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The title of this address poses the question, "Is there a road to 
long-term industrial peace in Hawaii?" The answer is "yes." The road 
to industrial peace in Hawaii is no different from the road to indus- 
trial peace on the mainland, There is, however, a greater need for 
industrial peace in Hawaii. The reason, in part, is not that the 
extent of industrial unrest is greater here than on the mainland, but 
rather that the impact of a major labor dispute in the territory has 
wider repercussion, This occurs because the geographic isolation of 
the territory, which is an asset in terms of climate and separation 
from the mainland, makes the community more vulnerable in case of a 
widespread strike, particularly on the waterfront, 

It should also be observed that it will be more difficult to 
achieve long-term industrial peace in Hawaii than on the mainland, 
The reasons for the greater difficulty lie in large part in the indus- 
trial past of the community; the developrient of the plantation system, 
the exploitation prior to annexation, the early opposition to the 
growth of labor organizations, and the deep=rooted policy of paternalism, 
in addition we have the integrated nature of the Hawaiian économy and 
of post-war unionism of an effective and militant kind whose interest 
goes beyond bread-and=butter unionism to problems regarded by some 
to be ideologic in nature. The failure of other unions to obtain a 
foothold in the territory has provided. the employers in the community 
with one union dominant in pineapple, sugar, and ocean transportation $3 
a sizable chunk of the major industries in the community. <A study of 
these factors points out why it will be a more difficult and challenging 
problem to achieve greater stability in the territory than in most 
other mainland communities, 

I think it would also be in order to discuss the kind of peace 
that we are talking about, I assume that we are not seeking the kind 
of peace dictated by a victorious army and enforced by fear or threats 
of violence, This may be peace, but it is not a peace conducive to 
long-range stability in the field of labor-management relations. 
Neither are we talking about a peace obtained by force or coercion == 
a peace where workers are deprived of their elementary rights as 
individual human beings by powerful employer groups; or where employers 
are denied equal rights by powerful union groups. Peace obtained by 
force and coercion is at best an armed truce with each side looking for 
an opportunity to change the balance of power; and it is not lasting 
peace, 
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Our concept of a long-range peace is not synonymous with the > 

complete absence of strikes, It is suggested, on the basis of our CEN 

experience to date and our understanding of human beings, that so 
long as we remain a democracy and retain our basic freedom to make 
choices == even if those choices are mistakes, costly mistakes -~ 
there will be strikes. Basically labor disputes are a manifestation 

of underlying unrest, and so long as there are problems which have to 
be resolved, which human beings are either unable or unwilling to 
resolve, we are going to have some industrial strife. The alternative 
would be to pass laws outlawing labor-management disputes, In our 

, experience, it has yet to be demonstrated that laws designed to outlaw 
strikes have in practice actually done so. The only country that has 
reported no strikes is Soviet Russia. We hear of no strikes there, 
but then we hear of no free trade unions as we know them in the United 
States. We, of course, have no assurance that there are no strikes, | 
but if they have occurred, they have not been reported. I have heard 
no suggestions either from management or from labor unions that they 
are Willing or desirous of substituting our present economic system 
and freedoms for those available in Russia. 
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It must also be kept in mind that the passage of any law to 
outlaw strikes will invariably lead toward the pvassage of laws to 
determine wages, hours, and working conditions of employees covered 
in industries in which strikes have been outlawed. It follows that, 

- if government tribunals are going to determine what wages are fair and 
equitable, this will result in determining what profits are fair and 
equitable and, as a result, what prices are to be charged to the 

3 consumer for the particular product of the company. When we determine 
wages, prices, and profits, we have changed our economic system, Those 
who speak and think in terms of telling labor and management how to 
run their unions or their businesses are, in fact, suggesting regimen- 
tation of our economy and a system alien to our vresent management and 
union freedonis, 

