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A STRIPPERS' UNION?

HAVE YOU BAD IT WITHE PAYCUTS AND SKYROCKETING BOUSE FEES?
DOES YOUR BOSS FINE YOU FOR BEING LATE OR CALLING IN SICK®
ARE GOOD SPOTS ON TEE SCEEDULE ONLY FOR MANAGEMENT FAVORITES?

ARE YOU SICK OF GETTING EIT ON BY YOUR BOSS?

DO YOU WISH YOU AND YOUR CO-WORKERS HAD SOME JOB SECURITY,
AND SOME CONTROL OVER YOUR WORKING CONDITIONS®

Ir THE WORKERS AT YOUR CLUB WANT THE POWER TO CREATE REAL CHANGES, A UNION IS THE ANSWER.
As INDIVIDUALS, WE'RE POWERLESS, BUT WBEN WE ORGANIZE AS A UNION, WE SPEAK IN ONE STRONG VOICRE.

THERE ARE ONLY A FEW MANAGERS, BUT THERE ARE A LOT OF DANCERS. TBE COMPANIES MAKE
TBE PROPITS, BUT WE DO TBE WORK, AND WEEN WE ACT COLLECTIVELY, WE BAVE A LOT
MORE POWER TO IMPROVE WORKING CONDITIONS THAN WE DO ALONE.

WITBOUT A UNION, YOUR BOSS CAN CEANGE TEE RULES, INCREASE HOUSE PEES,
AND CUT OR ELIMINATE YOUR PAY. WITHOUT A UNIONy TEE BOSS CAN GET AWAY WITH
BLOWING OFF THE PEW LAWS TBERE ARE TO PROTECT US.

Bur IF TBE EMPLOYEES AT YOUR CLUB PORM A UNION, YOUR BOSS WILL EAVE TO LISTEN T0 TEE
WORKERS. IT'S EASY TO GET RID OF ONE PERSON WHO SPEAKS OUT,
BUT A LOT EARDER TO TAKE ON TEE ENTIRE WORKPORCE.

IP YOU UNIONIZE, THE COMPANY WILL BAVE TO NEGOTIATE A LEGALLY BINDING UNION
CONTRACT WITBE YOU THAT SPELLS OUT YOUR RIGHETS, BENEPITS AND WORKING CONDITIONS. IF
YOU BAVE A CONTRACT, THE BOSS WON'T HAVE TEE LAST WORD ANYMORE.

A UNION ISN'T ABOUT UNION REPS AND LAWYERS TAKING CARE OF YOUR PROBLEMS FOR you. A
UNION IS ABOUT YOU AND YOUR CO-WORKERS GETTING TOGETEER AND TAKING CARE oF YOURSEILVES.

TBIS MANUAL WILL SEOW YOU BOW TO START A UNION WEERE YOU WORK, BUT BEWARE,
YOU'RE IN FOR A LONG, BARD BATTLE. IT'S NOT A QUICK PIX --THINGS WILL PROBABLY
GET WORSE BEPORE TBEY GET BETTER. A UNION IS A DIRECT CEALLENGE

TO YOUR BOSS'S STRANGLEHOLD ON THE POWER, AND MOST BOSSES DON'T TAKE KINDLY

TO TEE PROSPECT OF SEARING THAT POWER WITE THEIR WORKERS.

STICK TOGETHER LADIES!
YOUR UNITY IS ALL YOU HAVE...AND ALL YOU NEED!
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Chapter 1

Labor Organizing in the Skin Trade
Tales of a Peepshow Prole

By Miss Mary Ann

“TWO, FOUR, SIX, EIGHT, DON'T COME HERE TO MASTURBATE!” sounds a little like
something the Moral Majority might have chanted back in the *80s, but this catchy slogan was actually
a battle cry for fair treatment on the job. A few confused bystanders assumed my co-workers and I were
anti-porn zealots protesting our favorite sleaze merchant. Not exactly—the sex business was our bread
and butter. We were strippers picketing for better working conditions at the nude theater that employed
us, organizing what would later become the only strippers’ union in the country. Our boss had just fired
a dancer. The company claimed she was fired for “disrupting other employees,” but we knew the real
reason was her union activism. The dancer, “Summer,” was a single mont with a three-year-old to support.

Relations with management had been rocky ever since we started talking union, but Summer’s
termination sparked an all-out war. It was a Saturday, the union office was closed, and we couldn’t geta
hold of our union rep. We were on our own. Less than 24 hours after Summer was fired, and dozens of
phone calls later, close to half the staff of dancers, cashiers and janitors showed up at work on their day
off to protest. With picket signs and leaflets in hand, we poured into the manager’s office and demanded
Summer’s job back. The manager told us to get out. Our picket line went up immediately.

* %k O

I dance at the Lusty Lady in San Francisco. The place isn’t a strip club with a stage and a staff of
lapdancers working the audience. It’s a peepshow—a mirrored box of naked women, writhing
and undulating behind glass for masturbating voyeurs. The customers are separated from one
another in individual, broom closet-sized booths, and watch the dancers through crotch-level
windows. A quarter buys a customer a 15-second glimpse of female flesh before the window’s
shutter closes; most manage to ejaculate before they’ve spent five bucks. Budget masturbators
can complete the task at hand for as little as 75 cents by jerking away in the dark, only
depositing another quarter when their mental snapshot of us has completely dissipated.

The reporters flocking to cover our organizing drive often had a difficult time understanding
what we do as “work,” but the job has always been defined in my mind by the repetitive
manual labor it demands. Punch a time clock, spot an open window, make eye contact, pout,
wink, swivel your hips a little, put a stiletto-clad foot up on the window sill to reveal an eye-full
of your two most marketable orifices, fondle your tits, smack your ass, stroke whatever pubic
hair you haven't shaven off, repeat these ten steps until the customer comes, then move on to
the next window, repeat the process until your shift’s over, punch out. Some call it the fast food
of the sex industry: we produce assembly-line orgasms.

Three of the peepshow’s 13 windows were made of one-way glass; the customers could see us,
but we couldn’t see them. For years, the Lusty Lady attracted amateur pornographers who'd set
up shop behind the one-way windows. They videotaped and photographed us with alarming



regularity, usually without our knowledge, and always without our consent or compensation.
We only discovered how widespread the problem was because absent-minded cameramen
would occasionally forget to cover the telltale, red “on” light before they started filming.
Whenever a dancer looked down and noticed a red light in the window she was dancing for, her
impulse was usually to break through the glass and destroy the film. But she’d always resist,
fighting the wave of fury and nausea that would inevitably hit her, and call security instead.
More often than not though, it would be too late, the guy would get away. Where would that
stolen image resurface? Who would see it? How many others were making money off it?

We complained to theater management repeatedly, and asked
the company to remove the one-way glass to make it easier for . '
us to spot the videocameras. Management refused and told us
to “get another job” if we didn’t like it. Despite the company’s // - \\
no camera policy, management insisted that unpaid porn G
stardom was an occupational hazard we had to
accept. We disagreed, and turned to the Exotic
Dancers Alliance (EDA), a San Francisco sex
worker advocacy group set up by the original
plaintiffs in the class action lawsuit against

the Mitchell Brothers’ O’Farrell Theater. The /
EDA put us in touch with Local 790 of the /¢ 254
Service Employees International Union Y,

(SEIU), and convinced the local’s initially n
reluctant organizing staff to take a risk on us,
despite disapproval from union higher-ups.

As soon as we announced our plans to — J
unionize, management removed the one-ways,
but also refused to recognize the union, and
hired a law firm infamous for busting unions.
Though the one-ways were gone, other problems at work were still festering: management
played favorites, the company’s disciplinary policy was unwritten and inconsistently applied,
dancers had their pay permanently cut in half for missing a staff meeting or calling in sick, were
suspended for not “having fun” and were fired for even more ambiguous reasons. The female
managers who enforced these draconian policies always did so with a smile, insisting we
worked at “the best” strip joint in town because we got free hot chocolate and weren’t required
to suck the boss’ dick in exchange for our employment. The company’s “sex positive, dancer-
friendly” reputation was, for the most part, a hollow marketing ploy. We had virtually no
recourse if we were treated unfairly, and anyone who complained was quickly labeled
“disruptive” or “disrespectful.” We knew a union contract could temper these injustices and
hold the company accountable for its actions.

In the summer of 1996 we decided to go through with a National Labor Relations Board union
election. If we won the election, the company would be legally obligated to negotiate a contract
with us. Management prepared for the vote by running an anti-union propaganda campaign.
Managers held a series of mandatory group meetings, excluded the organizers, and told
workers the union would impose exorbitant dues (in reality, about $4 a week), union officials
would “force” us to strike (workers always vote on whether to strike), or fine us for



“disagreeing” with them (one of many straight out lies). The company told us a union would
destroy the Lusty Lady “family” (fine with us—in that family, we were the kids and management
the parents), and union reps would “bargain away” the rights and benefits we did have during
contract negotiations (in reality, other dancers were at the bargaining table negotiating the contract
with management, and the workers all vote on the final agreement—Jimmy Hoffa-style secret,
back-room deals between union reps and management may happen in the movies, but not in a
worker-driven contract campaign like ours). Management put another organizer and me on
“final warning” for bogus infractions, and spread rumors that we were “harassing” and
“intimidating” other dancers. Despite the lies, deceptive leaflets, threats, harassment of union
activists and scripted, tear-filled pleas to give the company a “second chance,” we stuck it out
and won the election 57 to 15. We named our SEIU chapter the Exotic Dancers Union.

We spent the months following the election attempting to negotiate a contract with the
company. But instead of working out an agreement with us, company lawyers spent most of the
bargaining sessions engaged in performance art that easily rivaled our own in caliber and
affectation. Like a stripper who waits until the end of the song to wiggle out of her panties, the
lawyers kept their client paying by teasing us with lengthy diatribes, each bargaining session’s
invective more scathing than the last, the union’s planned demise just around the corner. They
were paid by the hour, and their time-wasting strategies were impressive. For example, they
spent days insisting that dancers were “sexually harassing” each other by using the “scurrilous,
offensive and derogatory term pussy” in the workplace. (Despite the word’s “scurrilous”
qualities, one lawyer in particular delighted in repeating this term as often as possible.) Never
mind that our workplace is a smut palace, the lawyers repeatedly ignored our efforts to discuss

things like sick pay and grievance rights, and flooded us with contract proposals outlawing
foul-mouthed hussies instead.

Although the lawyers turned out to be far better whores than we could ever aspire to be,
attorney-customer comparisons were also inevitable and hard to avoid. At the end of one
particularly tedious bargaining session, the star of fhe company’s legal team even copped to the
similarity. “An attorney is but a condom,” he bragged, “protecting the prick who's screwing
someone else.” That line was the first and last piece of honesty we got from this guy. After
getting paid to watch middle-aged men in power suits masturbate to us every day at work, our
tolerance for all the rhetorical circle jerking we had to endure for free at the bargaining table
quickly began to wane. As the lawyers’ bargaining session rants wore on, we’d begin to imagine
them with their ties flung over their shoulders, the way we were accustomed to seeing their
peers in the peep booths at work. (This fashion trend guards against the embarrassing
possibility of returning to the office with a semen-splattered tie.)

No sooner had we resolved the “pussy” issue than had company lawyers begun insisting
management needed the right to fire any dancer who’d been with the company for more than a
year and a half. Since customers need “variety,” they reasoned, termination of long-term dancers
was a “legitimate business need.” In this industry, seniority is a liability; strip joints WANT a
high turnover. This was a temporary job, a short-term assignment, the duration of which was
determined by a byzantine and arcane set of constantly-changing criteria that managers would
use to justify firing dancers who got too “old” or too uppity. One dancer’s “sultry stare” was
another’s “scornful glare.” One month our run-of-the-mill pelvic grinding would be
“interactive” and “fun,” the managers would tell us, but the next month they’d call it
“repetitive” and “boring.” Countless trees died needlessly to sustain the Lusty Lady’s almost



fetishistic obsession with documenting our “job performance” in an extensive collection of
personnel files they maintained on us. It was a damn PEEPSHOW for chrissakes, not a
psychotropic drug study, or a Broadway production for that matter! Management knew we’d
never agree to contract language that would codify the company’s “right” to fire us at will—
”legitimate business need” or not— but they were trying to wear us down, and make us give up.

We didn’t give up, and a few months into this routine, we staged a job action to protest the slow
pace at the bargaining table. The Lusty Lady is the only place in town any 18-year-old kid (or
40-year-old executive) can watch live, gyrating, three-dimensional, Hustler-style beaver shots,
inches from his face, for half the price of a donut. (No, we don't hustle “peeps” for quarters;
we're paid by the hour to perform for whoever’s watching.) The two-bit pussy show is the
Lusty Lady’s signature commodity, and on “No Pink” day the goods weren’t for sale. We
continued to dance nude, but kept our legs demurely closed. The marquis outside still said XXX,
but the show we put on was probably somewhere between PG-13 and R. Almost every dancer
who worked that day took part in the action, and frantic managers responded to our new-found
modesty by firing Summer.

The attempt to intimidate and divide us backfired. We retaliated by picketing the theater for the
next two days and management fired back with a lock-out. They closed the show, and the
dancers scheduled to work lost two days’ pay, but we stuck together and kept the picket line
going. Most customers steered clear of the commotion, some were supportive, a few mistook us
for anti-porn Christians, but only a handful braved a tongue-lashing from the crowd and
crossed our picket line. Apparently deluded by their legal counsel into thinking the union was
“all talk,” managers were stunned that we actually had the balls (and the solidarity) to walk the
walk. After a two-day stalemate, the company caved in, rehired Summer, and finally began to
cooperate at the bargaining table. Management quit talking about the “need” to fire long-term
dancers, and offered us a raise instead.

Ultimately management didn’t agree to all of our demands, and there was talk of a strike, but
we eventually ratified a first contract in April 1997, and a second in April 1998. There’s still a .
sizable gap between profits for the company and wages for the workers, but we won rights, job
security, sick pay, automatic raises, and a guarantee the one-way windows won'’t return from a
company that probably never intended on reaching a contract at all, in an industry infamous for
regarding its workforce as disposable. ’

Although the Lusty Lady is currently the only unionized nude theater in the country, our
success sparked similar organizing campaigns at clubs and theaters in Alaska, Philadelphia and
another in San Francisco. Dressing rooms across the nation are full of disgruntled strippers who
want to do more than gripe about their plight. They want to kick some ass! In response to their
demand for information and assistance, we’ve pooled our experiences, and recounted our
victories and mistakes in the following pages. Read on to learn how to pull off a do-it-yourself
union organizing campaign at your own neighborhood girlie show!

Excerpts of this chapter also appear in Tempslave #12.



