Meade

Student-Labor Alliances on College Campuses:
Strategies to Empower Workers and Build Community-
Case Studies of Occidental and Other Colleges

William Meade

Urban and Environmental Policy
April 18, 2005



Meade 2

Table of Contents:

S LYY /2 3
L2 X0 ] = L 1 111 0 6
N LI RO 15 10 Lo 1 16 ]\ IR 10
THE LIVING WAGE MOVEMENT ..ottt ettt ettt ettt s e s s s s s bt aaa e e e e e e 12
THE LOS ANGELES LIVING WAGE ......tttiiiii ettt ettt e et e ettt e e e e e s s ettt ae e e e e s s s saabbaneeeessssnnbbaeeeeesanns 14
CAMPUS LIVING WAGE CAMPAIGNS AND STUDENT-LABOR ALLIANCES........ccccoeeiieee 17
L T V7Y 2o PR 18
LTS I 22 ST 20
STANFORD ...cei ittt ittt e e et e e ettt e e e e e e s bbbt e e eeeessab b et e e eeesssaa b b e b e e e s e e s saa b bbb e s e seessa bbb baeesees s sb b e baeeseessasbbbbeaesessssssbebes 21
(7= ] T = 0.y N TP OTRTRRRRTRRTIN 24
OCCIDENTAL'S STUDENT-LABOR ALLIANCE 2004-2005 .......ccooiiiiiiiiieeei it seiiiiee e esinnns 28
NEXT STEPS AT OCCIDENTAL ...cooitttiiiiieeiieiitreei e e s siirrrre s e e e s ssabraneeeees ERROR! BOOKMARK NOT DEFINED.
(010 ]\\ [0 U ] [0 ]\ SRRSO 42
ViY@ 124 S O I I =1 5 ISR 46

APPENDICES ... 48



Meade 3

Summary
Student-Labor Alliances on College Campuses:

Strategies to Empower Workers and Build Community- Case Studies of Occidental
and other Colleges
College campuses should and often seek to be model ethical institutions.
However, there is often much to be desired in terms of appreciating, respecting, and
paying adequate wages and benefits to the non-faculty and non-administrative employees
at colleges. These employees clean, maintain, and perform the essential duties on

campuses that keep a college running smoothly and these employees deserve to be

included as an integral part of the college community.
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that ensure that all employees will earn a high enough wage to support a family above the
poverty line when working full time.

The involvement of employees in the campaigns of student-labor alliances has
varied. This is an important factor that this paper considers. While there are different
ways to define success, and no one will argue that employees are worse off for having
higher wages, it is important to consider whether employees are empowered by the
campaign or if students are working on behalf of the employees with little employee
interaction or involvement.

The case studies provided in this paper include an example at Wesleyan of a
campaign that was focused on a policy outcome. The campaign was successful in
bringing higher wages to the employees, but after the campaign was over students
regretted that they did not make more of an effort to have the workers organize
themselves.! They also show an example at Stanford of a student-labor alliance with a
broader agenda. Stanford's SLAC (Stanford Labor Action Coalition) has been organizing
to get their campus to adopt a Code of Conduct that will inform the colleges interaction
and treatment of unions and employees. It is a primary goal of this campaign to empower
employees and they have begun a program called Habla la Noche that provides English
literacy classes for employees. In addition the group works closely with one of the SEIU
locals on their campus and has made a concerted effort to develop relationships with
employees.

While Occidental is a quality institution in which most employees are represented
by a union there are still issues concerning employees that are lacking. This paper

discusses the way the students of Occidental's SLAC (Student Labor Action Coalition)
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have identified and taken action around certain issues. SLAC has made efforts to make
employees more visible through interviews and articles in the newspaper and we have
organized a worker appreciation luncheon to show employees how much student's
appreciate their presence on campus. SLAC has set the groundwork for a Community
Based Learning program called the Community Literacy Program that will provide
further educational opportunities for employees and is designed to create an arena for
students and employees to teach and learn from each other. It is the goal of SLAC to
help empower employees through additional educational opportunities and to develop
stronger relationships between students and employees.

By recognizing all members of Occidental's community as unique, intelligent,
hardworking and essential to the college, SLAC is helping Occidental to fulfill its
mission statement. One of the four cornerstones of Occidental College is community.

