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T he fight for raising the minimum wage had its first big victory
when SeaTac Washington passed a phased $1 5 minimum

wage policy in November of 201 3. Now 8 years later, academics
are starting to publish studies on the effects of the rising minimum
wages across the nation.

The Harry Bridges Center For Labor Studies, University of
Washington (Seattle) has publ ished a group of these studies as
a part of their SeaTac-Seattle Minimum Wage History Project.
Of the five papers, we found one to especial ly relavent: "A
Study of the Impact of Washington State's Minimum Wage on
Workers' Wages, Employment and Family Well-Being Using the
Self-Sufficiency Standard" by Diana M. Pearce.

Pearce reported, “What we found was that the increase in the
minimum wage reduced the number of households in poverty
(according to the self-sufficiency standard) by 6.9%.”

When you real ize that almost 20% of Seattle workers are
getting the minimum wage you can see the power of this
change. Pearce goes on to state that the increased wages “wil l
have had a measurable impact on many famil ies and has also
pul led more [famil ies] out of poverty than any other single pol icy
in Washington State.”

The reports can be read in ful l at:

https://labor.washington.edu/news/2021-05/new-bridges-
center-report-revisits-lessons-puget-sounds-15-minimum-
wage

(continued)



Seattle Worker | Aug-Oct 2021 | Vol. 4, Iss. 3 2

I n a report published in January 2021 , the UCBerkeley Labor Center reported on the actual full
cost of a low minimum wage. Adding all of the support
programs for our poorest workers, they estimated that
$1 00B is spent supporting the low wage companies
with services they should be covering for their workers.
The list includes Medicaid, Children’s Health Programs,
food stamps, tax credits, and cash payments.

Almost half of our states have the same minimum
wage of $7.25/hr that was establ ished 1 2 years ago. A
boost in the minimum wage to $1 5/hr would directly
affect 23 mil l ion workers, including 9 mil l ion parents
and according to The Center for American Progress:

“The disparity between the minimum wage and the
current cost of l iving is so large that there is not a
single U.S. state in which a minimum wage worker
can afford to rent a two-bedroom home. This chasm is
even starker for tipped workers, who make $2.1 3 per
hour, and workers with disabil ities, who earn just
$3.34 per hour. The result is an economy that does
not work. Before the pandemic hit, 1 40 mil l ion people
already l ived near or below the poverty l ine.”

Many have argued about job losses that might result
by raising the minimum wage. However, from Seattle
to Tal lahassee, where the wage has been increased,
those workers who lost their poor paying jobs usual ly
replaced them with higher-paying jobs, resulting in a
net yearly gain in income.

The ful l UC Berkeley report can be read at:

https://laborcenter.berkeley.edu/the-public-cost-
of-a-low-federal-minimum-wage/

S urprisingly, it is il legal for corporations to lie to
investors. During spring conference calls to

investors, some CEOs told their investors that a $1 5
minimum wage won’t hurt profits. The investor reports
by McDonalds and Denny’s both predicted that the
future effects of the California $1 5 minimum increase
would be good for their business.

T he bid to defeat unionization at Amazon’s Alabama
warehouse cost them mill ions. The bil l from the

Koch-backed anti-union Center for Independent

Employees was reported to be $3200 per day. That amounts to
$1 00K/month–over a mill ion dollars per year. Not surprisingly, that is about
$1 000 per worker. Wouldn’t that money have been better spent addressing
the workers’ concerns regarding safety and other workplace issues?

W ashington state Department of Labor and Industries has created a
new agriculture compliance unit aimed at improving farmworker

safety. The team of 1 6 new positions will focus on agriculture worksite
inspection, safety complaints, education, and outreach.

Last year, the agency carried out an unprecedented 433 agriculture
inspections, leading to more than 500 violation citations. Despite the
increased inspections, the number of fatal ities in agriculture increased
from 1 0 in 201 9 to 1 4 in 2020. Only three of the 2020 deaths were from
COVID-1 9, with the remaining deaths were from preventable workforce
hazards, such as tractor rol lovers and machinery-related incidents.

Agriculture remains one of the highest worker fatal ity groups.

