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Speech by Herman W. Steinkraus, President 

and Chairman of the Board of Bridgeport Brass 

Company, before the Economic Club 

of New York, Hotel Astor, New York City, 

on Thursday, Januar y 9, 1947. 

Lee Pressman, General Counsel of the Congress 

of Industrial Organizations, presented 

Labor's viewpoint on the same subject, 

The subject I have been asked to speak upon this evening is one very 
much in people's minds today, "Why Not Industrial Peace?" I like its 
wording, because it is a challenge, implying we can have it if we want it 
badly enough. 

There is no doubt that the people want it. They are thoroughly indig
nant at the open conflicts that have repeatedly slowed and stalled the 
machinery of American production. 

Many observers feel that our recent national election was more a 
public protest against present industrial unrest than anything else, and 
puts a demand upon our representatives in Washington to apply them
selves more vigorO'USly to a solution of this number one domestic problem. 

All agree that industrial peace is needed, but when we begin to dis
cuss the means we find leaders at opposite poles in their thinking. Every
one admits there should be a change, but they want the,other fellow to 
do the changing. They want to keep as much of their own position intact 
as they possibly can. 

For instance, some labor leaders do not want to concede one inch of 
the ground they have fought for and won, either by legislation, govern
ment favors, or strikes, while some managements feel things won't ever 
be better until we get back to the golden days of their running their own 
business without any outside interference. 

The People are Confused 
Industry and labor will not even agree as to what has happened this past 
year. Ask, "Why were there so many strikes?" Manufacturers will say, 
almost to a man, that it was a case of labor leaders ganging up again_st 
industry. They charge that labor had the government's help to make a 
con~rete set of demands on a concerted nation-wide scale, with no indi
vidual plant consideration in the program. 

Labor leaders say the plain facts were, that the cost of living rqse so high 
workers could not make both ends meet. T hey see nothing wrong in 
nation-wide strikes. Is not an organized plan of nation.:.wide strilces a 
better way of getting results than thousands of independent and sporadic 
strikes that might l;iave been strung out over a longer period of time? 

Now Mr. Reuther announces a 23½ cent an hour wage demand, say
ing, 'We shall press for wage increases without price increases." "You 
can't raise wages and not raise prices," says management. "Yes, you can," 
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says labor. Mr. Reuther adds a few phrases about "reckless profitee · ,, 
d h " "d· f b . ring an t e stup1 1ty o usmess leaders." And so it goes. 
No wonder the public is confused. But they are no longer compla 

Their mood has changed. They believe there is an answer to this p::~t~ 
lem, and they want that answer found. They demand action in no . un-
certam terms. 

Portal-to-Portal Issue 
In such a period of smouldering unrest as this, often some one event takes 
place that brings the whole issue into sharp relief, and hastens a~tion. I 
think w~ have such an _e~ent in th~ now fam~us ~fount Clemens Pottery 
case. It 1s as sudden as 1t 1s dramatic. But I thmk 1t was quite unpremedi
tated. I believe labor unions were more surprised than anyone else when 
one morning they found up their sleeve a great big ace they never knew 
~hey h~d:-the decision of Judge Picard and the Supreme Court's support
mg oplllion. 

Think of it! Already suits on file totaling over three billion dollars 
with double penalties for gross violations! Business men are still dazed' 
for, if enforceable, it is conceivable such tremendous charges would pu; 
many a company out of business. Perhaps the unions have no intention of 
forcing the issue to the last dollar, but of using the suits as a basis for nego
tiation or as a weapon for other demands; but whether these legal claims 
are pushed or not, the Mount Clemens Pottery case is highly important. 

The real role it will play is that it will act as a spur for direct and 
speedy action on the part of our new Congress. Common sense tells us that 
at last things have gone too jar. The fact that such a jantastic situation 
could arise and be legal is the most eloquent argument for correct~g our 
present labor laws. 

And until they are corrected, it is useless to expect any lasting industrial 
peace. 

Much of the present trouble dates back to the Wagner Act, in 1935. It 
is no longer a question as to whether that Act should be modified or not, 
the only question is to what extent should it be modified? 

Labor Laws Need Revision 
The Wagner Act was passed by Congress with the best of intentions, and 
I am not going to take the time to go into its ramifications and short
comings here, but we can take a quick look at its over-all record. This Act 
was designed to improve labor relations and stop strikes. 