A STRIPPERS UNION?
QUESTIONS & ANSWERS

Q. Why not form Our own union;: w
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Employees (HERE} Umion?

ote! Employses, Restaurant
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Ch p ! “uni ¢ ica, . Organizers or lawyers - wg are the union. The union
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. Q. What are the steps to una'onizing?
ion activity under wraps during the A The first step is for werkers 1o Sign union cards. The more cards we sign, the more power we
Keep union . As long as have. When at least a majority signs cards, we announce our intent 1o unionize to management
ly stages of the campaign. At this point Jim & Terry can recognize the union, and we can immediately stan negotiating a
early stag t's in the dark about your planS, contract. i management refuses 1o recognize the union. we'
s ‘ >
managemen 3

- . o
mmunicate with peop
yuonuimca;‘dcc;)d by the harassment, lies and
v lation that will inevitably follow once | ;g
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. vota on whether or not we want to strike.
't distribu te any ﬂyers at 1t's unwise to take such a drastic measure uniess worker Support is near-unanimous,
talkmg union. Don ent finds out that Q. Things aren't that bad a1 here. compared 1o clubs in other cities, our stage fees aren't THAT

rk until after managem S high — why do we need a union herey
WO . e During the mltlal phase A So things don't 96! worse, and to deal with the problems that do exist, Stage fees at other clubs
you'l‘e organizing. d focus on have ciimbed 1o $150 or more Dancers didn* aways to have 10 pay 10 work; in fact most ol
f the campaign, you should foc used pay dancers an hourty wage Lri :

O

looking for other workers to help you 4 Sehedules. b others don'tSome are

oorc;anize, collecting eénslofeiegr)\alrzs;i;; for [ THE SHOWBOAT ORGANIZING Comy
bers (see Chap ’

phone num 3), putting together a

a union (see Chapter. PR the , tions about

list of issues to highlight iufrilgnfring out how to answer people’s quesxglnprobably be among the

campaign (see beloVY), asn ou have at the beginning of.tl?e. §ampa;82aven't yet been exposed to all

the union. Tge rfnelllz‘t 1};legoP};e are excited about the possibilities, an

best attended of alj;

i ign (see Chapter 9).
t will do and say during their “vote no” campaign (
the crap managemen

THE ORGANIZING COMMITTEE

ho will run
- i aka “the organizersn‘) are the peoPle‘ o or getting
e i T b ol o, i P s e o
the campzi%ﬂ molfh%eioculﬁbsasand be able to drop everytru:)grl:is\ezvl;o write, xerox and distribute
blacklisted from other clubs, . The organizers are the ails about the
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THE ISSUES

i le or
. are most intolerab
ion? Which company policies, practices or r:iea,age& or cut them to
Why do you want a umc;e\'/ances? Does your boss refuse to Pa); yAre dancers required to sell a
unfair; what are yourhg r to pay outrageous house fees or fines?
. ? Do you have
punish you?



new commise;
We Ssion Syslem,
UNDER A UNioy Gano,T2ke $75 to $1n28epr4s o' oW averaging jogs than

minimum quota of drinks or dances? What N Con
h 'fq ick and can’ k? (ABLE TO MAKE Chanapas - MANAGEMENT yuey "oy Wage berorer
appens if you get sick and can’t come to work? TH US FiRgT) LIKE THIS WiTHOuT Né’ég NEVER g
TIATING ThE,
M

Are dancers pressured for dates by the boss or the
bouncers? Are dancers fired or suspended for
arbitrary reasons? Are there too many dancers on
the schedule competing for shifts or customers?

Put together a list of grievances the workers
would like to address in a union contract. Don’t
bite off more than you can chew. You're not
making laundry list of problems that will

. . .. * R .
automatically disappear when you unionize. v S0t now we're forpey 1

Satisfieq” their refunds

take abuse from the

You're picking your battles, you're identifying ,,t"‘:fi t?:;ﬁ Nave 1o take aﬁ’;" U0 our paychacie grmerS: a0 H ey noy
’ ; "Midation, ang yep; OM the custome, 1. This is flleqal
thg changes you’re prepared to ﬁght forina 2040t iy M)fm'r;guiri s whie we' naked is & managament ins, regal.
union contract. Choose a couple issues most VIOL Of al least puy 4 err. T UACL We'd be ab,:e", ual harassment, ang i
Lady have 3 S'°‘Pf0rton:;nh °P"3Vem01isson°,

people can relate to. The issue that united us at COULD we «r;rmwaé'da Sexual harassment pojiny pr nC"S 31 the Lusty

the Lusty Lady was the peepshow’s one-way STICK TOGETHER AN FOR THE U
windows. (Dancers were outraged that THE REGAL ORGANyz, o
customers were continually filming us Exoric DANCERs UN/Oj\Ay/g' COMMITTEE

through the one-ways, and incensed with
management’s lack of response to the

problem.) First contracts aren’t lavish; don’t dream
about paid vacations or dental insurance if your main
goal is just to eliminate the high fees you have to pay
the club every shift. Fight for basic rights and
protections in your first contract, and try for material
improvements in your second one.

THE NUTS AND BOLTS

Once the campaign gets off the ground, organizers can expect
to devote nearly as many hours per week to organizing as they
spend at work earning money. The organizers should talkkto .
each other at least once daily (by phone is ok) to make sure BB

everyone knows what’s going on. The organizers will need '
voicemail or answering machines they can check away from ~ \ e
home, pagers would be even better, 3-way calling and speaker ’
phones make it easier to meet “electronically” and make group
decisions quickly, and email makes it fast and easy to send
each other drafts of leaflets. There will be computers at the

union office, but it would be ideal if at least one of the HOW WO

organizers had one at home. You may need to make flyers in ULD YOU LIKE TO...

the middle of the night after the union office is closed. * Pay less than $50 in house fess per shif?
(Kinkos is open 24/7.) The organizers will need fast, reliable * Keep half the money you generate in drink sales?
transportation. No time to wait for busses or look for "ot have to wory about whether you'l have a job tomormow?
parking, our rag-tag army of Lusty Lady organizers would " ave a say in how may gis are on the fioor at a time?

* Have some heaith insurance for you and your kids?

IMPROVEMENTS LIKE TH
ESE ARE POSSIBLE I¢
STICK TOGETHER AND VOTE UNION YES! e

race through downtown traffic jams on bicycles.

Showbpat Organizing Committee
Alaska Exotic Dancers union/H.E.R.E. Local 878
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Chapter 3
Finding a Union

Don’t get too preoccupied with finding a “good” union with “good” lawyers or organizing
staff. The workers are the union—not the paid staff or officials—and if you and your co-workers
aren’t willing to take an active role in organizing the union and keeping it alive, you'll lose it
and any of the improvements you manage to get. You can’t just say “yeah, we support the
union,” and expect the “professionals” to take care of everything else. Worker participation is
especially critical in your case because the union staff you end up working with have
probably never worked with strippers before. They’ll learn as much from you as you learn
from them. Don’t be afraid to disagree with a suggestion if your instincts tell you it won’t fly
with your workforce. '

THE AFL-CIO: INTERNATIONALS, LOCALS & CHAPTERS

The American Federation of Labor—Congress of Industrial Organizations (AFL-CIO) is the
umbrella organization that almost every labor union is affiliated with. Within the AFL-CIO are a
number of “international” (or “national”) unions that represent various industries throughout
the United States, e.g. the Service Employees International Union (SEIU), the International
Brotherhood of Teamsters, the International Longshoremen’s and Warehousemen'’s Union
(ILWU), the Hotel Employees and Restaurant Employees (HERE), the United Auto Workers
(UAW). Within each “international” union are individual “locals” which represent specific
geographic regions. For example, Lusty Lady workers belong to SEIU, Local 790. This local
represents service workers in the San Francisco Bay Area. Within each local are separate
“chapters” assigned to each worksite. For instance, Lusty Lady workers belong to the Exotic
Dancers Union, a chapter of SEIU, Local 790.

JOINING A UNION VS. FORMING YOUR OWN

There are both advantages and disadvantages to hooking up with a pre-existing union rather
than starting one on your own. The main advantage is financial support. If you affiliate with a
union that already exists, you won’t have to pay the costs of running an organizing campaign
out-of-pocket; you'll have access to the union’s xerox machines, telephones, fax machines,
organizing staff and legal counsel. The disadvantage of affiliating with a big union is that you
may be asked to compromise some of your autonomy. Although our union allows us to run
our chapter and make decisions however we want, other unions do not always give their
chapters this much independence. For example, you may want to make decisions collectively,
but the union you affiliate with may require your chapter to elect officers, and set up a
hierarchy. Or worse, your union may not let you participate in the decision-making process at
all, and forbid any workers from attending the contract bargaining sessions, for example. Ask

any unions that agree to represent you what their policies and bylaws are. See “Questions to
Ask Potential Unions” below.
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IF YOU HAVE TROUBLE FINDING A UNION...

You may have trouble finding a union to represent you. SEIU was initially reluctant to represent
Lusty Lady workers, and only eventually agreed to after an internal battle, spurred in part by
the Exotic Dancers Alliance, a San Francisco non-profit that advocates for the rights of strippers.
(Their contact info is on page 61). Unfortunately the Labor Movement is tainted by the same
bigoted prejudices that plague society at large: strippers aren’t “real” workers, and don’t make
an “honest” living, therefore do not deserve fair working conditions. If any unions cop this
attitude, slap ‘em with some history. Remind them that unions used to exclude all women (not
just sex workers), but labor activists finally realized this kind of discrimination was only
benefiting the bosses. Why reverse history now? “United we stand, divided we fall” isn’t just a
cliche — it’s true, and the Labor Movement will not succeed until it understands this. Everyone
whose labor is exploited for profit is a whore; being a sex worker doesn’t make you more of one.
A reality of Capitalism is that we all have to sell ourselves to survive. Why is it any less
“honorable” to sell your body in a strip joint than it is to sell your soul in a factory?

QUESTIONS TO ASK POTENTIAL UNIONS

Ask any potential union if interested workers will be allowed to participate in the contract
bargaining Pprocess, make decisions and physically be present at the bargaining table. Be wary of
any union that says no. Remember, you and your co-workers are the union—not the union reps
or the union’s elected officials. Think twice about joining any union that wants to charge you
money up front. Most unions don’t require you to pay dues until after you have a contract, and
dues should be around one to two percent of your income. Be skeptical of any union that makes
promises. Union staff can’t guarantee anything specific, only that a union will give workers a
voice in determining their working conditions. Whether or not you get all the changes you want
will depend on how unified the workers stay.

UNIONS TO CHECK OUT AND UNIONS TO AVOID

* A word of caution: AVOID THE TEAMSTERS. This union agreed to represent — but then
subsequently dumped —exotic dancers trying to organize in Anchorage and Philadelphia.

Neither group was given any explanation, and dancers suspect club owners may have been
conspiring with union higher-ups.

* Hotel Employees & Restaurant Employees Union (HERE). This union is currently
organizing workers at the Showboat in Anchorage, and is willing to organize all interested
strippers. Call The Alaska Exotic Dancers Union/HERE, local 878 (numbers listed on page 61)
to find out where the nearest local is.

» The Service Employees International Union (SEIU). Although Local 790 of the SETU
represents Lusty Lady employees, the international is pretty pissed off at our local for
cavorting with hussies. It’s probably a waste of time to call other SEIU locals for help, but give
it a shot. You may by chance come across another renegade local like ours.

e Industrial Workers of the World (IWW, “Wobblies”). The Wobblies are by far one of the oldest
and most militant unions around. Although their heyday was in the early part of the century,
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Chapter 4
The Steps to Unionization

Once you get together an Organizing Committee and get in contact with a union, organizing
staff will give you more details about the steps it takes to unionize, but here’s a brief chronology
so you can get a sense of how the process works.

1. UNION CARDS

Union cards authorize the union you're
working with to help you and your co-
workers negotiate a union contract (see
Chapter 12) with the company. You need
at least a majority of workers to sign cards
in order to qualify for a union election.
Many unions ask for 70 or 80 percent to
show that you're really committed. Get as
many workers as possible to sign cards;
the stronger your majority, the more
power you’ll have. Do this secretly. The
longer you keep management ignorant
of your plans to unionize, the less time
they’ll have to try to stop you. If any
workers fear retaliation, remind them
that management will never know
who signed a union card—only the
union organizing staff and the
National Labor Relations Board
(see Chapter 5) will ever see the
cards. Point out that the more
people who sign cards, the
harder it will be for the
company to target individuals
for retaliation. As workers

sign cards, warn them that
management will probably

try to fight the union, and “inoculate”
them in advance against the anti-union tactics
discussed in Chapter 9.

2. IDENTIFICATION OF THE ORGANIZING COMMITTEE

The organizers may want to consider identifying themselves to management for their own
protection. Do this by sending a letter on union stationary signed by everyone on the
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Organizing Committee, by certified
mail, return receipt requested. It’s
illegal to fire or harass anyone for
union activity, but if this happens,
you'll have to prove your boss knew
you were an organizer, and a copy
of this letter along with the receipt
will do the trick. However, if your
employer is not concerned about
breaking the law, and you suspect
he may be particularly hostile to
the union, this protective
measure may backfire. When
workers at the Showboat in
Anchorage sent their boss a
letter identifying the
Organizing Comunittee,
everyone who signed the
letter was immediately fired.
Some were rehired after they
filed unfair labor practice
charges (see Chapter 5).

3. ASK FOR
VOLUNTARY
RECOGNITION

Once you have enough cards signed, union organizing staff may try to

contact the owners of your club and ask them to voluntarily recognize the union, or you and
your co-workers may decide to ask your boss for recognition yourselves. We announced our
plans to unionize and asked for recognition at a staff meeting management called to discuss
something else. Most employers (including ours) refuse to talk to union organizers and
refuse to recognize the union. But in the rare instance that they do, you can skip the election
and go straight to the bargaining table and start negotiating a contract.

Or, you may want to consider running a recognition campaign, in which you pressure
your boss to recognize your union without going through a National Labor Relations Board
(NLRB) election. If you chose to run a recognition campaign, you’d skip the steps below,
and use the pressure tactics discussed in Chapters 5-7 (legal action, bad press, pickets, job
actions and/or a strike) to force the company to recognize your union. This strategy avoids
the legal delays associated with NLRB elections (see below), and relies heavily on
community support and direct action. If the workers at your club are willing to hit the
streets, and you live in a pro-labor town or you have a lot of customer support, a
recognition campaign may be your best bet.
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4. PETITION FOR A UNION
ELECTION

If you decide to go the election route, union staff
organizers will ask the NLRB to set an election
date by filing a “Representation Certification
Petition.”

5. PRE-ELECTION NLRB
HEARINGS

Once you petition for an election, the NLRB will not
set an election date until management’s lawyers have

exhausted every possible stalling tactic. In our
case, we petitioned for an election in mid-June,
but our election wasn’t held until the end of
August. While company lawyers were wasting
time stalling in pre-election hearings (they
literally spent days arguing that our union was
not a union), our managers were busy spreading
anti-union propaganda at work and recruiting a
huge batch of new dancers in an obvious effort
to destroy our majority. Consider using the
pressure tactics discussed in Chapters 5-7 to get
a stubborn employer to quit stalling.

Unit Clarification hearings are the most
common type of NLRB pre-election hearings.
These proceedings are to determine which
workers will be eligible to vote in the election.
Before such hearings, you'll need to decide
who you want in the bargaining unit, just the
dancers, or DJs, cashiers, bouncers, waitresses,

bartenders, and janitors too? You’ll obviously want to try
to include as many “yes” votes as possible, and your
boss will try to include as many “no” votes as possible.
For example, if management finds out union support is asg
weak among the janitors, company lawyers will try to
make sure the janitors are included in the bargaining
unit, then blame the union for “dragging them into” s
something they didn’t want to get involved with, and

encourage them to vote “no.” If your boss owns

more than one club in town, his lawyers may argue
that the workers at all of his clubs should be in the

bargaining unit. This would increase his
opportunities to play one group of workers
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against another and mean you’d have to run
two or more campaigns simultaneously. At the
Lusty Lady unit clarification hearing, the
NLRB determined that all non-supervisorial
employees—dancers, cashiers, and janitors—
who worked an average of at least four (4)
hours per week, and all workers who had
been on leave for up to six (6) months were
eligible to vote. This set an industry
precedent, and may well be the same
criteria potential voters at your club will
need to meet.

6. ELECTION DATE SET
& UNION GETS LIST OF
WORKERS

After the pre-election hearings, the NLRB will set an election date and require the company to
provide the union with a list of names and addresses of all employees eligible to vote (see
Chapter 8 for details about the list). The NLRB will also set a cut-off date (usually about two
weeks before the election). Anyone hired after this date is ineligible to vote.

7. MANAGEMENT “VOTE NO” CAMPAIGN

In the weeks preceding the election, the company will hire consultants or lawyers to run an anti-
union propaganda campaign. See Chapter 9 for details.

