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Bridging of Seniority
Along with the
ringing in of the New
Year, come the recent
changes in our collective bargaining agreement, which are effective January 2017.
Dianna Koch
LL743 President
One of the most
common questions from our members is
about the bridging of seniority. This new
contract language has caused concern because some members want to know if their
particular situation will result in added
seniority for purposes of shift transfer,
promotions and layoffs (not vacation time).
Others are worried because someone else
has gained seniority over them because of
the new language.
Hopefully this article will help people to
better understand the bridging of seniority
and why it's a good thing. Just remember, if
you are not getting your seniority adjusted
with this new contract language then that
means one of two things. You were never
involuntarily laid off and had your recall
rights expire before you were rehired as a
new hire, or you may have previously gotten involuntarily laid off but you came back
with recall rights and if so your time is
already bridged.
The easiest way to look at how this new
language will work is to remember that
what matters most is how someone went out
the door and not how they came back. For
example, anyone that was involuntarily laid
off who previously worked at UTAS in
Windsor Locks, CT and was covered under
the LL743 collective bargaining agreement
and were rehired as a new hire because their
recall rights expired, will get their previous
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years of service added to their current
seniority, minus the time in between while
they were not employed at UTAS and were
out on lay off..
It is simply a bridge that connects two
different seniority periods of time, giving
employees credit for years of service they
once had before getting laid off. Remember,
they did not leave the company voluntarily
so their seniority shouldn't be taken away
from them. If someone voluntarily quit,
retired, transferred or took a voluntary separation package and then returned to UTAS
as a new hire, they would not have their
time bridged because they left voluntarily
on their own.
Another common question we have been
asked recently is “do people get their time
bridged if they were transferred to UTAS in
Windsor Locks if they worked at other UTC
locations such as the electronics facility in
Farmington, Pratt & Whitney or International Fuel Cells?” The answer is no
because they did not work under our
collective bargaining agreement.
Also asked is, "what if I was told I was
getting laid off and I took a transfer from
UTAS to another UTC facility or took a
retirement package and later came back to
UTAS as a new hire?" The answer is no to
these scenarios resulting in bridged seniority. Why? Again, it’s because of how they
went out the door not how they came back
in. It was voluntary.
I hope this clears up any lingering questions. As always, if you have any questions
or concerns, please do not hesitate to contact me.
Happy New Year!
President Dianna Koch
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Legislative Update from the CSCM
Submitted by: Karen Blanchard, LL743 Recording Secretary

On Saturday, January 21st,
Local Lodge 743’s delegates to the
Connecticut State Council of Machinists (CSCM) attended the
council’s semi-annual conference
to discuss the state of working people in light of the recent presidential election cycle. In the words of
Karen Blanchard
council President John Harrity,
“We have to begin sorting out how to get back where we
need to be —the voice of working people against exploitation, unfairness and inequality.”
With the help of facilitator John Humphries, the delegates decided what the three most important legislative
issues facing workers are at this
point in time. The consensus
was healthcare, Right to Work
legislation and retirement
programs that are critical to the
average worker--social security
and Medicare. While the delegates were unanimous in their
joy at the death of the Trans
Pacific Partnership, they also
were unanimous in their resolve
to not take their eye off the ball
when changes are proposed that
could negatively affect workers
in our top three legislative priorities.
As you know, the Affordable
Care Act (ACA) improved
access to healthcare for those who did not have it. The
ACA also provided perks to workers who already had
healthcare coverage from their employers. These perks
included things like; free preventative care doctor visits,
a cap on lifetime medical costs for individuals, the
ability to keep a child on one’s plan until the age of 26
years old, and the prevention of pre-existing condition
exclusions. These popular parts of the ACA are all on
the chopping block if the proposed repeal goes through.
The second item on our legislative watch list is the
spread of Right to Work legislation. While the title
sounds like a good thing, it is far from a good thing for
unionized workers. The legislation allows for “free riders” to benefit from all the improvements gained in your
union’s collective bargaining agreement and grievance
representation without paying their fair share of union

dues. This legislation is nothing more than a thinly
veiled assault on the solidarity of a union’s bargaining
unit. It is a union busting tactic, plain and simple.
Proposed changes to social security and Medicare
have been heard from politicians since the November
election. Some of the proposed changes have been
things like- increasing the eligibility age for Medicare to
67 and for social security to 70. We should all oppose
these types of changes to our retirement security. After a
long career, workers deserve a retirement while they can
still enjoy it.
While nothing has been put forth as a solid bill yet on
any of these issues, we are keeping watch and we will be
ready to act if it happens. This action has to come from
all of us. Politicians will do what
they think is in their best interest
if they don’t hear from their constituents. You would be surprised to know how little they
really hear from most people in
their districts. A simple phone
call is easy to do and could help
to preserve some of the things we
take for granted, like our union
contract, our healthcare and our
retirement security.
The CSCM has come up with
a card asking for our members
electronic contact information
such as, e-mail and cell phone
number. The cell phone would
be used for a text alert when legislation is coming up, either in Hartford or in Washington, D.C., that could negatively impact workers in Connecticut. There is also a check box which would give
your permission to be called by the CSCM. If you prefer
not to be called, simply do not check that box on the card
and you will not be called. These electronic alerts will
be given in the hope that action will be taken in the form
of a phone call to your legislator letting them know your
position on the issue at hand.
Your area steward will be asking you to fill out a
card. All the completed cards will be entered into a raffle for a $100-$250 prize. But keep in mind, the

real prize will be when we stand up and fight
and successfully maintain our union rights,
our healthcare and our retirement security.