In the 11 years before it was passed there were 11,830 strikes. In the 
11 years after it was passed there were 38,621 strikes. Labor relations were 
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worse, and strikes increased almost Jour-j old. Plainly, it did not do wh~t 
it was desigrzed to do. It is now no longer a Magna Carta for labor, but 
the root of many of our troubles today. 

In addition to the need of this labor act revision, both Houses of Con
gress have their hoppers fu~ of bills from the mild to the drastic, a wide 
range of plans from outlawmg the closed shop on the one hand to com
pulsory arbitration or the establishment of labor courts on the other. 

Many Senators and Congressmen who have given deep study to labor 
relations for years advocate the complete revamping of our labor laws, 
including a ban on secondary b?ycott~, s_yn:ip~thy strikes and political 
strikes. We ma:y also see the banmng of 1unsd1ct1onal strikes, for the pub
lic ~s fed up with th~m, as. every poll sho:Vs, and is ready for legislation 
~gamst .then:i·. ~here 1s also mc~e~smg public dema~d for outlawing strikes 
m public utilities, although this 1s by no means as srmple an issue as it may 
appear to be on the surface. 

Who is to say what is a utility strike, and what is not? Is it just water, 
~ght, fu~l? What ab~ut a loaf of bread? What about milk? If you have 
little children, tho.se items are as _necessary as a utility to you. It is not 
easy to draw the line. If the public could not buy shoes, that might be a 
menace to health. Then there are cases of danger to public health and 
:afety ¥ the main factor)'.' in a small town is out on prolonged strike, when 
1t furnishes the sole subsistence of the people in that town. So there is no 
easy answer to the utility and public health question. Where does it end if 
you should ban strikes in utilities? ' 

Changed Public Attitude 
Even more signific.ant is the public's changed attitude in regard to the 
closed shop. Ever smce last August when a Gallup poll was taken, public 
opinion has shown up_ against the closed shop. 85% of people who were 
vot~rs and_ 58 % of umon members themselves were then against it. This 
sentrment 1s now further borne out in the recent election results in those 
states where they have voted to prohibit the closed shop. 
. Unio_n leaders feel that such figures are not important since no highly 
mdustnal :tat~ h~s taken a vote on this issue, but it is significant, neverthe
less, as an md1cat10n of how the public feels. Under.the Wagner Act the 
closed shop is fully protected. . 

Certainly the?, in ~h~ ne_ar future some curbing legislation is bound to 
be passed. Public opm10n 1s more sympathetic than it was last summer 
and even then remember the Case Bill only lost out on being passed ove; 
the President's veto by five votes. 

I have every confidence that our Both Congress is well informed on 
these proble~s an? that the program will be thoroughly threshed out. 
For the first trme m many years we may hope to arrive at a fair balance 
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in our labor laws so that they do not favor any one segment of society, 
but truly protect the people-as-a-whole. 

In addition to new laws, much of the labor legislation now on our books 
needs clarification. Some of it was loosely and hastily thrown together in 
war time, without having been clearly thought through as to how it might 
work. Much of it was written by people of little practical experience, and 
those with experience were not consulted, especially if it was thought 
they might oppose it. So, step by step, we have developed the present 
hodge-podge. 

By all means let us not destroy the advances labor has made, when we 
try to correct the evils that have crept in, but let us also have the courage 
to correct the things that cry out to be corrected. 

Better Understanding Needed 

Much of this remedy of legislation is an emergency measure. It is 
urgently needed, and long over due. When it is passed, are we then going 
to have industrial peace? It can cure the immediate labor difficulties of 
industry, no doubt; but we all know that legislation by itself is never 
going to cure the basic causes of industrial strife that lie hidden under the 
surface, and erupt periodically to cause recurring labor troubles in dif
ferent forms. 

It seems to me that in addition to getting ourselves out of our present 
dilemma, we could well afford to put some thought on a broader program 
for industrial peace-unless we always want to be patching up errors and 
applying emergency measures. In the last analysis no industrial peace can 
be brought about solely or permanently by legislation or compulsion-it 
can only be brought about by better understanding, agreement, and co
operation. 