Image from wobblydev.com
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Get Rid of No-Strike Clauses

and Stop Begging

By Hamilton Nolan May 4, 2021

Reprinted with permission from In These Times

https://inthesetimes.com/article/no-strike-clause-labor-peace-
union-contracts

Two of the candidates running for president of a 1 00,000-
member publ ic employee union in California, SEIU Local 1 000,
have a notable plank in their platforms: they want to get no-
strike clauses out of their union contracts. They have an uphil l
battle, in large part because, on this particular issue, the labor
movement wil l tend to act as a rock pul l ing them down, rather
than helping them up.

In post WWII America, union contracts work more or less l ike
this: The company
guarantees workers
certain wages and
benefits, and the workers
agree to give up their right
to strike for the term of the
contract. This
fundamental
agreement—material
gains in exchange for

labor peace—defines modern labor relations. And where has
this arrangement gotten the labor movement? Near death. For
decades, union membership has decl ined, wages have
stagnated, and capital has gained more and more power over
working people.

This devastating col lapse in the power of organized labor has
coincided with the post “Treaty of Detroit” period in which a very
dangerous idea was cemented and enshrined as conventional
wisdom. That is the idea that employers agree to union
contracts in order to purchase labor peace—that the incentive
for a company to bargain and sign a contract with its workers is
to receive, in turn, a guarantee that those workers wil l be
quiescent.

Today, the bel ief in the necessity of this arrangement prevails
among management-side attorneys, labor-side attorneys, and
union leaders al ike. Indeed, it is embodied very well in this
quote that the Sacramento Bee got from labor attorney Tim
Yeung when asking about the proposal to get rid of no-strike
clauses: “I t’s al l about labor peace,” Yeung said. “When we
agree to a contract, we’re agreeing that for the next three years
or whatever, we’re not going to have a strike. I f you can walk
out at any time, that defeats much of the purpose of what we’re
trying to do.”

Let me suggest a different, more reasonable framework for
labor relations between an employer and its employees. The
employer signs a union contract in order to buy the work the
employees do. Labor peace is something that the employer
purchases separately, by being a good employer, and not
fucking the employees over. The basic act of enshrining a
mundane agreement on wages and working conditions in a
contract should rightly be seen as a normal part of doing
business, not as something that working people have to fight to
gain at the expense of their own rights. What a business gets in
return for a union contract is a work force. What the workers get
is freedom from having the terms of their employment radical ly
upended at any moment. To our jobs, we should be obligated to
give our time and our effort, but not our souls.

The right to strike is, at the end of the day, the only thing that
gives working people power. The only thing! Withholding our
labor is the one and only weapon we have that can match the
power that capital has—the economic power to render people
destitute, a fearsome power that is every bit as threatening as
guns and bombs. Any working person individual ly can be
destroyed by that power. Col lectively, however, working people
can match that power by striking and forcing capital to grind to a
halt. No set of laws, regulations, or contractual provisions wil l
ever change the fact that this is the only balance of power that
exists in a capital ist workplace. We are fed the i l lusion that
giving up the right to strike in exchange for material gains is an
even trade. But that’s not true. For a l ittle bit of money,
businesses gain freedom from the one thing that can make

The more contracts that
can be signed without
no-strike clauses, the
more the precedent will
be established.
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them negotiate evenly with their workers. They maintain their
own economic weapons over their workers, while we wil l ingly
lay down ours and tel l ourselves that we have won something.

The practical effect of no-strike clauses is to produce obedient
unions whose real power is confined to brief periods during
contract bargaining, and no other time. I have had personal
experience on both sides of this. I once worked at a company
under a union contract that did not have a no-strike clause.
When problems arose—and they did—we forced the company
to sit down and meaningful ly bargain with us to work things out.
They knew that if they didn’t, we would walk out. The union was
strong, and won meaningful gains we wouldn’t have otherwise
had. Then we signed a second contract that included a no-strike
clause. After that, the new owners proceeded to treat the union
with disdain and commit various outrages with impunity, secure
in the knowledge that we would keep working no matter what.
By giving up our right to strike, we had sentenced ourselves to
forced humil iation that could not be balanced out by any
number of social media campaigns or outraged statements by
the union.

