, we 
would apply for certification for the whole province as the bargaining 
unit. 

At this time, few hank workers were joining the union. Organizing 
a provincial unit meant that ba.nk workers could join the union without 
forfeiting their annual wage increase. It also meant that bank workers 
could join the union anonymously. When small branches applied for 
certification there was no way union membership could be kept a secret-

Another argument for the proposed motion was that members in 
non-certified branches could play a more active role in the union. They 
could work within an .autonomous committee in their community to 
organize their area. 

The main argument for the province as the bargaining unit, however, 

UBW Branches in B.C. 

24 branches certified on I he following dates 

Commerce Pon McNeill July 19, 1917 
B uf M !.angle)' Jul) 19, 1977 
1:1 of M l'ort AJbem1 July 19, 1977 
BofM Ganges July 19,1977 
B of M Edmonds & Kingsway July 19, 1977 
Commerc" Gihson~ Augu~t 16, 1977 
Commerce Brookswood Augu~t 16, 1977 
B of M Geor~ia & Seymour August '2S, 1977 
B of M West Vancouver Ma10 llranch AuguSI .l I, 1977 
Commerce Ganges Seplember 6, 1977 
Scotia SFU September 6, 1971 
Scotia Vancouver Heighb s~ptemher 6, 1977 
B of M Powt:ll River Seplernher I '2 , 1977 
B of M Royal Oak (Victoria) September '2'2, 1977 
B of M Newton October 6, 1977 
B of M North Van October 26. 1977 
Scotia Edmonds & 6th Oclobcr 28, 1977 
Royal Gibsons November 3, 1977 
B of M Fortune Centre (Kamloops) November 4, 1977 
Royal Sahali (Kam1uop~) November 4 , 1977 
Commerce Mi:.sion November 21, 1977 
Montreal West"iew January '20, 1978 
TO Tahsis February 9, 1978 
Commerce Creston June 30. 1978 
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was the incredible bargainmg power such a unit would have. 
Some members questioned whether or not we had the fmanc~ 

and resources to sign up the whole province. Some people also said 
that if a branch bad a majority and wanted to be certified, it was 
their right. 

We finally 
and would go 
motion. 

voted that we would not apply for any more branches 
for the province. Only one person voted against the 

Data Centres, Chargex and Mastercharge Centres were in a 
different situation in that they were larger than branches. The problem 
for workers wasn't anonymity; it was communication. They had more 
bargaining power and different working conditions. Organilers from 
one data centre reported that they had signed up about twenty-five 
percent of the employees and hoped to be able to apply soon. The 
convention authorited the Executive, together with organizers in the 
particular bank, to decide whether or not to apply for certification 
for large centres as separate units. 

We then discussed how we were going to sign up the province. 
Our attemion focussed on organizmg committees. We had been dis
cussing organi:ting committees in a somewhat abstract way for a few 
months. At the convention it became clear that these committees 
would be: the: vehicles for organizing the province. 

Up to that time, organiting efforts were totally dependent on the 
Vancouver office. Heather, myself and other UBW Executive members 
would meet interested bank workers on lunch hours, or before and 
afte: work. If they didn'l live dose to Vancouver, packages of infor
mation would be sent to them and eventually a meeting would be 
arranged. 

The provincial drive could not be organized from Vancouver. 
Downtown Vancouver was very weak in terms of membership. There 
were now bank workers all over the province: who knew enough about 
the ~BW to answer any questions arising out of a first organiling 
meettng. These workers needed to set up autonomous organizations to 
make decisions regarding their own drives. We saw each organizing 
committee as an embryo of a union local. They would mal.e decisions 
about fundraising and publicity and would rally support from women'-; 
gr~up~ and other unions. They would coordinate leafletting and meet 
Wlth mtercstcd· bank workers in their communit)' · Local uruons were 
prepared to give more fmancial and volunteer assistance: to bank worke~ 
in their own area m Vancouver. In August 1977 the UB\\. by refer
endum balJot, had voted to turn Local 2 into the UB\V Section of 
SORWUC, with the: intention of forming organizing committees within 
the section. With the UBW membership spread all across B.C., it had 
become impossible for many members to attend local union meetings 
and parlicipate in decision making. SORWUC's structure had been 
changed to allow for the establishment of occupanonal/indusmal sec
ti~ns which would be rc~onsiblc for industry-wide organi7Jng cam
pa•gns and could be authonzed to negotiate on behalf of their members. 
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The Section and the organizing committees would not only be the most 
effective, but the most democratic structure for the province-wide 
camp~gn. 

The union office continued to coordinate negotiations for the 
twenty-two certified branches. We were regularly speaking to the press 
and to trade unions, and we were always involved in legal hassles of one 
kind or another. In addition, people: in the office were helping to 
establish the organizing committees, printing a monthly newsletter and 
researching legal matters. The necessary clerical work was overwhelming 
for one person. Heather's. term had ended. The special convention had 
voted to amend our UBW Section by-laws to include two union 
organize.r positions on the Executive. These positions were to be full
rime, paid at $800 per month, for one year each. The organizers were 
to be elected by the UBW membership. Three bank workers ran for the 
two positions. Their statements and a ballot were mailed to all UBW 
members. Dodie Zc:rr, a teller from the Commerce, Victory Square, and 
Sheree Butt, a control clerk from the: Bank of Montreal, West Vancouver, 
were elected and began working at the union office March 1, 1978. 

The UBW Section Executive played a major role in assisting 
members with the beginning phases of their organizing committees. A 
package containing necessary steps and documents was prepared. It 
included: 

a condensed version of "rules of order" to assist members in 
ensuring the meetings ran efficiendy and democratically, 
a sample of a letter to the UBW Section Executive requesting a 
charter for the organizing committee, 
a sample of how to take minutes, 
an example of how to write a press release, 
an example of by-laws which would ensure that the committee 
be autonomous, democratic and not contradict the UBW Section 
by-laws. 

The organizing committees were composed of members from both 
certified and non-certified branches. A few inactive members from 
branches where no majority had been obtained or where the vote was 
lost, became involved in the union again. By the time we were in a 
position to have a founding meeting of a committee, the people involved 
basically knew how it was going to function. 

Usually a UBW Executive member from Vancouver attended the 
founding meeting to give assistance. This meant travelling to somewhere 
in B.C. and staying with a bank worker for a few days. Often we stayed 
in the community to help arrange meetings with other trade unionists 
to tell them what bank workers in their town were doing. We: also 
arranged interviews with the local newspaper, radio and T.V. stations. 
Sometimes bank workers did the press themselves, but because most of 
them were srill having to deal with pressure from management, it was 
often better that someone from Vancouver spoke to the press. 

These times were hectic. Organizing committees were being set up 
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in. v~rious locations around the province including Kamloops, Sechelt, 
.MISSIOn, Powell River and all over Vancouver Island. 

. The ban~ workers in the Mission organizing committee requested 
thetr charter tn March 1978, and after a few meetings had passed their 
by-laws, elected their executive, opened a bank account and decided 
how ~ey would organize other bank employees in their jurisdiction. 
Commtttee members wrore their own leafletS which addressed bank 
workers in their towns. They organized volunteers to hdp leaflet local 
bank br.mches. Still, bank workers did not join. 

No organizing commmcc could sign up a majority of bank workers 
in their jurisdiction. The wage freeze and the banks' intimidation had 
done the JOb. 

As well, union members were having trouble on the home front. 
An important factor to our success (and sanity) was moral support at 
home and in our communitie~. After all, on how many frontS could 
we wage battles? Unfortunately, not all of us had this support. Some 
members took on more responstbtlity than others. There was some 
resentment of those who diu not participate. One bank worker aired 
~er a~ger. in a letter to the union office in which she :malyzed the 
SltuatJon m her branch. She said that a few women "suffered" from 
husbands or boyfriends who: 

"a) diu not trust their wtves away from them in the big city. 
b) ~refe~red their wives to earn low wages as 1t encouraged 

fmanc1al defcendency (and, in their minds, marital stability) 
c) could not manage to feed and take care of themselves if 

wives were away for a meeting." 
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There were, of course, women who could not attend meetings 
because they were single mothers and could not afford to pay baby
sitters. One woman found a way to attend most meetings although she 
was a single mother with three children and had two part-time jobs 
besides her job at the bank. There were also women who were so 
uetermined to work in SORWUC that they ended up taking on the 
banks and non-supportive husbands at the same time. 

Generally, when we spoke to women's groups, the NDP and other 
unions, the people we addressed were supportive. Even groups or 
unions that were not in a financial position to donate money to 
SORWUC offered volunteers, tile use of office machines and space in 
the offices to hold our meetings. Unions such as I'PWC, AUCE and 
others nor only gave us moral support but they contributed financial 
help as well. Women's groups contributed many volunteer leafletters as 
wdl as providing moral suppott. 

But sometimes we had to deal with less rewarding confrontations. 
On oc'--asion, we were met with accusations from the CLC affiliated 
unions about how "independent unions were dividing the trade union 
movement" and "SORWUC doesn't have the resources or expertise to 
service its members or continue the drive". As one UBW member 
reported after meeting with a union business agent: "I felt as though I 
was at a job interview." When I walked into a Nanaimo union office, 
the first words the business agent said to me were "We hate independent 
unions. We think all unions should be in the mainstream of labour
the CLC." After our discussion though, he offered us the use of a type
writer and office space. 

The B.C. Government Employees Union (BCGEU) had been very 
enthusiastic about our campaign in the summer of 1977. They gave us 
a $1000 donation and their administrative support component gave us 
a $5000 interest-free loan. We used their meeting rooms free of charge. 
However, after August 1977 we received no further financial support 
from them. And in the fall Laraine Singler, an assistant general secretary 
of the BCGEU who had tried for months to convince UBW executive 
members that we shoulu split from SORWUC to join the CLC, was ap
pointed to direct the CLC's bank campaign from Ottawa. 

Many members of CLC afftliated unions had wives, daughters and 
mothers working in banks and SORWUC had been the most successful 
thus far in organizing banks. Why were unions who had supported us in 
the past now withdrawing support? Had the CLC Executive ordered 
affiliates not to support us any more? The CLC had begun their own 
organizing campaign, directed from Ottawa. (There were also other 
CLC affiliates that held certifications in the banks-OTEU, RCIU, 
Steelworkers). 

In December of 1977 we became aware of a letter from the CLC 
executive to all local unions and labour councils in B.C. This letter 
announced the launching of the CLC national campaign to organize 
bank workers. Laraine Singler, assistant general secretary of the BCGEU, 
was moving to Ottawa and would coordinate the campaign. The letter 
said that all unions were to support this campaign and no other campaign. 
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This certainly contradicted ~bat Donald Montgomery, then secretary
treasurer of the CLC, stated in a letter to us July 19, 1977, " ... it 
is imperative that organizing drives afford the workers the opportu
nity to become members of the union of their choice." The CLC dir
ective ignored .the well known fact that SORWUC was negotiating 
with the banks and launching a provincial drive. Several unions and one 
labour council wrote leners to the CLC protesting this directive. 

Our Natioru.l Executive had been corresponding with the CLC 
E.xecutive since july 1977. In October we sent a lener to the CLC 
saying that our National Executive would be prepared to recommend to 
our members that SORWUC affiliate to the CLC if they were prepared 
to accept us as a National Union, without changing our structure or 
objectives. On December seventh we sent an urgent request for funds 
when we learned that the Royal Bank intended to appeal the 
branch-by-branch decision to the Federal Court of Appeals. That 
decision was crucial for all unions involved in bank organizing and we 
wanted help to defend it. In December Joe Morris, then CLC president, 
wrote to the UBW Section Executive. He said that the CLC was prepared 
to accept the UBW Section into the CLC and that once the UBW had 
joined the CLC's national effort, they would then consider paying 
our outstanding bills. As far as the rest of SORWUC was concc:rnc:d, 
the CLC said they would look at each of our individual units and see 
how they overlapped with the jurisdiction of the CLC affiliated unions. 
Our understanding of this proposal was that SORWUC as a union would 
no longer exist, and the certifications that we held in Local 1 would 
be transferred to the "appropriate" CLC union that claimed jurisdiction 
of that particular industry. Bank workers did not want to split from 
SORWUC. 

The UBW Section Executive unanimously rejected their proposal. 
We wrote the CLC and stated that we saw no usc: in further correspon
dence. The special convention in January endorsed the Execunve's 
decision. 

It was a biner lesson for us to fmd that solidarity did not include 
us. After all the platitudes spoken about organizing the unorganized, 
the CLC showed no signs of support or encouragement when someone 
actually set out to do it. 

Whoever do they tMnk they are to orgartize like men1 
Well I believe l'n order, the tried and trusted n<mn 
I'll damn well see her fired, if I can find lhe form. 

-"The Bossn' l.amem" byT. Oa~h 

13 Legal Knots 

Our attempts to get the banks to negotiate the issue of the wage 
freeze failed. We filed unfair labour practice complaints against the: 
Scotia and the Royal in January 1978 alleging that: 
1. denying salary and other improvements to certified branches was 

discrimination against the certified branches. 
2. withholding improvements had the effect of intimidating employees 

at non-union branches and discouraging them from joining the 
umon. 

3. the banks' actions interfered with the union's representation of 
employees at the certified branches. 
The Board announced a hearing to begin February 20. We had 

always felt more in control when doing our own representation at 
LRB Hearings so we decided not to have a lawyer represent us. We be
lieved that we would be better able than a lawyer to explain the effect 
the wage freeze had on our organizing. So we decided ~at Jean should 
represent the union with help from Charlotte and jackte and everyon~ 
else who was available. Although we understood that legally and techru
cally our case was not strong, we felt strongly that we wer~ right. The 
wage freeze was an anti-union act violating our right to orgamze and the 
future of our whole campaign could depend on this case. 

The complaint against the Royal was heard first. The witnesses 
from the bank's Regional Office in Vancouver admitted that they bad 
gone to speak to employees at the certified branches to explain that the 
wage increase they were giving to non-union branches was the very best 
possible under the Anti-Inflation Board. They said the reason their 
branch wouldn't get the increase was because the union had refused to 
accept it as the wage package for our first union contract. We argued 
that bank management had violated the Labour Code by attempting 
to negotiate with individual employees, rather than with all of us col
lectively through the union. A union member from the Kamloops 
branch testified that the: response of employees there was to look for a 
way to get out of the union so that they could get the wage increase. 
Jackie testified that the wage freeze was discouraging employees from 
joining the union. Our evidence on this last point was not strong. 
It's obvious that if people make more money in non-union branches, 
that will discourage them from joining the Union. But how do you 
prove why people aren' t joining the union? If they won't join, they're 
not likely to agree to testify on behalf of the union about why they 
won't. 
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It's clear that if the bank had withheld wage increases from union 
members onJy, that would be illegal discrimination. However, the bank 
was punishing all employees in certified branc:_hc:s, even those who had 
always adamantly opposed the union. Jean tried hard to convince the 
Board that discnminaring agamst two branches out of 200 m B.C. had 
the same effect on the union drive as discriminating again~t individual 
union members. 