8. WIN THE ELECTION

If a majority votes yes, your employer is legally obligated to recognize the union and negotiate
a contract. See Chapter 10 for details about the election, and Chapter 12 for information on
negotiating a contract.
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Chapter 5
Legal Action

The tactics below may be useful during the organizing drive as well as the contract campaign. Think
of these legal claims as bargaining chips, and be willing to drop them in exchange for something from
management such as a specific contract demand, union recognition, or an agreement to rehire
someone who was illegally fired. But be careful not to tip your hand prematurely; don't let
management find out these claims are expendable. Be sure to alert the media about pending charges
(see “The Media” in Chapter 6). Whether or not you actually win, lose or withdraw the claims isn’t as
important as the bad press you'll generate for the company by exposing pending allegations, and the
financial setbacks the club owners will suffer when they have to fork over huge sums of money to
their lawyers to get them out of hot water. Each allegation can cost the company thousands of dollars
in legal fees—even if they win. And if your employer refuses to bargain over the claims, dancers who
file may at least get some money for damages in the end, and may inspire others to take action too.

BEWARE OF THE BUREAUCRATS

Keep in mind that the people who work for the agencies listed below can be dour bureaucrats who
couldn’t care less about you, and a trip to their offices can be more frustrating than a visit to the
DMV. Some of these governmental agencies used to be staffed by labor activists back in the ‘60s
when everyone was standing up to the The Man, but ‘80s-style corporate greed put an end to that
trend. Most of the agencies you'll be dealing with have yet to recover from the Reagan and Bush
Regimes, and will generally be more interested in protecting the employers they’re supposed to
prosecute than in protecting the workers they’re supposed to defend. They may blow you off at first,
but this doesn’t mean you don’t have a case. It just means you have to be persistent. If a state agency
won't investigate your claim, for example, take it to its federal equivalent, or vice verse. Remind
anyone who gives you flak that their office is legally obligated to investigate all complaints. Show ,
them the sample form on page 22 so they’ll see that the bureaucracies they work for (DFEH and
EEOC, in particular) have already processed similar complaints in San Francisco.

NATIONAL LABOR RELATIONS BOARD & NATIONAL
LABOR RELATIONS ACT

The National Labor Relations Act of 1934 (aka “NLRA” or “the Act”) guarantees American workers
the right to organize unions and bargain with their employers collectively, and outlaws a number of
management practices that interfere with this right. Often mythologized as “ground-breaking” pro-
labor legislation, this law is really the handiwork of greedy industrialists who were alarmed that
labor-management disputes were threatening their power and profit. They lobbied Congress to limit
workers’ growing economic strength with a bunch of bureaucratic regulations that now govern the
unionization process. Back in the day, the workers would just shut the factory down when the
bosses tried to screw them over, but the passage of the NLRA helped replace effective “wildcat
strikes” like these with paperwork and hearings and lawyers and bureaucratic delays. The federal
agency charged with enforcing the NLRA is the National Labor Relations Board (aka “NLRB” or
“Labor Board”), and it probably won’t be an ally. A lot of the people who run the NLRB were
appointed during the Reagan and Bush administrations and they’re often hostile to workers’ rights.
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UNFAIR LABOR PRACTICES (ULPs)

An unfair labor practice (ULP) is a violation of the NLRA. Although the
punishment for employers who violate the law is usually too little, too late,
always file ULP charges with the NLRB nonetheless. The charges will give you
some leverage, and although the process can take months, the people who get
illegally fired for union activity will likely get their jobs back and be awarded
back-pay. Dancers at the Showboat in Anchorage eventually collected $40,000 in
damages for unlawful terminations and an illegal house fee hike during their
organizing campaign.

Just because you file a ULP charge, however, doesn’t
always mean the NLRB will automatically agree that

your boss did indeed break the law. Your boss will hire
slimy lawyers who specialize in defending companies
against allegations that they’ve broken labor laws.
(Showboat dancers had to wait out a lengthy and litigious
NLRB investigation before collecting their settlement.)
Workers who witness management commit ULPs will have
to testify to the NLRB in order for the claims to get
investigated, and people should be informed that
management will eventually find out who made statements.

aska Exotic pancer

Tax Returns and the IRS: If you haven't been filing tax
returns, you're going to have a difficult time proving how
much income you've lost if you get illegally fired or locked
out. This sucks because many strippers under-report their
earnings or don't file at all. Tax evaders should be

especially meticulous about holding on to stage fee A ' I EN T. o N

receipts or any other papers that can help document their

earnings. Unfortunately, you can only claim you lost as ALL G I n Ls ¥
=

much income as you reported on your last tax return.
Don't lie, either: the NLRB is friends with the IRS. They’ll
check your figures.

Effective

POTENTIAL ULPs Immediately

TO WATCH FOR

IF YOU ARE LATE FOR YOUR

You can simply xerox the following list as is and post SCHEDULED

or distribute at work, or tailor it to fit your situation WILL BE qug::;;;' TV:U
— mainly the examples in #13. However, don't post SELL AN ADDITIONAL

this list unless you notice widespread fear and DRINK TiCKET.,. iF YOU
confusion among the workers. Early on in your ARE MORE THAN 30
campaign, your managers will probably unwittingly MINUTES LATE, IT WiILL BF

commit several ULPs because their lawyers haven't
prepped them yet. Unless their blather is indeed
intimidating people, don’t bother enlightening MamT
ignorant employers about the law right away. Let

them rack up ULP charges, it never hurts to have a few
in your arsenal to use as bargaining chips later.

This flyer announces an illegal change in working
conditions imposed by Showboat management after
dancers there started organizing.
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1.

11.

12.

13.

KNOW YOUR RIGHTS! IT MAY BE AN UNFAIR LABOR PRACTICE
FOR YOUR EMPLOYER TO DO THE FOLLOWING...

It is ILLEGAL for your employer to promise employees a pay increase, promotion, new benefits or special favors
if they oppose or vote against the union.

. It is ILLEGAL for your boss to threaten — or actually follow through with — layoffs, closure of the club, paycuts

or reduction of benefits or privileges to discourage you from voting for the union.

. It is ILLEGAL for your employers to threaten to or actually fire, suspend, discipline, fine, cut shifts, intimidate

(physically, verbally, sexually), or otherwise harass anyone for union activity — even if they claim it’s for a
different reason.

.Itis ILLEGAL for your boss to ask or encourage a third party, such as his friends, relatives or customers or other

employees to make such threats.

. It is ILLEGAL for your employer to spy on union meetings, attend union meetings, observe which employees go to

union meetings, ask who attends union meetings, ask what was discussed, or discourage any worker from attending.
It is also ILLEGAL for your boss to suggest he is watching and keeping track of who is involved in union activity.

.1t is ILLEGAL for your employer to discriminate in any way against workers involved in union activity. For

example, it is illegal to enforce certain rules for union activists only, but let other workers slide; to put union
activists on undesirable shifts, or to keep activists separated from each other.

. It is ILLEGAL for your boss to ask how you're going to vote in a union election, whether you’ve signed a union

card, what your opinions about the union or union activists are, or whether you’ve ever belonged to a union before.

. It is ILLEGAL for your employers to say they will not deal with the union, or that they have no intention of negotiating

a contract. By law, your boss must recognize the union and negotiate a contract if the union wins an election.

. It is ILLEGAL for your boss to ask or encourage workers to persuade others from voting for the union.

10.

It is ILLEGAL for your boss to'interfere in any way with any union activity conducted during breaks, or in the
dressing room before or after your shifts. “Union activity” includes distributing leaflets or other information,
stickers, buttons, etc., talking about the union, posting union information on bulletin boards.

It is ILLEGAL for your boss to discriminate against union speech, whether spoken or written. For example, if
dancers are allowed to wear garters of their choice, it would be illegal to prohibit anyone from wearing a garter
with a union slogan or logo printed on it. If dancers are allowed or encouraged to chat with customers about
other topics, it would be illegal for an employer to prohibit dancers from discussing the union with customers. If
you are permitted to post non-union information on company bulletin boards (apartment for rent notices, lingerie
or gym advertisermnents, notices seeking childcare, etc.), then it would be illegal for your employer to prohibit you
from posting or distributing union notices.

It is ILLEGAL for your employer to hire an unusually high number of new dancers in an effort to weaken union
support. This practice is known as “unit packing” or “sandbagging” the bargaining unit.

It is ILLEGAL for your employer to change any rules or working conditions, start enforcing old rules that were
rarely enforced, or delete any rules that were beneficial to you during a union organizing campaign. For example,
it would be illegal for your employer to reduce or eliminate phone privileges, increase or impose new penalties
for being late /leaving early/calling in sick, increase or impose new “house fees,” “stage fees,” or “tip out,”
increase the quota of lap/table dances or drinks each dancer is required to sell, prohibit dancers from voluntarily
tipping out DJs, waitresses, bouncers, etc., start making such tip-outs mandatory, make some structural change to
the stage to make it more difficult to receive tips (i.e. add a barrier between stage and customers, remove tip rail,
etc.), change the rules about customer contact or dancer costuming, thereby forcing dancers to do “nastier” dances
for the same or less money, or discontinue security measures such as bouncer escorts to dancers’ cars.

If you observe your employer doing or saying any of these things, contact your union
organizers and they can help you file an UNFAIR LABOR PRACTICE CHARGE with the

Labor Board. You can be awarded back-pay and rehired if you were illegally fired or suspended.

EXOTIC DANCERS UNION — SEIU LOCAL 790 — SAN FRANCISCO
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“INDEPENDENT CONTRACTORS”

As you’re probably aware, exotic dancers across the country have been filing class-action law
suits and individual Wage and Hour claims against their employers for illegally classifying
them as “independent contractors,” charging “stage fees” or “tip outs,” and denying them
the rights and benefits — like wages and workers’ compensation insurance — they are
legally entitled to as employees. Many courts have ruled that dancers are entitled to back
wages and stage fee reimbursements. When you get in touch with union organizers they’ll
help you file these lawsuits strategically. Just because your boss calls you “independent
contractors” or forces you to sign “rental agreements” doesn’t mean shit legally, and doesn't
mean you can’t organize.

WAGE AND HOUR CLAIMS

Your club is in violation of state wage and hour laws if your employer does any of the following:

* Fails to pay dancers minimum wage for each hour worked. In other words, you must walk
out with at least minimum wage per hour, even if it was a slow shift and you only made
the quota.

* Requires dancers to pay a “stage fee” or “tip out” in order to work. It’s illegal to force
dancers to tip out workers who do not deal directly with customers—e.g. DJs, house moms.

e Requires dancers to pay out-of-pocket when they fail to meet dance or drink sales
quotas/commission.

* Requires dancers to be at work without pay, for example, before shifts start, or for
mandatory meetings.

_e Calls dancers in to work, or puts them on the schedule, but then sends them home without
pay after they show up. Most state laws require employers who do this to pay workers at
least two hours “report-in pay.” Check with the state labor commission to find out the law
in your state.

o Requires dancers to refund “unsatisfied” customers out-of-pocket. ¢

o Fines dancers for missing shifts, being late, or breaking rules. Fining dancers for any reason
is against the law.

If your club is guilty of any of these practices, ask everyone who signs a union card to fill out a
Wage and Hour Claim Form. Dancers who fill out these forms will eventually get any back pay
or stage fee/fine reimbursements the club owes them. You can get these from the state Labor
Commission, Department of Industrial Relations, Wage and Hour Division (listed in the “state”
goverrunent section in the front of the phone book). If you work in California, you can just
xerox the form on pages 23 and 24. You can use these forms as bargaining chips, but even if
you assume you'll probably withdraw them later, those who sign should be prepared to go
through with an investigatory hearing. Although your boss will never see who signed a union
card, he will find out who filed a Wage and Hour claim. If dancers are nervous about the
prospect of a hearing, reassure them that someone on the Organizing Committee will go with
them. It's illegal to fire workers for filing Wage and Hour Claims, but there are no guarantees
your boss won't break the law. Remember the more people who file, the harder it will be for
your boss to start picking off the “trouble makers.”
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SEXUAL HARASSMENT CLAIMS

Sexual harassment is any customer, manager or co-worker behavior that creates a “hostile work
environment” for female employees. Sexual harassment is against the law—even in the sex
industry. The following are examples of sexual harassment in a strip club:
o If a boss or male co-workers requires you to perform sexual services in exchange for
employment, you have grounds to file a sexual harassment claim.
o If abusive customers are allowed to stay in the club after they’ve insulted or assaulted a
dancer, you have grounds for a sexual harassment claim. It is NOT part of your job to listen
to men call you bitch/slut/whore/ugly or touch you without permission or payment. The

company is liable for customers who are permitted
to sexually harass the dancers.

e If your boss yells at you or intimidates you while
you're naked or in your costume, you have
grounds for a sexual harassment claim.

s If a DJ pressures you for dates, and then screws up
your music during your set if you refuse his
advances, you have grounds for a claim.

You can file sexual harassment claims with the state
Department of Fair Employment and Housing (DFEH) or
the federal Equal Employment Opportunity Commission
(EEOQC). DFEH is listed in the “state” government pages in
the front of the phone book; EEOC is listed in the “federal”
government pages. Once you file with one agency, your
claim will be concurrently filed with the other. To file a
claim, you’ll have to call DFEH or EEOC for an
appointment. All EEOC and DFEH claims must be filed
within a year of the last inddent of harassment or
discrimination. It's usually possible to arrange for all the
dancers who want to file claims to go to an appointment
together with a union staff organizer. Dancers who file
claims should understand that these claims are bargaining
chips, and they may be asked to withdraw them later in
exchange for something from management (a specific
contract demand, etc.).

RACE DISCRIMINATION CLAIMS
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1. During the courie of my ewployment as a Oancer. I was sexually harassed by Manager ®ux
{LMU).  The Yast incident occurred tn July, 1993. 1 2150 d1d not recaive any wages
since August, 1990

ii. W0 reason was given by Mr. Madib Carouds or James Larouba. owners for ths non-paymer af
vages

FIi. 1 Selieve that | was sexually harassed which 15 discrimination on the basts e' sex.
Cfemale} and a130 believe that 1 was not paid any wages due 1o my sex. {femiie »y
selief is based on the following:

A. During the course of my employsent with tne Sast incident occurring in Jely. 196 L
was sexually harazsed by Manager. Mike {URJ]. The harasiment was of a vertal anc
physical nature and occurred several times. The harasssent created 2 hoslile
woriing environsent.

3. Male dancers at Habib Carouba and James larousa theaters ire paid viges, wmile
females dancers ars not.
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This is a sample EEOC sexual harassment complaint
form filed against the Market Street Cinema in SF.

If your company treats dancers differently according to race, you have grounds to file a race
discrimination claim with DFEH or EEOC (see above). For example, if black dancers are always
scheduled for undesirable shifts, or during a limited number of shifts, the affected dancers have
grounds to file a claim. Filing such claims may pressure your employer to change a
discriminatory policy or practice and codify that change in a union contract. This strategy
worked in our case. The Lusty Lady used to have a bizarre and legally dubious shift trading
policy that required any dancer who wanted to trade a shift to find another dancer with the
same race, breast size and hair color to trade with. The company also used to refuse to schedule
more than one black dancer per shift, thus limiting the total number of shifts available to black
dancers. We filed race discrimination claims and management stopped categorizing dancers by
race and dropped the racial component of the shift trading policy. (Although discrimination on
the basis of breast size is arguably legal, discrimination on the basis of race is not.)
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OCCUPATIONAL SAFETY AND HEALTH (OSHA)
COMPLAINTS

If your club has any health or safety violations, you can use Occupational Safety and Health
Administration (OSHA) complaints to pressure club owners into meeting your demands. You
can also report health and safety violations to the county Department of Pubic Health. The
OSHA phone number is listed under Department of Industrial Relations in the “state” section of
the government pages in the front of the phone book. The Department of Public Health is listed
in the “county” section. Possible OSHA violations in a strip club might include:

¢ Faulty wiring or lighting in old dressing rooms

* Failure to provide a dressing room

¢ Roach, mice or rat infestation

e Dirty carpets or performance surfaces that give dancers rashes

¢ Nails or splinters in the stage

* Loose stage stairs

¢ Bodily fluids in/on booths, couches, floors, walls, poles

e Fewer than one toilet and sink for each 15 workers; 2 for each 16 to 36 workers; 3 for
each 37 to 55

e Exposing workers to paint fumes, sawdust, construction debris, pepper spray or other
toxic chemicals

o Extreme temperatures, either too hot or too cold

o Failure to post that big OSHA poster that says who to contact in an emergency.