I am not going to l ie to you: getting rid of ubiquitous no-strike
clauses in union contracts (without some kind of national
legislation) wil l be l ike trying to pul l an old growth tree out by the
roots. Once they’re in there, they stay in there. Most employers
wil l not wil l ingly sign a contract without them. This means that
workers wil l be required to strike in order to win their own right
to strike. That is not an easy task, because most union
members are not big ideologues but rather normal people
mostly concerned with pay and healthcare, unwil l ing to risk their
entire l ivel ihoods to win something so seemingly abstract. Given

the awful consequences that can come with losing a job, it’s
hard to blame anyone for that.

This is not an issue to be rested on the shoulders of every
workplace individual ly. This is something the entire labor
movement needs to recognize is a problem. The big treaty
between capital and labor has ended up being about as
balanced as the treaties between the United States government
and Native Americans. We don’t need to wait another 50 years
to figure this out. For now, there needs to be an effort to identify
and seek out specific unions and specific contracts that can be
targeted as battlefields to have the fight over doing away with
no-strike clauses. They might be high-income workers, who
have a better safety net, or particularly ideological workers, who
are wil l ing to fight on principle, or workers with ostentatiously
l iberal employers who are vulnerable to losing this battle on the
merits. Al l of these places are out there. The more contracts
that can be signed without no-strike clauses, the more the
precedent wil l be establ ished, and the more it wil l be possible
for companies and workers al ike to see that everything doesn’t
fal l apart as a result. (In These Times, for example, has a union
contract containing the right to strike, and it’s sti l l standing.)

We don’t need to keep taking a dol lar today and then eating shit
for the next three years. Instead, let’s make the boss treat us
nice every day. Because they know what wil l happen if they
don’t.

HAMILTON NOLAN is a labor reporter for In These Times. He
has spent the past decade writing about labor and politics for
Gawker, Spl inter, The Guardian, and elsewhere. You can reach
him at Hamilton@InTheseTimes.com.

Workers at the Dil l Pickle Food Coop went
out on a two-day strike on July 2nd and
3rd. This is in response to Dil l Pickle
management’s refusal to accept the
settlement the NLRB has proposed and
are taking the union to federal court on
September 21 st to fight the charges.
Statistical ly, 90% of employers who fight
and take the charges to court end up
LOSING.

Dill Pickle Workers Strike!
Follow the struggle! Stay up to date on news
and cal ls to action at:

Facebook IWW.DPFC

Twitter @Dil lPickleFoodCoop
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In June, the Seattle branch campaigns committee held a local
organizing summit for workers to get together to talk about their
campaigns, to share their chal lenges and accomplishments,
and to take workshops. We based it off a union-wide summit
that we hosted in 201 9, but this time we wanted something to
help bui ld internal cohesion among our members and
campaigns.

We held it onl ine and kept it short, just four hours. I t turned out
to be the hottest day of the year, but members showed up
excited and ready to col laborate.

We had 1 5 people from eight different campaigns, representing
education, publ ic service, retai l , and games design.

Workers shared their chal lenges in the workplace—mass
layoffs due to covid, turnover, the difficulties of holding one-on-
ones onl ine. Fortunately, with the pandemic ending, it is getting
easier to engage with coworkers and get them actively engaged
in campaigns.

They also shared accomplishments large and small . Getting
through the first one-on-one, setting up the administration of a
job branch, and winning gains through col lective action.

We also held three training sessions, including a session with
campaign case studies, a roleplay about accountabil ity, and a
session about how to identify and handle burnout.

Our goal is to hold another summit in December, and hopeful ly
we can do it in person as a ful l-day event!

I f another branch wants to put on an organizing summit, we’d
be glad to help out with planning. Email seattleiww@gmail.org
or organize@seattleiww.org for help.

