
On Tuesday, October 6th, we received wonderful news: the

NLRB ruled in favor of the workers on both of the concerns

we had raised regarding MAM’s Statement of Position. MAM’s

call to have this union drive dismissed was denied by the

NLRB; the NLRB ruled that our union campaign is indeed

appropriate, regardless of the fact that there is a pre-existing

bargaining unit of security guards at the museum (see our

previous newsletter for more information on this anti-union

tactic). It was also decided that we will be able to vote from

the safety of our homes by a mail-in ballot.

These victories were possible due to the dedication and

advocacy of MAM workers, supported by the know-how of

experienced IAM representatives. Their guidance has

empowered us to push for the safest options for our fellow

employees, their compassion has helped us consider the needs

of each worker with the same level of care, and their

extensive knowledge has ensured that we have been able to

address every question or concern with complete

transparency.

With transparency in mind, yesterday at 11 am, we received

notice from HR that staff had roughly four hours to update

their addresses in Paylocity. This request was likely made to

ensure that all employees in the unit will receive their mail

ballots in time for the election, as MAM is required by the

NLRB to submit a list of bargaining unit employees and their

contact info. If you missed this deadline, please let us know.

Union Updates:

"At the core, [labor unions]

are working men and women,

unified as one force...we have

banded together to protect

and improve the lives of

workers. We rise up together

for the greater good."

- Sue Carney, APWU 

H.R. Director
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If you do not receive your ballot in the mail

by October 26th, you must call the NLRB

office and request a mail ballot kit. More

detailed information about this process will

be forthcoming soon. It is very important to

note that all ballots must be returned by

Monday, November 9th, regardless of when

it was received. We are available to assist

you with this process in any way. Please

don’t hesitate to reach out to us via social

media or email at mamioc2020@gmail.com.



We would like to know why Marcelle has neglected to

explain the rationale behind her call for an in-person

election. The fact that this issue has gone unaddressed

in MAM’s all staff meetings leads us to believe that we

were correct when we speculated that this was included

in MAM’s Statement of Position just in order to trigger

an NLRB hearing, and thus slow down the unionization

process. We call on the Senior Leadership Team to

reflect on the ethics implied in the deployment of tactics

that play off the dangers associated with the ongoing

pandemic.

Stay safe and be well. We are with you every step of the

way.

 @shelbylynpage         shelbypageceramics.com

Shelby Page Ceramics

Hand-thrown and glazed ceramic mugs, tapered at the top

to keep your coffee at the perfect temperature.

Next Steps:
Join us tonight at 6 pm for a conversation

with Julie Fritchen, IAMAW Education

Representative, and Saturday, October 10th, to

hear from special guest Jacob Flom, Vice

President of the Milwaukee Public Museum's

union! We would love to have an open and

honest dialog with you -- all questions,

concerns, and creative solutions are welcome!

Email annewiberg@gmail.com for meeting

links.

Today MAM must provide us with a document

called an Excelsior List.

Keep an eye out for your mail-in ballot!

Ballots will be sent out at 4:30 pm on Monday,

October 19th, to the address listed on your

Paylocity account. Ballots will need to be

received by the NLRB's Milwaukee office by

4:30 PM on Monday, November 9th.

Ballots will be counted on November 13th at   

     1 pm!

The Excelsior List will contain the

names of all eligible non-managerial

employees and their contact

information. Upon receiving this list,

we will finally be able to reach out to

100% of our eligible coworkers and

will be able to ensure that everyone

understands why we believe

unionization is the best way to move

forward in these uncertain times. We

hope that this will also serve as an

opportunity for everyone to get their

questions answered. 

Fun fact: ‘excelsior’ is Latin for

“upwards” or “higher”. We’d like to

extend our hands to you and shout, 

“let’s move on up, together!”
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Updates Cont:

Visit Murray Hill Pottery for fun and safe pottery classes!



At the all-staff meeting on October 7, Marcelle repeated claims that the IAMAW would not be a good fit for

museum workers because the union primarily serves machinists and aerospace workers. This statement

overlooks the fact that the union has served our security guards since the 1970s. If our security guards, who

safeguard our exhibitions and collections day and night, aren’t museum workers, then who are?

Furthermore, the business representatives of the IAMAW who assist us in negotiating a contract with the

museum are specialists in contract negotiation. They may have begun their careers as machinists, flight

attendants, or many other kinds of workers. But they are excellent at contract negotiation. Their positions at

the IAMAW were won through years of working with and for the union and are a testament to how

democratic structures such as unions allow continual skill development and upward mobility. The IAMAW

represents many different industries globally because it can successfully argue contracts, which is a crucial

skill a union must have in order to represent their workers.