The Royal hearing onJy took one day. 
The next morning we staned on the Scotia complaints. The bank 

had come up with a dozen reasons why the Board should not even hear 
these complaints. They were submitted either one or two days after the 
rime lunit in the Code. (\Ve miscounted the days!) They were submitted 
on behalf of all employees in the certified branches although not all 
the employees had signed them. The bank claimed the union had not 
given enough facts (as if the bank didn't know the facts). And no one in 
the certified branches had the right amount of seniority to benefit from 
the bank's new vacation policy, so they hadn't lost anyt11ing by being 
denied this improvement. 

An entire day wa..~ spent in complicated legal arguments on these 
questions. Frantically flipping through the Code, Jean and Charlotte 
did a good job of answering the bank's lawyer. We couldn't let the 
Board throw the whole campaign out on technicalities. We lost some of 
these arguments, but won enough that the Board decided to hear evi
dence on the main issue-the wage freeze. 

The next morning Jean had the flu. She asked for an adjournment 
of a few days. The Board agreed to adjourn until the next day! We 
went back to the union office in a panic. 

Pat Barter, who walked into the union office at 11:00 a.m. that 
day, tclls what happened next: 

1 was working evening shift as a waitress and spending my after· 
noons at the union office. As National second vice-president, my 
responsibility was the National newsletter; I was also assisting a 
bargaining unit of homemakers in Powell River who were in the midst 
of their first negotiations. 

Linda zeroed in on me as soon as I walked in the door. "What are 
you doing tomorrow, Pat?" "Depends," I said. (You learned to approach 
these questions warily in the union office, particularly when the asker 
looked agitated.) "You have to do the hearings on the wage freeze. 
Jean's sick. You've done hearings for Local 1 in front of the B.C. 
Board and everyone else is either working or negotiating. We'll help 
you." 

What could I do? After all, when 1 had joined with my co-workers 
to get our first contract somebody said to me-'we can do it ourselves' 
and we: did, !Jut with help from others. I guess my turn had come. 

There was much shuffling of date books as people shifted schedules 
so they could cover one another and help me. jackie (who was on sick 
leave recovering from surgery- and Charlotte said they would sit at the 
hearing table with me. We went into a group brainstorming session that 
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covered the law, the facts, our case, the bank's rebuttal, how to lay out 
our questions and what to wear when going hefore the Board. I walked 
off to work in a daze. 

When I got off at midnight jackie was waiting for me at home and 
together we went over all the questions we would put to our witnesses 
and tried to guess the answers we would get from the bank's witnesses. 
After a few hours sleep and a big breakfast, we met with the bank wor· 
kers who were going to tcstifr. More coffee and toast and yogun and a 
discussion of strategy and tactics. 

First the Board heard the testunony of several bank workers. I 
asked the questions we hoped would show the Board the depth of the 
effect of the wage free7.e on union members. The bank's lawyer men 
cross-examined them, trying to show that they had not been individually 
discriminated against, that they had not been intimidated, that they 
had not been personally affected by the change in service requirements 
for vacation, and that they had not been promised a specific wage 
increase that year. 

The personnel din:ctor took the: stand. He answered briefly and 
had to be asked several times to expand his answers. We had to prove 
that the bank was deliberately discouraging unionization by sending a 
memo to non-certified branches saying that the wage increase would 
not apply to union branches. But who will admit in front of the Board 
that they have broken the law? Our last question to him was: "Why did 
the bank send this memo to non-union branches and not to union 
branches?" We asked him three times, and each time he seemed to 
become more cun and actually started to lose his temper. He never 
really answered that question, particularly when pressed as to why the 
memo was sent out before the matter had even been raised with the 
union. He finally said he had thought it would confuse people if it was 
sent to union branches, and besides the matter was one for the bargain
ing table at those branches. The bank's lawyers tried to argue that the 
union was responsible for the delay in negotiations. The Board members 
then asked a few questions. 

The final stage was the presentation of argument. Each side reviewed 
the evidence, the law, cited other decision!> made about the same section 
of me law and argued why the Board should find in their favour. 

The Board's decision was received March 10. They had voted two 
to one against us. The Board stated that there was no doubt that em
ployees in certified branches were treated differently than employees 
in non-union branches and that perhaps this had had a "disheartening 
effect" on some individuals in certified branches and an inhibiting 
effect on employees in non-union branches. Nonetheless, they agreed 
with the banks that giving wage increases to workers in certified bran· 
ches would undercut negotiations and ruled that we hadn't proved the 
intention of the wage free-t.e was to smal»h the union. The Board declared 
that the employees in union branches chose to opt "out of the realm of 
unilateral employer action and into the collective bargaining regime". 

The third member of the .Board disagreed with the decision of me 
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other two and wrote his own opinion. "It is obvious that discrimination 
of the type practiced here will have and did have the effect of under-
mining the union." ~ . 

The banks had won-they could continue the wage freeze Wlth the 
blessing of the Board. But they weren't satisfied. The Scotia appealed 
to the Federal Court asking the Court to rule that the Board should 
have refused to consider our complaints because they were late. 

At the time we underestimated the effect of the five percent wage 
loss on the organizing drive. Members in most of our certified branches 
responded by getting angry and more de~ermined to negotiate a ~ood 
contract. It took a long time for us to reahze the effect on non-certified 
branches. The wage loss was both a warning to unorganized branches 
and a punishment to organized branches. Many bank workers were 
convinced by the banks to "wait and see" what the union could win for 
them before they joined and risked losing other benefits. The more 
waiting and seeing there was, the weaker was the union's bargaining 
power. 

Another blatantly pro-management decision was still to come-that 
on the Carol Dulyk case. 

The hearing on Carol Dulyk's case, which had been set for February 
24 was adjourned to March 13 due to the illness of one of the bank's 
wimesses. Jean, Charlotte, Carol, Eileen and one other member from 
the Gibsons branch attended, with Jean speaking for the union. 

The Commerce's position was that they had to reduce staff because 
business was slow, and that Carol was the one laid off because her work 
had suddenly deteriorated. This deterioration just happened to coincide 
with her becoming union representative for the branch! We felt we had 
a strong case. 

The bank's argument that Carol was less competent than the other 
teller was contradicted by the bank's own evaluations of her perfor
mance which had rated her competent and capable of promotion to 
assistant accountant. Carol's co-workers testified in her favour. However, 
the testimony of the manager and accountant was given more weight by 
the Board than was the testimony of another teller and ledgerkeeper. 

It is a basic assumption in this society that management can and 
does assess employees' work fairly and accurately. It is also a basic 
assumption that management can and does assess the needs of the busi
ness (number of staff, number of branches, etc.) fairly and accurately. 
In a small branch, this basic assumption about management can put the 
union and the bank workers at a severe disadvantage. The only people 
in the branch who can state whether or not someone is competent and 
have their opinion taken seriously are management. 

The Labour Code says that where an employee claims she was fired 
for union activity, the employer must prove that they did not fire her 
for union activity. However, in practice, the employer is given the 
benefit of any doubt. There is no law against firing people. The 
employer is free to fire people for any reason whatsoever, good or bad, 
except union activity (or discrimination prohibited by human rights 
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legislation). The union must therefore prove that the intent of the 
firing was to weaken the union. The only way to prove anti-union 
motivation directly is to get management to admit that they fued the 
employee for union activity. We weren't too optimistic about getting 
them to do that, although we tried on cross-examination of the bank's 
witnesses. 

Mostly, we had to rely on circumstantial evidence. We set out to 
prove: 
1. That the effect of ~e employer's action in firing Carol was.anti

union since it removed the union representative from the branch, 
and weakened the union's majority. 

2. That the employer was aware of, and hostile to, Carol's union 
activity. 

3. That the reasons given by the employer for terminating Carol were 
not the true reasons. We had to undercut their argument that the 
layoff was an economic necessity. Failing that, we had to argue 
that Carol, as the senior teller, should not have been the one laid 
off and that the complaints about Carol's work coincided with.her 
active involvement in the union. 

4. That there was a pattern of anti-union activity by management in 
the branch, including the anti-union meetings and the layoff of 
Eileen Quigley, the previous rep. 
We fdt we had strong evidence of anti-union motivation in Carol's 

dismissal. We brought out the story of the early meetings in the branch 
following the application for certification, the manager's tears, the em
ployees' response. Eileen told the story of her lay-off, and Carol testified 
that the employees had seen it as punishment for Eileen's union activity. 
We demonstrated that the complaints about Carol's work began after 
she assumed a position of responsibility in the union. 

The only way we could deal with the economic argument was to 
cross-examine the bank's witnesses. Some big shot from Regional Office 
showed up with piles of charts and statistics purporting to prove that 
the Gibsons branch was overstaffed compared to other similar bran
ches. We did what we could to use their own, presumably hang-picked 
stati.~tics, to prove that the Gibsons branch was no more overstaffed 
than lots of other branches. We asked how many lay~ffs there had 
been in the B.C.-Yukon region in the previous year. Out of 4,500 
employees in the Region only ten were laid off that year. Two of those 
ten were in the Gibsons branch (out of five employees!) The bank 
agreed that their normal procedure was to reduce staff by waiting for 
people to quit and then not replacing them. 

We also questioned bank management wimesses about the factors 
involved in deciding whether to increase or decrease the size of a branch. 
At the hearings about the bargaining unit, the same bank had argued 
strongly that profitability is not determined on a branch level;. that 
there are many reasons other than economic ones which could deter• 
mine whether or not a branch is kept open, or how long a new branch is 
expected to lose money before it becomes established. Clearly, the 
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expansion or reduction of staff in a branch, and even the question of 
whether a branch is closed, is determined _in relation to the bank's 
policy objectives in the region. The bank did. not prove that it h~ to 
reduce staff at the Gibsons branch for econom1c reasons. They adrrutted 
they had all kinds of discretion in the matter. However, we were unable 
to prove that one of their overall policies was to limit t~e gro~h of 
unionism in the branches. This seemed to be obv1ous but 1mposs1ble to 
prove. . 

It was amazingly difficult to get the bank to admu that Carol had 
more seniority than the other teller, even though all their own docu
ments stated that her "entry date" was earlier. They were also reluctant 
to admit that Carol was the head teller and they argued that this desig
nation had no meaning. They brought in all kinds of documents to 
prove that Carol made errors, although the~ ~~~ admitted t~at th~e 
errors were not serious enough to warrant dlSClplme. They sa1d that 1f 
they had had to make the cho1ce just before Carol was elected union 
representative, they would have chosen to keep Carol. 

Just before the hearing~ began, the bank's lawyer informed us that 
the bank would no longer offer Carol and F:ileen temporary work, or 
first opportunity to be hired at the branch. The bank repeated this at 
the hearings, giving the picketring activities as the reason. We argued 
that the bank's withdrawal of the offers of employment because of the 
legitimate picket line simply proved our argument that_ their actions 
were consciously anti-union. We argued that Carol and E1leen wc~e not 
acting disloyally, but were simply attempting_ to ge_r thc_co~muntty t? 
help them get their jobs back, and that their acoons md1cated thetr 
commitment ro their jobs. . . 

At the end of the hearing we were relieved, exhausted, and opomts-
tic. The bank had clearly demonstrated their anti-union attitudes, and 
we had been able to cast doubt on the other possible reasons for Carol's 
termination. 

For two and a half weeks we waited for the decision. This one was 
important to bank workers. Everyone was watting to see whether the 
law really would protect our right to organize. 

We were shocked when the Board ruled against us. They stated that 
we had failed to prove anti-union motivation was in the mind o~ the 
employer when Carol was laid off. It is impossible to prove ~o~clus1vely 
what is in another person's mind. Motivation can only be md1cated by 
circumstantial evidence, and our evidence had not convinced the Board. 
They had accepted ths: bank's statement that the layoffs were an econ
omic necessity. Shortly after the decision came down, the n_umber .of 
bargaining unit positions in the branch was increased to fave agam, 
and one person had quit as expected. Our case was proved, but not 
until after the Board bad ruled against us. 

This decision by the Board would encourage banks_ to get ri~ of 
other union activists in like manner. We had to make the h1ggcst poss1ble 
fuss. We denounced it to the press, and wrote letters to everyone we 
could think of. The matter was raised in the House of Commons. It 
was front page headlines in the local Peninsula press. 
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We concluded we would have to tty to enforce the law ourselves 
at Gibsons. The Gibsons experience would otherwise stand as a warning 
to bank workers- don't stand for union office or you'll lose your job; 
don't apply for certificarion or half your branch will be "laid off'. 

At National Executive meetings we had long discussions about legal 
Strategy. We compared the Gibsons siwation to Locall's experiences in 
the restaurant industry. At Church's Chicken, union members had been 
harassed, intimidated and fired. We won a couple of unfair labour 
practice complaints but by that time it was too late. People were afraid 
of being fired. The fact that they had more than a 50% chance of 
getting their jobs back three months later was not incentive enough to 
be involved. Some withdrew from the union, others left Church's 
seeking better jobs. At Bimini, after putting so much effort into winning 
on the picket line, we lost at the Labour Relations Board. Two months 
after the strike ended, the scabs applied for decertification and the 
Board ordered a vote which we lost. We were amaz.ed that the Board 
accepted the application for decertification so soon after the strike. 
This meant there was no incentive for employers to accept the union, 
to negotiate in good faith and then to attempt to make the collective 
agreement work. The Bimini decision encouraged employers to hold 
out through long strikes, and count on scabs and strikebreakers to 
decertify the union. 

SORWUC members at Muckamuck restaurant were fighting the 
same management strategy that had defeated SORWUC at Church's. 
Union members were fired or had their hours cut so they were forced 
Lo quit. At meetings and inforrnally we were looking for ways to 
defend our legal rights without expecting too much from the law. 

We escalated our public campaign in Gibsons. We held bigger 
demonstrations at the bank branch every two weeks on Saturdays {the 
branch is open on . Saturdays) all summer. We printed and distributed 
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posters, leaflets and bumper stickers urging everyone to boycott the 
branch. And we kept trying to resolve. the issue at the bargaining table. 

At each demonstration, there were speakers from other unions, and 
music. The turn-out ranged from thirty to 125. Lots ofLocall members 
went from Vancouver by ferry each time, and trade unionists from 
Gibsons participated. We began a series of meetings with other trade 
unionists in Gibsons. 

The Canadian Paperworkers Union donated the use of their hall, 
and made regular financial donations as well. The Fishermen's Union 
(UFAWU) were under attack by the federal government themselves. 
Nevertheless, they turned out to all our demonstrations and meetings, 
and donated money as well as time and effort. The Ferry Workers and 
the IWA also consistently supported the campaign. Carol did a lot of 
work in the community, speaking to senior citizens and other commu
nity groups as wdl as local unions. It was a good campaign. Our reports 
from members in other branches indicated that the campaign had been 
successful in cooling the anti-union behaviour of bank management 
elsewhere. They were taking us seriously. 