The mission 03 Tw(stones 8aa on)2.295 e 0 TD7f "S]TJ19.2490 TD-0.0003 Tc[(todents , faculty,03 Tff,allu
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Background

My first memory of class-consciousness comes from a Dr. Seuss story | used to

read as a little kid called The



Meade 7

compensation when he came to the college in 1999°. He also lives in a large house on the
top of the hill that Occidental College is built on. Meanwhile an Occidental employee
hired under the classification title: dishroom assistant starts at a wage of $8.79 an hour*,

which works out to $18,283 a year. Some of
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to 15 hours a week working with the custodi
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done at Occidental | hope that my efforts and the efforts of SLAC have helped to set

Occidental on a path toward a stronger community.
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Introduction

Student-labor alliances are prominent throughout the college campuses of the US.
They have recognized that many of the staff of college campuses are not being given an
adequate voice on campus and are not being compensated adequately for their work. The
purpose of this report is to determine if student-labor alliances are contributing to greater
justice on college campuses. The criteria used for evaluation includes the outcomes and
processes associated with the campaign (for instance is it successful in creating higher
wages for employees or additional educational opportunities). Of particular interest is
whether the campaigns are successful in empowering employees, or whether the students
involved in a campaign usurp the voice of the employees.

This paper discusses five case studies of student-labor alliances on college
campuses, with a particular focus on Occidental College. In addition the student-labor
alliances at Harvard, Wesleyan, Stanford, and Georgetown are used as case studies. The

information about the case studies comes from published documents, websites of the
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not raised. Another problem with the minimum wage is that increases in productivity are
ignored when establishing the minimum wage, allowing for the owners and CEOs to
absorb all of the benefits. Robert Pollin and Stephanie Luce argue that if the 1968
minimum wage were adjusted for increases in productivity and inflation the 2000
minimum wage would have been $13.80 an hour.’

Currently the living wage movement does not have enough support to win a
national campaign, so it has focused on winning local victories in the form of city
ordinances and state minimum wages that are higher than the federal minimum wage.
These city ordinances vary, but usually require that all city employees and employees of
businesses with city contracts receive a living wage and sometimes require that
businesses receiving a certain amount of assistance from the city pay a living wage. In
1994 an alliance between labor and religious leaders conducted a campaign for a living
wage in Baltimore. The campaign achieved the first living wage law requiring that city
service contractors pay a living wage. Since then living wage campaigns have been
conducted in cities, counties, and campuses across the country. Currently there are 123

living wage laws dispersed through communities across the country. ®

> Clawson, Dan. The Next Upsurge. Ithaca: Cornell, 2003.

® Waltman, Jerold. The Case for the Living Wage. New York: Algora, 2003.

" Pollin, Robert and Stephanie Luce. The Living Wage. New York: The New Press, 1998.
8 "|iving Wage Successes." The Living Wage Resource Center. 6 Dec. 2004.
<http://www.livingwagecampaign.org/index.php?id=1958>.
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The Los Angeles Living Wage

Los Angeles created the country's third living wage law in 1997 and has placed
Los Angeles at the forefront of the movement. The ordinance was the first to factor in
health care benefits, a provision that has since been adopted by numerous cities. It has
raised living standards for the 10,000 employees covered by the ordinance. The wage
was initially set at $8.50 an hour for employees without health benefits and $7.25 an hour
if the employer was contributing a minimum of $1.25 an hour to benefits. Another
provision of the ordinance stipulated that employers provide at least twelve paid days off
for sick leave or vacation. The wage is adjusted each year to correspond with
adjustments to the retirement benefits of the City Employees Retirement System® and is
currently $8.53 plus $1.25 benefits, or $9.78 without benefits. According to Los Angeles
Alliance for a New Economy's website the ordinance applies to businesses in four
categories: "Those which have service contracts with the city, lease land from the city,
require city operating permits, or receive city financial assistance."*

The campaign for the Los Angeles living wage was conducted by the Los Angeles
Living Wage Coalition (LWC), an organization made up of workers, labor organizations,
community and faith-based groups and academics. The non-profit organization, Los
Angeles Alliance for a New Economy (LAANE), managed the campaign. An additional
provision, agreed to as part of the effort to line up sufficient votes, was an analysis to be

commissioned by the city on the projected financial impact of a living wage ordinance.

In order to get the ordinance passed the LWC agreed to comply with the

°"Ordinance No. 172336" Los Angeles Alliance for a New Economy. 5 Dec. 2004.
<http://www.laane.org/lw/legislation.html#la_lwo>
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recommendations of the analysis and lower the base wage and the minimum benefits.
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value level. The campus living wage movement has spread to college campuses because
students believed their schools should be highly principled institutions that treat all
members of their community fairly. Also, people need to realize that a living wage is in

the long-term interest of the country as a whole.
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Campus Living Wage Campaigns and Student-Labor Alliances

Campus living wage campaigns have been spawned from both the living wage
campaigns of campuses' local cities and from the consciousness that was raised by the
student anti-sweatshop movement. The anti-sweatshop movement arose when students
awoke to the poor working conditions their institutions were supporting through the

purchase and sales of sweatshop clothes. Eventually students turned their focus to the
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3. Does the campaign primarily involve already unionized employees? If so what is the

relationship between the students and the union? If not, is getting a union on campus
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campaign. Students were by and large the spokespeople and planners of the campaign,
though with the input of the employees.