It is interesting to note that Cyrus Eaton, well-known Cleveland 
financier, observed not so long ago that the basic failure of labor 
and management to work out their problems are in fact undermining our 
free enterprise system, Said Eaton, "The one real threat to the 
capitalistic system in America today is the cleavage between capital 
and labor. The casualness with which we capitalists seem willing == 
nay, even eager «= to invite the collapse of our economic system in 
almost every industrial dispute for the sole purpose of thwarting 
labor is utterly incomprehensible. Labor not only produces the goods 
and consumes a large part of them; labor also has the votes. Ina 
democracy like ovrs, where the majority rules, therefore, capitalism 
cannot survive without the support of labor....l prefer capitalism and 
democracy to all other economic and political forms. I believe they 
will only survive as long as their leaders set an example of hard work 
and restraint toward those who are less well off. It is the job of 
capital to convince labor of the dignity and glory of strenuous life." 
(Cyrus Eaton, "A Capitalist Looks at Labor," University of Chicago Law 
Review, April, 1947, pages 332-336.) 

There is little doubt that strikes are one of the prices we pay 
for our freedom, There are many other prices we pay for our freedom 
and for the retention of our economic svstem. One of these is 

” unemployment which, in terms of seriousness and effect on the morale 
and economic system, is far more devastating than strikes, and yet 
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labor-management disputes have received greater denunciation and far 
more legislative consideration than has the problem of unemployment, 
It is quite true that labor-management disputes are "man made" things 
whereas unemployment is something which cannot so readily be attributed 
to any one person or any one group. The total losses in man-days of 
idleness as a result of unemployment far outstrip the effect of losses 
resulting from strikes. To illustrates: a rough computation of unen= 
ployment in one year during the depression, for example, in 1933, when 
average unemployment during the year was in excess of ten million men, 
roughly computed on the basis of 250 manedays of work per year, gives 
a figure of about twowand-aehalf billion manedays of idleness resulting 
from one year of unemployment, If the total man=days of idleness from 
strikes were computed from 1900 through 1948, the total man=days lost 
would be approximately one-third to one-half of the amount of time 
lost in unemployment in one year. To put it more spectacularly, 
assuming the same average for the second fifty years of this century 
the total time lost from strikes in the entire one hundred years would 
probably be less than the total time lost as a result of unemployment 
in 1933. 

Thus far we have concerned ourselves with what kind of peace we 
are not talking about. Let us see whether we can put in the affirma- 
tive the kind of laboremanagement peace which we are striving to 
obtain, It is a truism that there is no easy road to labor-management 
peace; there are no formulae for obtaining lasting peace. All that we 
can say is that there are certain conditions, certain factors, certain 
guides that are more conducive to establishing peace and good relations 
in the long run. Such a peace generally is obtained by a mutual 
understanding; the recognition of the rights and responsibilities of 
ijabor and management toward each others; and the responsibilities of 
both toward the community, Lasting peace will be obtained by a 
genuine desire on the part of both labor and management to work out 
fair and equitable solutions to problems of mutual concern, Without 
equity and justice, there can be no enduring peace. 

One development in recent years which deserves serious considera} 
tion by us as well as by mainland communities is a change in emphasis 
in our industrial relations thinking, From examining and studying the 
causes of industrial unrest, we are moving in the direction of empha- 
sizing the causes of industrial peace. This change in emphasis focuses 
not on why people fail to get along, but on why people do get along. 
One would never believe, from reading the modern newspapers and listen= 
ing to the radio programs and other means of news dissemination, that 
by and large labor and management do get along, that most plants are 
in production most of the time and that strikes constitute only a 
relatively small part of the total production picture, This does not 
imply that nothing should be done about strikes nor that the government 
Should be unconcerned with their specific effect on ovr economy, but 
it does mean that we must view the problem in its broader perspective 
and apply such remedies as are cdlled for by the seriousness of the 
particular dispute, 

Most individuals are amazed when they are confronted with official 
strike statistics showing that the average manedays of idleness during 
the years 1935 to 1939 were less than three=tenths of one per cent as 
compared to total manedays worked. They are also startled to find 
that even during the greatest strike year on record, 1946, man«days of 
idleness totaled 116 million which was only a little more than one per 
cent as compared to total man-days worked throughout the year. 
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Indirect effects, of course, may substantially increase the 
figure, but the general picture still holds, Greater emphasis must be 
given by the newspapers to this fact even though, perhaps, it may not 
be "news" which will sell many newspapers. The drive for news stories 
and for the spectacular gives an impression to the community which is 
completely out of focus, It directs people's attention to problems 
which admittedly are of importance, but tends to create a picture of 
recurring and continued strife, Tt is high time that such factors be 
considered when one realizes that our educated citizens in the commu- 
nity, if asked to make a reasonable guess as to the total amount of 
time lost as a result of strikes, will estimate in the neighborhood of 
from one-fourth to one-half of the total time worked, This impression, 
ingrained on people as a result of reading the headlines week after 
week, day after day, tends to impress on their minds that these things 
are the rule of the day rather than extraordinary and unusual occur} 
rences, Our whole thinking is keyed to strife and discord, 

