
Listen . . . 

Mowing Hazards 
(Continued from Page 8) 

A n ar t ic le in a Dow Chemica l 
C o m p a n y publ ica t ion r epor t s t h a t 
t he d e p a r t m e n t began an ex tens ive 
chemica l cont ro l p r o g r a m we l l a w a r e 
of b u t we l l p r e p a r e d f o r po ten t ia l 
p rob lems . 

S p r a y c rews a r e t r a ined a n d 
guided b y agronomis t s as to legal 
p rob lems involved, t he ar t ic le s ta ted. 
Crews m a k e a poin t of te l l ing l and-
owne r s w h a t is be ing done and w h y 
it is be ing done. 

T h e y k e e p a log showing w h e n 
and w h a t a reas a re sprayed , w h a t 
ma te r i a l s w e r e used, w i n d di rec t ion 
and velocity, and o the r p e r t i n e n t de-
tai ls f o r f u t u r e r e fe rence . 

Test Plots in Kansas 

Kansas o f f e r s an e x a m p l e of one 
k ind of chemica l w e e d contro l tes ts 
t h a t a re going on to r educe r ights -
o f -way ma in t enance . 

T h o m p s o n - H a y w a r d C o m p a n y of 
Kansas City, set u p a dozen tes t 
plots, us ing Casoron, a dichlobeni l 
weed ki l ler . Typica l p rob lems a reas 
w e r e selected — in terchanges , over -
passes, in med ians and along fence 
rows. T h e tes ts w e r e s t a r t ed in the 
w i n t e r of '67 and checked last sum-
mer . 

Two fo rmu la t i ons of Casoron weed 
ki l ler w e r e used. The f i rs t , Casoron 
G-4 (4% act ive ingred ien t ) was ap-
pl ied to sh rubs and t rees at t he r a t e 
of 150 pounds pe r acre. The second 
fo rmula t ion , Casoron G-10 (10% 
act ive ingred ien t ) w a s appl ied un -
de r r i gh t s -o f -way fences at 200 
pounds pe r acre. 

Casoron is a p r e - e m e r g e n t weed 
ki l ler and is appl ied du r ing the w i n -
te r w h e n weeds a re do rman t . Ap-
plied w i t h a h a n d spreader , Casoron 
G-4 and G-10 a re g r a n u l a r f o r m u -
lat ions. 

P l an t ings in the test plots inc luded 
winged eunonymus , p inus sylvestr is , 
maple , py racan tha , honeysuck le and 
pf i tzer , a n d o r r a and up r igh t jun i -
per . 

A J u n e inspect ion by Kansas 
H i g h w a y and T h o m p s o n - H a y w a r d 
off icials f o u n d 11 test plots to be 
weed f r e e and one w i t h about 85% 
ef fec t ive control . T h e r e w a s no evi-
dence of d a m a g e to p lan t s t r ea ted . 

J a c k Miller , l andscape f o r e m a n 
fo r t he area , commented , " tha t he 
was e x t r e m e l y p leased w i th the 
resul ts . Good weed control ," he 
added, "has b e e n d e m o n s t r a t e d in 
bo th o r n a m e n t a l p lan t ings and in 
fence rows. 

"This should m e a n a savings over 
h a n d labor, wh ich is expens ive and 
h a r d to f ind . " 

By A . A . I M B E R M A N 
I m b e r m a n a n d DeForest 

Consultants to M a n a g e m e n t 
C h i c a g o , III. 

p A N S T R I K E S be avoided? Not 
^ all, bu t m a n y could be. In m y 
exper ience as consul tan t and college 
teacher , t h r e e common m a n a g e m e n t 
policies o f t en m a k e labor d i f f icul t ies 
inevi table . 

First, m a n a g e m e n t s a s sume tha t 
t he p rope r policy to fo l low in p e r -
sonnel and indus t r i a l re la t ions is to 
stick to the le t te r of t he con t rac t— 
no more, no less. 

Second, most top execut ives b e -
lieve tha t t h e most p r u d e n t policy 
to fo l low w h e n e v e r improved m e t h -
ods or n e w e q u i p m e n t or n e w ra t e s 
a re in t roduced is to m a k e no spe -
cial and ex tens ive exp lana t ion to 
un ion off icials or w o r k force. 