Most of my life has been spent in manufacturing- as an executive, 
working with employees, and being an employee. The more I have ob
served the fortunes of business, the more I am convinced that the principal 
underlying cause of industrial conflict is the lack of understanding of the 
worker of the true facts about his own company and how it operates, and 
a further lack of knowledge of the simple economic principles of business. 

Explain Profits 

For example, very few workers seem to understand that the profit of labor 
is wages, and the profit of investment is dividends, that they both depend 
upon the success of the enterprise for their own success. Many a worker 
believes that the company keeps more money for itself than it pays to the 
worker in wages. Actually, the average company pays by far the largest 
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share to wages. Very few companies have taken the pains to give their 
employees any facts on this subject. 

Fred Crawford, of Thompson Products of Cleveland, has spent a great 
deal of time to good advantage in explaining to his people just how the 
income dollar is divided between the various elements of cost. Yet enemies 
of the profit motive have made such progress in preaching their doctrine 
that even ministers have preached from the pulpit to their congregation 
that for a company to make a profit is a sin. 

Another subject about which the average worker knows very little is 
that the largest part of the cost of practically all products is wages, and 
that substantial wage increases can only be paid either by increases in pro
duction and individual productivity or by increases in the price of the 
product. Every business man knows this so thoroughly that he has taken 
it for granted. Yet much of the discussion of last year, beginning with 
Henry Wallace's announcement, was based upon the erroneous belief that 
very substantial wage increases could be paid by industry in general with
out price increases. 

After all of the bitter experience which the working man went through, 
as well as the corporations, one would have thought that this economic 
truth had sunk in. Yet, today, we are getting the second chapter of exactly 
the same story, in the same words-"wage increases can be made by in
dustry without corresponding price increases." This time, however,judg
ing from some recent polls, the working men themselves in some of these 
large industries are inclined to believe that substantially higher wages 
will raise tbe prices of goods which they have to buy in spite of what their 
leaders say to the contrary. · 

Tell the Story 
Now, what can we do to meet this situation? Simply tell the story. Let 
every management of a business in this country take its best accountants 
and cost men and tell them to prepare in chart form the actual facts about 
its business, the effect of wages upon its prices, the number of cents out 
of each dollar which they pay for wages, and how much goes to profits. 
Let them have a series of conferences with their workers, explaining 
these facts and using these charts. Then the workers would know at least 
some of the facts, and no outside influence could get them to.hastily go 
on strike in the expectation that prices would not also go up. 

At the same time, if management would show the workers how they 
could increase their pay hy increased productivity without increasing 
prices, then a really constructive job will have been done. 

Another subject is always being brought up by unions, and there seems 
to he very little information on it on the part of workers, and that is the 
reserves set up by a company, such as for depreciation and replacement of 
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equipment. Some of you may have heard how Mr. Charles Hook, of the 
American Rolling Mills, explained this matter to his employees. Address
ing a group of his workers one evening, Mr. Hook hauled out a pair of 
old worn-out dilapidated work shoes no longer fit to be worn. He asked 
them to imagine him to be a worker who had worn these shoes for a year, 
bnt now they were worn out, and he needed a new pair. Where was he to 
get the money for a new pair? 

Then he pulled down from a shelf a fruit jar and spilled sz dimes and 
said, "Fortunately, these shoes lasted me one year, and every one of the 
52 weeks of that year I have taken ten cents out of my pay and dropped 
it in this fruit jar. Now I have $5.20, which is exactly the price of a new 
pair of shoes." From a bottom drawer he pulled out a new pair, and 
turned the money over to the company storekeeper. 

"Now," he said, "that is exactly what the company does to protect your 
job. The machinery you work at wears out, and unless the company sets 
aside each month a part of its earnings, to accumulate the money with 
which to replace that machine with a new one when it is worn out, the 
plant would soon have to shut down and everyone would be out of work." 

Every one of those workers had a better conception of depreciation 
reserve, and everyone who was suspicious before and thought it was a 
handy way of concealing profits knew differently from then on. 

A report made by the American Economic Foundation last year states 
that from careful surveys made they discovered i:hat economic frictions 
are based not upon prejudice against business, but upon ignorance of how 
business operates. Most people· who attack business feel completely 
righteous in doing so. They are simply ignorant of wbo gets bow mucb 
for doing wbat in a production process. 