The administration at Harvard has been opposed to the Harvard Living Wage
Campaign since it began. Former President Neil Rudenstine and Provost Harvey
Fineburg refused a request to meet with students to discuss the idea of a living wage
policy in February of 1999. To build campus support and put pressure on the
administration to meet with students the campaign held its first of many rallies, but their
request was still ignored. The Cambridge City Council also put pressure on Harvard by
passing an order urging Harvard to implement a living wage. Nearly two years into the
campaign, the students organized their first meeting with union representatives. The
unions agreed to attempt to establish living wage language in their next contract.

The campaign climaxed when fifty students occupied Massachusetts Hall, which
contains the administration offices. The sit-in lasted three weeks and involved lots of
student, faculty, and worker support on the outside. The action sought to include the
voices of employees. In addition to giving the employees opportunities to speak
themselves, the students in the sit-in read written pieces aloud that were authored by the
employees and concerned with the hardships they faced at Harvard. To show their
support for the sit-in students a group of Harvard employees delivered pizzas to the
students inside. The Harvard campaign was unique in how much media and public
attention it received. The union was in full support of the student's efforts. The
campaign was seen by labor as a landmark and as a result it drew, John Sweeney, head of
the AFL-CIO and the spokesmen for the labor movement in America, who made an

appearance and spoke in support of the students involved in the campaign and a living



Meade 20

wage policy. It came to an end when the students reached an agreement with the

University. The University agreed to:
Create a committee with faculty, administrators, students, and workers, charged
with studying Harvard's labor policies and recommending changes by December
2001; to announce a moratorium on outsourcing until the committee's
deliberations are complete; and to renegotiate a contract with the janitors' union in
early 2002. *2

The contract signed by the union representing dining hall employees in 2002 increased

starting wages for many workers in the union from $9 an hour to $10.85. While a

significant victory, this is st
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speed and anonymity of voting in support of creating a union through the card check
method prevents employers from using methods of intimidation to resist the formation of
a union, such as firing employees that are believed to be leading the drive to form a
union. To find out who is in favor of a union and to pit employees against each-other
employers will sometimes promote certain employees with the agreement that they will

inform on their other employees. Another union-busting tactic often used by employers
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my initial research I found that Stanford's president, John Hennessey, had established a
living wage policy using the wage level set by the living wage ordinance of the local
town of San Jose. The policy required that the major university contractors with non-
unionized employees pay workers at least $10.10 an hour with health benefits and $11.35

without. The policy was formed to pacify those involved in efforts to improve the
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unsympathetic students, and conservative faculty and staff. As a result, as mentioned
before, the policy that they came up with and was then put into place did not alleviate the
injustices that were taking place at Stanford.

SLAC does not see Stanford's living wage policy as a success because of its
inadequacies and continues its focus on other issues while working with the SEIU locals.
The goal behind the Code of Conduct campaign is not one single issue; it is about
changing the relationship between the college and the employees so that employees are
more secure and more valued. SLAC believes many fundamental changes need to be
made to accomplish this. They believe Stanford needs to create a process by which
employees have input in the policies that affect them. They also have focused on
ensuring that employees have access to educational opportunities that are desired. Many
schools, including Stanford, allow for employees to attend classes at their respective
university. However, for many reasons employees rarely attend the classes that are for

the students of the college. Often the employees are working during these hours, the
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the process of petitioning the college to provide a worker center on campus that will
provide employees with computer access and will be a permanent place for employee
classes. Other issues SLAC has worked on include providing day care for employees and
getting the college to pay for the tuition of the employees if they attend the college.
The relationship SLAC has with the SEIU locals on its campus, in particular with SEIU
Local 715 (United Stanford Workers) is essential to the Code of Conduct campaign. It
provides the mechanism by which SLAC's members can learn about the concerns
employees have that they can address and what issues they can work with the employees
on that are outside the boundaries of the union. It also keeps all parties informed on
what the others are doing and when the can help. One member of Stanford's SLAC,
Molly Anne Goldberg, described to me how SLAC has communicated with the United
Stanford Workers Local:

Their president, Zev Kivitky, comes to as many of our meetings as he can, many

of us have his cell number and call him with any questions, and we have a good
relationship with the organizers, as well,
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the administration agreed to a "Just Employment Policy for Georgetown University**
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have casual weekly worker breakfasts from six to eight in the morning. They also started
English as a Second Language Classes for the employees. The major issue that the
coalition identified on campus and sought to address with their campaign was the unequal
treatment of the contracted employees. According to Ginny Leavell of the Living Wage
Coalition the workers who were employed by subcontractors were receiving significantly
less wages while doing the same work as employees hired directly by the college.