CRIMINAL COMPLAINTS, POLICE REPORTS
& POLICE COMMISSIONS

It's probably not a good idea to file police complaints against owners who condone or
encourage prostitution because the cops may end up arresting the dancers. However, non-vice-
related crimes are a different matter. You do not have to put your name on a police report if you
fear retaliation. (However, if you do insist on anonymity, your allegations may carry less
weight.) Dancers who are physically assaulted by managers or customers should file police
complaints, and press criminal charges. Dancers who are physically not allowed to leave the
building without paying “stage fees” or “tip out” should call the police. This is kidnapping, and
it’s illegal. If any workers are physically threatened because of their union activity, file a police
report, and seek a restraining order if the behavior persists. If you aren’t getting anywhere with
the police, most big cities have a Police Commission, whose job is to make sure the cops are
doing their job. Depending on local politics, this body can be an ally, an adversary, or totally
inconsequential. If there are any pro-labor types on the Police Commission, contact them for
help. Stay away from the right-wing, Christian types who’d like to see the sex clubs shut down.
Check with local workers’ organizations to find out who potential allies and enemies on the
Police Commission are.
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Chapter 6
Community Support & Public Pressure

It’s difficult to win a union election with little or no outside support. When influential
community groups, outspoken and respected local figures, and the customers you dance for say
they're behind you, that support can help pressure your employer to agree to a union demand.

CITY COMMISSIONS & COMMUNITY GROUPS

If you live in a big city, your municipal government might have commissions like the Human
Rights Commission, and the Commission on the Status of Women, and task forces set up by the
Mayor’s office or the Board of Supervisors to investigate local issues. Find out if your city has
any community non-profit groups that advocate for workers’ and women'’s rights. Ask these
commissions and organizations to support your efforts to organize by making public statements
and writing letters to club owners encouraging them to recognize your union. In San Francisco,
the Gay and Lesbian Community has a lot of political clout, and gay and lesbian political

groups were willing to support us.
#

CUSTOMERS

Customers may become strategically useful, but
should never be allowed to attend union
meetings, to be part of your decision-making
process, or trusted with sensitive information.
If they are spying on management and
reporting back to you, be careful not to reveal
any information to them that management
could use against you. Don’t immediately
rule out the possibility that they’re double
agents. Be careful with the obsessive,
controlling wanna-be “knights in shining
armor” in particular. You'll have to decide
whether or not the help they’re giving you
is outweighed by their hassle. If customers
want to get involved, encourage them to
write or talk to management about how
they support the union and think it's
good for business.

Although you may encounter genuine
customer support, altruism is
generally not one of their strongest
qualities. Because many customers
actually believe that we pay
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attention to them because we “like” them, rather

than because they are paying us to, it can be a
challenge for them to see us as actual workers rather
than the objects of their delusional masturbatory
fantasies. Don’t waste time trying to enlighten them;
appeal to their self-interest instead. If you leaflet the
customers for example, your flyers should emphasize
how a union would benefit them.

THE MEDIA

The media can be a double-edged sword. Sex sells, so
you won’t have any trouble attracting media attention,
but it’s not so easy to control that attention and use it
to your advantage. Most of the mistakes we made
during our campaign were due to our inexperience in
dealing with the media. The purpose of publicizing
your struggle in the media is to attract community
support, inspire other strippers to organize their clubs,
pressure your boss to agree to union demands, and
sometimes to legitimize the battle to workers who are
reluctant to support the union; unfortunately some
workers won't take the campaign seriously until they
read about it in the papers. You'll probably get
swamped with media inquiries; keep your objectives in
mind while deciding which calls to field and which to
ignore, and consider the tips below.

» Stay away from TV news crews and TV talk shows.
Their interest is generally salacious, sensationalist and
ratings-driven. Stick with newspaper and radio
journalists; they tend to be more interested in accurately
reporting the story, and respectful of boundaries. If you
do any public demonstrations, or picket in front of
your club, be sure to warn dancers to bring disguises
(wigs, scarves, sunglasses) if they want their identities
protected because TV cameras will probably show up,
even if you don't invite thern.

* Give a sound bite and no more. The more you
say, the less control you'll have over how your
words get edited, and reporters may focus on a
minor detail you mentioned off-handedly, instead
of what you wanted to emphasize. Before any
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media event, choose one or two organizers to be “media contacts,” and decide in
advance which two or three points you want to stress in your interviews. If you only say one
or two sentences, they’ll have no choice but to use those sentences. If they pressure you to say

more, just restate what you've already said.
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* A lot of reporters may have a hard time taking you seriously as a worker with legitimate
grievances. They may get preoccupied with the “novelty” of the struggle, or suggest you
“deserve” the abuses you suffer because you make a “dishonest” living. Although media
coverage for us and for dancers in Anchorage was more or less favorable (though details were
often inaccurate), we learned to expect these assumptions. Think about how you'll respond to

them before you're put on the spot.

e The media will probably pressure you to give your real names. Reporters might even bluff
that they won't run the story if you don't. (And it will be a bluff-—this story is “hot,” and they
need you more than you need them.) You don't have to give your real names, or even your
“real” stage names. They may make an issue of it, and ask if the “shameful” nature of your
work is the reason you're protecting your identity. If you don’t want to give your name, tell
them you fear management retaliation or getting blacklisted from other clubs—not public

“shame”—if you reveal who you are.

» Don’t focus on money in the media. The stereotypes are that strippers are money-hungry
gold-diggers who can’t make an “honest” dollar, and that union workers are lazy and
overpaid. If dancers at your club generally make a couple hundred bucks a shift, don’t

mention numbers like this to reporters. Instead focus on high quotas and stage fees, health and

safety issues and lack of job security. If they press you for figures, say something like “it can
vary, some nights it’s hard to even make the stage fee.”

e Give out a voicemail number for the media
to call, and check it frequently. This way, you
won't have to give out home numbers, and
the media won't have to go through union
reps or organizing staff to get comments
directly from the dancers involved.

» Hold press conferences at the union office
so reporters won't harass dancers at the club
who are unwilling to give interviews.
Announce press conferences by faxing
press releases to newspapers and radio
stations; even if journalists don’t show up
for the press conference, they may run short
stories based on the information in the
release, and may call the voicemail number
for a quote from one of the organizers.
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Organized Labor

HE SIrippers of the Lusty Lady peep show
in San Francisco -
names like Decadence,
Sig — may not rank
1 Orgamzeq labor w
they have achiceed milestone :
beheved 1o be the only one in the
WOrkers in the sex irade,

On April 4, the Lusty Lagy's roughly 75 nude
dancers as well as its npprox:mmely 5 bouncers,
Cashiers apy Other workery
agrecment  with club m
raisey of over 10

Lust year e
the Service Em

e-Way glay
Lusty Lady —
hve ang vides pe,
Beach districq

#0U 1o mention 3 higher Pay scale
far the "Privase Pleasures~ boath,

The contracy has attracteq the inter.
€3t of nude dancers across the Country,
$3ys Stephame Hatey, chief negotiargr
for Lacal 79, YUiS sure 1o hearten Some
women's riphty advocates ang anger
others., Excerprs toliow, TOM KUNTZ

. 3 .
AGREEMENT

THIS AGREEMENT iy made and en.
tered o by and between Mu
INC d/bra THE LUSTY LAD
after called the v
"(Z'vmpany") and
Employees tnterna
Clo heresnatier referreg
“Unian® oy “Local 790y,

PREAMBLE

Both parties recognize that g ig g0 thelr muryg
adviustage 1y have efficieny and uninterrupteg
Aperation of the Employer's business. 1 15 further
fecogmized ang agreed that The Lusty Lady has
Comnmtment 1o jiy customers 1y provige Quality
five adufy entertainment, and that employment uf
The Luxty Lady is opn a temporary. parttime

A%4s, lor all dancers, This Agreement s for the

MOGLY intent of 1) parties thag a3
ciuployces, managers and Uniun Ruprcscma(l\'es
fredt cuch ogher with dignity, respect, CoUrtesy
and trust, ang that the provisiong of this Agroe.
ment further those goals

L ]

Ms, Batey, the tnion negotiator, sqig the con.
act’s provigip, on discrimmation takes account
of the San Francisco areq s diverse lupor poof:

The Ewmployer ang the Union agree
shatl nee discrumpate based on
BION, sex, nagjon,

“ender Weatity, .

Lon, phy iy e or mental Impairment,

iy, polincal allihation, or any other Protecied
Classification, 10 the exteng prohibitey by state or
Federal law,

i os o may seemin g
often leer qq
raet forbigs
that hecause e
CODICrY fye

)

Ment provisioy s aimed mainly ot bouncers and
Other empluyees:

The Employer maintains a Strict palicy profyp.

iting harnssmem af employees or apphicants for
employment which disrupts g interferes with
another's work performance or which Creates an
imimmming. offensive o hostile worg envirgn.
ment. . 1he Employey. nion ang

° .

One Provision requires managernent o provide

Written Perfurmance evaluations of dancers, An-
other sety forth Luidelines for dismussals:

Because of the urique nature of the Company‘s
Operations, “Just caygen includes, by w,
not by way of !imua(lon, the Em.
Optnion fegarding employce sexiness
while pertormlng, custorner interaction and/or
Customer satssfaction, | |

Bany padiy

Ata Sap Francisco club,
‘ the natjon’s only
Organized nude dancers
&et greater job Security, 5
time clock and extrg pa
for Working the “py; vate
. Pleasyreg» booth,

The contraeq Uiso embraces Federay farnity.
loave legislation and altows personul leques -

lmpor(ancc of varitty, and .

rage variety as {ap &S the

PECLs 10 requry
S appearance has
Mmaterialiy she starjed her
leave (for example, by ot limyted 10, the employ-
¢ has 5o additiona) lattoo or piercing, the ermn.-
ployce has M signiticang weght gain or lossy ;
and (1) the ¢mployee Rlurms within one wevk of
her stated return date, |

31

THE NEw Yoo Trencs
Outside the Lusty Lady, a demonstrator displays not the unijon -
label but 4 button reading, “Raq girls like £00d contraces

mum pay the employee wily e

i the new hire rate or pay.
Dancers whg Are assigned (o train 4 New Hire

Dancer for the Private Pledasures booth shay be

N L 2
There s this Provision for breaks qng
{unches:

Support sta
recelve (wo
breaks, ang ety (;
Patd lunch period, Suppor,
take a break jf needey
or dance;

Dancers will receive 5 ten (10) minute
cak every forty to tiftse minotes, from
hey leave the stape until they
ncers may nat fake a bregk ar
04 while another dancer ¥ on
Test break or funch pering
tirst thi
i } Wiinutes of
Dancers: lunches s
100 midnlgb(, Sunday
through Thursday. and before 1 g AM.
Friday ang Samrday. .
Dancers
utes, at the
pare for ¢ .
in before preparing for thet
2pain bufore merforming, |
L]
Ms. Barey 3aid dancers at the Lusty Lady
prefer to perfarns 1o TSIC they themselves have
selecled. g the Lusty Lady's cp
Suming task, ARUIRer proy,.

St punch
ich in

And whily mantgemen; forsweqrs the one-way .
windows, 1he Contracy lesrves open the Possibiticy
af bringing them back -

The Employcr agrees net o reinstate (he "One-

Way" windows, unless and until g majority ¢f
dancers presem




‘Exotic
dancers
ready to
unionize

' LL\SW Lady women

Sosest

[PIpRgeopermyroy
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would be pioneers
B . in their profession

5.0 H -

S ic Brazil

i R |
© T Nude dancers at the Lusty Lady

iaco’s prernisr
Theatre. San F‘mx;anms ' -
peep show, are poised to write };}
bor history as the frst of their crafl
£ unioni

A majority of the 60 dancers at
:he North Beach c}‘ub, a hot 3929
on The City's sex m(iustry.;:em:
since 1982, have signed up wi D the
Service Empltgoeee Internatio

‘ol Local 790.
Ln’?}?e‘zv’u vate on uxxif)n xeprgsen-l
tation :\ug. 25and3Cina I\g:xfr.a

{ Labor Relations Board electioc .

“This is going to be gm‘d e
setting in the industry,” sal -

i hanna Breyer of Sen F;anc*.sco.m

! co-founder of the Exotic Daccers

l Alliance, an advocacy OgRILLAT

i affiliated with Local 790. vere
i Seeds of unionization ere

\ planted whes soms dancers at_:‘

{ elub at 1033 Kearny St;i Mm e
they were uveing ««r\s eotap
i through one-way mirrors. .

‘. hhr‘o"l‘hﬁy were making ;heae‘ ﬁ.x:::
Eagaimtourwiﬂandm&hm;to d
i knowledge,” said Polly 8 mm',
! in the dancers’ OTEADIZING ":d =
| paign who did pot want 1o be’1 e
: vified by her real name. “They w;re_
: involving us in max!:ztable pPOrnog
' ithout pay. )

mp?:cx withpr.ht prospect of &

R

[ See DANCERS. A-5 .

News

union election

PIng it ot with plans for o Frigay
nght protest i front of the
Showbnag

Therr beef 18 the Traditonaj
one in labor relations They <laim
manapenment expioit~ workers
sl ads o pravide Sndequate
warking canditions and banefits,

The COTINANY'S owaers rebug
the cliims and sy e dancers
are free (o work elsewhere if
they're unsatsficd with ther
jobs .t the Nhowhaony.

| nzm ge Da i y

By HELEN JUNG
Oaity Nev.” rapustyr
At wark, wearing next (o noth.
ing, writhiny around a stape and
plistenung with oil, Tora Brawley
doesn't quite i the image of o
traditionat abor organizer.
ul Brawley, an Anchoragye
stripper. s proudly adopting the
role, down to sporting a button —
n she's clothed .. thut says
“Bad Girls Jike (Good Contracts "
Brawley, who gis by the stage
name “Megan,” has been leading
the charge since June to unionsze
dancers, waitresses and other

employees of the Showboat Show
Club

*What we do is legal,
and we have just as
much right to
representation as
anyone else.”