Certainly when a worker once learns that wealth is created by pro
duction, it is easy for him to understand the quickest way for him to 
destroy wealth is by stoppage of production for any cause. When there 
is a work stoppage brought about by a strilce the worker loses his wages, 
the stockholder who owns the business suffers from his investment and the 
public loses by not being able to purchase the product. 

Workers Lack Information 
Last summer Glenn Griswold made an interesting survey which showed 
that of all the company executives they interviewed over 75% expressed 
their belief that less than rn% of their employees had a reasonably correct 
understanding of their companies' profits; yet only 7 % of tl10se com
panies had ever tried to do anything about it. He added: "The workers 
do not lack intelligence, but they do lack information." Workers replying 
to a national survey on a question of how many had been given any infor
mation by their companies in regard to its plans showed 68.9% as having 
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had no such information at all. Is it any wonder that workers are confused, 
an_d when told they should demand more money or strike, that they do 
so? 

Unfortunately, many manufacturers don't want to bother about all 
these things with·their employees. As one said to me recently, "If I pay 
my help well and give tl1em steady work, under good working condi
tions, that's all they can expect, and what's more-that's all they are going 
to get." That might have been all right 20 years ago, but it certainly is not 
all right today. They do expect more! And they are going to demand 
more. If I may refer to one more poll, in a recent public opinion survey 
made by one of the leading research organizations, 75.5% of all workers 
interviewed said they believed that companies should go beyond furnish
ing good jobs and paying good wages, but should help workers and the 
community in other ways too. One of the most important parts of this 
survey is the conclusion that it pays a company to furnish information 
about itself freely to all of its employees and the community as well. 

This survey covered several industrial cities throughout the country 
and a number of plants in each of those cities. The companies were classi
fied according to their policies: first, those companies who paid good 
wages and had good working conditions, but who felt they had no further 
obligation to tl1eir employees; second, those companies who not only paid 
their employees well, but also kept them well informed about the com
pany; third, those companies who not only paid their employees well and 
kept them informed about the company, but also kept the community 
informed. 

Telling Them Pays 
A study of the records of these companies over the past ten years shows 
that those in the third group who kept their employees and the com
munity well informed stand head and shoulders above the other two 
groups in being free from labor troubles, in getting the first choice of help 
when needed, and in being considered as the best places in the community 
in which to work. This report also showed that good community rela
tions begin in the plant, and that the standing of a company in a com
munity is largely a reflection of what its own employees think about it. 
Furthermore, the survey shows that strikes generate general ill will regard
less of the cause of the strike or the reasonableness of the company's stand. 

Today, I believe any company which is not busy on working out a good · 
program of better information to its employees and to the community 
is neglecting one of the greatest forces toward bringing about industrial 
peace. 

All of this goes to show that employee relations are human relations, 
and that they have a greater bearing upon the successful operation of an 
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enterprise than almost anything else. To check on how any company is 
doing in their employee relations I recommend very highly a little book
let, largely in the form of questions, called, "Human Relations and Effi
cient Production," published by the Labor Relations Department of the 
National Association of Manufacturers. It is chock-full of good ideas for 
better employer and employee understanding and contains hundreds of 
practical, concrete suggestions. 

Improve Collective Bargaining 
Another underlying cause for industrial conflict has been the early 
recourse to the use of force, threats, and strikes to settle an fasue, instead 
of the intelligent instrument of collective bargaining. Strikes and picket 
lines never settle the merits of any issue. They only show which side is 
temporarily the stronger. It is true that collective bargaining has not 
been really tried by many managements and union committees up to the 
present time. 

Let me read you the definition of collective bargaining on which there 
was unanimous agreement by the national leaders of organized labor and 
representatives of management at President Truman's Labor-Manage
ment Conference in November, 1945. 

"Collective bargaining on wages, hours and working conditions 
should be a process by which an employer and the freely chosen 
representatives of workers negotiate in the interest of effecting a 
transaction mutually advantageous to the employer, employees, and 
to the public served by the enterprise of which they are a part. 