In spite of our misgivings about the law, we had filed an unfair 
labour practice (before the Dulyk decision) saying that the withdrawal 
of the fil"'t opportunity of employment to Eileen was tantamount to 
firing for union activity. This complaint was settled without a hearing. 

Theus rumours of a wallwuL, rumouTS of a stn1te 
Rumours of a picket, unttZ the wages h11te 
But l't>-e got this sunnml plan m case of storm and Jtrife 
Here 's how I'U gellht~Job done: J'ff give it to my unfe. 

"The 80$$e$' Lament" hy T . Dash 

14 Rumours of a Strike 

1egotiating with the banks was a new experience for all of us. 
Sheree Butt, the Contract Committee representative for her branch, 
dcscnbes negotiations: 

The first negotiating session with my employer, the Bank of 
Montr~al. was in December, 1977. It was held at a fancy downtown 
hotel m Vancouver, which was to be our main meeting place for the 
next several months. The cost of all meeting rooms for negotiations 
was shared equally. The Bank of Montreal allowed unpaid time off for 
one employee from each of our twelve certified branches to attend nego
tiations. The bank workers were reimbursed for lost wages by the 
UniOn. 

Bank workers who had arrived from all over the province, met 
in the coffee shop to encourage each other and prepare for what was 
to follow. We then gathered up our contract proposals and headed up 
to the meeting room, anxious to arrive first so we could choose which 
side of the table to sit at. 

Then, right on time, in walked five men, all dressed in three-piece 
business suits, each carrying a briefcase. They sat down, and proc~~ded 
to pull mounds of paper out of their briefcases. This went on for about 
five minutes before the meeting could begin. The bank's chief spokes
person introduced himsdf and the bank's comm ittee. He was a labour 
relations specialist, formerly the Minister of Labour for Newfoundland 
and had been on the bank's payroll for five short weeks. The session 
started with him giving us a lecture on the whole bargaining process. We 
were told that there should be no pounding on the table, raising of 
voices, or exhausting marathon sessions. 

They also asked that we make an agreement not to talk to the 
press during negotiations. We told them that we could make no such 
agreement. Of course we would not say anything to the press that 
could jeopardize negotiations, but we would use the press to inform 
bank workers and the public of our progress. Besides, we said, the press 
could sometimes be a useful tool in negotiations. They were furious. We 
were to find out through future meetings that they felt quite strongly 
about confidentiality. When we reprinted one of their letters in our 
"Weekly Bulletin" to union reps, they were outraged. They maintained 
that th~ir correspondence should be a secret between themselves and 
tl1e union office. 

We raised the issu~ of joint bargaming with all the banks and refer· 
red to other industries in B.C. which negotiated jomtly. The bank insis-
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ted on complcnng negotiations for one branch before proceeding to 
negotiate for the: other eleven. They said they didn't mind if this proce
dure took a longer time. They chose to start_ with the Langley branch. 
We maintained that this contract would apply to all branches. When 
this negotiating session ended, we all walked away feeling excited, 
determined, bewildered and more than anxious to mc:c:t again to begin 
negotiating the contract we: all hoped we would one day work under. 

Our comminee was diffc:rc:ot at each session. Of the twelve certified 
branches, usually five or six would be represented at the table. Some 
branches sent the same: pc:rson each rime for the sake of continuity. In 
others, union members took turns so more people could participate. We 
encouraged each other to speak up during mc:c:tings. Our negotiating 
committee knew a lot more: about the bank than the industrial relations 
expc::rt and personnel men. Our committee included tellers, control 
clerks, manager's secretaries, chief clerks and loans officers. 

The Bank of Montreal often compared SORWUC to other unions, 
saying we were much more: unreasonable than the OTEU and RCIU 
with whom they were also negotiating. 

Maybe we were: more determined because we worked in the indus
try every day. We knew how important the clauses that we drew up 
were. The Contract Committee had gone through an endless series of 
meetings to draw up proposals and go over arguments before negoria
cions began. Bank workers strongly defended the clauses in our propo· 
sals on working conditions. For example, our proposal on 'wickets' 
was: "All tellers shall be provided with chairs or stools. Tellers' wickets 
shall be designed and constructed in such a way that the employee: can 
perform all regular duties while seated." Only a few credit unions and 
bank branchc:s have wickets designed so that the tellers can work while 
seated. The banks provided stools but it is impossible to work from them. 
The banks' commineelt would get much more frustrated when an em
ployee would argue one of the issues than if the union rep presented the: 
arguments. The banks knew that a teller who arrived at negotiations 
after standing at hc:r wicket all day could argue the 'wickets' clause 
better than anyone else. The bank workers who carne to negotiations 
were the same ones who were involved in the contract committee 
meetings which drew up the: proposals. We knew our stuff. 

Jn our initial sessions with the Bank of Montreal, they refused to 
meet with us whdc employees from other banks were present. Char
lotte (the UBW president) and the dected rep for part-time employees 
both worked at the Commerce. We could not allow the banks to tell 
us who could negotiate on our behalf. We referred the bank to a 1 967 
Ontario Labour Rdations Board decision in which the Upholsterer's 
International Union charged Braemar Upholstered Furniture with 
failing to comply with the Ontario Labour Code by refusing to nego
tiate while certain members of the union's negotiating team was present 
unnl that person's eligibility was determined. The employer's objection 
was based on the fact that this individual was employed by a competing 
firm. The Board found that this did not disqualify the individual from 
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attending negotiations. We initiated an unfair labour practice complaint 
against the Bank of Montreal. They finally agrec;d to recognize our 
entire Committee. 

Our first meetin~ with the Commerce, Scotia, TO and Royal were 
similar to those of the Bank of Montreal, although each bank had its 
own way of dealing with us. The Scoria and the Royal had' each hired 
lawyers to present the bank's position, while the Commerce and TD 
had "old-rime bankers". The Bank of Montreal constantly bOf'ed us 
with long, philosophical speeches; the Commerce presented a relaxed, 
friendly front. 

The Commerce refused to allow time off work for our committee 
members. We negotiated "on location" and all our meetings were held 
in the evening. Much time was spent discussing our "no discrimination" 
clause which all the banks hated. The Commerce's old time banker said 
that discrimination was definitely a thing of the past and that the clause 
was therefore unnecessary. A woman from our committee who had just 
left work one half hour earlier was outraged at this argument and said 
that male workers in her branch were allowed to smoke during office 
hours but women workers were under no circumstances allowed to. 
The bank spokesman turned to the branch manager, asked if this story 
was true and discovered that this was standard policy at that branch. 

The same woman also described an earlier experience of discrimi
nation. After working in the bank for several years, she had taken time 
off to have a child. When she applied to return to work at the Com
merce, she was told at the interview that her child might keep her 
awake at night and she would be tired at work the next day. She was 
told to come back when the child was older! 

Our negotiating meetings with the Royal were late in starting as 
they refused to meet \vith us until we had presented them with our 
completed contract proposals. Then they acted like they were doing us 
a favour by agreeing to negotiate before the Federal Court had ruled on 
their bargaining unit appeal. Our first meeting was in February and like 
the Bank of Montreal, held at an expensive Vancouver hotel. Since one 
of our Royal Bank certifications was in Kamloops, subsequent meetings 
were held at a hotel there. The Royal's committee never argued about 
where to meet, but they would allow ohly one employee time off work 
to attend negotiations. So we chose to meet in Kamloops after business 
hours to discuss the Karnloops branch, enabling all the members in that 
branch to come. 

We would leave ' Vancouver early in the morning clutching suit· 
cases and file folders for the seven hour drive to Kamloops in some
body's old car or on the bus. Reviewing last minute arguments, we 
would make our way to Kamloops. 

At the beginning, Royal bank negotiations were: a boost to our 
morale when contrasted with the other banks. Our initial meetings 
proceeded quite quickly and clarification of our proposals took only a 
few meetings. However, we were to learn through future meetings that 
the Royal was just as slow and unreasonable as the other banks. 
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At one Kamloops session, union members from the Rank o~ Mon
treal also attended. The Royal's negotiators refused to meet while the 
women from a "competing bank" were present. We ar.gued for alm~st 
an hour but the bank was adamant. Since the meetmgs were so m
frcquent and involved so much travelling, we reluctantly agreed t.hat ~e 
"competition" would leave. We continued the argument by ma1l uswg 
clH: same legal precedent that we used with the Bank of Montreal. The 
issue was never resolved with the Royal. 

It took from February 13 to july 13, 1978, to initial three clauses: 
General Purpose, Union Bulletin Board, and Stewards. In July we held 
our ftrst negotiating session for the Gibsons branch of the Royal. We 
agreed that each of the clauses we had initialled in Karnloops would 
also apply to the Gibsons branch. . . . 

Negotiations between SORWUC and the Scot1a were an mcrcdlble 
test of our paocnce. Here the stalling tacti~s wh~ch all the banks used 
were the most obvious. Because we held cen1ficauon for three bran~hes, 
we were forced to clarify our proposals three times. The bank clatmed 
this procedure was necessary so each branch manager could atten~ ne
gotiations. We had to repeat everything three times for the_ b_enefl~ of 
the three managers. Each evening neg~tiations_ would ~e d1v1ded mto 
three sessions. After the fl!St explanaoon, thetr committee would ad
journ, pack up all their gear and then reappear a_nd rei~trod~ce them
selves accompanied by the new manager, to begm clanficatton of the 
same proposals. The same questions and th: _sa:mc arguments were 
repeated three times. They demanded a defmmon of ~!most every 
word in our proposals, and made every argument so techmcal and lega
listic that the employees were first bewildered, then bored, then angry. 
It seemed we would never get to discuss any real issues. Bank managers 
rarely said a word at any of these meetings. . 

We protested the lack of progress in negotiations, s~ggcstmg that 
we meet more frequently. The Scoria refused to meet dunng the day as 
then their managers would have to leave the branch. They suggested 
meetings from seven to eleven thirty p.m. allotting one an? a lfalf ho~rs 
for each branch. On September 26, 1977 we had given nouce to hargam. 
In July 1978 we were still clarifying our proposals. . . 

Our TD certification was one of our latest. We applied for centfi
carion for the branch in Tahsis on December 29, 1977. A small town 
with a population of approxrmately 1,600, Tahsis is situated on the 
west coast of Vancouver Island. The TD is the only bank m town. The 
Tahsis company sawmill is the town's main industry, the others are 
logging and fishing. . . . 

The bank announced that their employees m Tahs1s would m1ss 
out on the regular cost of living increase plus a new northern allowance, 
the amount of which varied from one version to another but was gene
rally believed to be about Sl,OOQ-$1,200 per year. This _w~ similar to 
what the other banks were doing except that the TD d1d It to Tahs1s 
employees before the certification even came thro~gh. This made _it 
illegal, and we laid an unfair labour practice com~lamt. But for a while 
everyone believed that the main union organizer m the branch was re-
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sponsible for them being $1,000 a year poorer. They all signed a letter 
withdrawing from the union. Then the bank appealed to the Federal 
Court of Appeal to try to have our certification overturned. They re
fused to negotiate with us while the appc:-.U was pending. After we 
threatened to lay another unfair labour practice complaint, they 
finally agreed to negotiate. · 

Until then the bank workers in Tahsis were sure that the bank was 
winning. They were visited by management from Regional Office but 
never met any SORWUC members outSide their own branch. Tahsis is 
isolated. It's not too far from Port McNeill but they haven't finished 
the road yet. One-way fare from Vancouver in a l<kc:ater Mallard 
aircraft is $65.00. Because of our financial state, many hours were 
spent travelling over old logging roads, by bus or hitch-hiking and en
joying scenic (but lengthy) boat trips. 

As soon as the bank agreed to negotiate we held a meeting in 
Tahsis to f'malize our proposals and signed up a majority again. The 
union had won a small victory by forcing the bank to negotiate. Tahsis 
is a union town and the bank workers were encouraged by friends and 
relatives. They were enraged at the difference between their wages and 
their lack of power compared to the mill workers. In spite of high 
turnover, it was not difficult to persuade new employees to join the 
union. We were always well represented at the bargaining sessions. 

One thing that made the long trip wonhwhile for the union repre
sentatives was the fact that the people of Tahsis were friendly to us and 
cool towards the bank's representatives. They weren't welcome in the 
pub, and looked uncomfonable in the coffee shop. The bank wanted to 
hold negotiations in the local hotel but there was a wildcat strike at the 
sawmill and the Tahsis Company got the only meeting room for their 
negotiations. Our negotiations were held in the bank branch. 

Most of the time in negotiations we argued about grievances and 
unfair labour practices. We finally won the cost of living increase. We 
won some individual grievances and lost others. By July we had clari
fied some of the clauses in our proposals although nothing was agreed. 

Each of the banks had pr~nted us with pretty much the same 
proposals. Nothing in their proposals offered more (and in some cases, 
they offered less) than what non-union bank employees already re
ceived. The Bank of Montreal and the Royal had made a few minor 
concessions, but aside from those we had not won any ~f o~r demands 
in eight months of negotiations. 

The banks were not taking us seriously, and were still actively 
working to undermine our support in the branches. 

The Bank of Montteal received a repon of an informal meeting at 
the West Vancouver branch. The bank circulated a memo to managers 
of certified branches. It was announced to employees that a strike vote 
had been conducted at the branch and that a strike bad been unani
mously rejected. We raised this issue at a negotiating session. The bank 
admitted it was a rumour but refused to accept statementS by Jean and 
I, although we had both been present at the meeting, that there had 
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been no vote of any kind taken. We demanded that a retraction of the 
bank's statement be circulated. In its usual pompous manner, the bank 
refused. 

Even as we were sitting at the bargaining table, people were being 
fired. C...arol and Eileen were fired from our Commerce branch in Gib· 
sons. In March 1978 a union member was fired from a certified Van· 
couver branch of the Bank of Montreal and another union member was 
fired from our Bank of Montreal branch in Victoria ~ There were also 
firings at the TD in Tahsis and Cord Mullin, a union activist in a non
certified branch was fired by the Comme-rce. 

Audrey had worked at the Rank of Montreal in Victoria for 15 
years. After joining the union, she was first given two people's work to 
do a·nd then asked tu resign because they said she was too slow. She 
refused to resign and was fired . We decided against laying an unfair 
labour practice complaint in this case because the banks often get rid 
of women with many years uf seniority whether or not they are union 
members. Instead, Audrey came. to negotiations to express her outrage. 
At first the bank's negotiators said they knew nothing about the firing 
and said the bank must have had a good reason for it. Audrey attended 
several more negotiating sessions without positive results. She then 
grieved her firing through the bank's grievance procedure to no avail. 