Third, m a n a g e m e n t policy u s u a l -
ly assumes tha t un ion leaders and 
negot ia tors accura te ly re f lec t t he 
sen t imen t s and d e m a n d s of un ion 
worke r s . 

Legalistic Approach 

Consider t h e f i r s t—tha t a legal -
istic app roach to labor re la t ions is 
t he soundest policy. Fo r example , 
execut ives wa i t fo r s t ewards to f i le 
gr ievances wh ich a re t h e n m i n u t e l y 
checked agains t t h e contract . Pas t 
prac t ice (i.e., p r eceden t ) becomes a 
key fac tor . 

Too m a n y of these execut ives do 
not u n d e r s t a n d t h a t a un ion cont rac t 
is not t h e same as a cont rac t to b u y 
so m a n y l a w n m o w e r s or sprayers , 

or bags of insecticides or t ruck loads 
of sod. Goodwil l is m o r e i m p o r t a n t 
t h a n t he le t t e r of t h e contrac t . 

B u t t h e legalist ic app roach recog-
nizes only t h e le t t e r of t h e con t rac t 
since th is r equ i r e s no a t t en t ion f r o m 
the head of the company and can be 
de lega ted to o ther people in i ndus -
t r i a l re la t ions . These l a t t e r people 
usua l ly have no l eeway outs ide t he 
expl ici t w r i t t e n ag reemen t . 

Unfo r tuna t e ly , th is conduct leads 
to con t inua l i r r i t a t ion of un ion s t e w -
ards, m e m b e r s and local officials, 
s ince un ion cont rac ts do not cover 
all cont ingencies . This conduct also 
leads to excessive use of a rb i t ra t ion , 
wh ich arouses such an imos i ty a m o n g 
un ion m e m b e r s t h a t t h e y o f t en w e l -
come a chance to s t r ike back at 
m a n a g e m e n t w h e n t h e oppo r tun i t y 
ar ises at cont rac t r e n e w a l t ime. 

No Explanations 

A second m a n a g e m e n t policy t h a t 
leads to s t r ike ac t iv i ty is to i n t ro -
duce improved m e th o d s and n e w 
m a c h i n e r y in o rde r to boost p r o -
duc t iv i ty—but not to m a k e a n y e x -
p lana t ion fo r these moves. 

In t h e absence of advance exp l a -
na t ion t h a t t he n e w e lemen t s a re al l 
be ing in t roduced in o rde r to p ro tec t 
t he company ' s f u t u r e and t h u s t h e 
employees ' jobs, t he n e w me thods 
and n e w e q u i p m e n t a re r ega rded as 
the f o r e r u n n e r s of over -publ ic ized 
au tomat ion and even tua l job loss. 
U n d e r these c i rcumstances , t h e n e w 
e q u i p m e n t re in forces t he t heo ry t h a t 
t he in te res t s of m a n a g e m e n t and 
employees conflict . 



. . . Can Be Avoided 

Employee Desires 

A third m a n a g e m e n t policy tha t 
aids and abets s t r ikes is for m a n a g e -
m e n t to bel ieve t ha t w h a t t h e un ion 
off icials d e m a n d fo r the i r m e m b e r s 
is ident ica l w i t h w h a t t h e r a n k - a n d -
f i le employees rea l ly w a n t . Very 
l i t t le is ac tua l ly k n o w n by most 
m a n a g e m e n t s about w h a t t he r a n k -
a n d - f i l e employees rea l ly w a n t in 
t h e n e w contrac t . Bu t do t he un ion 
leaders know? 

Labor leaders say t h e y know. B u t 
r e sea rch indicates t h a t un ion of f icer 
p r e f e r ences o f t en do not coincide 
w i t h m e m b e r p re fe rences . 