Seattle Organizing

Summit Reportback

Welcome, Bozeman!

by x388872

We are excited to welcome the Bozeman branch to the IWW!
Congratulations, Fel low Workers! We are always happy to have
new branches join us in the Northwest, and we're particularly
excited to have Bozeman join Missoula as Montana's second
branch. From the 1 909 Missoula free speech fight, to the Butte
miners and Frank Little, to current unionization efforts across
the state, the IWW has a long and proud history in Montana.
We look forward to the branch development and workplace
organizing that wil l come out of Bozeman.

"I t is the historic mission of the working class to do away with
capital ism. The army of production must be organized, not only
for everyday struggle with capital ists, but also to carry on
production when capital ism shal l have been overthrown. By
organizing industrial ly we are forming the structure of the new
society within the shel l of the old."

I f you're in the Bozeman area and want to join the struggle, you
can reach out to them at bozemaniww@protonmail.com.

Vancouver General Membership Branch, 2016
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Amazon Workers Resist!

6

by Murray Cooper

Amazon has grown dramatical ly during the pandemic. I t has
added 425,000 new employees, plus an additional 500,000
drivers on contract. I t has raked in over 21 bi l l ion dol lars in
profit. I t has extended its onl ine retai l empire with well over 1 00
new distribution centers around the world. And it has
strengthened its cloud computing and data services by
increasing sales from 35 to 45 bil l ion dol lars a year. Amazon
customers now include Google, Facebook, and other major
Internet companies, as well as over 6,500 state agencies,
including the CIA, ICE, the Pentagon, and numerous pol ice
departments.

Al l this growth has enhanced Amazon's status as both a
powerful retai l behemoth and an essential structural component
of American capital ism—the "backbone" of the entire digital
economy.

But while Amazon has increased its power, people around the
world have begun to resist. Massive protests by workers and
small businesses in India have held Amazon's market
penetration in check. UNI Global Union, an international union
al l iance with over 1 6 mil l ion members, has helped coordinate a
series of strikes and labor protests throughout Europe. In the
United States, worker and community coal itions have formed in
Queens to halt corporate expansion, in Seattle to demand that
Amazon pay its fair share of taxes, and in Chicago. Minnesota,
and Southern California to support workers demanding humane
working conditions.

Although Amazon was
able to beat back a
unionization drive in
Bessemer, Alabama,
the struggle there
continues, with the
retai l workers' union

protesting massive corporate surveil lance and intimidation.

One of the most vital groups in this growing movement has
been Amazonians United, an informal union that started in
Chicago in 201 9 and now has members in numerous cities. I t
started when warehouse workers in a Chicago del ivery center
initiated protests to gain access to water and air conditioning.
After succeeding in these protests, they had the leverage to
successful ly demand that al l Amazon part-time workers receive
paid time off. These victories were won by such methods as

petition drives, walking off the job, sit-ins in managers' offices,
and organizing a caravan of community supporters to block
Amazon del ivery trucks.

Workers in Amazonians United provide a good sense of their
hopes and motivations in a recent book, The Cost ofFree
Shipping: Amazon in the Global Economy, publ ished by Pluto
Press. One worker says, "Management constantly tries to
individual ize and atomize us, to keep us weak, divided, and at
each other's throats. We counter these efforts. . . by getting
more organized, extending sol idarity to co-workers who are
mistreated, explaining that we share common interests as
opposed to management's interests." Another worker says,
“We don't need to have a col lective bargaining agreement to be
a union. We don't need to fi le for a union election with the
NLRB to be a union. We are a true union of workers, by
workers, and for workers. We exercise our power to get what
we need, and it works."

Another significant protest group is Amazon Employees for
Climate Justice. Prior to its formation, Amazon had shown little
interest in its toxic environmental impact, either in regard to
global warming or in regard to the toxic pol lution its diesel trucks
spewed out in the poor and minority communities where many
del ivery centers are located. But in 201 8 the workers in AECJ
began agitating for Amazon to reduce its carbon footprint. They
wrote petitions, spoke up at stockholder meetings, and
organized a mass walkout to support Global Cl imate Strike in
201 9. About 8,000 Amazon employees signed a letter
demanding that CEO Jeff Bezos drastical ly cut Amazon's
carbon emissions. To forestal l the protest, Bezos issued a
largely non-specific pledge to cut net carbon emissions to net
zero by 2040. But during the fol lowing year Amazon actual ly"We exercise our power to

get what we want, and it
works!"
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workers are predominantly white males, while warehouse
workers are disproportionately Hispanic and African American.