It was important to the student members of Georgetown to empower employees
and identify leaders who could organize their fellow employees. Ginny offered an
example in which employees came to the Coalition because many of them did not have
the 1D cards they needed to get into the buildings at night. The students could have easily
gotten the ID cards for the employees, but opted to have the employees gone to
management themselves. This allowed the employees to work together and achieve a
small victory when they got the cards. Though there are two SEIU locals on the campus,
the Coalition did not work much with them until late in the campaign.

In the fall of 2001, early in the campaign's history, the Living Wage Coalition
created a committee with the administration to look into the issue of wages on campus.
Creating a committee is a common occurrence in living wage campaigns, and though it

may seem like a victory, it often seems to
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the Living Wage Coalition never invested much hope in the committee saying they "took

it for what it was." Still, the committee was useful when the Living Wage Coalition
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Occidental's Student-Labor Alliance 2004-2005

Introduction

Though different tactics have been used at different colleges, all the students
involved in these campaigns have acted out of a desire to make their institutions treat all
their employees fairly. Many students that eventually get involved in these campaigns
come to college unaware of labor issues, but then start to build relationships with
employees on their campuses. | became aware of labor issues on my campus when |
began a student job with the cleaning service employees at Occidental. Other students
might begin learn of labor issues through conversations with the employee that cleans
their hall. Through relationships and conversations students become aware of the too
frequent low-wages that afflict their college's employees. When | became aware of this
issue at Occidental, | was indignant that despite all the progressive rhetoric of my college,
the school was engaging in unethical employer practices. | felt | had no choice but to get
involved.

For me the question of whether to have a living wage is primarily a value issue.
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between students and employees. The stronger the community the more friction the
administration will receive if it is treating one part of the community unfairly. Ultimately
paying a living wage to all employees should be a necessity just as having a clean school,
a service provided by employees, is also a necessity. Currently Occidental pays its
employees in the union above what the Los Angeles Living Wage Law defines as a
Living Wage for this area. However, the temporary employees that are not in the union
are paid less than this and receive no health benefits. Also, | believe the Los Angeles
Living Wage is too low for the high cost of living in this area.

At Occidental College and other campuses having a good relationship with the
employees of the college and a community that includes the employees can be a selling
point. Occidental sells a progressive image by advertising its diversity, its anti-sweatshop
policy, and just recently it had its former student, Barack Obama, on the cover of its
magazine. Paying a living wage could be part of this image. After all, one of the
cornerstones of Occidental's mission statement is equity. It defines equity for the college
as,

Respect for and the practice of justice, fairness and integrity-- the belief that no

attribute such as race, ethnicity, gender, religion, socioeconomic status, sexual

orientation, age or physical ability should impair anyone's access to or enjoyment
of any feature of Occidental College.™
By improving conditions for the employees of Occidental the college would help fulfill
its belief in equity and further its reputation as a progressive institution, but more
importantly it would be making an ethical decision. This is important to keep in mind, as

the issue of ethics needs to be the first priority.
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Occidental's Student-Labor Alliance

Similar to other campus living wage campaigns, students and not the employees
initiated a living wage campaign at Occidental College. The Student Labor Action
Coalition decided to start a living wage campaign for the employees of Occidental when
several members expressed an interest in such a campaign. Over time the campaign has
morphed into a more general campaign in the interest of improving the quality of life of
the employees on campus and building a stronger coalition between the employees and
the students of Occidental. As we have become more informed the complexities of the
campaign have been revealed. This is my story of Occidental's student-labor alliance.

It has been our goal as a student-labor alliance to serve the needs of employees in
areas that are primarily outside of the conventional realm of the union. This is not to say
that the union cannot or should not be involved in the areas we are active in and that we
cannot or should not be involved in the conventional activities of the union. On the
contrary, the union can play a supportive role in our activities, as they did with an
employee appreciation lunch that SLAC organized, and likewise students can help
support the union. Our goal is to make employees a more visible and acknowledged
presence, to build community by fostering relationships between students and employees,
and to ensure that they have a voice in the decisions that affect their lives.