P ro fesso r s E. E. L a w l e r and E. 
Lev in r epo r t ed in one s tudy (Indus-
trial and Labor Relations Review, 
Ju ly , 1968) t h a t " the of f icers (of 
un ions) t end to g rea t ly ove res t ima te 
m e m b e r s ' des i re fo r add i t iona l cash. 
. . . P a r t of th is ove res t ima t ion can 
be a t t r i b u t e d to t h e off icers ' o w n 
h igh p re f e r ences fo r cash, caus ing 
t he of f icers to raise the i r e s t ima te 
of t h e m e m b e r s ' des i re fo r cash." 

Specif ical ly , as t h e s tudy ind i -
cates, in C o m p a n y A, un ion of f icers 
f a r ove res t ima ted m e m b e r s ' des i re 
fo r h ighe r pay, ser iously u n d e r -
es t imated hopes of m e m b e r s fo r 
longer vaca t ions in p ropor t ion to 
service, and missed comple te ly 
m e m b e r s ' wishes fo r ea r ly r e t i r e -
m e n t pr ivi leges . 

In C o m p a n y B, un ion of f icers 
ove res t ima ted m e m b e r s ' p r e f e r e n c e 
fo r shor t e r w o r k w e e k and fo r m o r e 
money, and u n d e r e s t i m a t e d t h e de-
s i re fo r sick pay and disabi l i ty pay. 
Union of f icers be l ieved tha t m e m -

bers would be who lehea r t ed ly be -
h ind a m a j o r push fo r m o r e money, 
w h e n the m e m b e r s w e r e ac tua l ly 
l u k e w a r m on this point and m o r e 
avid for d i f f e r en t benef i t s . 

It is inevi tab le t h a t any list of 
un ion d e m a n d s wi l l not f i t t h e 
needs of all m e m b e r s of a union, 
bu t as is common, w h e n business 
agents or un ion negot ia tors come 
f r o m the outside, t he chance t h a t 
t hey wil l not adequa te ly re f lec t t h e 
m e m b e r s ' wishes is enhanced . T h e 
outcome? Rejec t ion by t he local 
m e m b e r s of t he cont rac t t ha t is p r e -
pa red (and o f t en r e c o m m e n d e d ) by 
t he un ion off icers . 

Wi th in a t w o - y e a r period, 1966-67, 
th is has occur red in 1,937 instances, 
according to t h e F e d e r a l Media t ion 
and Conci l ia t ion Serv ice—and 20 
pe rcen t of t h e m w e r e fo l lowed by 
a s t r ike . 

Members ' increas ing re jec t ion of 
cont rac t s and subsequen t s t r ikes 
m a y be a t t r i bu t ed m o r e and m o r e 
to th is un ion neglect of m e m b e r s ' 
opinions. By t h e same token, t h e 
re jec t ion of cont rac ts m a y also be 
a t t r i bu t ed to company ignorance of 
employee th ink ing . 

New Methods 

W h a t can be done about these 
t h r e e misguided m a n a g e m e n t po l -
icies? A la rge Cal i forn ia wholesa le 
n u r s e r y had had a s teady sag in 
p rof i t s f o r no discernible reason. 
C a m e t i m e fo r negot ia t ion of t h e 
n e w contract , t h e m e m b e r s r e j ec ted 
the r e c o m m e n d e d se t t l ement and a 
t h r e e - w e e k s t r ike ensued. 

A n e w cont rac t was o f f e red invo lv -
ing a r e a r r a n g e m e n t of t he package 
(which added 14 to t he cost) . This 
was g rudg ing ly and only n a r r o w l y 
accepted, and t h e employees r e -
t u r n e d to work . P roduc t iv i t y st i l l 
was l amen tab le ; gr ievances increased 
to a h igh level; a rb i t r a t i on b e c a m e 
m o r e costly; and waste , spoi lage and 
cus tomer compla in ts increased. 

A year ' s p ro jec t was s t a r t ed u n d e r 
t he aegis of a consul tan t employ ing 
the "l isten to the employee" tech-
nique. This involved sys temat ic in-
t e rv i ewing of all 180 employees 
t h r o u g h o u t t he n u r s e r y w i t h u n i o n 
approval . Wi th in t he f i r s t six m o n t h s 
some in te res t ing fac ts emerged . 