And, of course, there is a tremendous economic disparity, with
the median tech worker earning about 1 1 0,000 dol lars a year,
and the median warehouse or del ivery worker struggl ing to get
by on less than 28,000 dol lars a year. At its most extreme, the
disparity is even more monstrous: Jeff Bezos has used his CEO
position to amass about
1 77 bil l ion dol lars, while
a warehouse worker in
India attempts to stay
al ive on about 40 dol lars
a week.

There is nothing inherent
in the nature of
technology to cause
such extreme social
divisions. Scholars l ike
Lewis Mumford, David Noble, and Harry Braverman have
emphasized that technology is a social product, not an
inevitable, autonomous process. As Noble showed in Forces of
Production, many workers and some technicians resisted the
mil itary-driven numerical control methods for automating
machine tools in the early postwar period. But corporations
chose to use numerical control because other, equal ly efficient
methods left too much control in the hands of the workers.

As Amazon imposes its stultifying, dehumanizing methods on its
own workers, we need to remember this: that corporations may
try to impose their dominance, but workers do not need to
acquiesce without a fight. With brave workers l ike those in
Amazonians United and Amazon Employees for Climate
Justice, that fight has a chance of winning some very significant
battles.

These victories may take the form of better pay and working
conditions or l imitations on Amazon's corporate authority. But
only a decisive change in power wil l ful ly achieve what we
want—a world in which workers democratical ly manage the
economy and end both the exploitation of labor and the
degradation of the environment.

Solidarity with the Amazon workers!

increased its carbon output by1 4%, going from 44 mil l ion to
over 50 mil l ion metric tons. So, the protests continued, with
AECJ organizing sick-outs to protest Amazon's role in
perpetuating environmental racism, its inadequate safety
precautions for warehouse workers during the pandemic, and
the need for paid time off for al l Amazon workers to vote.

Amazon has responded by continuing its PR climate pledge
effort and retal iating against the AECJ. The PR efforts include
announced plans for thousands of electric del ivery trucks and a
promise to convert to total ly renewable energy resources by
2025. Amazon has also endorsed the dubious idea of carbon
offsets, buying thousands of acres in the Appalachians and
promising to prohibit any logging there. (Logging companies wil l
then just go to an area outside the "protected" zone.) Amazon
has not al lowed any of the technical workers in AECJ to
participate in this work. Instead, it fired two of the key
organizers, Maren Costa and Emily Cunningham, for attempting
to organize an onl ine conference with Naomi Klein and other
cl imate activists about the need for technical and warehouse
workers to work together and have each other's back in their
complementary struggles. Recently an NLRB review board
ruled that the firing of these two workers was il legal.

Coordination between technical and warehouse workers needs
to continue and be even more extensive. Amazon management
tries to control every movement and every minute of the work
l ife, as workers pick, sort, package, and del iver commodities.
Only a united movement of al l workers wil l be able to dismantle
this oppressive system and al low Amazon workers to
democratical ly control the conditions of their work, in
coordination with other workers and community groups.

The movement must address al l the intersecting economic,
racial , and gender divisions that keep workers apart. Currently,
women primari ly do the picking and packing, while men
general ly operate the forkl ifts and drive the del ivery trucks. Tech

The movement must
address the intersecting
economic, racial, and
gender divisions that
keep workers apart.



Editor’s note: I’d been a member of the IWWfor a while, but I
didn’t really know what that meant until the 2011 Wobbly
Campout, held at Belfair State Park. After a weekend of laid-
back conversations with fellow workers across the Pacific
Northwest, I interviewed Fellow Worker D.J. to get the inside
scoop.

Ed: What’s the IWW?

DJ: Well , the IWW is a union of workers who have come
together to try to change the world.

Ed: How long’s it been around?