"The voluntary and just settlement of collective bargaining issues 
in dispute is impossible under conditions of force regardless of its 
source or nature. Voluntary negotiation or free collective bargaining 
is not possible except nnder conditions of law and order and the 
absence of force. Management and labor are but a part of the general 
public. The public has the right to insist that management and labor 
at all times practice collective bargaining with full regard for protec
tion of individuals and property against unlaw Jul acts." 
That is a far cry from what has passed by under the name of collective 

bargaining during these last few years. 
Connecticut, where I live, is a highly industrial state. The City of 

Bridgeport, where I work, is strictly an industrial town. Last winter and 
spring we experienced some very severe strikes in Connecticut, some 
lasting for several months. None of these important strikes occurred be
cause collective bargaining had failed. What we had in Connecticut last 
winter was not collective bargaining, but high pressure collective de
manding, with the date for a strike definitely set in advance, if the man-
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agement failed to meet the demands handed down from national union 
headquarters on the time schedule set by the union. 

These demands did not come from the workers themselves in any 
particular plant, but from the international union headquarters as a part 
of carefully organized drives to shut down whole industries at one time. 

Local union committees had been instructed how to maneuver a strike 
vote through their union without showing their hand in advance. Coupled 
with this program were high pressure newspaper releases, mass meetings, 
special editions of the union papers, radio time, and all the methods usu
ally used by managements to sell their products. Only this time the man
agements were mostly silent, because they were afraid of the law which 
prevented them from saying what they would like to say to their own 
employees. 

There was also a great deal of fear on the part of many workers, who 
were not permitted to speak their minds at the highly organized union 
meetings which they attended. No, this bears little resemblance to the 
collective bargaining unanimously approved by the President's Confer
ence. 

What Lies Ahead? 
Now we _are heading for another period of contract negotiations. In 
the interest of industrial peace why not try during the next few months 
to come to the bargaining table with open minds, willing to negotiate in 
the spirit of compromise and fair play, taking into consideration only 
the true facts in any local situation. How much better this would, be than 
another series of national drives, conducted from headquarters, which 
can so speedily damage the good will which exists between the local 
union and the company. It is logical tl1at genuine collective bargaining on 
a local basis, coupled with a good grievance procedure functioning 
throughout tlie year, contains the principal long-range method for bring
ing about industrial peace. 

Of co_urse the labor union is going to ask for many things. That is 
part of 1ts function. And management cannot afford to close its mind 
th~ ':'1oment it ~eads these de,:nands. If management approaches the bar
gammg table with an open mmd, a calm temper, and is always willing to 
hear the case, to explain, to discuss mutual points of view, al)d present 
facts where facts are needed, then out of such an approach can come real 
agreement. 

Guaranteed Annual Wage 

To be able to do this management needs to keep awake. They could very 
well be making studies now of important subjects which are apt to come 
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before it at the bargaining table very soon. For example, one of the things 
we are bound to hear a great deal more about this coming year at the con
ference table is the question of a guaranteed annual wage. Management 
should be prepared through careful studies of their own case as to what 
they could do in this direction. It is not a simple matter. 

In those few cases where a guaranteed annual wage is actually in ex
istence, the nature of the product made has permitted of steady employ
ment. However, in those industries having the greatest ups and downs, 
the problem of giving a guaranteed annual wage is closely linked to the 
question of whether the business could survive. 

But without any guaranteed wage I believe that considerable progress 
can be made in a good many companies in leveling out the curve of em
ployment and in numerous ways, maintaining a higher average weekly 
take-home pay by more careful planning of production schedules. It is 
certainly in the interest of corporations to do more of this than they 
have done in the past, not only for the benefit of the worker, but for the 
more uniform flow of production. That would result in savings for the 
corporation also. 

Someone should be assigned the task of preparing a report so that the 
facts can be given to the union committee when the new contract is being 
considered. Managers of businesses plan their finances well ahead. They 
plan their plant expansions far in advance, but most of them do not look 
ahead in their labor relations, and constantly find themselves unprepared 
to discuss intelligently the demands of their workers. 

Profit _Sharing 
Another subject to which management needs to give careful considera
tion in advance is the subject of profit-sharing. Unions have made as yet 
no concerted demands in this direction, and management isn't bringing 
the subject up-but the fact is that it has a great public appeal. The public 
reads about the successful operation of profit-sharing plans at Lincoln 
Electric Company, of Cleveland, or Eric Johnston's plants in Washington, 
and elsewhere, and they say, "This sounds good. Why can't we have profit
sharing too?" Management had better have an answer. Here, again, there 
are hazards involved and potential losses which a business may not be 
able to sustain, but certainly management should be in a position to dis
cuss this subject carefully with the union, and have full facts and figures 
if the subject comes up during a collective bargaining session. 