Our role as students in support of workers on campus is complex. In the case
studies provided earlier there are examples of campus groups organizing on behalf of the
workers with little worker input or involvement. The issue with this type of organizing is
that it does not serve the goal of empowering employees. While it is the place of students

to organize to show their appreciation of employees, when it comes to issues around

16 Occidental College web site: < http://www.oxy.edu/x2640.xml>
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wages and benefits worker's needs are better served when they pick and make the
decisions involved in a campaign. This creates a sense of empowerment that has
meaning beyond the scope of a campaign. Still, college campuses are unique
environments in which students have the ability to be in the spotlight of a campaign
without the risks that employees of a school do. United for a Fair Economy describes
this situation in its Campus Living Wage Manual, which states that the decision to have a
campaign is ultimately the decisions of the employees on campus. However, "While
workers are the focus and should come first, students will be the backbone of the
campaign itself. Students generally have more free time. Most of us don't have families
to go home to at night, we haven't been working an 8-hour shift.'™" Still, worker
empowerment should be taking place every step of the way and students should make

sure that they are not doing things that the employees can do themselves.
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uncomfortable voicing grievances or engaging in a dialogue with students because of an
inability or discomfort with speaking English.

The campaign began in September. At the first SLAC meeting we formed three
areas of interest and divided ourselves into respective groups. There was an anti-
sweatshop group, a kick-Coke-off campus group, and a living wage group. | joined the
living wage group for a few reasons. For one thing | had just been hired as a student
employee with facilities and would be cleaning dorms and taking out garbage with the
employees on campus. Thus | felt like | could be an asset to the campaign. Also,
throughout my stay at Occidental | have felt a deep gratitude for the employees that are
essential to the life of the campus. They do the grit work on campus with grace and too
often receive no thanks. The idea of working with these employees to make them a more
visible and respected part of the Occidental community drew me to this issue.

The first meetings we had we set our goals and they seemed tangible. We wanted
a living wage policy on campus. We assumed, naturally, that the employees would also
want a living wage policy. So the next step was to find out if this was an important issue
for employees and to get their input in developing a policy. Then, if we got the go ahead,
we would bring our demands to the administration at Occidental where we would either
work out some kind of deal or would mobilize student support until our demands were
met. It soon became apparent that this was not going to be so easy, starting by assessing
if the employees even wanted the college to adopt a living wage policy. Problems
included that we did not know most of the employees and even if we were to talk with
employees we did not know whether they would want to talk with us about wages, health

benefits and working conditions. So we decided that we needed to strengthen our
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relationships with the employees on campus. On October 27 we decided to host an
employee appreciation luncheon. This was something we had discussed doing before and
seemed like a good idea for many reasons. Most importantly it would be an expression
of how much the students at Occidental value the employees on campus. It would make
SLAC more visible to the employees on campus and let them know that they had support

from students. It would give us a chance to get to know some of the employees on
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human resources, to pursue having an extra half-hour of lunch for the employees at
Occidental on the day of the luncheon. We believed that the normal half-hour given to
employees for lunch would not be sufficient on this day because many employees work a
good distance from the building where the event was being held.

At the meeting Mr. Ledwin brought up the survey that SLAC was considering
having the employees fill out at the event. The goal of the survey was to get a sense of
how the employees felt about the environment at Occidental and insight into what their
wages and benefits were. We also wanted to identify any problems they were having and
see if there were any services that we could help provide them. For example, questions
on the survey included: "Are you interested in receiving English classes on campus?" and
"Are you interested in receiving library cards?" At the meeting with Mr. Ledwin the
SLAC representatives were surprised when Mr. Ledwin confronted them about the
survey. Mr. Ledwin stated that such a survey would infringe upon the contract between
the union and the college. He also accused the students of working with another union,
an unfounded allegation. Mr. Ledwin also intimidated the younger students at the
meeting, telling them that they did not want to jeopardize their future at Occidental. Mr.
Ledwin refused to support the event on the grounds that the survey was illegal and that
we were being selective in the employees we were inviting by not including secretaries
and clerical workers. When the students agreed to invite all employees and to not have
the survey Mr. Ledwin still refused to grant the extra half-hour.

With time running out before Thanksgiving break and the date of the luncheon we
decided to circulate a petition to show student and faculty support for the event. As

SLAC member Molly Russel said in her email to the rest of us it was, "TIME TO
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event I still occasionally hear from an employee how much it meant to them. It also has