-— Nina Rosae, dancer

have filed complaints with the
board over claims of unfair lahor
practices. The labur board is in-
vestigating the claims

The trio sund a eCuriny prd
have either quit or been fired —
the company and the dancers

and  give  different deseriptions,
whether an election Is warrant- - Some, including Brawley and
The dancers are working with  ed, said John Cunaingham, ficld Vanity, have siuce gotren work at
the Hotel & Restaurant Empioy- examiner. Sands North Showelub, o smal
ees Union, Locn! 178, They have 1o the meantime, Brawley, fel. strip club.
filed a petition with the National

low. dancer Nina Rose and a
Labor Relations Board asking for woman who identified herself
an election to unionize at the only as “Vanjty” are unveiling
Showbaat. Some dancers also lheircampaim(oxhcpublic.cap-

Pancers, who genernsily make
most of their money from tips,

Please see Page F.2 UNION

UNION: Local dancers want to organize

|__ Continued trom Page F.1 fl

floor o her knee. Add 5.inch
heels and & Qoor greased by
previous dancers, and vou
have the makings of a poten-

hot rock,” Brawley saud. $q
the “girls.” as they 3l them.
selves, went to the Hotel &

pay club owners a daily rate.
For example, dancers at
Sands North essentially pay

Restaurant Emplovees Union,
tial disaster, she said. which understands “what g
the club $7 an hour to perform But the Showbnat's swners means to live on tips. *
~$56 for an eight-hour shift, said they have spen: thou-

At the Showboat, dancers

This time. the dancers hac

sands of doflars r¥ing w0 found a partner in step with
pay $50 a day and must 82!  make the clubs in Anchurage them.
customers to buy at least <30

and Fairbanks safe and com.
fortable for dancers ard cus.
tomers alike. In addition, the
company agreed it rajsed the
rates it charges dancers bug
noted that it was the first in-
crease since 1994,

The dancers’ payments
and nonalcoholic drinks sales
are the only way that the club
stays in business, said Jim
Goard, a ce-owner and presi-
dent of the Showbeat,

d said he doesn't cp-

Dose a unton but disputes that

anyvthing unfair is happening
to the dancers

The dancers initially had

worked with another union

but were later “dropped like a

or $60 in dri depending
on the day. If the dancers
don't sell enough drinks, they
must make up the difference.
dancers don't ohject to
paying to perform, Brawley
said. But they said that the
burden on dencers has shot
up since earlier this year
when they paid $35 a day on
weekdays with a require.
ment to sell $40 in drinks

Other ‘demands inciude
health insurance and safer
working conditions.

“It-can be a very haz-
ardous job,” Brawley said.
noting that she once suffered
3 2-inch splinter from a wood

“We're wiliing 1o repre:
Seni anyone who works for a
Living,” said Rose Cenner,
business representative for
the union.

Customers largely have
beea supporuve of their
uniomization efforts, Vanir
said. And as for others. the
public shouldnt ger distract.
ed rom the legitimacy of
thewr claims by the nature of
their business, Brawley saic

“This is not a scx issue
she said. “Thus is a iaber 5.
sue.”

“What we do is legal, and
we have just as much nght to
representation as  anyone
tlse,” Rose said.
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S.F. exotic dancers
ready to unionize

unionized work force, managi)msr:xé
atv the 25-cents-8-peep clul :3
away with the one-way MO
But the dancers bad by_thzn put
w‘;ed‘er an expanded lst of de-
mmds job security. g\mmp;e;
hours, elimination of favoritism,
sick leave, health insurance.

RCHCLE ¥ S

eral manager of
meJmL:st(;aﬁgnw¢ “We don't
feel that a union would be 8 g901d
thing here. We have a very ﬁefl: e
arrangement, and uniqns aren .;.5-
mous for their ﬂexﬁ;ihty. T;Ago.i :
lace to work. ... n't
8Mdt.hix.xk ptl‘?:y (the dancgm) realize
that if there’s a collective bara_m'-}i£
ing agreement, everything is on
table.”
Four members of the p;:apec-
\ ion's steerina.cpmmxwae —_
;vtznu:wed or comtz:?:e%mt or.;lcyi
i ¢ DAIMES -
ms&i& that the Lusty ha;dy
was in many ways 8 1op-of-the-Line
amployer in the industry.

It has a "nice girl” image. said

“Jane." who said many citne danc-
ers, including herself, bad attended
'ou;?; one thing, male c.;swuier:
can’t touch the dancers. \?vho ,_,e;“
form — three fo five at a ume —=
8 trapezoidal‘shgpgd to?\:n ;\;
rounded by 13 windows. Lust o
ers who drop 8 quarter in !.bs”. .
get apout 25 5ecopdz 7] Way_:av'
nude woman gyTating 8t croteh €
cet away. .
. anyr:nges from 311 an hotu :.cr
beg\'.n;'xing darcers w0 324, the .:c::s
are flexible, and mxmgeme:.r; 8
cut above the industry amn;.aéc;
Dancers are employees, not o -
pendent CONITACIOLS. 85 i m:m. Sem
enterprises, and they don't bave
pory up “'stage fees” to club o,pf::
tors. A dancer who performs Mu;n
four- to aix-houroehm:e:weex
¥ aw .
m’?%:bﬁ?;fﬁdy is such & popu-
lar tourist sttraction that aave;:
tisements gn the p;gpxi%i}_a.
printed in five languages. . i
danmnswwzhntxgx;zmngnm et §
Fpancial District wor. _
“It’c;mlnol 80 muchA an enw&n;
ment thing as it 'm_hke fast ic o<
Jene said. *We periorm a ,mai o
vice. If we shut down, you're io:.g
L see a lot of tenson goOLLE AT




Chapter 7
Direct Action

against you, but he’s totally

W-—to protect you. Your
earings, stonewall the DFEH, or
carrying signs instead of ing

turn the Custorers
the “product”

pPowerless if he’s trying to sell is outside the club
and grinding.

ide bumping

PICKETS

shift inside, or during a strike or lock-out (see
below) while nobody is working. The objective of a picket is to draw attention to workplace injustices
demonstrate how unified you are to management, and prevent customers from 80ing in the club,

thereby hurting your employer finandially. Pickets can be risky

because they will also hurt the dancers on shif financially, and

Mmay alienate them from the union. A picket will only be

BOYCOTT effective if jt's Supported by most of the workers. The more
SHOWBOAT people who participate, the harder jt will be for your boss to fire

the “ring leaders.”
WA They have fired every union s
a;tiViSL inve to charge ‘:hc * What the jaw $ays: Picketing is legal as long as your
L‘Thcysclol%t_l(;xo to work every night. picket line is moving, and you aren’t physically Preventing
dﬁ;r:y keep increasing the door and people from crossing it. It's illegal for your employer to fire
drink prices. being led or lock out workers (close the club) for picketing. If thijs
""There are ;‘i‘:‘{f:sevas;on, wage happens, see Chapter 14. Your bosses may stand outside
agzll}:itutrh ifﬁlaﬁons, racial and try to intimidate you or threaten to calj the cops, but
g?scriminaﬁonr and sexual ultimately, there js legally nothing they can do to stop you.
harassment. sy, Nov. 7, at 10:00 If picketing continues, management may seek a restraining
lecjoinmpi*“mmﬁ; N order to limit the number of picketers, but
i = this is a slow~moving legal process, and

isn't something that can be
implemented right away.

PICKET LINE TACTICS

anti-porn Christians or femini
latter group with strip club pi
successfully on picket lines in

sts.

cket lines. The tactics belo
front of the Lusty Lady

W were used
in San Francisco
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and the Showboat in Anchorage. Only five customers crossed the Lusty Lady picket line, and more
than half wouldn't cross the picket line in front of the Showboat. (See “Customers” in Chapter 6.)

* Videocameras. The potential customers who aren’t deterred by the commotion will probably be
deterred by the videocameras you should point at them as they start to cross your picket line. It's
totally legal to film anyone in public, outside the club, without their consent. It doesn’t matter if the
cameras are actually on or not; the prospect of being filmed walking into a strip club is usually
deterrent enough for all but the most devoted porn addicts. On the other
hand, avoid filming dancers who cross the picket line to report to
work. This will probably alienate them from the union.

* Chants & Signs. During our picket we carried signs that said “NO
JUSTICE, NO PIECE!” “SINGLE MOM FIRED FOR UNION
ACTIVISM” and chanted “2,4,6,8 DON'T COME HERE TO
MASTURBATE!" and “STRIPPERS’ RIGHTS ARE UNDER ATTACK,
WHAT DO WE DO? GET DRESSED, FIGHT BACK!”

* Kids. Always bring your kids to a picket line. The presence of children lets
the public know strippers are not the conniving floozies of inaccurate
stereotypes, but hard-working moms who deserve a fair shake on the job.

* Have Non-workers Picket FOR You. This is a tricky call. If you fear
management retaliation against workers who picket, you can ask other people
to picket for you. Call community groups and activists, and other chapters in your union for
help supplying people to picket. Although the show of support may inspire the workers, it
also may alienate them (especially if it cuts into their income), and make them feel like some
“outside” group is really running the show. And it may make management think that the
workers themselves don’t really support the union. Consider these possibilities before you
ask others to picket for you.

JOB ACTIONS

A job action is anything workers do collectively at work to pressure management to agree to
a union demand, rehire a fired activist, recognize the union, etc. The goal of a job action is
usually to show management the workers are unified, and unified enough to hurt the
company financially. Job actions are also a way to determine which workers are willing to
back up their union support with action. By staging a low-key job action, and observing who
does and doesn't take part, you’ll be able to better assess how many people will participate
in something riskier like a picket. And so will management, so be pretty confident that a
majority will participate in any job actions you stage. Don’t distribute flyers that call for
action either; management will see the leaflets, and if participation is minimal, they’ll assume
the union is losing support.

What the law says: As long as you don't technically break any rules, it’s illegal to fire workers
for engaging in job actions. “Concerted, collective activity” is protected by the NLRA. If you
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actively break rules, or withhold “production” such activity may be legally considered a strike
or partial strike (see next section).

If anyone gets fired for engaging in a job action: File an unfair labor practice charge, and if
you have the support, consider staging a picket to protest the termination. (See Chapter 14.) This
is what happened in our case: Almost every dancer who worked on “No Pink” day (see below)
took part in the action, and management responded by firing one of the participants. The
crackdown backfired. We retaliated by picketing the theater for the next two days and
management one-upped us with a lock-out. The company ultimately caved in, rehired the fired
dancer, and finally began to see things our way at the bargaining table.

EXAMPLE JOB ACTIONS

* Distribute union t-shirts, buttons and stickers for people to wear at work. You can order this
stuff from the Exotic Dancers Union (510-465-0122 X461). If you design your own, make sure
they look cool. Although you may think aesthetics are of minimal importance, it’s amazing
what a bitchin’ t-shirt can do for morale. Don’t pass out the generic AFL-CIO stuff your union
may have in stock—even union supporters won’t wear it if it looks lame. We wore garters

- attached with buttons that said “BAD GIRLS LIKE GOOD CONTRACTS.”

* If you get to pick your music, ask every pro-union dancer on shift to do her set to “fight-the-
power” type songs. There’s also a compilation CD out that features old Wobbly (IWW) songs
from union campaigns of bygone days.

* If you have enough people, you can confront the manager as a group, unannounced, in his/her
office. If a significant percentage of the workforce participates (you don’t need a majority, but try
for a quarter or a third of the employees), this can be very intimidating for your boss, and a
powerful show of strength. We did this after one of the activists was fired shortly after our election,
and the boss backed down on the spot (after an hour-long discussion/argument) and rehired her.

* Circulate a petition signed by everyone who's going to vote yes. Get all the organizers and
solid pro-union workers to sign first, then ask fence-sitters. Explain that you won’t post it
unless and until 70 or 80 percent of the workers sign it. Post and distribute it at work the week
of the election.

* At the Lusty Lady we staged a “Pink Out”: All dancers on shift withheld the explicit pussy shows
our peepshow is renowned for (but that no work rule mandates we supply), and told limp-dicked
Customers to urge management to cooperate at the bargaining table.

STRIKES, PARTIAL STRIKES AND SLOWDOWNS

Generally, a strike is when workers refuse to 80 to work, actively withhold their labor, and instead
stand outside the club picketing. A slowdown or partial strike is when you continue to g0 to work,
but modify or withhold “production,” i.e., stop selling dances, leave your clothes on, etc., and usually
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involves some active violation
of work rules. Workers must
vote on whether or not to,
strike. And strikes are usually
only considered when
workers and management
cannot come to an agreement
on a contract, or to pressure
management to recognize the
union without an NLRB
election, and the associated
legal delays (see “recognition
campaigns” in Chapter 4).
You shouldn’t consider
striking until you've

exhausted every other possible option
and unless there is a lot of support.
Strikes are particularly risky in this
business because there is probably no
shortage of replacement workers (a.k.a.
scabs) out there prettier, younger and
more desperate than you are, who don't
have any moral qualms about crossing a

picket line.

What the law says: It is legal to fire
striking workers unless the company has

If you were involved in the work slowdown
on Tuesday, January 14th
or were asked to do so. ..
please read this!

A partat strike i3 a concerted attemnpt by empioyees, while remaining at work, 1o demg
SCONOMKC pressure 0 force their smployer 1o accede to their demands. Employees
mrerusetoworkwmmoormmncmnmwmbmoﬁmcmersm
engaging in a partial strike. Such conduct is denied the Act's protection. Another
form of partial strike is a slowdown, that is, a concerted siowing down of
production by employees. This conduct is not protected, and the empoyer's
right 10 punish by discipiine including discharge has been sustained (1). The
intermittent work stoppage is 2iso unprotactad.

1} ... empioyer i3 free to discharge participants in deibberats siowdowns and
empioyoe walkouts designed to exert bargaining pressure. . . empioyer not only was
w«wuis&wompbymmmmmd«mmmwwwmm

while concerted slowdown was occurring during course 6f Negotations for new
contract.
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been found guilty of an unfair labor
practice by the NLRB. Unfortunately, it’s
rare for the NLRB to process ULP charges
before a strike is planned. Usually, when
workers vote to strike, they're pretty
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’g(igﬂ(: DANCERS UNION--SEIU LOCAL7

confident the NLRB will rule in their favor after investigating pending ULP charges, and that any
resultant terminations will be determined unlawful. Keep in mind, however, that your boss can

always legally fire any worker for any reason anyway if you aren't protected by a union contract. If
your boss has been found guilty of committing ULPs, and still fires striking workers, those workers
will probably eventually get their jobs back with back pay months later after the NLRB completes an

investigation.

Also realize that the difference between a job action and a partial strike is subject to legal debate.

For example, the Lusty Lady’s lawyers tried to argue that it was legal to fire one of the “No

Pink” participants because what we were doing was actually a “partial strike”— by withholding

pussy shows we were “slowing production”—and since the company had not yet been found

guilty of any ULPs, the lawyers insisted the termination was legal. The NLRB ultimately decides
whether or not a job action is indeed a job action or a partial strike, and also decides whether or

not an employer’s decision to terminate the participants is legal or not.
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after work to get the information they need and
to give the organizers any input. You don’t
have to call these things “meetings” when you
advertise them either. Instead say something
like “Come by the Dark Horse Cafe after work.
The Organizing Committee will be there to
answer questions about the election...”

¢ Parties. During our contract campaign we
threw a well-attended union “party,”with
food and beer and bad stripper movies,
passed out union flyers, talked about
campaign issues and answered questions.
Our informal coffee house chats and
“parties” were far better attended than any

union office meetings.

* Management Meetings. If management
ever calls a meeting, hold a union meeting
directly afterwards. Attendance will be
higher since people are already there,
eager to vent about something the
company probably just announced that
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THE EXCELSIOR LIST
AND HOME VISITS

The list of eligible voters is known as the
“Excelsior Underwear” list, named after the
court case that established a union’s right to
this information. After the pre-election
hearings, the NLRB will order the company to
turn this list over to the union. Keep this list
confidential; management will probably try to
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scare people by telling them the list is “public.”
It’s not. Union staff may want to use the

addresses on this list to visit potential voters at 1

home. Although this strategy might work
elsewhere, it could be disastrous if applied to
your situation. Most strippers are pretty
protective of their privacy and usually don’t
want the whole world to know what they do

for a living, so home visits from union staff will

probably be out of the question. Expect

management propaganda that warns workers

they may be “bothered” at home by union staff. |
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The Excelsior list is not “public.” This Lusty Lady management

flyer is misleading and a typical anti-union scare tactic.



Chapter 9
The Management “Vote No” Campaign

Try not to let management constantly put

What would you Change? you on the defensive. Combine responses
o g ve otien official recognition for our Union chapter, we'li be able to company lies and misinformation with
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best to characterize the organizers as
paranoid, hysterical lunatics. Go gently

here, especially when you're talking to
loyal management favorites, or new
dancers unfamiliar with the dispute.