It is crucial because we, the workers of the museum, lead the contract negotiations. We talk to our fellow

coworkers to see what people want to see at their workplace. We figure out how these needs fit into our

current working situation. We help draft contract language and proposals. We know how the museum works.

We know what we want. The IAM knows how to write effective contracts. We, through negotiation with

management, are the ones deciding what goes into the contract.

Finally, we must push back against the idea that the IAMAW is unfamiliar with museums and therefore

cannot represent us. Management does not make this argument when we contract in external audio

technicians, DJs, building contractors, or landscapers. There’s no hemming and hawing about how “these

marble-polishers haven’t worked in museums and don’t understand our world.” The service our union

provides is for the workers, by the workers: resolving grievances, negotiating contracts, and ensuring a

safer, more just workplace for all.

Why the
IAMAW?
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At the all-staff meeting on October 7, Marcelle displayed photographs of the senior leadership team at MAM,

as well photos that she claimed were “the leadership of the IAM.” She prompted the audience to look at the

two groups of people and consider who were delivering on promises of social justice, diversity, equity, and

inclusion. This relies on stereotypes and the assumption that looks alone can tell you what someone’s

commitment to a fair, safe, and equitable workplace are.

This is dangerous. When management furloughed much of MAM’s staff, they laid off a significant portion of

their staff of color. Many staff who consider themselves minorities have felt tokenized or scrutinized for the

way they express themselves. Furthermore, these staff are the ones who are often on the front lines of

difficult workplace situations with upset patrons and dangerous environmental conditions. If we consider the

experiences that many staff of color have had at the museum, it paints a dire picture of what our supposedly

diverse management has done so far.

Management has failed to adequately consider how their decisions affect their employees, especially in

regards to how their hiring, firing, and furloughing practices affect equity and diversity. The staff of the

museum represent large portions of Milwaukee’s communities. When the workers are allowed to take on

leadership roles such as union steward and shop chair, such as in the Security department, we see people of

many different backgrounds filling those positions.

Through democratic processes such as union elections, there is power, accountability, and a pathway to

equity. Through undemocratic, top-down decision-making that affects the lives of hundreds of employees,

management has no incentive to meet diversity, equity, and inclusion goals. By fighting for a union contract,

we can increase the direct control that our already diverse staff has over their own employment, while also

winning much-needed job security and respect.

Without the security of a union contract, there can be no equity or respect. The only certainty that we will be

treated fairly is through a union contract -- not through what the leadership looks like at face value. By

coming together with leadership to negotiate a contract addressing compensation, benefits, and workplace

accountability, we can ensure that our workplace is achieving its goals of equity and justice. We won’t have

to rely on looking at photographs to guess whose leadership is most committed to equity. With a contract, we

will know.

Power in
Diversity:
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Art and design have long been powerful tools for communication, education, and setting historic events into

stone (or rather ink). One of the most memorable instances of this is the iconic "We Can Do It!" poster,

designed by J. Howard Miller, better known simply as "Rosie the Riveter". This image was meant to motivate

and inspire the 5 million women who entered the workforce to support their country and families during

WWII. Unfortunately the countless BIPOC women who worked alongside "Rosie" -- often for less pay, fewer

benefits, and little to no recognition -- were overlooked and unrepresented by such patriotic calls to action.

While their loved ones fought overseas, the Black women who assembled wartime aircrafts for Boeing fought

against rampant sexism and racism on the home-front. While they made slightly more while working factory

jobs rather than the custodial ones they were often exclusively presented, their labor was valued at far less

than their white counterparts and they found themselves unable to advocate for themselves due to strict

segregation regulations within unions at the time. Despite all of these barriers, the Black workers of Boeing

came together to advocate for their entry into the IAM Union Local 751. 

This campaign began with their fellow employees, hardworking people who knew all too well the dedication,

skill, and courage it took to balance working such a strenuous full-time job while -- in some cases -- single-

handedly managing a household. With their peers' solidarity and the support of local Civil Rights activists,

Boeing employees arrived to the 1945 IAM International Convention with the largest delegation of any local

lodge to challenge the discriminatory clause that prevented Black workers from joining the IAM 751, and in

1946 it was removed from the union as a whole. This ensured that they received the same protections and

benefits as their fellow IAM Local 751 members, and was one of the first steps towards ensuring that Boeing

fully integrated its workforce.

This story not only illustrates the importance of worker solidarity, but how we can come together to

advocate for social justice within the workplace.

History of the Movement

Questions? Concerns? 
Want to have your art featured?

Email our organizer, at annewiberg@gmail.com 

or find us on social media @iammam_union
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BIPOC women of the IAM Local 751Ruth S. Wilson, sheet metal worker, as "Rosie" 