Wi th in t he pas t t w o years , t h e 
n u r s e r y had added about 35 e m -
ployees in o rder to mee t t h e needs 
of t he e x p a n d i n g economy. These 
people w e r e added w i t h o u t p r o p e r 
indoc t r ina t ion or p ro p e r t r a in ing . 

The employees said t h e f o r e m e n 
sc reamed at t h e m to increase the i r 
ou tpu t to a speed t h a t the i r e q u i p -
m e n t was not capable of m a i n t a i n -
ing. They also said t ha t even if t h e 
mach ines could be r u n tha t fast , it 
wou ld be impossible to do so w i t h -
out a g rea t dea l of spoilage. 

Older Employees 

Older employees resen ted t h e w a g e 
scales at wh ich t h e n e w (and o f t e n 
younge r ) people w e r e hired, since it 
gave no e x t r a recogni t ion to t he 
older worke r s . A f t e r a 90-day p r o -
ba t iona ry period, t he n e w c o m e r s r e -
ceived almost t he s ame scale as t h e 
old- t imers . This was t h e only w a y 



A Tree Grows 

in the 

Darndest Places 

This f ive- foot aspen un -
doub ted ly was the tal lest t r ee 
in Greensburg , Ind., w h e n this 
p i c tu re was t aken ! 

I t adorns the tower of t he 
Deca tu r Coun ty cour thouse . 

Grove r B r i n k m a n , a f r e e -
lance w r i t e r and pho tographe r , 
took this p ic tu re some m o n t h s 
ago. He no ted t h a t t he t r ee 
"had been t h e r e fo r a long 
t ime." 

Some proof of w h a t he says 
can be ob ta ined f r o m the 1966 
edi t ion (and p e r h a p s ear l ie r 
and la te r ones) of t he R a n d 
McNal ly Road Atlas, wh ich 
notes in r ed above the t o w n 
of G r e e n s b u r g : "Tree Growing 
in Cour thouse Tower . " 

B r i n k m a n was told t ha t t he 
t r ee has been chopped back on 
occasion, bu t t he roots a re so 
f i r m l y wedged tha t t he t r ee 
hasn ' t died. 

t h e company could hold t he n e w e r 
employees in a t igh t labor m a r k e t . 

On occasion, w h e n e v e r w o r k was 
slow in any one d e p a r t m e n t , t h e 
employees wou ld be " f a r m e d ou t " 
to o the r f ie lds wh ich w e r e busy. 
This, of course, was a m e t h o d the 
c o m p a n y used to avoid layoffs , and 
hence, t h e m a n a g e r believed, would 
be apprec ia ted by t he employees . 

However , t h e employees resen ted 
being t r a n s f e r r e d to u n f a m i l i a r w o r k 
in which t hey w e r e not adept . As 
a resul t , t h e y w e r e cons tan t ly up-
bra ided by the fo remen . Somet imes 
younge r employees w e r e kep t in 
the i r or ig inal f ie ld whi le some of 
the o lder people w e r e forced to 
move. 

F r o m th is to ta l s i tuat ion, f e s t e r -
ing in most of t he employees , came 
the decl ine in product iv i ty , and t he 
carelessness t h a t u p p e d was t e and 
spoilage, and so on. 

T h e cont inuous f low of such in -
f o r m a t i o n wh ich came f r o m t h e 
employees t h r o u g h t he specialist 
i n t e rv i ewer led to some immed ia t e 
changes . 

All n e w employees , and employees 
w i t h less t h a n six mon ths ' service, 
w e r e pu t t h r o u g h a t r a in ing rou t ine 
wh ich t h e y should h a v e had at t h e 
beginning. They w e r e ins t ruc ted a t 
the i r equ ipmen t—spraye r s , t rac tors , 
etc., as if t hey had neve r seen t h e m 
before , t he i r ques t ions w e r e p a t i e n t -
ly answered , t h e y w e r e t a k e n on a 
t ou r of t h e who le nu r se ry—inc lud ing 
t he off ices—to see how the i r w o r k 
f i t t ed into t he whole opera t ion . 