DJ: The IWW organized in 1 905 and had a slow start. They
original ly organized thinking they could change things through

the pol itical system. By
1 908 they real ized that
pol itical change had to
come from the working
class, through power. They
started formulating the idea
of the general strike at that
time. I f al l workers were
organized into one big
union, at a given time

everybody could stop working and show who had the power,
and then. . . bui ld the dream!

Ed: What did the IWW win for people?

DJ: Self-respect. More than anything else, it gives people the
confidence to bel ieve in themselves.

Ed: What does it mean to be in “One Big Union” compared to
other unions l ike the AFL/CIO or SEIU?

DJ: First of al l , the difference between the IWW and other
unions is that other unions seem to just want a sl ightly bigger
piece of the pie for their own members, and the IWW wants to
have a whole new pie for everybody. How many fights has the
IWW had for individuals who don’t even join the IWW? We
support them as workers, to help them out, not just because it’s
going to help the IWW out.

Ed: What about dual carding, where someone belongs to the
IWW and another union?
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DJ: Dual carding happens if an individual belongs to a business
union and then finds the IWW and joins it, or vice versa, they’re
a Wobbly and they get a union job. As an IWW member you
should actual ly bel ieve in shop floor democracy. So that if
you’re going to carry shop floor democracy on to the job, you
should start slowly sounding out your fel low workers, and when
things are coming down from the top down, you should make
sure everybody on the floor understands the union belongs to
them, not to the company boss and not to the union boss.

I don’t know if you’ve ever belonged to a business union
meeting, but you go to their meetings and they’re always
surprised to see you, because they only have this l ittle hard-
core group that runs the show. They don’t expect people to
actual ly come to the meetings, they don’t expect people to ask
questions from the floor, and they don’t actual ly expect people
to demand to vote.

Ed: What do you mean by “business union”?

DJ: They operate on a business model. They are there for
profit. I t’s a for-profit business. The locals sometimes don’t
make much profit, but certainly at the district level, certainly at
the national level, and certainly at the international level, it’s
there for profit. I f they don’t make profit off you, they’ l l drop your
shop. I f it’s not cost-effective, the drop you, they’re not
interested.

That’s why they don’t organize unemployed workers. That’s why
they don’t organize people at Starbucks. Their wages are too
low and their dues would be too low, and the demands would
be too high. They would have to train shops, and that costs
money.

I think that the
members within the
IWW who get a
union job, it’s on
them to start
educating their fel low workers about workers, working power,
and the working class.

Ed: What do you mean by “the working class”?

DJ: I f al l you’re doing is sel l ing your time and knowledge and
your energy or a check, and if you can’t hire and fire people,

Who are the Wobblies?

The IWW is a union of
workers who have come
together to change the
world.

Wobbling the job just
means you're taking power
back for the workforce.



you’re working class. I f you’re a doctor, a pi lot. . . We have tons
of people who are lawyers and everybody thinks they’re making
oodles and oodles, but they’re just working for a corporation. I f
they don’t make that corporation enough money, they’re down
the road. The demands on them are huge as workers.

Ed: O.K. , I f you don’t have the power to hire and fire, you’re
working class. But if you have the power to hire and fire maybe
it’s a l ittle bit muddied?

DJ: I f you get a managerial position, then as Gordon cal ls them
you’re the “suck-*** class.” (Laughs)

Ed: And when you talk about the “shop floor, ” what kind of
workplace would that be?

DJ: A workplace in any industry. And our industries are
everything from sex trade worker industry, whether people work
in restaurants, whether they drive buses, whether they work on
boats l ike I do, it’s just the job description, the industry that you
work with. Our members include stay
at home moms, unemployed workers,
bus drivers, musicians, baristas. I t
includes every worker.

Ed: So the other day you used the
phrase “wobbling the workplace.”
What do you mean by that, and do
you have to be a Wobbly to do it?

DJ: Oh no, you certainly don’t have to
be a wobbly to do it. I f you talk to
members of business unions, between
contracts, if they take direct action,
they refer to it as “wobbling.” Wobbling
the job just means that you’re taking
power back for the workforce. Earl ier
we were talking about the Seattle
teachers who had formed a radical
teacher’s association. (Ed: Social
Equality Educators) They were wobbling the job.