* Some common management lies:
The union will “make” you strike, the
union will fine you, your names and
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to do something to improve your ey

wages, benefits or working conditions,
but they can't because federal labor law
prohibits them from making any
changes during a union organizing
drive. This is a half-truth. The whole
truth is that management is obligated
to discuss any proposed changes with
the union first before implementing
them. If the union objects or isn't
notified, and management implements them
anyway, the changes constitute an
unfair labor practice (see Chapter 5),
but if the union agrees to the
changes, they're completely legal. It's
a lie for management to say the union
is the reason they can't make
improvements. Check out the union
flyers to the right for suggestions on
how to respond to company lies.
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* Management “anti-union cards.”
Sometimes managers distribute
cards that workers who “made a
mistake” can sign to “nullify” or
“rescind” their union cards. These
things are just props that mean
absolutely nothing legally.
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hired during the campaign, or old dancers
who are skeptical. Management will look

This was our only full page, 2-sided flier. We distributed this

list of union retorts to company lies and threats right before a
round of management anti-union “captive audience” meetings.
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Union supporters “corrected” this anti-union
management leaflet and posted it next to the original
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}x;arxr\dat?ry' staff b(I)neetmgs, excluded the organizercs) trc):liclid’
or stories about what a unionized k ,
look like, and asked i ons 1 p el
: , probing questions in an eff
figure out how people were going to vote. Neve(;rltettO
f}:ianagemenfl have the last word. Make every effort to
eprogram” workers who get subject to any of these
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Thi )
VOZ iz)owboat management flyer is typical of any management
e campaign. Dancer-organizers at the Showboat and L

y were all accused of “coercing” and “harassing” other o

employees. “ ints”
ployees. The “complaints™ were no doubt fictional or exaggerated

GOOD MORNING AND EWARE...

When cmployces try 10 unionize. employers often usc forums such as the mandalory meeung
you arc attending today 0 attempt 10 dissuade workers from unionizing. The “stick-and-
carrot” approach is perhaps the most commen union-busting 1echnique.

THE CARROT (AKA CONCESSIONS)
Marugement may make more concessions in an effort to buy us off. Management's first concession
was to remove the one-ways. Complaining as individuals got us nowhere. Action was taken only
after we brought in the union and spoke collectively.

in an eerie, Orwellian attempt to revise history, management 15 denying some necent changes are
concessions, and instead insist the changes aren't changes at all, but actually the way things have
always been. For example. a show director recently told a new hire “you may hear some rumors that
you aren't aliowed to calliin sick—of

{ course you're allowed to call in sick.~ Rumors? Until now. it's
been company policy that we replace our own shufts, and if we were unable to find anyone, we wee
required to come to ‘work sick. or suffer a pay-cut foc 2 no-show.

THE STICK (AKA THREATS AND
It 1s also very common during a union-busting campai ¥
what 2 unionized workplace would be like, We've alresdy heard some of these stof
{he last meeting to explain why she opposed the union. the first response june came Ui
she feared we would be harassed by midnight phone calls from drunk guys at the

y 11 us the uruoa is really some kind of self-interested
filtrate our happy. litde family to create tenision, destroy wosker-managemert
communication, make promises it can't keep, and then rob us of 13 bucks a month 1n dues to finance all
Kinds of nasty scandals.

outside force, eager to in

m«auryiswtamwd\cunimlo:}w}p;ndxd ot comme to us. And if we deaide to vote the unxe oL
WE become the union. The union is not some thurd party, unfamiliar with our issues; the unjon is LS
Although management would like to blame the terse dimate at work on the union, this atmosphere conkd
have been avoided altogeﬁ\ﬂhad]unemog\u&d the union at the last meeting Or. harrng that, she souid
hawaﬂwedmtk(ﬁondakwbesdassmbwepdiﬁa\cdlmone {rstead, she hured 2 notorios
mmb\sﬁnshwﬁmwdehyhmamu workcrsmmmagmlcaéto(mbyaskxug
workers from Seattle to advocate against the unuon, printed flyers that discourage workers from tusang,

1y on dancers who attended NLRB hearings for accurate informabonl.
and singled out three bers of the Org 5 C it m&\mnlyspotks&p.maonmlmd.*k\'
disciplinary action. it is clearly behavior like this that is responsible for creating tension at work.
munionhasmlpmiscdunmprdvanuwcmuar);o\no have warned us about
every single union-busting tactic management has used 5o far, and have assured us this struggle woe't be
quick and won't be easy. After the election. we fully expect june and het Lawyers to be as stubbom ard
uncooperative dunng contract negotations as they’ve been dunng, the election process The only theng the
urion has promised us'xsavcxct‘\ndrwa_vWamnmalabusu\cssthnpmﬁlshmourhba
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DEAR NEW DANCERS;
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Evotic Dy .
Aware 1 noer Union, 3«
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; refused 1 |
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your club one or two shifts a week so
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date is not eligible to vote. Obviously these “plants” should NIGHT AND ALL YOU GO
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who audition on “Amateur

on that dancer and this is how the company
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Customers get off on o the industry,
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WHAT THE UNION REALLY WANTS......

stuff first, and give them a hand getting the hang of
the new routine. If they like and trust you when they
first meet you, they’ll be more receptive to what you
‘have to say about the union later.

OUR GOALS INCLUDE:

Secretaries and iawyers don’t have to pay 10 work. Also, house is
just going to keep going up if we don't do something now. it used
to be only $35.00 and three drinks, hmmm. De ja Vu girls pay
50% house. The dancers only get $10 of 2 $20 dance!
THREATS AND HARASSMENT HEALTH BENEFITS!!!! Why don’t we have health insurance?
Jim and Terry have already paid anti-union jawyers ernough since
Expect management to break the law and make we started organizing to pay for insuranice for ail ot us for at least
threats. In our case, they threatened to (and
eventually did) fire some of the organizers—not for
union organizing of course, but for fictional,
“legitimate” reasons their lawyers invented. (We all
got our jobs back.) Dancer organizers in Alaska and

Philly were fired right off the bat, but most got their

2 year.

for any reason. Read vour handbook.

PENSION PLAN!!!! What are we doing for our future? Jim and
Terry's futures are well taker: of because of our hard work!
GRIEVANCE PROCEDURE!!!! Why is the stage in Fairbanks
stil full of splinters? No one listens to us unless we are united!

ALASKA EXOTIC DANCERS UNION

jobs back after they filed ULP charges. The Showboat

management in Alaska tied up the union’s resources

in court by filing bogus “libel” suits over statements
made in union flyers. Other typical threats include

threatening to close the club, threatening to report dancers

to the IRS or welfare office for tax evasion or unreported
income, and threatening to report undocumented
workers to the INS. Check out the flyers in this section
for ways to respond. The law firm your employer hires
will probably specialize in disguising illegal threats as
mandates of federal labor laws. Sounds crazy, but it's a
sick and profitable art. Watch your back and keep your
nose clean. The organizers should be model employees;
don’t give management any ammunition to use against
you when they’re looking for excuses to terminate.
Sure, errant employers may eventually have to pay a
Labor Board fine, or give a fired activist back-pay, and
their legal costs are no doubt running them several
thousand dollars a week, but the way they see it, it’s
worth spending money to hold onto power.

BRUTAL TYRANT OR
BENEVOLENT DICTATOR?

Organizing drives in Anchorage and Philadelphia
were met with immediate and heavy-handed
crackdowns, but this wasn't the case with our
campaign. Lusty Lady management initially
responded in more under-handed, psychologically
manipulative ways, then graduated to the hardball
tactics that became characteristic of subsequent
strip joint organizing drives. Although the
company eventually resorted to terminations and a
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two-day lock-out, a far more common
management tactic was for female managers to
hold meetings at which they would cry, lament
our “betrayal,” beg for our forgiveness, tell us

the Lusty Lady was like a “family” that didn’t
need “outsiders” to get involved in our
“misunderstandings,” and promise things would
change if we’d just get rid of the union.
Entertaining at best, pathetic at worst, the
emotional power games backfired, and they lost
by a landslide. If you suspect your employer may
take this approach, warn people in advance that
such strategies are part of the union-busting script.
Sure the club is like a family: management treats
the dancers like children. If the bosses are really so
concerned about taking care of the workers, then
why have all the grievances that motivated your
efforts to organize gone unaddressed for so long?
Whether your club goes “tyrant” or “family,” don't

let anyone forget the company is always looking out

for its own interests, not the workers’.

LITTLER MENDELSON
e —T———

Alan S. Levins

Resident Office;

650 California Street, 20th Floor

San Francisco, Catifornia 94108-2693
Phone: {4151 677-3156

Fax: (415) 399-8447 -

Email: alan levips@linler.com

Alan S. Levins is a shureholder of Litder Mendelson,
resident in the San Francisco office.

WOMAN OWNED AND OPERATED?

Right now, neither the show directors, nor June Cade is running the Lusty lady. Alan Levins
and his associates at the law firm Littler Mendelson are calling the shots at the LL these days.
June is paying each of these men over 200 bucks per hour to attempt to destroy our unity and
break our spirit. This firm’s specialty is union-busting (they prefer the euphemism
“alternative dispute resolution”). According to a June 5 San Francisco Chronicle article, “one
former associate at Littler who practices employment law in the Bay Area said he quit
because the firm’s hardball tactics tested his ethical standards.” The same article quotes a
CEO from Orange County who says “when [ wonder how close I'm coming to breaking the
law, I'll cali (Littler) for guidance.” This firm has apparently succeeded in convincing june
that they're running the show around here. In a conversation with Amnesia on 8/16, june
admitted that the anti-union flyer included with our paychecks was “lame,” and admitted that
her lawyers wrote it. June also admitted that her lawyer Alan Levins was a “prick.” Was June
just saying what she thought a pro-union dancer wanted to hear, or is she really allowing a
bunch of legal thugs to run her company in a manner she herself finds questicnable?

THE LL ORGANIZING COMMITTEE—EXOTIC DANCERS UNION--SEIU LOCAL 790

We distributed this one the week before the election. Be careful about
printing something this scathing. If you don’t have a Iot of support, it
could backfire, and cause people to sympathize with the boss.
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Chapter 10
The Election

VOTING LOGISTICS

The NLRB will decide the time and place of the election, monitor the ballot box, oversee the voting, check
peoples’ names off the Excelsior List (see Chapter 8) as they vote, and count the ballots. Our election was
in the manager’s office, during three different time blocks, over the course of two days. Managers,
company lawyers, and union staff are not allowed to be anywhere near the polling place during the
election, and both sides are forbidden from electioneering the last 24 hours before the vote. This means
both sides have to remove all the flyers, and any other pro- or anti-union stuff from the work site.

ELECTION OBSERVERS

The union and the company may choose worker “observers” to sit next to the NLRB election officials
during the election, and make sure the vote is “fair.” Management will get one or more anti-union workers
to be management observers. Union observers don't necessarily have to be people on the Organizing
Committee, but should be people who support the union and are willing to challenge any fraudulent “no”
votes management may try to slip by, like former employees or workers hired after the cut-off date.

GETTING OUT THE VOTE

After each voting block (time period the polls are open), observers should check off everyone who
voted from the union’s copy of the Excelsior List as soon as possible, while their memories are still
fresh (they’re not allowed to keep the election copy of the list with them when they leave the polling
place). Then the organizers should call all the committed yes yotes who haven’t voted yet and make
sure they have transportation, child care, etc. If possible, hang out at a nearby coffee shop or
restaurant during the election, and tell dancers they can leave their kids with you while they vote.

ELECTION DAY UNION-BUSTING TACTICS

Management will probably schedule all the potential “no” votes to work during the election, to
make it easy for them to vote, and avoid scheduling “yes” votes so they’ll have to come in on their
day off to vote. Company lawyers may instruct management observers to object to every vote to
create delays, and force the NLRB to set aside the election while it “investigates” whether the -
challenged votes are legitimate. In flagrant violation of the law, our company put up an anti-union
flyer right outside the polling place. Had we lost the vote, this violation would have been grounds
for us to object to the election and ask for a rerun—but the damage would have been done.

MEDIA COVERAGE OF THE ELECTION

Our election was a media feeding frenzy. DO NOT PUT OUT A PRESS RELEASE BEFORE THE
ELECTION; wait until afterwards to notify the media. Organizing staff at our union made this mistake,
and all the TV cameras and reporters became a major headache. (See “The Media” in Chapter 6 for tips on
dealing with journalists.) During our election, TV reporters accosted dancers on their way to vote and
filmed workers without their consent. The organizers ended up spending the whole election intercepting
TV camera crews and trying to keep them away from the theater. Our management blamed the union for
the annoying and hostile media invasion, and accused the media of making a “fair” election impossible.
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Chapter 11
If You Lose the Election...

An election loss can be devastating and demoralizing, but it doesn’t mean your efforts were in vain.
Consider your victories: the company may have made concessions. Always give the unjon credit for
any improvements that came out of the campaign. Point to them the next time around, and loudly
decry their disappearance when the boss takes them away. People who filed complaints with the
Labor Commission, DFEH/EEOC and the NLRB may as well follow through with them, and at least
get some money in the end. If they got fired there’s nothing to lose. You've awaken a bunch of
federal bureaucrats to the labor issues that affect sex workers. Your hard work has paved the way for
other strippers who may not be as brave as you to file claims in the future. And most importantly,
there’s probably a new level of consciousness among the dancers at your club. Even if they voted no,
people got exposed—maybe for the first time—to the notion that it’s possible to fight back.

Don't sell yourself short for these accomplishments. Sometimes it takes more than one attempt
for a group of workers to successfully unionize, especially when your employer’s unfair labor
practices were numerous or particularly heinous, and especially in an almost totally unorganized
industry. Put things in perspective; look howlong it took workers in other industries to win their
first union elections and get their first contracts. Farm workers tried to organize for 100 years
before the United Farm Workers ever got a contract with a grower. Considering most of us are
only in the business a few years, statistics like these can be depressing, but they can also be
reassuring: With a first contract in place at one club, we're already ahead of the game. Ask
yourselves why you lost, so you'll know how to do things differently when the boss inevitably
slips back into his old ways, and folks start talking union again.

ELECTION OBJECTIONS AND RERUN ELECTIONS

If you lose the election, you can file “objections” with the NLRB, in which you claim there was: -
no way the election could have been fair in light of all your employer’s bribes, threats,
harassment and lies. If after investigating, the NLRB determines that the election was indeed
unfair, it may order a second election. Dancers at Pacers in San Diego lost their first election, but
won the rerun. (This club organized in 1994, but the union there has since been busted.)

GISSELL BARGAINING ORDERS

A Gissell Bargaining Order (named “Gissell” after the court case that established the precedent)
legally mandates a company to negotiate a contract with the union—even if the union lost the
election, or even if no election was held. Gissell orders are rare these days, and the NLRB only
awards them if it decides that a fair election was impossible (or would be, were one to be held)
in light of the employer’s egregious violations of the NLRA. There are risks in filing for a
Gissell, however. If management was able to manipulate enough people into voting “no,” then it
may be unwise to go into contract negotiations with little worker support. It will be impossible
to get a contract if nobody’s willing to fight for it. Rather than file for a Gissell, you may decide
to start an new organizing campaign instead.
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Chapter 12
Negotiating a Contract

After you win the election, your employer must, by law, negotiate a contract in “good
faith” with the union. The contract campaign is the final step to a unionized workplace,
and typically lasts longer than the organizing drive. Wounds from the election
campaign will still be raw, and your first contract will be more difficult .
to negotiate than subsequent ones. Rather than acknowledge defeat, -

stubborn employers see contract negotiations as their last chance . w
to bust the union. And more often than not, they’re successful: y B
fewer than half of all union election victories ever result in a & ‘S
first contract at all. So don’t bury the hatchet yet, the real ] gf

fight’s just getting started. ; Go

THE BARGAINING COMMITTEE

- | | %
The Bargaining Committee usually consists of the same people who N (/4 IOCA!. 790~
were on the Organizing Committee, but an election victory may inspire e
more people to get involved at this point. It also may inspire management to )
plant spies. If you're pretty confident any interested management ass-kissers would lose in
an election, then hold one to determine who serves on the Bargaining Committee {each
committee member needs to win at least a majority). Depending on your union’s policy, you
may be required to hold a bargaining committee election anyway. The Bargaining
Committee’s job is to find out the rights, protections, wages and working conditions workers
would like to see in a contract, put together contract proposals with your union negotiator,
attend bargaining sessions with management and their lawyers, participate in bargaining
table discussions and arguments, organize job actions, talk to the media, and make sure the
workers stick together and continue to support the union.