T HE U NION N E WS L OC A L L OD GE 743 N E WS LE T T E R

Know Your Rights!
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Submitted by: Vic Ghidoni, LL743 Communicator / Shop Committee

If a union representative could
teach just one thing to his or her
members, it would have to be
about their “Weingarten rights”
the right of unionized workers to
have a steward present if they
find themselves in situations
where they may be disciplined.
Vic Ghidoni
Lately, these investigations have
taken on many forms, so watch out! They are not always in a conference room or HR’s office. The company has been hiding their intentions by calling an
investigation a root cause analysis, or maybe a problem identification and resolution study. Sometimes
employees are unaware that the questions being asked
are part of an investigation. It could be an ACE Root
Cause Analysis performed by your supervisor and/or
the Quality department due to an escape or hardware
issue. Supervision or HR might ask questions in regards to your performance or even a
co-workers
questionable actions. Beware of questions relating to
an injury that may have occurred at work. All of these
“investigations” could lead to some sort of disciplinary action including termination! Your shop stewards work hard to effectively enforce the collective
bargaining agreement to the fullest, but we can’t do
it without you!
Remember that you have the right to call your
Weingarten rights into play if you have any reasonable expectation that a disciplinary action may result
from the meeting. The key word here is may. If there
is the slightest concern that the session or investigation could bring about discipline, the worker has the
right to ask for union help even if the supervisor who
calls the employee in may not be intending to take
such action. Many workers crumble in the face of
questioning by their supervisor or other management
type. Some members get rattled and start explaining
and making excuses and apologizing and often end up
giving the employer ammunition to do whatever they
want. They often become like the suspects you see in
cop shows on television: they ‘fess up to things that
maybe never even happened or say things in such a
way that they worsen the problem. If other workers
have been disciplined for similar alleged situations,
or if the worker being called in has had a previous
discussion with the supervisor about discipline, or is
working under the threat of a work performance warning...any of these things can cause a worker to think

that discipline may be an outcome of the meeting. Our
members need to protect themselves, their jobs, and
their co-workers by advocating their “Weingarten
Rights.”

WHEN IN DOUBT,

ASK FOR A

STEWARD!

Company Interview Tactics.
Do’s and Don'ts…
1. If you get questioned by Management or
Human Resources about any situation…
Don’t go alone!
Don’t believe anything management says!
Don’t apologize for anything!
Don’t ever sign anything!
Don't implicate or rat out other members!
Don’t answer any questions without your Steward!
Don’t discuss the discipline with supervision.
Do exercise your Weingarten Rights and request a
Shop Steward!

REMEMBER...

Anything you say, can and will be
used against you, or another
member!
If Management or HR
calls you into an investigation of another member,
think about the possible
implications before you
decide to speak. Keep in
mind that everything you
say is being documented.
If discipline is handed out,
the company can force
you to testify against another member at arbitration.

Bottom line…
Remember the Do’s and
Don'ts. Clip and save your
Weingarten Rights, and
don’t be afraid to exercise them if you ever get
questioned by the company for any reason!

It’s Only A Performance Appraisal...
Submitted by: Vic Ghidoni, LL743 Communicator / Shop Committee
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“We're always here to help”

Soon you will be receiving your performance appraisal for 2016. This process is outlined in Article 8,
Section 15 in our contract. It states: (a) “The Company
has established an annual Performance Appraisal Program to appraise the performance of each employee for
such purposes as selection for promotion, but not for
the purpose of determining rate of pay.
Since the company rarely promotes, many members
do
not grieve an inaccurate or poor appraisal. They say
Vic Ghidoni
“Who cares? It’s only a performance appraisal. I’m
never getting promoted.” It is important to know that in addition to promotions, the company also references performance appraisals for recall
from layoff, rehires, HPAS, and especially, disciplinary action. In many
cases, the union also uses “good” appraisals during grievances that may
arise concerning these and other issues. You have a right to grieve an
inaccurate appraisal.
Performance Factors
Your performance is graded on the following factors: Productivity,
Dependability, and Adaptability. A “Performance Appraisal Guide” is used
to evaluate employee’s level of performance on a number of categories in
each factor. In some cases supervisors ignore the guide completely, leaving
you with an inaccurate assessment. If you feel that you received an inaccurate evaluation of your performance, you have the right to request a
Shop Steward. This will provide you the opportunity to review the performance appraisal
guide, discuss
your strengths
and weaknesses,
and in many
cases settle your
concerns.
Suggested Areas for Improvement
Instead of using this block to identify YOUR areas for improvement, in
most cases the company provides THEIR business goals and objectives
that everyone receives. For example: “Our goals and objectives for 2017
require us to have Zero EH&S Recordable Incidents, reach 12 days average TAT and achieve 95% Customer Service Level (CSL) while meeting
our Quality goal of Zero Material or Workmanship Escapes…” etc. etc.
They also include ACE goals like: “Each employee is required to load 10
QCPC turnbacks into ACE portal.” YOUR individual areas for improvement on the above performance factors are rarely ever mentioned in this
block.
Comments
This block usually contains positive comments about the employee. On
occasion, depending on the supervisor, they are followed by some areas for
improvement. Watch out for any comments pertaining to, or that could
lead to future discipline. Beware; these comments become part of your permanent record! The company has and will use negative performance appraisal verbiage in lieu of progressive discipline. They get away with it all
the time because people say: “It’s only a performance appraisal.”