The UBW Contra~t Cummitree, with representatives from each of 
our twenty-three certified branches, continued to meet regularly. 
Each meeting heard reports on all our negotiations with the different 
banks. The Committee was responsible for carrying out the decisions 
we had made at our contract conferences in the fall. We had set out 
to negotiate a master agreement for the banking indusrry in B.C. At the 
time of the conferences, the UBW was signing up 100 new members 
each month. Now we found ourselves negotiating for twenty-three 
isolated branches out of about 800 branches in B.C. 
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The kinds of provisions we wanted, covering seniority, transfers 
and promotions, just couldn't be achieved in one branch of the TD, 
or two branches of the Royal, or even twelve branches of the Bank of 
MontreaL The banks were outraged at our attempts to negotiate provi
sions that would affect branches that weren't certified. We came up 
with various compromises, but we were frustrated by the impossibility 
of the whole situation. 

In terms of day·to-day negotiations, the Committee had eventually 
divided into one committee for each bank. Our objective was still to 
achieve a master contract, but we realized that in these negotiations we 
would have to get the best we could out of each bank. 

Reports of Contract Committee Meetings and negotiating sessions 
were mailed to members regularly. We wanted discus..<>ion and feedback 
from members in non-certified as well as certified branches. We were 
trying to use our proposals and the banks' responses to build the organ
izing campaign. 

After several months of arguments and meetings, we were desperate 
about our lack of progress. In our negotiations with the Scotia, we 
hadn't even clarified half of our contract proposals. Much of the discus· 
sion in the union now centred around conciliation. 

We invited Tom McGrath from Local400 of the Canadian Brother
hood of Railway, Transport & General Workers (Seamen's Section) to 
speak to the Contract Committee about his union's experience with the 
conciliation process. Either side can ask the federal Minister of Labour 
to appoint a conciliation officer to assist in negotiations. The officer 
has no power to make recommendatjons binding on the parties. His role 
is to encourage a voluntary settlement. Under federal labour law, the 
conciliation process is a legal requirement before a union can go on 
strike. In May 1978 we decided to apply for conciliation fur the Bank 
of Montre~. the Commerce and the Scotia.-

The banks were hysterical when we told them that we. had applied 
for conciliation. They said that our actions were premature, that every
thing was going smoothly, and there was no need for third party inter· 
vention. They seemed very nervous. 

Not long after the conciliation officers were appointed we realized 
we had built up false hope. We were hoping that the officers would be 
successful in making more headway than we were able to, but soon 
began considering the conciliation process a prelude to a strike. 

When Lind~ first talked to the conciliation officer about the Scotia 
negotiations, he made it quite clear that he did not want to meet in 
the evenings and that the infrequency of our meetings was ridiculous. 
He said he would call up the bank and demand we meet more often 
and during office hours. After talking with the Scotia's officers, he 
called back to say he was unable to get the bank to meet on his (and 
our) terms. If the conciliation officers couldn't even get the banks to 
meet more often, how could they get the banks to negotiate seriously? 

The banks were mainly interested in st.alling negotiations and de
pleting our limited resources by tedious branch-bargaining. The wages 
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of workers in certified branches were still frozen. Other ba.n"k workers 
were convinced to "wait and see" how the union did in negotiations. 
Time was on the side of the banks. 

The UBW Saskatchewan branches were also in negotiations and 
were running up against similar problems. Jean Burgess from 
Saskatchewan describes their negotiations: 

Our first bargaining session with the Royal Bank in Melfort took 
place on February 28th, 1978. The meeting had been a show of 
power. The Royal had tried to postpone it because their negotiator was 
on a sailing holiday. We were not sympathetic and demanded that they 
meet within thirty days as was required in the Canada Labour Code. 
(We were carrying the Code around with us in those days.) They 
finally conceded and sent along their top man in charge of union 
matters and a representative from Head Offtce and Regional Office. 
We had booked a room in a building on the fairgrounds at the edge of 
town. The building was an uninsulated aluminum shed in the middle of 
a field. A noisy fan blew hot air around the room. A bare light bulb 
hung down over the table and folding straight chairs. We liked the 
place because it was cheap, and had a big kitchen with a phone (for 
emergency calls to our support people). The kitchen was a perfect 
place to caucus and we planned to do a lot of that. 

When we had previously tried to protest our working conditions, we 
couldn't even get a personnel officer from Regional Office to come and 
see us, but now that we had formed a union we had bigwigs from 
Monf!eal sitting in the fairgrounds listening to what we wanted. 

We felt both nervous and determined when we first met. We raised 
our concern that the negotiating committee members from the branch 
be able .to have time off work. We were still arguing this issue at 4:00 
p.m. when in walked seven bank workers from the branch. Management 
hadn't known who was behind the union and when our committee had 
first sat down they had eagerly written down all our names. But when 
seven more people walked in their jaws hit the table. We caucused in 
the kit'chen and hugged each other. Until that moment we had not been 
sure of our support. Tension was high in the branch and we had had no 
idea who would come to that first negotiating session. We went back to 
the table and presented our proposals. Ahcr all the trouble in the 
branch, this was a day of victory for us. 

We were forced to agree that only one person would be allowed 
time off work without pay to negotiate. It was also agreed that the 
bank would be given one weeks notice as to who the person would be. 
One day the branch manager told Pat, who was to attend negotiations 
that day, that she was needed at work and we would have to send 
someone else. They could not decide who would be on uur bargaining 
committee. We went to the table without Pat, but refused to bargain or 
discuss anything. The bank representatives had come all the way from 
Montreal and though we wouldn't leave the table, we refused to talk 
about anything. We pulled out our notebooks and our contracts and 
silently went to work writing up our arguments for various contract 
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clauses. Not a word was spoken for four hours. There were some red 
and purple faces on the other side of the tai.Jie a:. we :.erenely went 
about our work. Pat arrived at 4:00p.m. and we caJied a supper break. 
At the eve~ing session. we got an agreement from the Bank that they 
would not Interfere wnh who we wamed at the bargaining table. The 
afternoon of silence had heen worth it. 

Our union meetings chelnged from general complaint sessions about 
working conditions to intense, productive work sessions on contract 
proposals. The bank's strategy seemed to be to stall the negotiations as 
much as they could. They demanded "clarification" of each clause 
before they would begin bargaining. lt was only when we were able to 
show some collective strength that we made any gains. 

We learned the power of publicity. Mel fort ts a small tO\VIl. The 
Royal Bank occupies an old stone building in the centre of town. 
From the front of the bank you can see all of the downtown area. 
Handing out union leaflets to customers at the door of the bank is not 
a com~on occurrence. We explained that the bank was stalling in 
negot1auons and we told them about our grievances and our demands. 
People were very supportive. Management never said a word ai.Jout our 
leafletting, but they were surprisingly agreeable to a number of items 
that we had been negotiating for months. 

We began thinking about what a strike would mean. We had 
learned a lot since our first decision to organi7.e. We had helped in a 
small way to support the daJry workers' strike in Mel fort. We had visited 
their picket line, and walked and talked with tl1em ai.Jout their union 
concerns. They extended to us congratulations for unionizing in the 
bank. Some women in Melfort printed our first leaflet and helped hand 
it out at the bank. We reali1.ed community support was essential. 

The_ Bank was trying to outwait us. Three of our negotiators in 
Melfort were pregnant and management figured that when they had 
their babies they would be gone for good. Not so. All three women 
soon re~med to the negotiating table. Negotiations were going poorly. 
We dec1ded to apply for conciliation, despite management's insistence 
that negotiations were moving along smoothly. 

The bank's stalling and the wage freeze were taking their toll on 
our support in the branch and the CLC unions were helping us less and 
less. We went to a union meeting in Prince Albert. The workers there 
were mostly women and worked in a nursing home. They encouraged 
us to speak about the probleml> of working in the bank. They were 
aP_palled by our wages. They voiced their support for our struggle and 
sa1d they would try to help. At the end of the meeting, the president 
(who was the only man in the room) indicated that times were rough 
all over, but that the CLC, to which they were affiliated, was organizing 
the banks. We left the meeting knowing that we had the support of the 
general membership hut not the president. We received no donations 
from them. 
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With a guard at ellery do&r 
And the vaults are stuffed with~1uer 
Tlult the worlcers sweated for. 

-'"The Banlu arc Made of MarhiP", 
a tradit iunallabour song 
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After eight months of futile negotiations, we began talking about 
strikes. Although we had been hopeful the conciliation process would 
avert a strike, we knew we bad to discuss an alternative action if it 
didn't. 

The banks seemed prepared to sign a contract that would be basi
cally the same as present bank policy and benefits; we needed a contract 
that could be used as a tool for future organjzing. A poor contract 
would not encourage unorganized bank workers to join the union. Bank 
management could use such a contract as another argument against 
further organizing. 

Bank workers agreed that a strike would be the only way we could 
force our employers to sign the kind of contract we deserved- one that 
would recognize our skills, responsibility and seniority. The fust ques· 
tion was-which bank, and where, would we strike? It was decided to 
conduct strike votes at Commerce branches. Secret ballot votes were 
taken by members in early July at three of our five certified Commerce 
branches. (Langley, Port McNeill and Gibsons}. Each voted 100% in 
favour of striking. Our strategy was to strike one or more branches and 
build a province-wide boycott of the Commerce in support of the strike. 
Port McNeill, a union town, would most likely have been the choice of 
where to strike. 

We knew that a strike would probably last a long time. We expec
ted the bank to bring in scabs from Regional Office or other branches as 
closing the branch would mean conceding victory to us. They could con· 
tinue to operate behind a picket line, but many of their customers 
wouldn't cross. However, the strike would also be expensive for us. We 
voted to pay strike pay of at least $500 per month for each striker and 
would coordinate publicity for the provincial boycott of other Com
merce branches. 

The UBW had no strike fund. We expected to get the mvney from 
trade unionists and other bank workers. Realizing that the strike would 
not be just for those Commerce employees on the picket line but would 
affect all bank workers in B.C., some members agreed to contribute a 
small portion of their pay to the strike fund. To provide subsistence for 
those on strike, we needed pledges of at least S3,000 per month. 

The success of the strike would depend on the boycott campaign. 
The bank could afford to lose business at one branch for years, but we 
were confident we could significantly reduce their profitS for the whole 
province. We would need a lot of help in such a campa~gn. The support 
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from the trade union movement had been decreasing. This was partly 
because of the CLC's campaign against us. But it was also because of 
our recent lack of success in organizing. Surely the first bank strike in 
B.C. history should win the active support of the whole trade union 
movement to make the boycott a success (accounts withdrawn, strike 
pay pledged, leaflets handed out}. 

In the long run though, the future of the UBW depended on the 
organizing drive. We had to consider the effect of a boycott on bank 
workers. Could wt: really set up information pickets outside those 
Commerce branches where we had no members or supporters? As we 
would be asking customers to withdraw their accounts, the bank could 
use our boycott as an t:xcuse for layoffs to turn bank workers against 
the union. If we had had more members we might have be~n able to use 
the boycott to build the union. But in most branches there would be no 
union members to answer the arguments put forward by management. 

Donations and Loans from Other Unions to 
monthly SORWUC's Bank Organizing Campaign in B.C. 
a~eragl' 
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Although the CLC represents approximately 70.9% of union members in 
B.C., donations from CLC affiliates amounted to leS!> than half of total 
donations from unions to our organizing campai.Jn. From January 1978, 
our expenses increased dramatically (lost wages and travel for negotia· 
!ton~, two new s.alnries for IIBW organi7.ers). Ar the same time, donat ions, 
parttcularly from CLC ufr.Itate~, 1.lt:clined. 



106 Withdrauoal from Negotiations 

The URW had scheduled a strike strategy conference for Sunday, 
July 23, 1978. The night before the conference, we organized an infor
mal meeting of al) members of the UBW, Local 1 and National F.xecu
tives as well as the UBW delegates who were in town for the next day's 
strike conference. Whatever the UBW decided to do would affect the 
union as a whole and we wanted to hear the views of Local 1 members. 
The di~trous financial situation of the UBW could also mean that 
Local 1 would also be pulled under. (They did pay some of our bills.) 
Local 1 was involved in new organizing in restaurants, offices and trust 
companies, and still on strike at the Muckamuck Restaurant. 

That night and the next day we went over and over the serious 
problems we were faced with, trying to find a solution. The banks' 
eighteen or so appeals to the Federal Courts and their insistence on 
branch by branch bargaining had had the desired effect. We had run 
out of money and were overwhelmed by debts. As our expenses in
creased because of negotiations, the amount of money coming in from 
other unions had declined. 

Dodte and Sheree had to be laid off by the UBW and Jean by the 
National. We woulc.l be trying to negotiate twenty-four branch agree
ments without even one paid representative. We were three months 
behind in our rent. Thousands of dollars in other debts had piled up, as 
well as our S30,000 legal bill. We could no longer afford the cost of 
travelling expenses and lost wages to have bank workers attend negotia
tions. We did not have the support of enough bank workers to conduct 
an effective strike anc.l could not get a good contract without one. Our 
organiling drive had come to a halt; we hadn't signed up a significant 
number of bank workers in months. 

The CLC had been actively campaigning against us for some time. 
Affiliated unions and labour councils had been instructed not to give 
money to SORWUC. Bill Smalley, a CLC rep, debated with jackie at a 
meeting of Local 213 of the International Brotherhood of Electrical 
Workers. Against his instructions, the membership voted to give $300 
to the UBW. But in most locals we didn't even get the opportunity to 
answer the CLC. 

The CLC refused to consider even sharing the cost of the legal 
expenses of the branch by branch decision. Since the decision was being 
appealed by the Royal Bank, we asked the CLC for financial help in 
view of the fact that their certifications would also be wiped out if the 
bank wa~ succes..-;ful. Again, their answer was no. 

That UBW meeting on July 23 was the most difficult and depressing 
conference we ever had. We couldn't continue to negotiate and we 
couldn't go on ~trike. 

The conference passed the following recommendations to be prop
osed to the UBW membership: 

That SORWVC stop negotiating on a branch basis, effective imme
diately; 

That SORWl:C continue to support members in certified and non
certified branches, and invite them to remain members and continue to 
organi1.e; 
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That SORWUC would not stand in the way of its certified branche' 
joining another union. 

Bank workers present at the meeting were extremely upset but 
agreed with the recommendations as we all realized that our employers 
had successfully won this round. We decided to allow ourselves, and all 
UBW members, another week to come up with a solution. There would 
be another conference of bank employees the following weekend to 
make a fmal decision. 

During the week, meetings were held throughout the province with 
members at certified branches to talk to them about the state of our 
union and to try to come. up with an alternate course of action. As well, 
we phoned members all over B.C. 

The meeting on July 30th ratified the votes ta.ken the previous 
week. Some bank workers, but very few, were against the decision. 
Mostly bank workers were upset, furious, depressed and demoralized. 
We all cried for days. It was the most difficult union decision we had 
everma'de. 

We now had to inform every single SORWUC member, our suppor
ters and other trade unionists. Hundreds of letters of explanation went 
out. 