THE NO VOTES

Don’t burn bridges with the people who voted no, or who didn’t vote at all. Ask for their input
during the bargaining process. Everyone who voted no in our election ended up joining the
union after we ratified our contract and they witnessed the improvements first-hand.

THE LAWYERS

The bargaining table will probably be your first opportunity to interact with
the attorneys your club hired to bust the union. These men are scum. As one
of them bragged to us at the end of a particularly tedious bargaining session,

“AN ATTORNEY IS BUT A CONDOM, PROTECTING THE PRICK WHO'S
SCREWING SOMEONE ELSE.” Your boss will pay these sleazebags around
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$300 an hour to try to wear you out in the bargaining sessions and make you give up. The
longer they drag things out, the more money they make. By the time you start bargaining,
your boss will have already paid his legal counsel thousands and thousands of dollars.

The lawyers also turned out to be the best organizers we could hope for. Even if strippers
disagree about everything else, we're all pretty unified in our disdain for rude and selfish
customers, and the attorneys played the part perfectly. Even dancers who voted no, ended up
supporting the Bargaining Committee after they heard about the sophomoric and egocentric
bargaining table antics we had to put up with from the company’s legal team.

One of the Bargaining Committee’s goals will be to divide management from their attormeys
by exposing and exploiting the two parties’ conflicting agendas. (See “Bargaining Updates”
below.) Management wants to get rid of the union quickly and cheaply. The lawyers want to
get rid of the union slowly to insure that they make as much money as possible in the
process. Attorneys love answering your ULP charges because they get to waste lots of time—
and makes lots of money—trying to convince the NLRB that whatever evil thing your
employer did was actually legal. Eventually the legal fees will start to cut into profits, and
the mounting costs will help pressure the company to quit lagging and agree to a contract.
Lusty Lady owners paid their lawyers far more money than all our contract proposals put
together would have cost the company.

POST-ELECTION MANAGEMENT TACTICS

There are a variety of union-busting strategies a stubborn boss can employ during the post-
election phase, the most common of which is simply to stall (See “The Contract Bargaining
Process” below). After our company stalled through the first three months of bargaining we
started doing job actions to pressure them to move at the table (See Chapter 7). Below are some
of the other tactics our company used.

« Employer objections. Management's lawyers can file groundless “objections” to the election
(as opposed to the legitimate objections the union would file if you'd lost). Although
management objections are almost always completely bogus, the NLRB still has to investigate
them, and it may take weeks or months before the charges get dismissed, appealed and
dismissed again, and you actually get to the bargaining table. In our case, we struck a deal and
agreed to withdraw our pending ULP charges in exchange for the company’s agreement to
withdraw their objections and commence negotiations. If such a deal isn’t in the cards for you,

review Chapters 5-7 for strategies to pressure an uncooperative boss into dropping employer
objections.

o lllegal terminations. If you managed to win the election with your jobs intact, management
may fire one or more of the employees on the Bargaining Comumittee.

« Bad Faith Bargaining. Although it’s an unfair labor practice for an employer to “bargain in
bad faith,” it’s very difficult to win a bad faith bargaining charge because attorneys who
specialize in busting unions know how to stay within inches of the law and the legal

definition of bad faith is pretty vague. For example, it’s illegal to “refuse to bargain,” but not
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necessarily illegal for your boss or his lawyers to cancel bargaining dates, rant for hours on
end about superfluous topics, continually reject every union proposal and insult the
Bargaining Committee.

« Revisit election campaign anti-union tactics. Review the “vote no” stuff from Chapter 9,
and the ULPs in Chapter 5—they’re still illegal during contract negotiations.

THE CONTRACT BARGAINING PROCESS

The bargaining process for first contracts can be extremely slow and tedious, and bargaining
table victories can be few and far between. The Bargaining Committee and your union
negotiator will meet with management and their lawyers about once a week or once every other
week for sessions that can last late into the night. Generally the Bargaining Committee and
union negotiator meet before the sessions to put together the contract proposals you plan to
submit to management, and go over strategy.

After you present the union’s proposals at the table, the two sides caucus (sometimes for
several hours) in separate rooms. While management considers the union’s proposals in their
caucus, you talk with the union negotiator about what the Bargaining Committee’s next move
might be, etc. in your caucus. When the session reconvenes, management may totally reject the
union’s proposal, or offer a counter-proposal. When management rejects your proposals and
whines about how awful they are, this is called stalling, and when they offer a counter-proposal,
it’s called moving or “making movement” at the table.

Management is under no legal obligation to “move” at the table, and will only eventually
move because of the pressure you put on them (review the pressure tactics in Chapters 5-7).
After management presents their rejection or counter-proposal, there’s another caucus, then the
union proposes a counter-offer, and this'back-and-forth continues—usually two steps forward,
one step back—for months until both sides have moved as far as they’re willing to move.
Coming to this point is called reaching impasse (see “Impasse and Federal Mediators”
below). How far the union is willing to “move” will ultimately depend on what the workers
are willing to strike over (or what the company believes the workers will strike over). If
nobody’s willing to strike for dental insurance, for example, and the company doesn’t want to
include it in the contract, then you don’t have much choice but to “move” at the table by
dropping your dental insurance proposals.

BARGAINING TABLE STRATEGY

A skilled stripper is an asset to any bargaining committee. If you can get men to pay money
for something they believe is rightfully theirs, you’re probably already an accomplishéd
negotiator. You already know how to assess a customer, exploit his weaknesses and
insecurities, and manipulate any exchange with him to your advantage. If he won't give
you what you want, or demands something that’s not for sale, you know whether to play
the diplomat, the disciplinarian or the coy mistress while still maintaining control of the
situation, or whether to cut your losses and move on. Bargaining table confrontations with
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company lawyers are very similar to confrontations with difficult customers, and the
survival skills you've learned in the sex industry will probably be more valuable to you
here than a law degree could ever be.

Most bargaining sessions are calculated, tactical and long. Your union negotiator will
probably always deliver the opening arguments when it’s the union’s turn to present a
proposal or counter-proposal, and other members of the Bargaining Committee will then
make supporting statements. You’ll always discuss exactly what you're going to say, and
what you're not going to say, and who's going to say what in a caucus before you're
actually facing management at the bargaining table. Always present a united front; save
internecine arguments for caucuses. If you disagree among yourselves in front of
management, you’ll make it easier for them to divide and conquer. Keep a poker face and
don’t blurt anything out, unless some kind of emotional outburst was planned in advance.
Explain this to any rank and file observers, and tell them to pass you a note instead of
asking questions or making statements aloud. In an effort to figure out who the weak links
are, management’s lawyers may try to provoke you into responding to an insult or leading
question. They often do this by asking about your “feelings” and offering to “listen” to
your complaints. If you take them up on their offer, the free-for-all rant session that might-
ensue would key them ih to allegiances and priorities they could use against you. Don’t
take the bait.

IMPASSE AND FEDERAL MEDIATORS

When contract talks are about to reach impasse, and management is under enough pressure

from job actions, media exposure, legal claims, ULP charges, and/or huge legal bills to actually
want to reach an agreement, the parties may decide to call in a federal mediator to help the two
sides agree on a contract. .

e The Federal Mediation and Conciliation Service (FMCS). Federal mediators are
supplied by the FMCS at no cost to the union or the company. The federal government
offers this service for free because it believes it’s in the “national interest” to settle labor
disputes that may interrupt “interstate commerce.” (Although they probably had
railroads and auto plants in mind, a halt to the skin trade could indeed have a profound
ripple effect on other industries if production were to suffer at the hands of a bunch of
sexually frustrated working stiffs.)

o How Mediators Work: Mediators help the two sides reach a contract by talking to each
side separately. When mediators talk to the union, they’ll play up management’s
strengths, point out your weaknesses, stress how likely it would be for you to lose a
strike, for example. Then when they talk to management, they’ll emphasize the union'’s
strengths, tell them you’re prepared to strike, and point out how much of a setback a
strike could be, for instance. Mediators claim to be “objective” and to have no loyalties to
either side. And this is why they seem so spineless and slippery and hard to pin down.
Although mediators may help put pressure on management, they’ll also put pressure the
Bargaining Committee.
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BARGAINING
UPDATES

After each session, we wrote a
bargaining update leaflet for
distribution at work to keep
people informed about what
happened at the table—and to
keep people unified. These leaflets
don’t have to be long and
detailed, just pick a couple issues
to highlight. Our updates were
particularly effective at dividing
management from their lawyers.
Although we’d occasionally
stroke management in our
reports when we reached
agreement on an important
contract item, we always trashed
their lawyers unmercifully. At
the bottom of our flyers, we
would estimate the session’s
cost in legal fees, and calculate
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KEY PARTS OF A
CONTRACT

Although you’ll have articles in your
contract that address issues unique to
your club, most union contracts—
including the Lusty Lady contract—
include sections on the following:

* Recognition. This section just says

your employer will recognize you as a
union.

e Union Security. This section
specifies whether or not employees
will be required to join the union. In
an open shop, union membership is
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voluntary, so it’s possible for management to convince new hires not to join the union, and
weaken support. In an agency shop, every employee has to join the union and pay dues, or

just pay dues. In a union shop everyone has to join the union as a condition of employment.

Work Rules. It's hard to get an employer to agree at the bargaining table to negotiate any

-~ future changes in work rules with the union. As long as the proposed rules don’t violate the

contract, your boss can impose them. However, it's usually possible to get him to agree to
meet and confer with the shop stewards about any proposed new rules, and you may be able
to prevent undesireable rules from getting implemented by raising hell in the "meet and
confer” meetings. If an actual list of rules is included in the contract, they can’t be changed,
added to or deleted, except by mutual agreement. It's to your advantage to keep this list out
of the contract; it will take forever to argue about it with your boss’s lawyers there, and if it’s
not part of the contract, you've at least got a shot at needling your managers to get rid of the
rules you don't like later, away from the bargaining table and company attorneys.

Grievance and Arbitration. This is the tool you’ll have to enforce the contract. If management
violates the contract, this section gives you the right to “grieve” whatever management did,
and ask them to undo their mistake. If you can’t resolve the dispute in a grievance meeting,
you’ll have the right to take the grievance to arbitration. An “arbitrator” is an outside, third
party “judge” who resolves union/management disputes. :

Shop Stewards. This section specifies how many shop stewards management will recognize as
representatives of the union, but not who they are—this is for the workers themselves to decide.
The shop stewards will probably be many of the same people on the Bargaining Comimittee.
Their job is to make sure the company adheres to the contract, and to file grievances when it
doesn’t. Other shop steward responsibilities include talking to new hires about the union and
asking them to join, answering questions about the contract and employee rights on the job and
representing co-workers in individual grievance and disciplinary meetings with management.
If a worker gets called into the boss’s office because she’s “in trouble,” her Weingarten Rights
guarantee her the right to bring a shop steward with her to advocate on her behalf.

Just Cause. This is the section that guarantees workers some job security. Managers can't”
fire people for any reason they want; they need to show “just cause” for termination or
disciplinary action. Just cause is the standard arbitrators use to determine whether or not a
termination was “fair.” In order to establish just cause, your employers will have to prove the
fired employee had “sufficient warning” that whatever she did would result in termination,
that whatever she did was in violation of a “legitimate work rule,” that management
conducted an “investigation,” that the company had “sufficient evidence” to document the
fired employee’s guilt, that the punishment was applied even-handedly, without favoritism,
and that the punishment fit the offense (the employee wasn’t fired for a minor infraction). If
you take an unfair termination to arbitration, the shop steward and union rep will try to prove
that your boss did not have just cause to terminate. Although this clause is standard in every
union contract, we had to fight like hell to get it in ours. In the company’s original just cause
proposal, they reserved the right to fire any dancer who had worked for the company longer than
two years, and any other dancers because of “appearance, sexiness, variety when compared to
other dancers, availability, newness, attitude, seductiveness, flirtatiousness, customer interaction,
customer satisfaction and taste, burnout and attendance.” Only in this industry does a worker get
less valuable the longer she’s been with a company. After our job action and picket (see Chapter
7), the company finally submitted a less offensive just cause proposal.
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» Wages and Benefits. This stuff may appear in more than one section, but what's generally
covered are wages, comumission splits, holiday and sick pay, and health insurance. If you're trying
to eliminate or limit “tip out”or “stage fees,” this is the section that will address that issue. If you
didn’t have any benefits like sick pay or health insurance before you organized, it's unrealistic to
expect material improvements like these in your first contract. Focus on securing rights and
protections in the first contract; fight for benefits the second time around. The only “benefits” of
this sort we managed to get for dancers in our first contract was one paid sick day and time and
one-tenth to work New Year’s Eve, and that was after a major battle. The company wouldn't agree
to any more benefits for dancers because we're all part time, but they did agree to health insurance,
holiday pay and paid personal leave hours for the cashiers and janitors who work full time. In our
second contract we won time and one-half on New Years and up to four paid sick days.

e Management Rights. This is the part where management gets to say “it’s mine! it's mine! it's
mine! it’s mine!” This section lists all the things management gets to do like hire, fire, promote,
buy new furniture, remodel the stage, change the lighting, etc. Management will want this
section to be as long and specific as possible, and you’ll want it to be short and vague. We tried
to get the Lusty Lady to agree to a sentence at the end that said “Management rights will not
be exercised in a capricious or arbitrary manner, and shall be reasonably applied” but they
rejected that proposal. This part is more bark than bite, and other parts of your contract might

_limit some of the things the management'’s rights clause says they can do.

« Strikes and Lockouts. This section says that in exchange for the right to file grievances and take
disputes to arbitration, the workers have to give up their right to strike, picket and do job actions.
This is not a fair trade; justice was swift after our picket, but would have taken months if we’d had to
file a grievance. We wasted hours and hours arguing about this section of our contract because
management’s first proposal included a media black-out and prohibitions on talking or writing about
the union. They eventually backed off the gag order. If you need to picket after you ratify your
contract, you can ask other people to picket for you so nobody gets fired for violating this clause (see
“Have Others Picket, FOR You” in Chapter 7). This section also prohibits management from locking
you out, although they'll still retain the right to close for “economic” reasons, which is what
employers usually claim they're doing during a lock-out (see Chapter 14 for more about lock-outs).

¢ Legal Protections. Even though state and federal laws already cover things like race and sex
discrimination, sexual harassment, OSHA regulations, overtime pay, medical and family leave,
pregnancy leave, and pregnancy discrimination, it doesn’t hurt to reiterate—and try to
strengthen— legal protections like these in your contract.

* Preamble. This part is at the beginning and it may seem kind of superfluous. It will probably say
something gushy like “the parties agree to treat each other with mutual respect, courtesy and trust,”
and make it sound like you and your boss are going to ride off into the sunset together. When
management does something that’s clearly fucked, but that doesn’t really violate any specific clause
in the contract, you'll file a grievance that alleges they violated “the spirit of the preamble.”