Recognition 

Vacat ions w e r e l eng thened (wi th 
the consent of t he un ion) to re f lec t 
yea r s of service, so t h a t t he older 
w o r k e r s no longer fe l t l ike t he o lder 
child w h e n t he n e w b a b y a r r ives 
and gets all t h e a t ten t ion . 

In addit ion, service clubs fo r f ive, 
ten and more yea r s of service w e r e 
s tar ted , to give recogni t ion to t he 
o ld- t imers . A modes t house o rgan 
was s ta r ted to inst i l l a p r ide of 
company. 

The p r o b l e m of t e m p o r a r y t r a n s -
f e r f r o m one f ie ld to ano the r (to 

avoid layof fs ) was a l levia ted by se t -
t ing u p a ro ta t ion system, so t ha t 
al l employees took the i r t u rns . R e -
s e n t m e n t died away . In addi t ion to 
al l this, a host of pe t t y gr ipes and 
gr ievances w e r e c leaned up—e.g., 
locker room, be t t e r m a i n t e n a n c e of 
t he i r equ ipmen t , and so on. 

The s teady c l imb of p roduc t iv i ty , 
t he fa l l in was t e and spoilage, even 
t h e decreased labor absen tee i sm and 
t u r n o v e r — a l l showed the e f fec t s of 
" l i s tening to t he employee" and ac t -
ing p r o m p t l y and o p e n - m i n d e d l y on 
t h a t i n fo rma t ion . A cus tom- ta i lo red 
superv i so ry t r a i n i n g course was 
l a te r in t roduced to ins t ruc t f o r e m e n 
on h o w to hand l e such p rob lems in 
t he i r depa r tmen t s . 

Nobody Listens 

M a n y of t he common p rob lems of 
employee mora l e—some of which 
e r u p t into costly s t r ikes disguised 
as d e m a n d s fo r m o r e m o n e y — a r e 
d i rec t ly t r aceab l e to m a n a g e m e n t 
u n a w a r e n e s s of such mu l t i t ud inous 
employee discontents . 

The l a rge r the n u r s e r y or t he 
w i d e r t he a rea a cont rac t appl ica tor 
or t r e e c o m p a n y serves, t h e m o r e an 
ind iv idua l w o r k e r feels l e f t out of 
t h e pic ture , the m o r e he feels a need 
fo r some m e t h o d of be ing able to 
commun ica t e w i t h someone in m a n -
agement , of someone to listen to 
h im. 

Tr i t e as th is m a y seem, th is ob-
se rva t ion f lows f r o m 25 yea r s of 
l i s tening to employees in eve ry in -
d u s t r y in eve ry a rea of t h e count ry . 
This is set out in g rea t e r de ta i l in 
an ear l ie r article, "Labor Relat ions: 
Deal ing w i th t he R a n k - a n d - F i l e 
Rebel l ion" by A. A. I m b e r m a n , 
Pe r sonne l Magazine, Nov. /Dec. 1967. 
(Single copies a re avai lab le f r e e by 
wr i t i ng to t he au tho r care of 
W E E D S T R E E S and TURF.) 

The First Line 

Most m a n a g e m e n t s be l ieve t h e y 
rece ive re l iab le r epor t s about e m -
ployee mora l e f r o m fo remen . Bu t 
f o r e m e n a re kept busy checking and 
judg ing the w o r k in t he i r d e p a r t -
ments , ma in t a in ing discipline, e n -
forc ing c o m p a n y policies and sa fe ty 
regula t ions , and dea l ing w i t h un ion 
s tewards . 

Superv i so r s m u s t be r e t r a i n e d to 
become the h u m a n i z i n g in f luence 
t ha t has been lost be tween w o r k e r 
and m a n a g e m e n t . U n f o r t u n a t e l y , 
most m a n a g e m e n t s h a v e t u r n e d t h e 
superv i sors in to t r a f f i c cops — to 
p u s h p roduc t ion as the i r sole d u t y — 
w i t h t he resu l t t ha t t hey h a v e no 
t ime fo r any th ing else. 