The public announcement was made Monc.lay, July 31, at 1:00 
p.m. Newscasters and reporters packed into our union office to hear 
Charlotte Johnson and Jackie Ainsworth release our statement. 
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This press release ourlined the major reasons for the bank wor
kers' decision to withdraw from negotiations. While we pointed out the 
many anti-union tactics of the banks and described negotiations as a 
farce, much emphasis was put on the role of the CLC. "The lack of 
support from the CLC has hindered our campaign as much as the anti
union actions of the banks. As long as most unions in British Columbia 
continue to kowtow to the CLC executive, thousands of workers will 
remain unorgani~ed. The CLC and its affiliates must take responsibility 
for that." 

We explained that we had begun discussing strike strategy and 
"it was at that point that we realized we cannot take on the banks 
without full moral and financial support of the trade unionists in this 
province." 

We ourlined the problems we faced with the banks. " In terms of 
negotiations, our backs were against the wall and we had no other 
choice except to go on strike or sign a lousy contract." We described 
the many hostile actions of our employers such as their anti-union 
meetings in the branches, the withholding of wages and benefits from 
certified branches and their continual attempts to fire union members. 
We pointed out that we were not giving up, but pulling out of the first 
round and concentrating on building the bargaining power necessary to 
compel the banks to sign the type of union contract bank workers 
deserved. 

Following our press conference, we were on national news for 
three consecutive nights. Almost every time we turned on the radio, 
we heard one of us making a statement. We wen: overwhelmed by the 
numuer of phone calJs and requests for interviews. While we knew the • 
importance of following up and keeping the issue in the media, we were 
exhausted, demoralized and frustrated. When one TV program invited 
the UBW to appear for a telephone debate with a CLC representative, 
no one wanted to go. Dodic, Sheree and Linda finally agreed. It turned 
out to be a good show and gave us an opportunity to debate publicly 
\vith the CLC. 

Follo\ving the initial publicity and mailings to members and sup
porters, there was one very important thing yet to do-explain to the 
bank workers who had not joined the union. 

We were sure that in branches where there were no union members, 
management would be criticizing the union. Bank workers were hearing 
only their managers' versions of how SORWUC went broke and was 
now defunct. 

We wrote up a leaflet explaining the events which led to our deci
sion, and made a final appeal to the thousands of bank employees who 
hadn't joined the union. 

Once again we were able to mobilize hundreds of wonderful leaflet
tees to assist in the mass distribution of this leaflet. Bank branches in 
most areas of B.C. were leafletted during the next couple of weeks. 

Upon rdease of our initial statement, we began to hear criticisms. 
SORWUC was accused of abandoning bank workers and 'leaving them 
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out on a limb'. The CLC executive publicly stated that our decision 
might have serious repercussions and that active union members in the 
banks could be fired. We explained that it is illegal to fire anyone for 
trade union activity whether in a certified or non-certified branch, and 
that we would continue to protect our members. 

·As well, we were approached by leaders of other unions who 
wanted us to "tum over" our twenty-four certifications to them. Need
less to say, we did not agree. Legally, one union can't just hand over a 
group of employees to another union. It would be clearly undemocratic 
for bank workers who had joined an independent Canadian union to 
suddenly find themselves in some big international through no choice 
of their own. The option for bank workers to join another union of 
their choice was open to them when their SORWUC certification was 
cancelled. Only one of our twenty-four branches cho~ to join another 
union, the CLC's Union of Bank Employees. 

We decided that although we had lost the first round, we would 
continue as the UBW Section of SORWUC and prepare for our second 
campaign. Afterwards it seemed we had always known that an industry 
as large as the banking industry would not crack at the first assault. The 
difficult part was figuring out when to end the first assault, pull back 
and prepare for the second. 

Our decision to withdraw from negotiations was a serious setback 
for our members in Saskatchewan. It weakened their morale and their 
position at the bargaining table. 

The Saskatchewan UBW faced many of the same problems we had 
in B.C. Both the TD and the Royal were stalJing in negotiations and 
there had been no new organizing for months. 

How~ver, the members in Saskatchewan decided to continue to 
negotiate in spite of the decision in B.C. They went the whole route 
provided by the Canada Labour Code: first a conciliation officer, then 
a conciliation commissioner. All to no avaiL The commissioner's reporr 
on the TO in Regina recommended a senlement w1th no improvement 
in wages, hours or vacations. lie proposed that loans officers should 
not be covered by the contr.lct, even though the union had fought 
successfully to have the Board include them in the bargaining unit. We 
could hardly believe that a neutral, government-appointed commission
er recommended a setdement with no monetary improvements. 

The choice for these two uranches was to sign a bad contract or go 
on a prolonged strike. Neither fdt they could win a strike, isolated as it 
would be from most bank employees in Saskatchewan and, given the 
union's worsening rdationship with the CLC, from the rest of the 
labour movement. Neither group wanted to sign a bad contract. 

In the spring of 1979, the units decided to withdraw from nego
tiations. 



Whatever will they do 
WhateveT on this earth 
When all us workir~.g women 
Demand whaL we are worth! 

- chonuof "The Bosses' Lament" 
byT. Dash 
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In 1978, there weren't enough bank workers in the UBW to win 
the union conrracts we deserve. But we know now what we're up 
against, and we know it can be done. In August 1976, many bank 
workers thought it was against the law to organize a union in the banks. 
Now we know that when we have confidence in ourselves and our co
workers and the courage to stand up for our rights, we will have the 
power to win the rtSpect we deserve. 

Throughout our campaign, we kept running up against the same 
old myths aboul women and about unions. Mo~-r bank workers, like 
other unorganized workers, find out about unions from the media. The 
banks encourage us to accept the common myths: the union is a 
"third party" interfering in the relationship between workers and 
employers; unions have too much power; workers never make up the 
wages they lose in strikes; a union contract means unnecessary and un
reasonable rules; unions order people out on strike; it's impossible for a 
small independent union to take on corporations as large as the banks. 

It i~ a farce to think we are negotiating as individuals with the 
banks. Our campa gn showed that by acting collectively as a union of 
bank workers we can establish a new relationship between ou~elves and 
our employers. Our contract proposals were written by bank workers 
and we did not demand unnecessary rules. We demanded protection 
from arbirrary management action and bureaucratic inaction. 

We learned that most unions are required by law and by their own 
constitutions to conduct membership strike votes before striking, that 
most unions hold membership votes to rarify collective agreements 
before they are signed with the employer and that the workers who are 
prepared to srrike are those who have the best pay and working condi
tions. The legal right to srrikc is an important equalizer in employer
employee relations. This right allows employees to sit down at a nego
tiating table with a substantial degree of the economic power that 
the employer has already. It is true that strikers lose wages during a 
strike, bur from a simple dollars and cents point of view strikes can pay. 
Unionized cashiers in supermarkets, who have been on strike a few 
times in B.C., and have threatened strike action more often, could go 
on strike for an average of four months a year and still make a higher 
annual wage in the remaining eight months than bank tellers get paid 
in an entire year. Even with loss of wages during strikes, they arc clearly 
better off than workers who do not have the right to strike. 

The problem is not that unions are too big and powerful; the pro-
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' blem is that the majority of workers are -;till unorganized and therefore 
powerless. When the trade umon movement represents most working 
people, instead of a minority, it will be possible to overcome the divi
sions between workers. We can then deal with general social questions 
that can't be solved within a single workplace or industry, like child 
care, health care, pollution, education. 

Other unions also started small, and SORWUC's campaign in the 
banks is not unusual in labour hiStory. When other industries were 
organized for the first tin1e, new independent unions were built. The 
tradesmen's unions fifty years ago said industrial workers could not be 
organized. Today, many trade unionists say women workers are 
unorganizable. Major organi1.ing campaigns have always involved shake
ups in the established unions of the time. 

"Organizing unions is something men do, not women." This myth 
is tied to a lot of other myths: women only work temporarily, until we 
get married and have families; it is right and proper that women earn 
less than men; women should not be intc::rested in work or unions; it is 
not feminine to fight back; we will be rescued from the bank by rich 
husbands; men arc the breadwinners and women are working for pin 
money. Bank workers can't win ordinary union henefits without 
challenging these myths. 

We know our work is important and we take pride in our skills. 
We don't have to accept being treated like part of the decor, subject to 
arbitrary management-imposed dress codes. At one data cenrre we were 
told we could wear blue jeans so long as they didn't have back pockets. 
One branch manager said, "There's no way I would let my daughter 
wear a denim skirt and I won't have tt worn in my branch." Dress codes 
vary from branch to br.mch and from manager to manager. We don't 
have to accept such humiliating treaonent. We don't have to accept a 
compliment from the boss, or a gold star on a teller's blotter, as com
pensation for unpaid overtime and a substitute for a raise. 

Our employers point to the few women managers and tell us that if 
we compete with each other, we can get ahead in the banks as indi- . 
viduals. Because there are no rules governing promotions and transfers, 
our desire to improve our wages and working conditions reinforces our 
dependence on our bosses. If the accountant or manager likes you, you 
may have a chance at a better job. But don't be too conscientious-you 
may makt: yourself indispensable as a teller. 

' Those of us who are older know from personal experience that 
women spend most of our lives in the work force, and no one is going 
to rescue us. We have the most to gain from the job security and 
seniority rights in a union contract, and because of our knowledge of 
the industry, we have an important contribution to make to the union. 
But we are afraid that we could be suddenly found incompetent and re
placed with younger, more decorative and lower paid newcomers. We 
are encouraged to see our co-workers as a threat to our jobs. The banks 
try to use our fears to turn us against the union. 

Bank workers in the union learned a new respect for ourselves and 
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our co-workers and overcame many of the divisions fostered by manage
ment. We had heen encouraged to blame ourselves or our co-workers 
when we worked late night after night. Through our union meetings 
we found out how general this problem was. In negotiations we 
demanded that the banks provide an adequate training program for new 
tellers and hire enough employees in each branch to do the work with
out overtime. In some branches tellers and ledgerkeepers had been 
blaming data centre employees for extra work and data centre 
employees complained about the branches. For many of us, rhe union 
meetings were the first opportunity we ever had to compare our work
ing conditions, and those discussions opened our eyes to how much we 
had in common and how much we could gain by working rogerher. 

We had been blaming ourselves for our lousy wages. After all, we 
are "just tellers", "just bank workers", "just women". Management 
told us to keep our paycheques secret, hoping to convince us to see our 
low pay as an individual problem. Single parents who couldn't make 
ends meet were supposed to see this as a persorul failure. At the USW 
contract conferences, we worked out a budget for a worker with one 
dependent child and realized that we couldn't possibly live: on our pre
sent wages without going into debt. We discussed our wages frankly, 
and put them i.n their historical context. E:uly in this century, when 
bank tellers were men and construction labourers had no unions, bank 
tellers made fifty per cent more: than construction labourers. Now bank 
tellers are women and the union rate for construction labourers is twice 
what we make. The reason our skills aren't recogni7.ed or paid for is 
because we're women, and we're unorganized. 

There are now many bank workers who are experienced union 
organizers. We formed our own local and ran our own meetings, wrote 
leaflets, presented cases to the Labour Relations Board, and negotiated 
with our employers. All this experience will go into building a strong 
organization of banl workers. But thousands of bank workers decided 
to wait and see what would happen to the union before they committed 
themselves. A union in the banks will only become a reality when 
thou~ands of bank employees join. Our strength depends on the de<:i
sion of every bank worker individually. We hope that th is book will 
help our co-workers take stock, assess what was accomplished and 
imagine what can happen when they join us. 

All bank workers benefitted from the campaign. When the SORWUC 
drive began, bank workers in Greater Vancouver staned at $600 per , 
month or less, and the average wage for a teller was $636 per month. 
According to the Vancouver Sun, July 4, 1979, bank tellers received 
the largest pay increase of any category of clerical workers in 1978-
15.4%. The average wage for tellers is now $885 per month. All banks 
introduced dental plans, and there: are no longer deductions from 
tellers' wages to cover cash shortages. The Commerce has instituted 
regular coffee breaks and pays overtime on a daily basis. The Bank of 
Montreal has a job posting system in some districts. Several banks have 
improved vacations. These changes resulted from the union scare; 
imagine what we could win if we could threaten strike. 

The Balance Sheet 113 

We still earn much less than the average B.C. wage ($1,381 per 
month). Our seniority is not recognized in relation to transfers, promo

. tions or job security. There is no effective grievance procedure. And 
bank workers will fall behind again if the banks believe that the threat 
of unionization is past. 

We are in a better position to fight than we were. SORWUC as a 
whole has grown in numbers and experience. The formation of Local 3 
(Oxfam employees) means we now have members from coast to coast. 
The Muckamuck Restaurant strike, over a year long, has shown that 
our union can withstand a long battle, and can raise strike pay when we 
need it. The UBW continues to meet as a Section of SORWUC. We are 
fighting unfair labour practice complaints on behalf of our members. 
Although many feared that union organizers would be blacklisted by 
the banks, Dodie, Sheree and Eileen Quigley are all back working in 
the industry. Jackie is still at Victory Square and is back in the ledger 
department. Dodie got her job as pan of the settlement of an unfair 
labour practice complaint. When Eileen was hired, the interviewer 
looked at her letter from the Commerce saying her work was satis· 
factory and she had been laid off due to a shortage of work. He 
said, " Since when has the Commerce started laying off employees?" 
She e-xplained it was a new branch that wasn't doing very well. 
" I've never heard of that before." Eileen wished the Board had been 
there. 

Our campaign showed we: don't need a lot of money to orga· 
nize the banks. Our fmancial crisis was more a symptom than a cause. 
When we have a thousand members in B.C. banks, our own union dues 
will cover basic expenses of a provmcial campaign. 

We will continue to need the support of other unions. Members of 
other unions played an important role in encouraging bank workers 
during the first drive, They learned from us about the problems of 
organizing unorganized industries and we learned from their union 
experience. But as the financial donations from unions declined, so did 
the moral support. Building a new union in an unorganized industry, we 
were bound to face incredible hassles on the job. We should not also 
have to take on the labour movement. But the established unions have 
not been involved in major organizing campaigns for decades, the struc
ture of the CLC is not geared to organizing, and many men trade union· 
ists are not yet convinced that women should earn wages comparable: to 
theirs, or that their wives should spend evenings and weekends at union 
meetings. This situation could not be changed overnight, but we did 
win many supporters who will be there when we need them in our 
second assault on the banks. 

The UBW campaign cleared up the basic legal questions. The banks 
either lost or withdrew all their appeals of CLRB decisions to the federal 
court. The Board's decisions to include managers' secretaries, loans 
officers and pan-time employees in the bargaining unit, as well as the 
decision that a branch is a unit, have been tested in court. That's one 
set of problems we won't have to deal with in the next campaign. The 
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federal Labour Code has been amended to remove a few of the diffi
culties we encountered in the first drive. We have established that it 
is possible for bank workers to organize and we have learned not to put 
too much faith in the laws and the Board's enforcement of them. We 
have to rely on our own strength, with the support of other trade 
unionists and the community as a whole. 