One of the weaknesses on the part of management which I have ob
served is that when they face certain demands of this type, instead of 
calmly discussing the subject with their union committee, they fly off 
the handle and become excited, thereby destroying any possibility of 
calm negotiation. 
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Business men are accustomed to thinking about cost and balance sheets, 
and they are apt to take for granted that their union members also know 
how the business is run. But unions think more in terms of strategy, of 
worker demands, and of union politics. So it is important that manage.:. 
ments learn to know this understandable difference in methods of ap
proach to their mutual problems. 

• 

Training Within Industry 
A helpful preparation for better collective bargaining performance for 
management is a good training program for all of its organiz~tion, who 
have to deal in any way with the human relations of their workers. As 
many of you know, one of the finest programs in industry during the 
war was the so-called Training Within Industry program. This program 
trained over one million and a half foremen in management techniques. 
There was the Job Instructor Training course, Job Methods Training, 
and finally Job Relations Training. Each foreman was taught how to be
come a good instructor, and how to handle the men under him in an 
intelligent way. 

Thousands of companies throughout the country benefited from this 
Training Within Industry program, and it was an important factor in 
the great war production job which American industry put across. 

When the war ended, this program was dropped by the government. 
However, the original group of business men who set up this program 
for the government, and who were loaned to the government without 
pay, have set up a Training Within Industry Foundation in New Jersey, 
which any industrial company can join by paying modest fees to cover 
actual cost. This is another great help to make management more effi
cient, and especially in helping foremen who are at that important key 
point of contact between workers and management. I sincerely hope that 
this organization will succeed in getting the necessary support from 
industry for improving the industrial relations and industrial production 
program for peace time as it did so effectively during the five years of war. 

Those are just a few thoughts that have come to me from my experience 
as a manufacturer dealing with labor. The subject is a broad one, with 
rapid changes in emphasis. We live in swiftly changing times, and man
agement as well as labor needs to test constantly, study, check, ·and im
prove to meet these changing conditions. 

Unfortunately, we have inherited a pattern of strife and strikes which 
is antiquated and completely inadequate for these times. We are very 
loath to form a new pattern, more in line with civilized and intelligent 
thinking. 

Somehow we have to be told things over and over again-and then end 
up by learning the hard way, by bitter experience. 
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President Taft Said in 1908 

Recently I came across some remarks by William Howard Taft, at 
Cooper Union, in New York City, back in 1908. I was amazed at how 
pertinent they were to today's situation. He was asked about his position 
i~ regard to labor, and he said: 

"What the employer of labor must face is that the organization 
of labor-the labor union-is a permanent condition in the industrial 
world. It has come to stay." 

Remember that was in 1908. He stated a minority opinion then. I quote 
further: 

. "If the employer would consult his own interest, he must admit 
this and act on it. The blindest course an employer of labor can pursue 
is to decline to recognize this as the controlling injluence in the labor 
market . .Time and time again one has heard the indignant expression 
of a manager of some great industrial enterprise that he did not 
propose to have the labor union run his business, that he would deal 
with his own men and not with outsiders." (Doesn't that have a 
familiar sound!) "The time has passed in which that attitude can be 
assumed with any hope of successfully maintaining it." 
He went on to say: 

"There is a wide economic and business field in which the interests 
of the wealthiest capitalist and of the humblest laborer are exactly 
the same." (We are hearing that said now, as if it were a new idea.) 

"Labor leaders .. . are at times intoxicated with the immense power 
that they exercise. Dealing with them is trying to the patience of the 
employer ... On the other hand, the arrogance is not confined to 
one side. The wise men among the employers of labor and the labor 
leaders are those who discard all appearance of temper or sense of 
power and attempt by courteous consideration and calm discussion 
to reach a common ground. One of the greatest difficulties in peace
ful adjustments of controversies between labor and capital is the 
refusal of each side to take time to understand the attitude of the 
other." 

What common-sense thoughts-and how aptly expressed by President 
Taft! If we had only listened to that advice, which we got for nothing 
back in 1908, and had followed it, what a lot of grief and trouble we 
would have saved ourselves! 

So why not industrial peace? We can have it if we work for it hard 
enough. For only as we work together towards this common goal, re
placing misinformation with understanding and rashness wit~ reason, 
may we build a brighter industrial future for America. 
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