The National Planning Association in its studies "Causes of 
Industrial Peace" has tried to change this emphasis by focusing atten» 
tion on the fact that labor and management in most situations do work 
out their problems in their day to day plant living, and hopes that as 
a result of these studies the factors leading to industrial peace will 
be given greater attention and consideration by the community, These 
studies, although not completed (some fifteen studies are planned) 
have permitted some tentative conclusions to be drawn on the basis of 
work done so far, These conclusions have been reported as follows: 

1. The absence of conflict does not always indicate the existence 
of constructive or sound industrial relations. 

2. Industrial peace is not purchaseable by appeasement or by 
uneconomic concessions, 

3. Twoeway channels of communication between owneremanagement and 
union-worker are compelling necessities, 

4, Paternalism, benevolent or otherwise, does not necessarily 
produce industrial peace, nor increase productive output, 

5 There is a sharp difference between unwilling recognition and 
genuine acceptance of unions by management and managenent by 
unions, 

6, Whatever the character of the peaceful relationship == it must 
be based on acceptance and understanding of the functional 
roles and responsibilities, together with the existence of 
mutual respect and confidence, of both parties to the relation« 
ship. This, of course, has a bearing on what we call democracy$ 
that is, the respect for the individual dignity of the worker=« 
and the employer. 

7» Industrial peace can be achieved where companies and unions 
cooperate in the area where their interests are mutual, and 
compromise intelligently when their interests are in conflict, 



“3 

nS 

Clinton Golden, Labor Adviser to E,C.A,. and Chairman of the 
National Planning Committee on the Causes of Industrial Peace, in a 
speech to the Third Congress of International Studies of Social and 
Labor Organization on June 3, 1949 summarized these points and also 
concluded that “the area of common interest ofworkers and management 
is greater than the area of conflict." 

The question still before us is how do we translate these general 
ingredients to a community concerned with specific problems, specific 
needs, and conditions which may or may not be typical of the mainland 
community. Obviously there is a road to industrial peace on the 
mainland; there is also a road to industrial peace in the territory. 
Some of the ingredients for industrial peace are generally known, 
How they are to be achieved and how they are to be modified to meet 
the peculiar local conditions is a problem which must be directed not 
only to labor and management but also to the entire community. We 
must accept our responsibilities and must take an active part in 
moving toward that goal. Public insistence, backed by an appreciation 
and understanding of the problems of both labor and management will go 
a long way in moving labor and management toward a joint solution of 
their own problems, It might not be out of place at this point to 
recall the recommendations of the Governor's Emergency Board in the 
recent maritime dispute, It recommended that a community group, 
either tripartite or public, study a program for long-range industrial 
peace in the territory. Such a group would serve a useful educational 
pe fp in the community and focus the thinking of the people in that 
Lrectlon. 

As a last thought I wovld like to call your attention to thinking 
in the field of laboremanagement relations in recent years which has 
suggested that in the search and drive of both labor and managenent to 
establish their own sovereignty and individual survival they have 
failed to concern themselves with the needs of the other member of 
the team and have failed to recognize that mutual survival of labor 
and management is essential to our present industrial system. Efforts 
to eliminate either labor or management may result in the elimination 
of both as free institutions and the substitution of public regimenta~ 
tion. E,. Wight Bakke of the Yale Labor Management Center put it 
succinctly when he said that in a democracy we must not forget a very 
fundamental truth, nanely that "sovereignty in a democracy must be 
shared, not exclusively possessed by a particular group." 

It has been a pleasure to talk to you. Thank you, 

(Questions and answers have been omitted.) 
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