Our employers are among the most profitable corporation~ in this 
country, and their profits depend on us. The banks are the biggest 
private employers of women. Once we are united, a union of bank 
employees will have enormous power. There are tens of thousands of us. 
A bank workers' union will have locals in cities, towns and villages right 
across the country, and bank workers will be a force in our commu· 
nities. Bank workers organized will have the power to win decent wages, 
job security and dignity on our jobs. Our victories will benefit all 
working women in this country. 

Appendix : Correspondence Between 
SORWUC and the CLC, 1977 

Lerrer to CLC {rom SOR WUC 
July S, 1977 

Urgent Financial Appeal 
Donald Montgomery 
Secretary-Treasurer 
Canadian LabouT Congress 

Dear Brother Montgomery: 
In June the Canada Labour Rela

tions Board handed down an historic 
decision. It reversed a 1959 decision 
and made it possible to oraanize banks 
branch by branch. 

Our Union and the Canadian Union 
of Rank Employees in Ontario, two 
small independent unions, successfully 
argued for branch by branch cerlilica· 
tion although J;u-ger and more estab
lished unions had said that the CLRB 
would never acco;pl this position. Our 
legal expenses for the precedent
setting decision wiU amount to over 
$10,000. 

Our Union has now applied for 
over 20 bank branches including a 
datu centre and we are engaged in a 
province-wide oraanutng drive. In 
order to organize the province we need 
a minimum $5000 per month operating 
budget. 

Less than 1% of workers In the 
finance industry are unionized. The 
average startina wage In banks in 
B.C. is less than half the average 
B.C. waae. Over 80% of women in 
banks are clerical workers; 80% of men 
in banks are management. Our Union 
was formed to oraanize the unorgan
ized particularly In industries where 
women are concentrated-the Industries 
where established uruons have had the 
least success. 

Since our flnt application for 
certification in Aurust 1976 the re
sponse from bank employees across 
B.C. has been tremendous. We have the 
enthusiasm and the organizers to or-

ganize the province, but we are in 
urgent need of rmancial assistance. 
We are asking your organi7,.ation for a 
substantial contribution. If you wish, 
we would be pleased to meet with you 
to discuss any questions you might 
have. 

Enclosed are highlights of the 
CLRB decision, and our latest leaflet. 
In solidarity, 
Elizabeth Godley 
National Secretary 
SORWUC 

L~rur to SOR WUC from CLC 
July19,1977 

Dear Sister Gndley: 
This will acknowledge receipt of 

your letter dated July Sth in which 
you make a brief report on the organi
zing activitillS of your union ln the 
province of British Columbia. It appears 
that your campaign has been given a 
lift with the recent decision of the 
Canada Labour Relations Board, and 
has also created a national interest as 
the Canadian Labour Congrc.<;s Regional 
Offices acros_~ thtl country are receiving 
calls daily from bank employee~ o;eeking 
Information on the progress of 
oraanizing campaigns In their area. 

The Congress has been holding dis
cussions with the small independent 
"Canadian Union of Bank Employees" 
which has had some organizing success 
in south western Ontario. This organ
iution also reports increased interest 
omong bank employees in that part of 
the country. All the....e are most 
encouraPog signs and It Is Imperative 
that organi7ing drives afford the 
workers the opportunity to become 
members of the union of their choice. 

Your request that the Canadian 
Labour Congress make a special 
contribution to help defray the organ
i7ing expenses of your union will be 
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placed before the next meeting uf the 
Executive Councfl of the CLC and I 
will contact you as soon as a decision 
is reached by that Council. 
Fraternally yours, 
Donald Montt~omery 
Secretary-Treasurer 

Lette,. to CLC from SOR WUC 
July 25, 1977 

Brothers and Slders: 
We must protest the action of the 

Office and Technical Employees Union 
(Office and Professional Employees 
International Union) in mailing leaflets 
to bank branches in B.C. It is not 
surprisin& that this literature has been 
used by management personnel in their 
campaign to encourage bank employees 
to withdraw from membership ln our 
union. 

Our smaU union took on a task 
which the OTEU said was impossible. 
We carried out the groundwork, achiev
inl a favour11ble decision from the 
Canada Labour Relations Board, at 
great expense, and building an orpni· 
zation of bonk employees over 400 
strona. And now, the OTEU begins a 
campaign to organize bank employees 
in B.C. 

In the U.S., where the OPEIU Is 
based, the proportion of working 
women who a.re union members has 
declined from 17% in 1950 to 12.5% 
in 1976. The overwhelming mojorfty 
of clerical workers in the private 
sector in Canada are stiiJ unoraani:r.ed. 
Surely the OTEU could spend Its 
money on organizing the unorganized 
in the U.S., or elsewhere in Canada, 
rather than mailing leaflets to bank 
mana&ers in B.C. 

If our organizing campaign is to be 
successful, we need support from 
organized labour. We would like to 
renew our request for a meeting with 
you to di,cuss this further. 
Yours sincerely, 
Jean Rands 
National President 
copies sent to: B.C. Federation of 
Labour , OTEU Locals 15 and 378, 
Vancouver 

Letter to SOR WUC from CLC 
September 13, 1977 

Dear Sister Rands: 
This will acknowledge receipt of 

your correspondence dated July 25, 
1977 concerning the actions of the 
Office and Professional Employees 
International Union. 

TbJs Congress is cognizant or the 
progress made by your organization 
and the dedication of individuals that 
made it possible. We sincerely hope 
that the lac k of finances, staff and 
affiliation to a stronger back-up 
organization will not impede your 
progress and that your members, 
present or in the future, will not be 
placed at a disadvantage due to these 
impediments. 

With respect to the actions of the 
Office and Professional Employees in· 
ternational Union In British Columbia, 
you must understand that this organi 
Z.3tion is an affiliate of the Congress 
and has a lon1 history of organi.cin1 
employees in the banking and finance 
industry. 

If an official of the Office and 
Professional Employees Union made 
the statement that organizing bank 
employees was Impossible, I am n o t 
aware o f it. What I am aware of is 
the fact that the Office and Professional 
Employees lnternationa.l Union ob
tained the first certification for bank 
employees. This certification was on 
behalf of employees of the Montreal 
and Oistrict Savings Bank. In addition, 
the Office and Professional Employ
ees lntemationul Union presently holds 
bargaining rights for one" hundred and 
thirty nine units In the banking and fi· 
nance industries and these units are 
covered b) thirty five collective agree· 
ments. 

I want to assure you that I don't 
wish to deprecate in any way what 
your organi1ation clalms to have 
accomplished by way of certification 
by the Canada Labour Relations Board, 
however, I would be remiss if I did not 
mention th" fact that this Congress 
has spent much time, effort and 
money in pres:.int~ to have removed 
the impediments which act as an 
effective barrier for workers to join 
unions and the certification of bank 
workers units, irresp10ctive of unlon 

Correspondence betwee11 SOR WUC and the CLC 117 

afrdiation, is a naturnl outgrowth of 
our effons in this regard. 

In closing, I must state lllat the 
Office and Professional Employees 
lntemational Union as an affdiate of 
this Congress Is entitled to our full 
support in their efforts to organize 
within their jurisdiction and we are co
operating with them. 

Ir your organization wishes to enter 
into serious discussions with a view to 
entering the main stream of labour, 
our staff would be happy to discuss 
the possibilities with you. 
With best regurds, I remain, 
Sincerely yours, 
Joe Morris, President 

1-erte,. to CLC from SOR WUC 
October 6, 1977 

Dear Brother Morris : 
Thank you for your letter of Sep

tember 13, 1977. 
We are grateful for your words of 

encouragement. But we are ~'Dl'prised 

that you object to our taking c.redit for 
the CLRB 'decision allowing branch by 
branch certification of banks. Since 
SORWUC is responsible for the legal 
costs of the decision , It is only natural 
that we would also take credit for it. 
Prior to the decision , representatives of 
the CLC and Office and Professional 
Employees International Union told us 
we were wasting time and money taking 
an application for a sinS)e branch unit 
to the Canada Labour Relations 
Board. Fortunately, we disregarded 
this advice und won the favouruble 
decision. 

We are pleased that the CnngreliS 
is cognizant of the progress made by 
our organization, and that you propose 
that we enter into serious discussions 
with you. ln the past, we have been 
told that we could become part of the 
CLC only by dissolvina our organization 
or merging with an already existing 
affiliate, or perhaps by becoming a 
dire-ctly chartered local of the CLC. 

We are not interested in any of the 
above options. If we were assured of 
substantial Hnancial support, our 
National Executive would be prepared 
to recommend to our members that 
SORWUC affiliate to the CLC as a 
natiotuJI organization. SORWUC has 
spent five yt:<Jrs leafl.,lting, holding 

meetings with workers in the fin3Iloe, 
service and retail Industries, o rganiung 
small units and neaotiatina collect ive 
agreements-slowly building the frame
work of a union which is capable of 
orgamzmg unorganized working 
women. Our members assisted the 
ort~anization or two thousand workers 
into the Association of University and 
COIIIOgll Employe..s, also mostly women. 
SORWUC members have the most 
experience in the kind of organization 
required to unionize the finance 
industry. Financial assistance from 
the C.LC would speed up the process. A 
regular budget would remove a great 
deal of worry. Hut SOKWUC has sur
vived the flrst five years, and we 
expect the next five will be less difficult. 

We do appreciate the accomplish· 
ments of the trade union movement. 
Working women fvrmed SORWUC 
precisely because we wanted the 
bo:nelils of unioni:Lation. But the es
tablished unions have not been able to 
meet the n10eds of unorganized women 
in the private sector. As you know, 
there is a rapid decline in the number 
of women union members in the 
United States. If your international 
affiliates are incapable of org.anizing 
women workers in their o wn coun
try, why should we expect that they 
can do the job in canada? In British 
Columbia, a majority of women union 
members are in unions not affiliated to 
the CLC or the AFL · CIO. Conse
quently, SOKWUC do..s not feel 
Isolated from the "main stream of 
labour". We do not make independence 
a principle; however, we are determined 
to run our own affairs. 

In regard to the so<allcd organizing 
efforts of the Office and Professional 
Employees International Union, we 
think this organization is more con
cerned with undemlinin& SORWUC's 
efforts than with o rganizing bank 
workers. Since the June decision 
allnwing hranch by brunch certification, 
the OPEIU has applied for certification 
for only two branclu~s, both in B.C. 
The only application by a CLC affiliate 
outside B.C. was by the United Steel
workers of America. If the OPEIU is so 
interested in oraani1ina banks, why is 
it not :tpplying for branches In Toronto, 
where there is the greatest c.oncen· 
trution of bank workers in all of 

• 
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Canada; and why is it not applying for 
bank branches in Quebec:, where it 
already has a base in the Montreal 
City und District Savings bank'? 

The effect of the entry of the 
OPEJU Into bank organizing in B.C. 
has been to undermine, not stTengthen, 
the attempts by bank workers to gain 
union representation. Anti· union man
agement and supervisory employees 
now argue that bank workers should 
check out the other union before join
Ing SORWUC. Of course, these people 
are not OPEJU supporters. They are 
using the presence of another unJon 
as an excuse to delay unionization. 
We believe the actions of the OPEIU 
in B.C. have led to a net loss in tbe 
number of organized bank workers. 

In the long run, we do not think 
this kind of competition wiJJ be much 
more than a minor irritant. Because 
there are thousands of bank branches, 
each demanding time and patience on 
the part of union Ofganlzers, onJy a 
unlon like SORWUC which relies on 
the enthusiasm of volunteers can be 
suceesstw in this field. SORWUC 
or1anizers are bank employees. As well, 
hundreds of women and men volunteer 
their time for leafletting and clerical 
and administrative work, because they 
are committed to the organization of 
women workers into a union controlled 
by women workers. We nnw have 600 
members in six major chartered banks, 
with 14 branches certified and appli
cations pending for 11 more. The 
number of bank employees who are 
educated in trade unlonism and can 
answer anti-union arguments is growing 
rapidly. 

We hope that the OPEIU's clumsy 
interference in bank organiring in B.C. 
will not stand In the way of improved 
relations between the CLC and our
selves. We hope that the approach of 
the Consress to organizing in the 
finance industry wiiJ be much more 

· constructive. Aialn, we ask you to 
consider our urgent apput for funds 
sent to you in July. We would be 
pleased to discuss thls further, and 
suggest a meeting in Vancouver so that 
Con~ress off"teers could meet bank 
workers and other SORWUC members. 
Yours sincerely, 
Jean Rands 
National President 

L~ffer to Shirley Co", Vice-President, 
CLCfrom SORWUC 
October 6, 1977 

Den Sis~r Carr : 
Enclosed please find a copy of a 

letter we are 5ending to unions In B.C. 
The response of bank workers to our 
organizing drive is excellent. Organizing 
Is difficult, however, ns hank workers 
are spread throu~out the country in 
workplaces of five to thirty people. 
Since clerical workers in banks a re 
over ei~ty per cent wOlllen, and our 
union was specifically formed to 
organize Industries in which womom ore 
a majority, we are having considerable 
succes.s in building a corps of dedicated, 
hardworkina and knowledgeable 
women trade unionists. 

The organizing campaign is expen
sive, and our smoll union of tow·paid 
women workers can't possibly cover 
these costs from dues Income. It is 
frustrating for us to have to spend so 
much time fun d·rolslng, t ime which 
could more usefully be spent in organ
izing and education. It is especially 
frustrating when "'-e know that the 
CLC has large sums nf money set aside 
s pecifically for organizing office work· 
ers. A$ well as tr3vel, printing and 
postage expenses associated with 
organizing, our small union has had to 
bear the expense of the precedent· 
setting CLRB decL'>ion, aspects o f 
which are now being appealed by the 
banks to the federal court. We expect 
our legal expenses to be at least 
$15,000. 

We wrote the CLC on July s, 
requesting financial assistancl!. AI· 
though we have met and corresponded 
with representatives of the <.:ongrl!ss, 
we have not yet had a reply to our 
request for funds. We feel 9'at th~ 
organization of bank workers i~ im
portant to the labour movement as a 
whole, and the CLC should suppol't 
our campaign, regardlo:ss of the fact 
that we are not affiliated to the t:L<.:. 
However, CLC representatives have 
indicated that affiliation Is a stumbling 
block, and we therefore felt '~"should 
clarify our po~ition. SORWUC IS an 
independent union only because "'omen 
workers here concluded that existing 
unions were not structured to meet the 
needs of wome'n in the unorganized 
private sector, and that CLC affiliates 
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had not taken on the task of organiza· 
tion In that area. While it would require 
a n:ferendum for our union to join the 
ClC. our National F.xecutive would be 
prepared to recommend that we affiliate 
if SORWUC could join as a national 
union with our ovm constitution and 
jurisdiction to organize the unorganized 
in all industries and occupations where 
women arc a majority. 