helped to open a dialogue between the empl
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is not active in. While working in cleaning services employees would occasionally come
to me wanting help in using a computer. | would meet them after work in the library to
assist them in getting whatever they needed done. | also talked to several employees that
were interested in taking English classes. The problem was that the employees could not
always afford the classes and it was difficult for an employee that works full-time and has
a family to find time for classes. When | realized how much interest employees had in
classes that would serve their needs | became interested in starting a student-run program
that would serve the needs of the employees of Occidental. | have been working with
Monica Leitner and Thomas Boatwright in designing a Center for Community Based
Learning program. Recently we have begun working with the Spanish and Education
Departments in designing the program. The purposes of the program will be multifold.
Most importantly it will provide the employees of Occidental with a free and convenient
classes that will further their education. Also, it will help to empower workers by
increasing their English language skills. From talking to workers | have learned that
language is a consistent barrier for employees when a problem arises or in
communicating with management. It will also help strengthen the community of
Occidental by fostering relationships between employees and students. One class in
particular will be effective in achieving this final goal. It will be a reciprocal teaching
and learning language exchange where an employee will tutor students in Spanish
conversation and the student will then tutor the employees in English. This language
intercambio will allow student and employee to learn from each other. We hope that all
of the classes in the program will be effective in giving students and employees an

opportunity to get to know each other better in addition to providing a quality education.
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We have met with the Spanish and Education Departments and the CCBL to
begin designing the program, which will start in the fall with the language intercambio
class and computer classes taught in Spanish. The Spanish Department will offer an
independent study for students that want to be involved in the program as well as offering
participation in the program as a component of some of the department's classes. The
education department will be providing the space for the program and will be assisting
the student leaders of the program in developing an English as a Second Language Class
for the near future.

The Student Labor Action Coalition became aware that the school was employing
several temporary employees, some of whom the school has been employing for several
years. As temporary employees these employees are not part of the bargaining unit and
thus receive lower wages and no benefits. According to the union contract the school can
only employee a temporary employee for 480 hours in an academic year. However, if the
temporary employee is replacing a regular employee on an authorized leave of absence
the college can continue indefinitely to employ them as a temporary. This is the situation
that the temporary employees who have been with Occidental for several years are in.
We have been pursuing ways in which temporary employees can be advanced to
permanent positions and make the wages of temporary employees equal to those of
permanent employees doing comparable work.

Another issue we have only begun to look into is occupational safety. From
speaking to Professor Robert Gottlieb | became aware that Materials Safety Data Sheets
are required to be accessible to employees during their work shift. According to OSHA

the Hazard Communication Standard requires that, "MSDSs must be readily accessible
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and there must be no barriers to employee access during the work shift. The Agency
interprets the term 'readily accessible' to mean immediate access to MSDSs."*® | decided
to look into the matter myself and asked employees if they knew where MSDSs were
located. So far I have found no data sheets. In addition, employees | have spoken to are
largely unaware of the MSDSs and are concerned about the chemicals they are working
with. Whether or not the MSDS located somewhere on campus is not responsive to its
right to know intent if the employees are unaware of their presence on campus. One

employee also brought up that the college had not followed through rlsits promise to
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study on the cleaning products at Occidental with the goal of converting to green
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7am. He ends up spending 12 hours each day dedicated to this school. The employees
give so much to the college and are not currently being recognized enough by the

Occidental community.
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Conclusion

The College campus is a vital arena for the struggle to provide all members of
society with a decent quality of life. The pay scales on campuses, similar to broader
American society, are implicitly racist and sexist. Jobs such as cleaning services that are
disproportionately held by women and people of color are the lowest paid. By creating
stronger communities that are inclusive of all levels of employees and giving all
employees a living wage, campuses can provide a model for the rest of America. It also
teaches students from all backgrounds the importance of respecting all members of
society. This is an important lesson for individuals as they begin to decide what their role
in society will be and one that might go unnoticed if employees do not have a strong
voice on campus. | applaud all the efforts of students involved in the struggle to improve
worker rights for their recognition of injustices on their campus and their efforts to bring
about change. From reading about and talking with some of the leaders of the student-
labor alliance campaigns and from my own experience | have found that it is always a
learning process. Often times it is not until after an action that you realize what the
impact of that action will be or you understand that a different avenue would have done
more to empower employees. To help facilitate this learning process it is important that
the student-labor alliances throughout the country are working together and learning from
each other.

As part of the student-labor
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fighting against, denying workers their voice. Thus we must continue to focus on the
process as well as the outcomes of our campaigns.

Students often start living wage campaigns because they are in a unique position
where they can advocate for employees and receive little or no negative consequences.
Also, the media is more likely to cover students if they protest than employees. Workers
on the other hand often feel powerless, even if they are in a union and if they are at an
institution that promotes its values. They fear that if they organize the college will
stigmatize them and they might lose their job. Another reason that employees are often
only marginally involved in these campaigns that is often overlooked is that it is much
more difficult to work with employees and get employees to organize themselves than to
simply organize fellow students. For students to work with employees it often requires
students to overcome barriers such as language, class, and culture. This can be very
challenging, but if the effort is made the campaign will benefit greatly as will the
students.