Ed: And a wildcat strike is where you go out on strike without
official sanction? Even despite a contract saying you couldn’t?
Does that mean you can’t take away the power to strike, even if
it’s in the legislation, even if it’s in the contract?

DJ: Workers have the power to do it, but workers have to have
shop floor democracy, have to be working from the shop floor
up. That no-strike clause, what that does is that makes sure that
the union boss keeps control of, because the first thing that
happens if you have an il legal strike, is they threaten the union
and the union president with fines, and the president with jai l
time. I t’s al l about keeping the workers under control. Because

there’s no boss that can’t break any contract. Any smart lawyer
can break any contract. Al l they have to do is shut down. I t’s
tougher for a union that signs a contract because the boss has
the government behind him, forcing you through federal
legislation to meet your obl igations to the contract.

Ed: What advice would you give to somebody who was just
starting out with organizing on the job?

DJ: My first advice would be to go the iww.org site and go on
there and find out how to get an OT1 01 .

Ed: A 1 01 organizing workshop? So that means so the workers
can organize themselves. They’re not going to be getting
leaders to train them for a union. They’re going to organize
themselves.

DJ: The IWW’s not going to come in and take over and do the
job for you. I f you haven’t got the wil l to take care of your own
life, your own future, then it’s not going to work! I t is member-

bui lt, i t’s a ground-up organization.
Go slow. Don’t play your hand too
soon. Wait unti l you’re organized
and you’ve got a plan, and that you
actual ly have some solidarity among
the workers you’re going to be
working with to fight the boss, and
take on those problems.

Contact an IWW branch to find out if
there’s an organizer training already
scheduled, or if they can help you
with organizing, and then bring in an
actual organizing trainer. I t’s just a
weekend, and it’s a weekend out of
your l ife that can make all the
difference to the rest of your l ife.
Certainly it wil l empower you. Even
if you lose that job, even if you lose
that fight, you’ve come away with so

much information, so much knowledge.

Ed: So you’d be ready for the next one.

DJ: Always. The best thing about the IWW is that you always
take the union with you. Once you’re a member, you can be a
member. I f you lose your job, you’re sti l l a member. I f you
change your job description, you can sti l l be a member of the
IWW.

Ed: Any parting words?

DJ: Sol idarity!
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Job Creator (noun): an ol igarch with a fancy name.

Usage notes: Oligarchs normally bring nothing of value to
the economy. Instead, they survive by sucking wealth out of
the economy. Being general ly void of a work ethic, talent,
and skil l , most ol igarchs lack the abil ity to construct coherent
arguments and wil l therefore often hire pol iticians,
"journal ists," and other influencers to work on their behalf in
an attempt to convince the rest of us of their value. They
want us to bel ieve that the immense fortunes they control at
our expense are somehow justified.

Unfortunately for the ol igarchs, not even the greatest
wordsmiths are able to come up with anything notable they
have done. So instead they attempt to change the narrative
by cal l ing themselves "job creators" with no further
explanation. The implication is that through some sort of
nebulous alchemy or accounting sleight of hand, the more
money we allow them to take from us, the more money we
possess. This assertion violates the First Law of
Thermodynamics.

Example: "JCN [Job Creators Network] provides business
leaders and entrepreneurs with the tools to become the
voice of free enterprise. . . al lowing them to hold pol iticians
accountable to job creators and their employees." (Source:
the corporate-backed Job Creators Network.)

Remembering

Karen Weill

Fellow worker, fearless activist, and intrepid legal assistant
Karen Weil l passed away on March 1 0th 2020, after a months-
long battle with cancer. She died peaceful ly with her beloved
husband Larry Hildes at her side, as he had been every day
throughout her long i l lness.

Within the IWW, she helped charter the Whatcom-Skagit
branch. In the branch she is remembered as a steadfast Wob,
attending al l events, walking picket l ines, coming to May Day
picnics, organizing events, and bringing meals to the Organizer
Trainings and socials. She was thoughtful and could be counted
on to come up with ideas to improve the branch or the way
members ran it. And she was a fierce environmental ist and
feminist.