We view SORWUC not only as a 
union but as part of the movement for 
women's rights. This Is not to say that 
we wish in any way to exclude or 
discriminate against men. Men are 
activo: und welcome in our union. Dut 
women workers should s tand up fur 
themselvi!S. We believe that women 
should control the union~ in which we 
aro: the majority. We are convinced that 
the main reason women c:lerical work· 
ers and service workers ore hesitant to 
joiu u11ions is that existing unions are 
seen as another set of institutions dom· 
inated by men. SORWUC's success Is 
due to the fact that o ur ll!aflets and 
barga•mng demands d eal directly \\ith 
the specific problems of working 
women, and we are seen B' an organizn· 
tiun of workina women organizing 
ourselves. 

Our constitution may perhaps 
appear to be "ultra democratic" but it 
is only through the widest practical 
dispersal of leadership functions that 
we c:an build a movement of women 
worke rs capable of organizing the 
private sector. All workers, including 
women, must develop pride and 
confidence in themselves in order to 
become effective trade unionists. We 
are attempting to build confidence and 
ll!ad~rship skills among women workers. 
Since women workers hove the admin
istrative, technical and organizational 
skDis that can be converted readily into 
the skills required for union leadership, 
we ere in the happy position in wb1ch 
there need be little separation between 
members and full-time o fficials. 

To date, the discussions we hove 
bud with CLC representatives have 
been cautious and tcntHtive. A sugges
tion was made that SORWUC repre
sentatives meet in Ottawa with CLC 
officials. We would prefer that CLC 
officials come to Vanco uver and meet 
with a larger number of our activists. 
This we feel would be the best way for 

the CLC to see that we are not ju,t a 
small independent union, but actually 
the beginning o C a mass muvenlcnt of 
.... omen workers.. 

We hope we can hear from you 
soon with a concrete offer of support 
for our organizing drive. 
Yours sincerely , 
Jean Rands 
National Preside nt 
Copies to B.C. Federation of Labour, 
CLC Women's Committee, R.C. Feder
ation of Labour Women's Committee 

Lerrer ro SOR WUC from Shirley Ca" 
November 1, 1977 

Dear Ms.. Rand.~~ 
This will acknov.1edge receipt of 

your correspondence dated October 6 
and I regret the delay in re plying. 
Hefore 1 am able to respond to all of 
your questions I will have to discuss 
this more fully "'ith my fellow o fficers. 
Following this I shall be in touch with 
you again. 
Yours sincerely, 
Shirley G. E. Carr 
P.)Cecutive Vice-President 

Letter to CLC from Saskatoon Bank 
Worker.r OTJunizing CommiNee 
November l, 1977 

L>ear Mr. Morris: 
T am writing to you to raise very 

strong objections to the actions of one 
of your staff me01bers Kay Sedawick 
in Saskatoon. 

I would also like to make a request 
for clarification of the CLC's policy on 
bank worker organizing as it relates to 
SORWUC. 

As of the past few weeks Ray 
Sedgwick has involved himself with 
encouraging and assisting Mr. Terry 
Stevens of the Steelworkers to orcanize 
a Toronto Dominion Bank Branch in 
Saskatoon. He has continued to support 
the Steelworkers efforts to be~in fuJI 
time organizing in precisely the same 
hank brancht~s which we are working 
with , ~nd with the expressed Intention 
of opposing SORWUC. He has also 
attempted (unsuccessfully) to remove 
the support which the Saskatoon
Labour Cuuncil has given Ia for our 
organizing efforts. 

The methods used by the Steel-
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workers and supported by Ray 
Sedgwick to ohtnin an application fur 
certification in th~ TO branch have 
demonstrated oppurtuni-.•n, dishonesty, 
disregard for the rights of workers, and 
repreSf'nted an overt act of provocation 
against the integrity of SORWUC. 

We had been meetins with a group 
of workers from the TO Branch when 
Terr)• Stevens with ltay Sedgwick 's 
backing decided to move in and sign up 
a number of the YoOrkers without 
informing us. Their methods of orgnn
izing included promiStnl the women 
that they would hargain n contract for 
them. l'hey attempted to brand our 
organi7otion as incompetent; claimed 
that the information wh1ch we give to 
workers about the Cl.RB's regulatiom. 
is incorrect: red baited our organiza· 
tion ; oml generally denied that we are 
organizing in Saskatchewan. 

When we raised our objections to 
Ra)· Sedgwick his r~sponse was unac 
ceptable to us. He stated that the CLC 
with hi• panicipatinn intended to 
actively oppose SORWUC from 
organiLing, and would use whatever 
means necessary to sign up bank work· 
ers into an affiliate union. He refused 
to cooperate \\ith us and •tated that he 
fully supported the Steelworkers 
act inns. 

Stevens said that he had "CLC 
orders'' to sign up bank workers; 
that Steel did not intend to represent 
the branch in bare:aining. that he was 
getting Involved mainly to prevent 
SORWlJC from representing bank 
workers. Also the Stt'elworkers indi· 
cated that they will be hiring a full 
time bank organi?er for Saskatoon. 

I don't need to point out to y?u 
the nature of our objections to the 
actions and comments of these two 
men. Nor do I need 10 point out how 
their actions ref1ect on the reputation 
of the CLC at this time. Saskatchewan 
is a close community. There are many 
cunnec tiuns between \\.Orkers in the 
thirty ·scven bank branches in Saskatoon 
and the JOO branches in the province. 
The actions of this CLC affiliatj! union 
will have negative repercussions on the 
organi7ing effort.o. by both afftliates 
and non-affiliates. I'd like to point out 
that many affiliates han wme trade 
union principles, support bank work
ers organizing, and abhor opportunistic 

union fights which show total disre
gard for the ri,hts and interests of 
workers. 

We have denloped a solid organiza
tion in Saskatchewan over the past 
months and are organ iring in Saskatoon, 
Regina and a growing numb~r of 
smaller centers in the province. We 
have direct support assistance from 
over thirty-six active women and men. 
Many of lheo;c, organizers are trade 
unionists and are committed to assist· 
lng the unorganized women \>.Orkers in 
this province. We intend to continue 
our work. 

As you know the Nationall'l!ccutive 
of SORWUC i~ interested to continue 
discussions with the CLC on the ques
tion of afftliation. At no point in these 
discussions, to my knowledge, have 
your representatives indicated that the 
CLC intends to actively oppostl our 
organizing. It is my understanding that 
it would be best for all concerned if 
the organizing of bank workers was 
coordinated in ~uch a way so as to 
avoid destructive competition. Our 
Indications at the Saskatchewan level 
are that the actions of Ray Scdgwi~k 
and Terry Stev~ns are not in line with 
CLC direction on bank organlzlng. 

What y,e would like to know is 
this· Do the ~ctions of Ray Sedgwick 
rllpresent the actual policy of the CLC 
on how to proceed \vith affiliate 
organizing of banks, and on how to 
relate to SORWUC? 

As we are be ing brought into a 
public position on the Steelworkers 
actions in Sa;katoon vse require 
clarification of your executive's posi
tion· on this matt~r quickly. 

We are hopeful that this matter can 
b~ resolved. 
Yours truly, 
Jean Burgess 
Coordinator, SORWUC Saskatchewan 
Copies to Shirley Carr; John McLeod, 
Snsk. Federation of Labour; Jean 
Rands; Terry Stevens, Steelworken; 
Ray Sed~vick, CLC. 

LeNer to UBW (SliSk. ) from CLC 
Novcrnber 16, 1977 
Dear Ms. Burgess: 

T am advised that you complained 
in regard to someone other than 
SORWUC being involved in organizing 
bank workers. 
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You may be assured that the CL<.:. 
in cooperation with its Federations, 
Labour Councils and affUiates, intends 
In help hank worker. nrgani7e them. 
selves so that they are a part of the 
Labour Mo•ement m bargaining \vith 
the financial industr)'. 

In that concern, the actions of 
Representative-s Scdg\vick and Stevens 
were in accord with the CLC's inten
tions and pL1ns to nrgani7t- bank 
workers into the CLC. 

It may, on occasion, weU occur that 
the above plans result in the CLC and 
it5 affiliates attempting to organi;e 
worker~ in whit-h the organization 
you represent also has an interest. There 
is only one way in which those situ 
ations can be avoided and you have 
touched on it. In the inter~! of the 
welfare of bank workers, I would urge 
that SORWUC andfor II~ United Rank 
Workers join the CLC and together we 
will make common cause for the welfare 
of bank workers in Canada. 

If there is an mlerest by the 
Natiorwl Executiv" and membership o f 
SORWUC andfor its United Bank 
Workers to meet again for the purpose 
of seriously discussing that ObJective, 
please feel free In contact me. T would 
be prepared to assist in con•erung 
such a meeting. 

llowever, in the meantime "'e 
intend to organize hank worker.; '0 

they arc a part of the Canadian l..abour 
Con~ress. 

Yours truly, 
E. W. Norbeim 
Regional DirectOI' of Organizatio n, 
Prairie Provinces 
Copies to: Joe MnrTi~, Sask. Federation 
of Labour; R. Sedg.,vick; T. Stevens: 
Sh1rley Carr; Oonald Montgomery; 
E. Johnston; T. Gooderham; Jean 
Rands. 
(NOTE: Throughout the above 
letter, SORWUC "as referred to as 
"SORWUK") 

Ll'ftl!r ro CLC {rom SOR WUC 
November 29, 1977 

Dear Urother Morris, 
We arc enclosing a copy of our 

letter to you, dated October 6, 1977. 
Since we have not yet received on 
acknowledgement or reply, we are 
concerned that perhops you did not 

receive the letter. We would also like 
to reiterate our desire for a meeting 
with CTA. officials. We feel that It is 
important to meet before your National 
Executhe llllleling in December, so 
that both our union and your organi
zatiOn can clarify our r~pective 
positions. 

We regret that we have not heard 
from you directly. ln..tead, our infor
mation has come solely through 
either rumour or the preS~>. Fur in 
stance, over a week ago, a Vancou\-er 
Sun reporter informed us that in an 
interview, Donald Montgomery had 
said among other thine:s, "Negotiations 
with SORWUC are over;" 'That the 
CLC hoped that its afnliates would 
stop giving the Uni&ed B3nk Workers 
financial support'; and • !hat SURWUC 
was in~isting on sole jurisdiction rights 
for the banking industry as a condition 
of affiliation with the CLC.' This is not 
our position. Obviously some factual 
information ha• to be cleared up. We 
repeatedly tried to call Brother Mont· 
xomery la~t '~eo:k before we re:o;pondcd 
to the reporter's questions, but our 
calls were not returned d~~pito: our 
messages that they were urgent. 

We an~ ~IMJ concerned about the 
fact that it has been almost two months 
now since your organization announced 
that it was co-ordinating a major bank 
organizing dnve, and we cannot 
understand why the CLC has made no 
initiative to contact our umon, which 
not only has gone on the record to say 
that it wishes to have serious discussions 
with the Conye:.s regarding offiliation, 
but also at this point in time has 22 
certifications 111 the banking industry 
and a current membership of almost 
700 bank workers·. 

The second matter which ,,;c would 
like to discuss with you is the cost of 
the legal decisio n which allnw<> unions, 
including your affiliates, to organize 
the ban kina industry. Obviously a.> you 
said in your lost letter,thc legal decision 
that extends bargaining rights to the 
employee~ nf the banking industry is in 
a general sense the result of the battle 
that hi.;;torically the lr.rde union move
ment has won.llowever, specifically in 
terms of the branch by branch decision, 
our union is faced with a very concrete 
bill of $20,282.56 for fighting and 
winning that particular legal battle. 
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We have to date paid our lawyer, lon 
Oooald, the sum of $2500.00. Our 
union would like to ask the CLC to 
contribute the balance of the legal 
bill. If need be, you could send the 
money directly' to our lawyer (lan 
Donald, 195 Alexander SL, Vancouver, 
B.C.) instead of sending the contribu· 
tion through our union. 

We look forward to bearing from 
you soon. 
In Solidarity, 
Jean Rands 
National President 
Copies to B.C. Federation of Labour, 
Vancouver & District Labour Council, 
CLC Vancouver Office, CLC Women's 
Comminee, B.C. Federation of Labour 
Women's Committee. 

Letter to tile Executive of tile CLC 
fromSORWUC December7,1977 

SPEC! A L DELIVERY 
Brothers and Sisters: 

Further to our letter of November 
29, 1977, new developments have 
added urgency to our request for assist· 
ance in meeting legal costs. 

The Royal Rank of Canada has 
announced that they will appeal the 
decil>ion of the Canada Labour Rela· 
tions Board allowing for branch by 
branch certification of banks. Should 
their appeal be successful, the result 
would be to overturn all certification 
in the banking industry. 

Our small union Is already faced 
with a legal bill of over SlO,OOO for the 
costs of the decisions which made It 
possible for your affiliates, as well as 
ourselves, to organize in the banking 
industry. It is no longer possible for us 
to undertake the financial responsi
bility for legal decisions that benefit 
the trade union movement as a whole. 

As you know, our Union now holds 
22 certifications in the banks. Wtt hav~ 
an organization of almost 700 bank 
ttmployees and we are confident that 
bank employees will be organi7ed, 
whatever the ground rules may be. 
We are not prepared to undertake 
further larae expenses to defend the 
branch by b ranch decision in the fed · 
eral court while you sit back and 
watch. 

We feel the appeals to the federal 
court are n deliberate attempt by the 

banks to divert our n:sourctlS from 
organizing to the courts. We regret that 
without substantial financial assistance 
from your organization , we will not 
be able to contest this appeal. 

To reiterate our position regarding 
uJTilmtion to the Con&ress, we wish to 
affiliate like any other national union. 
We are not askin& for special treatment 
or special terms and conditions. 
Specifically, \ve are not asking for 
exclusive jurisdiction in the banking 
industry. 
In solidarity, 
Jean Rands 
National President 
Copies to B.C.Federation of Labour, 
Vancouver & District Labour Council, 
CLC Vancouver Office, CLC Women's 
Committee, B.C.Federation of Labour 
Women's Committee 

Letter to SOR WUC from CLC 
December 14, 1977 

Dear Sister Rands: 
This will acknowledge receipt of 

your letter dated November 29th, 
1977. I am sorry there w.1s no reply to 
your corTespondence of October 6th 
but it appeared a reply was unnecessary. 
That letter simply informed us of the 
dtttermination of your union to reject 
any option other than the possible 
afnliation of SORWUC to the Concress 
if tbe Congress was prepared to provide 
your organiLation with substantial 
sums of money. 

There were some allegat:ions in your 
corTespondence which we could talre 
issue with, however, nothing would be 
pined by involving ourselves in WTiting 
on these issues. I must mention, how· 
ever, the fact that the Office and Pro
fessional Employees lnte.rnational 
Union is an affiliate of the Concress 
and despite legislative and other 
impediments to oraamllllll it has 
or·ganized and has under collective 
aifeement one hundred and thirty-nine 
establi.~hments in the banking and credit 
institutions in Canada. 