Having employees only marginally involved in campaigns that will primarily
impact the employees clearly has inherent problems. Dan Clawson writes of living wage
campaigns that:

These campaigns have the potential problem to remove responsibility and control

from the people most concerned, the workers themselves...The course of the

struggle depends on students or community activists; they decided what the
priorities should be and they are the ones involved in a transformative process of
struggle.’®

When the workers are not leading the struggle they cannot determine the goals of the

campaign which will impact them. Students or community activists might get the needs

of the workers wrong. For example a college living wage campaign might result in
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raising workers wages a miniscule amount, when what the workers really wanted was
free childcare.

Also, when not leading the campaign the employees are not empowered by the
campaign. When they are on the periphery of a campaign they are once again being
marginalized, which is precisely what these campaigns should be working against. The
employees might receive better wages, but they will not have skills and the organization
necessary to represent themselves in the future. By conducting a campaign without the
input and involvement of the employees students would be engaging in a self-satisfying
project, as good as their intentions might be. For students, and often student
organizations, are only on a campus for a few years and will not necessarily be around
when the employees have a problem or to ensure that changes are implemented. Thus the
only way true change occurs is when workers gain the skills to represent themselves.
Olivia Debree, a student involved in organizing Wesleyan University's living wage
campaign, critiqued their own campaign for its lack of employee involvement:

I think actually in retrospect, that because of the way we organized we kind of

reproduced this power relation, between people who have money, have an

education, and those who don't, and us telling them what they needed... It's
created a situation where the workers are dependent, when | don't think that they
would be in this position if we had taken some other route.”
Occidental's SLAC needs to address this issue by involving workers in the campaign as
much as possible. If out of fear of losing their jobs or being mistreated by management
they do not want to be at the head of a campaign, then, at the very least, we much ensure

that their needs are the ones the students are addressing. We must ensure that the

students are not projecting what we think they should want onto them. Ideally the

1% The Next Upsurge. 188
2 The Next Upsurge.
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campaign will empower employees and students, while creating strong bonds between
them.

Still, despite their differences, all the campaigns discussed in this report improved
the conditions for workers at their respective institutions. It is clear that colleges have a
tendency to exploit their staff, even when they have ample funds. According to the
Harvard Living Wage campaign the cost of implementing a living wage was, "Less than
one-half of one percent of the annual interest on Harvard's endowment."?* Still the
administration continued to stubbornly resist a living wage, even when the college
community and city of Cambridge demanded it. The Associate Vice President for Human
Resources, Polly Price even said, "The issue has never been about money. Harvard could

do this...in a heartbeat."??
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Appendix A: Contacts of Student Labor Alliances at Other Colleges and
Universities

Georgetown: Ginny, vhl@georgetown.edu 202-415-2003
Swarthmore: Harris 518-461-1347

Vanderbilt: Liza 615-477-7453

Western Michigan: emily 269-873-0625

Oberlin: Emma 919-619-9935

Duke: Bridget Newman 919-218-7604

Stanford: Molly, mollyg2@stanford.edu 802-522-3321
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Appendix B: Living Wage and Student-Labor Alliance Resources

1. The "Campus Living Wage Manual” by United for a Fair Economy. Available for
download at: < http://www.faireconomy.org/activist/tools/campus_manual/>

2. Acorn's Living Wage web site at: <http://www.livingwagecampaign.org/ > It has
good information on the history and current status of the Living Wage Movement,
including details on living wage policies.

3. The Economic Policy Institute Web Site includes a "Basic Family Budget Calculator”
that offers more realistic data on the annual salary needed for different types of
families to get by than the federal poverty line by taking into account the cost of
living in communities throughout America. For a single parent with two children to
be out of poverty, EPI calculates that a salary of $34,839 or greater is needed. Itis
located at: < http://www.epinet.org/content.cfm/datazone_fambud_budget>

4. Los Angeles Alliance for a New Economy's (LAANE) website at:
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Appendix C: Article from The Occidental Weekly on the Worker Appreciation
Luncheon

SLAC hosts first student-initiated worker luncheon

by Lilliane Ballesteros and Alessandro Morosin

The Student Labor Action Coalition (SLAC) hosted the first student-initiated worker
appreciation lunch in Oxy’s history last Friday. One hundred Occidental employees from
dining services, facilities and offices attended the event in Lower Herrick. With food
contributions from several individual students, the Associated Students of Occidental
College, Asian Pacific Islander Alliance, MEChA/ALAS, Chilcott/Erdman Hall,
Intervarsity Christian Fellowship, many other clubs and a financial sponsorship from
President Ted Mitchell, the brunch-style luncheon was open to all campus workers from
11:00 a.m. to 3:00 p.m.