I reca l l one Il l inois cont rac t a p -
pl ica tor t h a t had gone t h r o u g h a 



t w o - w e e k wi ldca t s t r ike, led by one 
obs t reperous local un ion leader . One 
supervisor , on his own t ime, sat 
d o w n w i t h th is wi ldca t leader , and 
ca lmly discussed the i r p rob lem. The 
s tory t h e superv i sor rece ived was 
simple. 

The local l eader had come f r o m a 
f a rm, l ived on a f a r m , loved the 
f a rm, came to t h e city so t h a t he 
could e a r n enough to m o v e back to 
the f a r m . His m o t h e r had died. His 
f a t h e r had been on t h e f a r m alone, 
corn dr ied up, no h i red he lp ava i l -
able, nobody to t a l k to about it. H e 
was f ru s t r a t ed , and fu r ious w i t h t h e 
wor ld . A vast accumula t ion of t r i v -
ial employee gr ipes and gr ievances 
w i thou t any a p p a r e n t response f r o m 
company off icials and un ion off icials 
had t r iggered his f ru s t r a t i ons ; his 
ange r at t he company and un ion 
boiled over . 

Upon the wi ldca t ' s end, t h e com-
p a n y sent h im home for f o u r weeks 
to s t r a igh ten out t h e old m a n ' s a f -
fairs . H e r e t u r n e d to become one of 
t he appl ica tor ' s f ines t men . Had th is 
superv i sor had t h e t r a in ing and t ime 
to l is ten to t h e m e n in his c rew as 
pa r t of his r egu la r duties, this, and 
pe rhaps o the r disputes, m a y have 
been diss ipated in th in air . 

Th roughou t the coun t ry a re skil led 
consu l tan t s w h o specialize in gu id -
ing m a n a g e m e n t s in ins ta l l ing such 
l a b o r - m a n a g e m e n t communica t ions 
systems. Usual ly , these m e n a re con-
nec ted w i t h a college or un ivers i ty . 
( In te res ted company execut ives m a y 
secure a list of r e c o m m e n d e d n a m e s 
by w r i t i n g to t h e a u t h o r care of th is 
magazine . ) 

Other Effects 

Of course, w o r k e r d issa t is fact ion 
and dis l ike of t h e c o m p a n y do not 
a lways f ind an out le t in d r a m a t i c 
w a l k o u t s or s t r ikes . Dissatisfaction 
more often is reflected in high spoil-
age or waste, low productivity, high 
absenteeism, or high turnover—and 
th is s ta te of a f f a i r s can d r a g on fo r 
yea r s w i t h o u t an ou tburs t . In these 
c i rcumstances , it is v i t a l fo r m a n -
agemen t to l is ten sys temat ica l ly to 
employees in an a t t e m p t to discover 
w h a t is rea l ly b reed ing w o r k e r d is -
content . 

In br ief , a company , la rge or small , 
can h a v e good employee re la t ions 
only if t h e r e is a good two-way 
communica t ions sys tem. However , 
even in m a n a g e m e n t s pe r suaded of 
t h e soundness of s t a r t ing such a 
system, t h e r e is a lways a disposi t ion 
to wa i t un t i l t r o u b l e a r r ives at t h e 
gates. By t h a t t ime, t h e s i tua t ion is 
too f a r gone. T h e t i m e to l is ten to 
employees is wh i l e goodwil l prevai ls . 
The t r i ck is to keep it t h a t way . 

Myers 

Keep 
Herbicide 

Sprays in the 
Target Area 

...with Myers new Du-AII 
Invert Sprayer! 

Forget about the wind or the weather. Now, you can 
apply weed and brush control chemicals whenever there 
is a need to. This new Myers Sprayer automatically 

mixes, meters and applies Visko-Rhap* herbicides in mayon-
naise-like, drift resistant droplets. No pre-mixing of heavy, 
hard-to-handle chemicals. No wind drift. Oily, wash-off re-
sistant droplets are deposited right in the target area. Waste 
is minimized. You cover more acres per day more effectively 
with fewer refills. Want details? Just call your local Myers 
Sprayer Dealer, or write: 

...the finest name in power sprayers 

T H E F . E . M Y E R S & B R O . C Q H M c N E I L 
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t r a d e m a r k of Hercules, Incorporated, Wilmington, Delaware 