In your letter you state the Concress 
has made no initiative to contact your 
union. I should mention in this regard 
that there have been several contacts, 
the most recent when our Director of 
Organization accompanied hy Brother 
Ken Rogers, the Secretary-Treasurer of 
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the Canadian Umon of Bankworkers 
and Lamine Singler of the BCGEU met 
with representatives from your organi· 
.talion to discu!:.~ the possibilities of 
the United Bank Workers becoming 
part of the national effort on hehalf of 
bank employees. There was no follow· 
up to that meeting because the impre.~ 
~ion they received was that while your 
oraanization desperately needed the 
finances and experienced personnel to 
deal with coDective bareaining in this 
specialized field, your organization was 
no t prepar·ed to make the necessary 
arrange ments, and indeed , continued 
to cling to tho conviction that your 
union could ta ke o n the banldng 
industry. 

It is our lrrm conviction that the 
job to be done on behalf of bank· 
workers, i.e. organization, negotiation, 
servicing and the educational and 
research roles will re4 uire the total 
resources of the movement; and 
that while small independent groups 
will make some individual progess, it 
h~ been our experience that in the 
long term the lack of a strong and weD 
oraanized movenuml to deal with thtt 
strongly entrenched banking industry 
could be detrimental In the best in· 
terests of the workers involved. llistory 
is replete with examples or this. 

In conclusion then, let me state, It 
IS in the best interests of the United 
Bank Workers to join the movement to 
establish a Canadian Union of Bank 
Workers and an application hy the 
United Bank Workers to accomplish 
this would be welcomed by the Con· 
grcss and facilitated \vith dispatch. 

You will understand thut any con
sideration of SORWUC's position 
within the Cnngre~ <truetun: wuuld 
require a detailed examination of the 
units invoh .-ed in relation to the ques
tion of jurisdiction granted to affiliates 
of th t: Congress, ho wever, the imme
diate and more pressing issue is to 
protttct the interests nf bank workers 
and to build an organization represen
tative o f their needs and desires. To 
this end the Executive Councll would 
consider an application from the 
United Bank Worke rs to become a part 
o f the proposed national structure. If 
th;,. were to happen we would be 
prepared to look at the lmancial 
obli~:ations outstanding in connection 

with the applications for certification 
of United Bank Worker units. 

Hopina to bear from you on this 
motter,I remain, 
Fraternally your'S, 
J ue Murri.~, 
President 
Copies to D. Montomery (Secretary/ 
freasurer, CLC; E. Johnston (Director 
of Organization,CLC); B.C. Federation 
of Labour; Vancouver & Dutrict La
bour Council; CLC Vancouver Office; 
CLC Women's Committee; B.C. Fede· 
ration of Labour Women's Committee 

Letter to CLC from Chllrlotte Johnson, 
UB W January 17, 1978 

Dear Mr. Morris: 
Re: Your letter of December 14, 
1977 to J. Rands, N3tlonal Presi
dent of S.O.R.W .U.C. 
The above letter was discussed at 

the United Bank Workers Section 
Executive meeting of January 8, 
1978. Your suggestion that the UBW 
Sec tion of SORWUC split from 
SORWUC and apply independently 
tor offlliatlon to the CLC was rejected 
unanimously by our Executive. 

We find it reprehensible on your 
part that you would suggest we should 
divide our Union in order to afftliate to 
the Congress. Your letter states that 
SORWUC's jurisdiction is too broad 
and therefore a hindrance to Congress 
a ffiliation. Yet, the USWA, a Congress 
affiliate , has applied to the CLRB to 
represent bank employees In Saskatch· 
ewan. 

To date the actions of your 
organization have only confused bank 
employees and caused problems in 
organizing. 

Let us reiterate that SORWUC 
would be prepared to afttliate to the 
CLC u a National Union. If your 
Executive i.s unwilling to consider this 
reque.st we see no purpose in continuing 
correspondence. 
Sincerely, 
C .. Johnson, President 
United Bankworters Section()( 
SORWUC . 
Copies to S. Carr; L. Singler; B.C. Fed· 
eration of Labour; Saskatchwan Fede
ration of Labour; Vancouver & District 
Labour Council; Women's Committee, 
R.C. Federation of La hour 

-
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Letter to UDW from CLC 
Janu<1ry 31, 19?8 

near Sisler Johnson : 
This will acknowledge receipt of 

your correspondence dated Tuesday , 
January 1 ?th, 19?8 in which you state 
your uecultve have unanimously 
rejected the concept of the United 
8ankworkers affiliation with the Cana· 
dian Labour Congress, and as well, that 
you see no purpose in continuing cor· 
respondence. 

While it would appear from the 
wording o f your constitution, that 
such an important decision would be 
made by the members, after a thoroulh 
discussion of the pros and cons of 

affiliation. the t re mendous job of 
building a Canadian Union of Dank 
Employees, and the viability of 
S.O.R.W.U.C., we have no intention of 
appeaJing the decision made by your 
Executive on behalf of bankworkers. 

We will respect the decision of your 
Executive ana cease all correspo ndence 
on the subject. 
Fraternally yours, 
Joe Morris, 
President; 
Copi.:s to D. Monloam~ry ; S. Carr: L. 
Singler; B.C. Federation of Labour; 
Saskatchewan Federation of Labour; 
Vancouver & District Labour Council ; 
Women's Committee-B.C. Federation 
of Labour ; T. Gooderham ; W. Norbeim 

Glossary 

A.ffiliare: Unions that are members (and have voting privileges) o f a larger body 
of labour. 

Application for Certification: where a union has at least 35% of the employees in 
an appropriate baraa.ining unit or workplace as members in good standina, a pplica· 
tlon is made to the Labour Relations Board to he cenifled to represent these 
employees for the purposes of collective bugainins. 

AssociatWn of Univenity & College Employees· an independent democratic 
union representing workers at Simon Fraser University, The University of B.C., 
CapUano College. New Caledonia CoUeae and the teaching assistants at Simon 
Fraser University. AUCE was formed in 19?2 by UBC clerical w orkers, 95% of 
whom were women. Often referred to as SORWUC's sister union. 

Bargaining Agenr: union designated by a Labour Relat ions Board as the exclusive 
representati¥e of ~II employees in a bargaining unit for the purposes of negotia
tions with the employer. 

&rgaining Unit: group of workers deemed by the Labour Relations Roard as 
having sufficient interests in common that all these interests can be served by one 
collective agreement , negotiated by one baraaining agent. 

Canada LAbour Code: sec labo ur code. 

Board: see Canada labour Relations Board. 

Canadian Labour Congress: an organllatlon consisting of the Canadian sections 
of unions which are affiliated to the AFL-CIO in the U.S., plus large Canadian 
unions like the Canadian Union of Public t:mployees and the Canadian Brother
hood of Railway, Transport & General Workers, and government employees' 
organizations. A union must be affiliated to the CLC tn order to affiliate to 
provincial federations of labo ur and local labour councils. 

Canada Labour R elations Board: established under the Canada I obour Code to 
administer labour law, iucluding certification of trade unions as bar8aining agents, 
inve.~t igation of unfair labour practices and o ther functions prt:!>cribcd under the 
legislatio n. 

Caucus Meerings· take place when one party wishes to leave the room to privately 
discuss an issue. The deci~ion o r position taken is then reported back to the o ther 
party. Caucus meetin~s are common durin, neaotialions. 

Certification: officiAl designat ion by a labour relations board of a union as sole 
and exclusive baraaining agent for employees in a bargainin~t unit. Following 
certification the employer is required t o recognize the union and make a reason
able effort to sign a union contract. 

Collective Agreement: a contract between a unton acting a~ hargaining agent, and 
an employer coveri n& wages, hours, working conditions, fringe benefits, rights o f 
workers and union , a nd procedures to be followed in settling dispute~ and grie
vances. Also referred to as a contract, union contract, or agreement. 

Collective Bargaining· method of deternuuing wages, hours and other conditions 
of employment through direct negotiatio ns between the union and the employer. 
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Normally, the result of collective ba!·gaining is a written contract which c.overs all 
employees in the bargaining unit. Strikes and loc!£-outs are an accepted part of 
the collective bargaining process. 

Conciliation: third party intervention by a conciliation officer (an employee of 
the Department of Labour) to assist with negotiations. If a conciliation officer is 
unsuccessful in helping the parties settle a contract, he reports to the Minister of 
Labour, who then either: a) agrees that the parties are tu be left to settle the dis
pute through economic pressure i.e. strike or lock-out, or, b) appoints a Concilia
tion Commission or a Conciliation Roard (independent of the Department of 
Labour). The Comm-ission or Board then study the positions of both sides an'd 
ordinarily make a public report, which is not binding on either party. 

Federation of Labour: a provincial federation of local unions and labour council$ 
chartered by the Canadian Labour Congress. 

Grievance: c.omplaint against management by one or more emplo)lees concerning 
an alleged injustice, or, where a contract ell:i.sts, an alleged breach of the union 
contract. ProcedUfes for hagdling grievances are defined in the contract. 

Hearing(s): a procedure whereby a Board or Court call the parties to appear in 
person to present evidence to demonstrate facts. and argument as to the Interpre
tation of the law. In the case of the CLR B the hearings are usually conducted by a 
panel of three 3oard members. 

Iniriation Fee: specific amount of money paid by a new member to a union upon 
joining. The payment of an initiation fee is an essential part of the evidence 
required by the Board to prove membership in the union. 

In~estigating Officer: employee of the CLRB who does preliminary investigat ions 
on applications for certification {checking union membership records and their 
authenticity, and cross-checking these with the employer's payroll, etc.}, and 
unfair labour practice complaints. 

Labour Code: legislation that is passed by a Provincial or Federal parliament 
setting basic ground rules and standards of conduct for industr ial relations i.e. 
how does a union become certified, what constitutes an unfair labour practice 
complaint, how and when can a union strike, etc. 

lAbour Councl1: organization composed of local unions in a given community or 
district chartered by the CLC. 

Lccal Union: the basic unit of union organization. Trade unions are usually 
divided into a number of locals for the purposes of local administration. Locals 
have their own by-la .... -s and usually elecr their own officers. 

Narional Union: (SORWUC) meets annually in Convention. The j>ody of the 
un ion that basically consists of an executive and is responsible for certifications 
throughout Canada, where no local union exists. The National union finances are 
made up of per capita dues (one half of the local union dues, not to exceed 
$3.00) from Local~ and Sections. Every member of SORWUC (Local I , Local 3 
and the UBW Section) is a member of the National union. The SORWUC bank 
certifications were held by the National union. The executive is elected annually 
by referendum. 

Negoriarions: the process where the union negotiat ing committee and manage
ment representatives meet to discuss contract proposals and hopefully. reach 
agreement by compromise. The parties should eventually reach agreement and 
sign the union contract governing wages and working conditions whiclr is then 
binding on both management and the union, after ratification by the union 
memb-ership. 
Organizing Committee: -a group of UBW members in a particular geographic area 
that co-ordinate the organizing drive i.e. elect its own executive, leaflet, meet, 
present statements to the press, etc. An organizing committee functions lilce a 
local. 
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Raid: when a group of unionized employees decide they wish to be represented 
by another union, the second union is said to be "raiding" the first. Where a 
union contract exists, raids can only take place during the 7th and 8th month of 
the contract. 

Referend!lm Ballot: a manner of conducting a vote where a ballot is mailed to 
each member and i~ then returned to the union office by a set date when all 
ballots are to be counted. This is done to ensure that aU members cast a vote on 
important issues (contract proposals, a change in union policy, election of officers 
etc.), whether or not they attend meetings. 

Representation Vote: a vote conducted by the Labour Relations Board to 
determine whether a majority of employees in a bargaining unit wish union 
representation. If a majority of those voting are in favour of the union, the union 
will be certified. 

Seniority: term used to designate an employee's status relative to other em pioyees 
as in determining order of layoff, promotion, recall, transfer, vacation etc. 
Depending on the provision of the union contract, seniority i$ ordinarily based on 
leng·th of continuous or interrupted service. Seniority can be based on length of 
service with a company, a department, a branch, or an industry. 

Steward: a ~rson elected by the people that she/he works with us their union 
representative. Where a collective agreement exists, the steward is responsible for 
ensuring that it is enforced and representing employees in grievances vs. manage
ment. Where no contract exists, the steward is responsible for communications to 
and from the union office, keeping the morale up, and being the spokesperson in 
anti-union arguments with management. 

Scab: or strikebreaker, usually refers to individuals hired to perform the work 
of employees who are on strike. The term is also applied to any person crossing a 
picket line. 

Strike: a cessation of work or a refusal to work or to continue to work by 
employees, following a secret ballot vote to do so. for the purpose of compelling 
an employer to agree to terms or conditions of employment. Usually the last stage 
of collective bargaining, when all other means have failed. 

Trade Union: voluntary. association or organization of workers to further their 
mutual interests with respect to waieS, hours of work, working conditions, 
recognition and respect, and other matters of interest to workers, 

Union Dues: an amount of money given to the union on a monthly basis, to help 
pay for the day to day operation of the uni~n-

Union Security: provisions in a union contract designed to protect the life of the 
union at the workplace i.e. where every worker covered by the contract must 
become or remain a member of the union. New workers need not be union 
members to be hired, but must join after a certain number of days, or hours 
worked. Also covers dues, check-off and membership requirements i.e. closed 
shop. union shop, modified union shop, rand formula, and open shop. 

Secrlon (SOR WUC): members of organizing committees, loca l :ind headquarters 
members who work in a common industry i.e. UBW Section and UBW Saskatche· 
wan Section. EJects its own executive and has its own by-laws. 

Unfair Labour Practice Complaint: a charge that management has failed to abide 
by the Ia~ as set out in the labour code. The Labour Board receives written 
submission from union and manageme•JI. An IRO investigator attempt!< settle
ment. If the complaint is not settled, the B.oard will usually order a hearing to 
hear evidence before ruling whether or not an unfair labour practice has occurred. 

Working Conditions: conditions pertaining to the workers ' job environment such 
as huur-s of work, safety, rest periods, uniforms, machinery, renovations, wickets, 
etc. Usually included in , and subject to the union contract. 



Press Gang is a feminist printing and publishing collective which was 
established in the spring of 1974. Since then, we have been working in 
the printed media to produce all kinds of books, posters, pamphlets 
and leaflets. Our intereStS are in printed materia1s that critically examine 
the role of wome.n in Canada. We want to produce work that fights the 
sexual stereotypes that oppress us and our children. We want to explore 
ourselves as women in a sexist society, and to make it clear why we 
need to change our social, political, anJ economic conditions.. 

Other titles by Press Gang: 
Fishermarket and Other Poems 
Women Look at Psychiatry 
jody Said 
Muktu: the Backward Muskox 
The Anf:i.Psydliatry Bibliography and Resource Guide 

Press Gang Publishers 
603 Powell Street 
Vancouver, B.C. V6A 1H2 
(604) 253-1224 