Setting a precedent for the future

SLAC members feel they made a difference in the lives of the workers and changed the
mood on campus by putting a face on the college’s employees. The event enjoyed broad
support, as the club placed cards with quotes from 15 students who expressed gratitude to
Oxy’s staff on each table.

"We the students don’t generally see the workers here out of uniform,” SLAC member
Clayton Perry (senior) said. "We don’t see their families, their kids or their daily lives
outside of what they do here to serve us. Please remember that the next time you get
antsy because your calzone isn’t ready as fast as you want it to be."

The meals included enchiladas, rice and beans, empenadas, chicken stir-fry, pan dulce,
noodles, cake and more. SLAC members even stopped by Facilities later that afternoon to
offer leftovers.

"The luncheon was incredibly empowering and inspiring for the students and
employees," said SLAC member Molly Russell (senior). "This is setting a precedent for
semesters to come. It is my goal to work collaboratively with Human Resources and the
administration in supporting an annual student-initiated and catered lunch for the
employees that make this campus run," said Russell.

Persistence brings progress
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Though student organizing produced an event that surpassed the expectations of most
SLAC members, the battle to secure the appreciation lunch did not proceed without some
hurdles. SLAC won a major victory when President Ted Mitchell extended all Occidental
employees’ paid lunch from 30 minutes to a full hour just two days before the event.

Three weeks earlier, club leader Jenna Lippe-Klein (junior) had requested that Mitchell
extend lunch hour for Oxy workers in order for them to have sufficient time to eat and
mingle. In a two-line email, Director of Human Resources Richard Ledwin later informed
her that the college applauded the students’ efforts on behalf of the staff, but could not
extend the workers’ lunchtime due to logistical concerns and fairness. The email said it
would be difficult to serve the student body if all workers had an hour lunch break, and
furthermore, an extended lunch hour to lower level employees would unfairly exclude
upper level employees.

In response on behalf of SLAC, Lippe-Klein offered to open the luncheon to all non-
faculty employees on campus, including office workers and management, but was still
denied the extension.

After this rejection, SLAC and student supporters circulated a petition that received 713
signatures from students and faculty in 48 hours insisting that the college extend the
workers’ lunch from 30 minutes to one hour.

SLAC members Laura Knuttunen (freshman), Lippe-Klein and Russell presented this
petition to Ledwin at a 90-minute meeting on Tuesday, Nov. 23. At that meeting, Ledwin
said he would notify department head managers to be lenient in letting the employees
return from the luncheon after their 30-minute break. During the meeting, Ledwin
revealed that he had received word of a survey the group was planning to give to workers
that set off "red flags" about SLAC’s "ulterior motives™ behind the luncheon.

In an interview, Ledwin refused to tell The Occidental Weekly the name of the individual
who allegedly alerted him about the survey, which had only been seen over email by
several SLAC members. Ledwin said he never saw the survey.

Lippe-Klein said the survey’s purpose was "to engage with the employees on a different
level and try to understand who

they were as employees and members of our community."

Ledwin claimed the survey represented a breach of contract on the college’s part because
SLAC is not part of the bargaining unit between the Oxy employees and Teamsters local
911 and cannot, therefore, attempt to bargain on behalf of the 105 campus workers
covered by the contract. Pasadena-based labor lawyer Glenn Rothner called that assertion
"nonsense."

"The bargaining agreement establishes wages, hours and working conditions," said
Rothner, whose regular clients include a variety of labor unions. "Asking the workers
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how they feel about those conditions, their work, whether there’s a need for
improvements ... is done routinely by academics, private research organizations, students
and journalists in unionized and non-union workplaces."

Ledwin told the SLAC members on Nov. 23 that the college supported the lunch itself on
the condition that there was to be no survey, which SLAC agreed to.

SLAC feels the administration misjudged the survey’s motives, but remains grateful to
President Mitchell for his eventual public support.

"The survey was completely misunderstood by the administration,” said Russell. "The
original purpose of the survey was to increase student knowledge and awareness about
employees’ perception of the Oxy work environment.”

Ledwin told the group he assumed they were working on behalf of the Service
Employees’ International Union (SEIU), a separate labor union. He later said he has seen
outside unions use students to interrupt a college’s relations with its existing bargaining
partner.

"We were extremely shocked,” said Russell, who said SLAC has no relations with SEIU.
"We felt like he was jumping to huge conclusions to sidestep the fact that over 700
students were asking the administration to extend the half-hour lunch period," said
Russell.

Ledwin also made a few remarks that the students saw as uncalled for and intimidating,
among them, "If something goes wrong, there will be lots of ears and eyes, and it will
disturb the relationship between SLAC and the Oxy administration."

In addition, Lippe