THE LAST, BEST AND FINAL OFFER: RATIFY OR STRIKE

After each side has moved as much as it’s willing to, management will submit a “Last, Best and
Final” contract proposal. Accept it and you’ve got a first contract, reject it and you've got a
strike. This is the offer that you'll take back to the workers for everyone to vote on. We held a
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series of coffee shop meetings (see “Meetings” in Chapter 8) to discuss the Last, Best and Final
offer—its benefits and shortcomings—with as many workers as possible, and wrote up a
summary of the proposed contract for people to read at work.

Sometimes bargaining committees recommend that the workers ratify the Last, Best and Final. Other
times they recommend that the workers vote to strike. Our Bargaining Committee didn’t make any
formal recommendation, and left the final decision up to the rest of the workers. Our final offer gave
us many of the rights and protections we’d been fighting for, but had a very strict late and no-show
policy. Before the contract, we had our pay cut (by half sometimes) for lates and no-shows, and
although the contract outlawed the pay-cuts, it did allow the company to fire us for being late or no-
showing more than a couple times. Management’s Last, Best and Final offer also didn’t include the
union security clause we’d been struggling to get. We wanted an Agency Shop clause, which would
have required all workers to pay union dues, and prevent “free riders” from reaping the benefits of

our new contract, but not supporting the union. But management'’s offer included an “Open Shop”

clause, which meant workers
could choose not to join the
union. We feared management
would discourage new hires
from joining. In our rank and
file meetings, we talked about
whata strike would mean (see
“Strikes” in Chapter 7). If we
lost a strike, everything would
be off the table, and we'd risk
losing the union. After a lot of
discussion, the workers voted
to ratify the offer, despite some
reservations.

» Contract vote logistics:
You can hold the vote at a
coffee shop or bar near the
club. People on the
Bargaining Committee
should be there to answer
last-minute questions, but
someone who wasn't on the
Bargaining Committee
should monitor the ballot
box and count the ballots.
The contract vote is an
internal union vote, it’'s not
run by the NLRB like the
election was. The choices on
the ballots should say “Yes, 1
vote to accept the contract”
and “No, I vote to strike.”
The contract goes into effect
the minute the workers
ratify it.

HERE'S WHAT WE'RE VOTING ON—THE CHOICE 15 TO ACCEPT THIS OFFER OR STRIKE
The contract vote is on Thurs 4/3 & Fri 4/4

AUTOMATIC RAISES for dancers, every 4 weeks {or faster in the beginning) until $21; top dance wage $25. Most dancers will get
raises; if you've been working here over 7 and 3/4 months, you'll be at $21. NO MORE RAISE DELAYS OR PAYCUTS FOR ANY
REASON, EVER Automatic raises for support staff too; ss top wage $13.50; most will get raises.

JUST CAUSE. We can't be subject to disciplinary action or fired without a reason and without warning, and management wall have
to be able to prove they have a good reason in arbitration (see below). We are no longer “at will” employees.

GRIEVANCE & ARBITRATION. This is the weapon we have to enforce the contract. If we are treated unfairly, or if management
violates the contract, we have the right to file a grievance. If our grievances aren't resolved, we have the right to take them to
arbitration (a third party “judge” settles the dispute).

O MORE ONE-WAY WINDOWS unless two-thirds of the dancers vote to reinstali them. -
PAID PREP TIME. Dancers paid to get ready 15 minutes before shift at regular dance wage. i =
HOLIDAY PAY for ss, 4-5 days per year at time and one-half. For dancers, time and one-tenth on New Years.
PAID SICK DAY. One per year for dancers.

HEALTH INSURANCE & PAID LEAVE HOURS for support staff only; better than current policy.
JUKEBOX PAY. $12/hr to program jukebox and write playlists.

LABOR/MANAGEMENT COMMITTEE. Here's where we'll try to resolve disputes over contract interpretation. Proposed new cules
will be discussed here first to make sure they’re consistent with the contract. v

SHIFT “GUARANTEES.” Not a guarantee technicaily, but if you've got at least 3 months seniority, you can grieve if you weren't
given enough shifts, or if your proposed shift trade or replacement was unfairly rejected. Management said at the bargaining w@ble
they will no longer reject shift trades or replacements because of hair color anymore.

MEETING PAY $14 per meeting for all mandatory meetings or disciplinary meetings held when you're not working.

SHOP STEWARDS to represent co-workers in disciplinary or grievance meetings; paid up to 8 hrs/month total.

PP TRAINING SHIFTS. Trainer and trainee split the take 70730, zero for the company. Regular PP pay the same as it is now.
DISCIPLINARY WARNINGS ERASED from everyone’s files six months after they were issued, or sooner if specified in the waming.

THE POINT SYSTEM. Each late is 4 points for dancers, 2 for support staff; each excused late is 2 points, each no-show is 6 ponts;
each excused absence is 3 points for dancers, 2 for ss. If an excused absence is due to illness, you get 3 points total per iliness
regardless of how many shifts you miss. If you call in sick, you must give 2 hours notice to be excused. No points if you cover your
own shift. Points erased 6 months after they’re given; if you accumulate 12 points, you're fired. There’s no requirement than
management has to give points, so there’s some room to negotiate, but don’t rely on this technique. We can grieve points if they

aren’t administered even-handedly. The point system is the price management is making us pay for the automatic raises. f thev cant

punish us with paycuts for lates and no shows, they need some other way to crack the whip.

CLOCK-IN CRACKDOWN. The first time you forget to punch in you get a reminder note, the 2nd time (in 6 months) it's counted as
a late and you get points.

NO AGENCY SHOP. There's no requirement that anyone join the union, but once you do, you have to remain a member, or at least

pay dues. We didn’t get the union shop dause we wanted, but management didn’t get what they wanted either. The weak unson
security clause means we all have to talk to new hires about the union, make sure they know the history, tell them about the coe-
ways, the paycuts, the arbitrary discipline, the way things were before we organized. Encourage them to join the union, and make
sure they realize they’re the beneficiaries of a long struggle; their rights and benefits didn’t come without a fight, and if the unen
doesn’t survive, they could lose those rights in the future.

NO STRIKES/NO LOCKOUTS during the term of the agreement. In exchange for the right to file grievances and take them o
arbitration, we have to agree not to strike or do job actions. Not a very fair trade, especially considering our strength lies in direct
action. Justice was swift after the picket, but could have taken months if Summer had waited for her grievance to go to arbitraton.
Unfortunately this clause is pretty standard in most contracts. Management also agrees not to lock us out, but they still reserve the
right to close for “economic” reasons, which is what they claimed they were doing during the picket.

THE LL BARGAINING COMMITTEE~EXOTIC DANCERS UNION-SEIU LOCAL 790
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Chapter 13
How to Deal with Common Emergencies

Terminations and lock-outs are major blows and demand immediate action. Don’t wait around
for NLRB bureaucrats to take care of crises like these. And don’t let too much time elapse before
you respond, otherwise the workers may “adapt” to the injustice and learn to accept another
fucked-up situation. Anger is an excellent organizing tool; it motivates people to fight back and
keeps people unified. Capitalize on initial gut-reactions. Don't let worker outrage languish and
dissolve into acceptance or apathy or fear. Time is of the essence.

Keep in mind that the company is more likely to stage offensive attacks like these at night and
on weekends, when the club is open, but the union office is closed. The Lusty Lady always fired
people on weekends, and locked us out on a Sunday, and we had to deal with these crises on
our own, with absolutely no guidance from our union reps. Warn union staff about this
tendency, and ask them if they’ll keep their pagers on during “off” hours.

iF AN ORGANIZER GETS FIRED OR SUSPENDED...

1. Contact your union staff organizer or negotiator right away. If you don’t have a union, or the

union organizer you do have is flaky or inaccessible, call the Exotic Dancers Union/SEIU Local
790 at 510-465-0122 X461.

2. File an unfair labor practice charge with the NLRB. Even if union staff does this for you, the
person who was fired will still probably have to go to the NLRB offices to submit an affidavit.
The NLRB will investigate your complaint, and if they determine that your termination was
indeed illegal, you'll get your job back with back-pay. Unfortunately this process can take
forever. (See “Unfair Labor Practices” in Chapter 5.)

3. File for unemployment insurance.

4. The Organizing Committee should inform co-workers — through leaflets or conversations —
that one or more of the organizers has been fired, that you’ve filed complaints, and that dancers
who were fired for union organizing in other cities got their jobs back because their terminations
were illegal. If this news scares people, or seems to discourage them from supporting the union,
stress that what happened was illegal. The law was sometimes reassuring to dancers who were
scared or confused during crises in our campaign. Point out that a union contract would help
outlaw exactly this sort of arbitrary discipline. Remind them that management will never find out
who signed a union card, and workers never have to reveal to management that they plan to
vote yes.

5. If you have the support, consider picketing in front of the club. Action like this may pressure
management to rehire you before the NLRB makes them. Something as drastic as a picket is

unwise unless you have a lot of worker support (see “Pickets” in Chapter 7).

6. If you don’t have enough support for a picket, consider calling a press conference and
shaming club owners in the media (see “The Media” in Chapter 6), and/or doing some
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informational leafletting in front of
the club (see “Customers” in Chapter

6). These flyers should not THE
discourage customers from going in, LIL:ISTY LADY FIrgp AD
but inform them that management R UNION ACTTVISMI?NCER

has fired union activists, and ask for
their support. When you leaflet
customers, don’t be predictable
about it. Pick different peak times
like the lunch rush or bar time. If
you fear management may
retaliate if they spot you
leafletting, you don’t have to do it
in front of the club. Leaflet in the
general vicinity, in areas where
customers work or hang out, or
leaflet the cars in the club

parking lot under cover of
darkness (watch out for car
alarms). The latter tactic was particularly effective for
Showboat organizers in Anchorage.

WE STAGED
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IF YOU GET LOCKED OUT...

1. File an unfair labor practice charge with the NLRB. It is illegal for owners to close the club
(impose a “lock out”) in an effort to scare you out of voting for the union, or to “punish” you

for picketing or staging a job action (see Chapter 7).

2. Everyone who was scheduled to work during the lock out should file for unemployment .

insurance.

3. Consider picketing to draw attention to the injustice, and to keep customers out if there’s still
something for them to consume inside (like videos or drinks). Make sure your signs and
handbills say “LOCKED OUT.” The wording may become relevant later when the ULP charge
is being investigated, and it will function as a good visual for the media to use. Management
will no doubt claim that the “closure” is due to “economic” reasons or for “remodeling,” and

deny that what they’re conducting is an illegal lock out.

4. Consider calling a press conference to publicize the injustice (see “The Media” in Chapter 6).
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agency shop, contract clause, 54

agitation, of workers, 38

Aid to Families with Dependent
Children (AFDC), 45

American Federation of Labor-
Congress of Industrial
Organizations (AFL-CIO), 11

anti-porn zealots, 5, 33

anti-union cards, 42

auditions, dancer, 44

back-pay, 20, 21, 45

bad faith bargaining, 50

bargaining committee, 49

bargaining unit, 16

bartenders, 16 .

benefits, contract language, 54

bicycles, 10

bodily fluids, 25

bouncers, 16, 20

buttons, unien, 20, 35

Burns, Montgomery, 53

Byrnes, Mr., 53

cashiers, 16

caucus, 51

chants, picket line, 34

children, at pickets, 34

Christians, 33

city commissions, 26

coffee klatches, 39

commmission, drink sales, 21; dance
sales, 21

communication, with workers, 38;
with customers, 26; with new
dancers, 44

concerted, collective activity, 34

concessions, 44

contact, with customers, 20, 22

contract, union, key parts of, 53; Last,
Best and Final offer, 55;
ratification vote, 57

contract negotiations, 17, 49-56;
management lies about, 42

costumes, dancer, 20

customers, involvement in campaign,
26; leafletting, 27

Department of Fair Employment and
Housing (DFEH), 22

Department of Industrial Relations, 21

Departments of Public Health, 25

direct action, 33

discrimination, against union activists,
20; race, 22,55

DjJs, 16, 20, 48

DMV, 18

drink sales, quotas, 21

dues, union, 6, 12; management lies
about, 42

election, union, 7, 17, 47; loss, 48;
rerun, 48

Equal Employment Opportunity
Commission (EEOCQ), 22, 48

Excelsior Underwear List, 17, 40, 42

Exotic Dancers Alliance, 6, 12, 59

Federal Mediation and Conciliation
Service (FMCS), 52

fines, management lies about, 6

gay and lesbian organizations, 26

Gissell bargaining orders, 48

grievances, 9; and arbitration, 54

holiday pay, 54

home visits, 40

hot chocolate, 6

Hotel Employees, Restaurant
Employees Union (HERE), 12

house moms, tipping out, 21

Immigration and Naturalization
Service (INS), 45

impasse, in bargaining, 51, 52

independent contractors, 21

Industrial Workers of the World
(IWW), 12; union songs, 35

Internal Revenue Service (IRS), 19, 45

janitors, 16

job actions, 34

job security, 54

just cause, contract language, 54

Kinkos, 10

Labor Movement, 12

lawyers, management, 7, 49

leaflet, writing, 38; distribution, 38;
customers, 27, 58

libel suits, bogus, 45

lies, management, 41, 42

lock-outs, Lusty Lady, 8; 33; contract
language, 55; how to respond, 57

management rights, contract language,
55

masturbators, budget, 5

Mitchell Brothers, 6

media, how to deal with 27; coverage
of the election, 47

mediators, federal, 52

meetings, union, 20, 39; management,
40; captive audience, 43

merchants, sleaze, 5

minimum wage, 21

Moral Majority, 5

moving, in contract negotions, 51

nasty dances, 20, 43

National Labor Relations Act (NLRA),
18,19, 34

National Labor Relations Board
(NLRB), 6, 15; pre-election
hearings, 16,18, 33, 36, 37; and
union election, 47; 48

No Pink Day, 8, 35, 36

objections, employer, 50

observers, election, 47

Occupational Safety and Health
Administration (OSHA), 25, 55

O'Farrell Theater, 6

open shop, contract clause, 54

organizing committees, 9, 14

orgasms, assembly-line, 5

pagers, 10

parties, union, 40
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petitions, of union supporters, 35

phone lists, 38

pickets, 33, 57; tactics, 33

police, complaints, 25; commissions, 25

preamble, contract, 53

press conferences, 28; 57

press releases, 28

promises, union, 12; management, 20;
management propaganda, 41, 42

prostitution, in the clubs, 43

psychotropic drug studies, 8

pussy shows, 8, 35

quotas, drink sales, 21; dance sales, 21

recognition, union, contract clause, 53

recognition campaign, 15

Representation Certification Petition, 16

sandbagging, 20, 44

scabs, 36

security, 20

Service Employees International
Union (SEIU), 6, 11, 12

sexual harassment, 7, 22; complaint
form, 22; contract language, 55

shop stewards, 54

sick, calling in, 20; days, 54

signs, picket, 34

slowdowns, 35, 36

stage fees, 9, 20, 21, 25

stalling, in contract negotiations, 51

stickers, union, 35

strikes, 35, 42; management lies about,
6; partial, 35; contract language,
55; and final contract offer, 55;
wildcat, 18

tax returns, 19

t-shirts, union, 35

Teamsters, 12

temperatures, extreme, 25

terminations, of union activists, 20, 57

tip-out, 20, 21, 25

toxic chemicals, 25

TV, news, 27; talk shows, 27

unfair labor practices (ULPs), 19, 45,
57; examples, 20; and direct
action, 36, 37

union activity, 20

union cards, 14, 20

union security, contract clause, 53

union shop, contract clause, 54

unit clarification hearings, 16

unit-packing, 20, 44

vermin infestation, 25

videotaping, non-consensual, 5, 6; on
picket lines, 34

voicemail, 10; media contact number,28

wage and hour laws, 21; claim form, 23

waitresses, 16, 20

Weingarten rights, 54

women's rights organizations, 26

Wobblies—see Industrial Workers of
the World

work rules, changes in, 20; contract
language, 53
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