Karen Weil l was an active member of the National Lawyers
Guild for years. She worked tirelessly alongside her husband
and attorney Larry Hildes, and the two took on local
governments, abusive pol ice departments, the coal industry, the
FBI and every branch of the US mil itary in major civi l l iberties
and civi l rights cases from coast to coast. She worked tirelessly
over the years defending activists and organizers, war resisters,
union activists and Wobblies, environmental justice activists,
pol itical prisoners (including Leonard Peltier who cal led Karen a
"sister warrior"), social ists and anarchists, and radicals of every
stripe. Karen stood in the face of riot cops and police batons,
and weathered surveil lance from the federal government and
US mil itary.

Karen always stood out for her dedication, her wit, her love for
her fel low humans, compassion, selflessness and humil ity.

For more about Karen, there is an obituary here:
https://www.nlg.org/guild-notes/article/remembering-
beloved-nlg-member-karen-weill/

Friends and family are raising funds to properly honor Karen
with a gravestone where she rests in the Beth Israel Cemetery
in Bel l ingham, Washington State. You can donate to this
fundraiser by visiting the GoFundMe page:

https://www.gofundme.com/f/karen-weill-memorial-fund

Let's continue Karen's fight for a better world, and fight l ike hel l
for it!



T he working class and the employing class have nothing in
common. There can be no peace so long as hunger and

want are found among mill ions of the working people and the few,
who make up the employing class, have all the good things of life.

Between these two classes a struggle must go on unti l the
workers of the world organize as a class, take possession of the
means of production, abol ish the wage system, and l ive in
harmony with the Earth.

We find that the centering of the management of industries into
fewer and fewer hands makes the trade unions unable to cope
with the ever growing power of the employing class. The trade
unions foster a state of affairs which al lows one set of workers
to be pitted against another set of workers in the same industry,
thereby helping defeat one another in wage wars. Moreover, the
trade unions aid the employing class to mislead the workers into
the bel ief that the working class have interests in common with
their employers.

These conditions can be changed and the interest of the
working class upheld only by an organization formed in such a
way that al l i ts members in any one industry, or in al l industries
if necessary, cease work whenever a strike or lockout is on in
any department thereof, thus making an injury to one an injury
to al l .

Instead of the conservative motto, "A fair day’s wage for a fair
day’s work," we must inscribe on our banner the revolutionary
watchword, "Abolition of the wage system."

You can support the Seattle Worker and the Rain City Wobblies by supporting our
official publ ication on Patreon. Al l proceeds are kept by the branch and are used
to pay for printing and shipping the magazine. Each patron on Patreon is
guaranteed to receive every new issue.

For as l ittle as $2 per month, you'l l receive every
printing of the Seattle Worker.

Al l prices include shipping and handl ing.

To subscribe, visit: patreon.com/seattleworker

About the Seattle IWW
Founded in Chicago in 1 905, the IWW is open to al l workers.
Don’t let the "industrial" part fool you: our members include
teachers, social workers, retai l workers, construction
workers, bartenders and computer programmers. Only
bosses and cops are not al lowed to join. I f you are currently
unemployed, you can sti l l join. We are a volunteer-driven
union, and this means we run the union. Membership dues
are used to maintain the union and assist organizing
campaigns. As a result, monthly dues are low. To join, visit:

https://iww.org/membership/

The Organizer Training 1 01 (OT1 01 ) is an intensive, four-
day training that teaches you al l the basic ski l ls and tools
they need to build an organizing committee at your
workplace—from the ground up. You wil l learn what
constitutes a union, how to have one-on-one conversations
with coworkers, the basics of labor law, and how to organize
and carry out a direct action.

The Seattle General Membership Branch holds regular
trainings—free during the pandemic. I f you’d l ike to be
notified of the time and date, visit:

https://forms.gle/q9edxoGrEVXhMVd89

The Industrial Workers of the World want to help you
improve the conditions of your workplace. I f you have
questions, or would l ike to begin organizing your workplace,
visit:

https://seattleiww.org/organize-your-workplace/

Preamble
to the IWWConstitution




