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INTRODUCTION - _ -

' Indistrial conf;ict and, more particularly, strikes

as an overt expression of industrial strife, are a feature
&

common to the industrial, relations in most democratic,

- &
capitalist industrialized societies.

The disruptive effects'of strikes, ;s well as. the
attention they receive from the mass media and politicians
may create the iméression that they are a §erious problem.
The view that trade unions are too powerful, or ﬁhat bar-

gaining systems are inadequate is frequently expressed in

this context. -On the other hand, industrial relations

’

‘'experts gquite of ten pointf at the limited economic impact of

)

strikes as a percentage of total working time or in com-
parison .to days lost to industrial accidents, illness and

absenteism for other reasons.. Furthermore, losses.in pro-
. ’. / . * . .
ductivity through workekrs' .apathy, job dissatisfaction,:
~

l1abour turnowver or other manifestations of discontent cannot

be easily measured, but are known to be considerable.

o

‘ Whether .one considers strikes to be a serious pro-
blem or noty international comparisons among countries with

'gimilar industrial‘structu}es wil], help to give some per-

/

specti\?e to the assertions made about strikes and may provide

some explanations for differences in strike rates among

comparable industrialized nations. .

v -
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It has been shown that strike activity differs

considerably from qhe country to another and it appears thét

some countries show a persistently high rate of conflict '

>

expressed,through‘étrikesv while in.other countries strike

action is minimal. Why then do some countries display a .
. ¥ ' .

consistently high rate of strike activity in comparison’ to

’

others? 4
‘Earlier intérnagional studies (Ross and I{Wig,”léSl;
goss and Hartman,'l§60) have sou?ht to explain differences.
in éxrike activity in terms of”the acceptance of the laboq;
union, the development of more stable institutions for the
regulation of‘confiiat and the growing importance of éhe
state in the area of industrial relations. Other-factors
frequently advanced for the differences in strike activity
among countries include: the presence of a labour party,
the severity of legal sanctions agaiqst illegél strikes,
,econémic variables such as inflation, unemploymeht‘rates and
expanding or contracﬁing economies. \Ig is clear that all of
the .above influgncé the rate of strike activity in many
countries. \however, neither one nor several-of these factoés
combined seem adequape explanations for thé cbnsistZLcy of
-the-differences observed. For eXample, Norway and Britain’
have long established, strong labour parties; yet their

~

patterns of strike activity show little resemblance. X sy
1 ! -

‘Australia's system of compulsory arbitration rules out any
legal sttikes, yet strikes continue to be frequent and are q

increasing in léngth. Inflation éontinues ‘to be a feature

’

1]
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' of most of the countries. in-the western wotld, whose econ-

omies are becoming more 'and more integrated, and it does

not seem to be an qcceptable'explanation‘for Qideiy'varying

’ |

-ratés of conflict. o

’ LY

]

‘ Although the above variab%es may explain an-increase

’

" or decrease in national ‘rates of strikd activity, they do not

appear to be sufficient explanations for the consistently

L)

high\ or low ranking of countries on an international scale,

-
-

of strike activiéy (see ta?ées.l and 2, page 6).
What all of the above vwariables have in common is

that they ‘are external to. the participants in the bargaining ;
. Bl Al \‘

process. In other words, they are-all'envirenmentél don<’
straints, somehow limiting or expanding the bargaining‘power

of unions and employers. Such ekplanatibns fail to. take

into account more basic, structural characteri%tics influ~

enc1ng the development of the two principal participants in

. Y .
the collectlve bargalnlng proc\%s -- unions and employers 5\
organlzatlons - and the subsequent effects of these organl-‘ *

¢

sitions of power in the rego-

(Y

zaﬁlonJl variables upon the

[

'Tnis'sFqu a;éues that structural differegces must

tlatlon process.

r

«

_be taken into account to arrive at an adequate explapation

of international variations in strike activities. It will

attempt to establish that the formation of unions and em-

ployers ‘organizations is related to the degree of industrial

diver81ty in a country. more speeifica}ly, that a low degree

. M 1
« N L

is conducive to the formation of

| of-ineiizrial.divefsiz;

4

;e
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unified ﬁrong orgaq;.zations, centralized forms of collectlve e

€

bargaining and a low voluﬂg Jf strike activity, conversely,
a high degree Of diversity will result in a complex, fragmen-
ted .organizational structure of unions and eﬁployers} de-'

centralized forms ‘of collective bargaining and a high volume

- * '
.of conflict. ‘ )
& . \ 2

model Qf/analysis is based upon conflict and

aigt A

conditions leading/to a balance of power. Where large vt N

a’ «® * ‘l‘
homogeneous, powerful organizations emerge, unrestrained
industrial conflict is unlikely tovoccur and normative

- . v

‘regulation of conflict becomes a more yﬁable alternative. ¥

Thé<need fof hore attention to structural variabfgg\&\;;/
in relatlon to the\lnstitutlonallzatlon of conflict was m;ét )
recently emphaSLZed by G. Ingham (1974) in his monograph on .
British and Scandinavian\system? of industrial relations.

! 7
This thesié further'pursues some of the implications
S

~

of Ingham's- suggestions and 1tnw111 attempt to refine its

0

app&gcablllty. After a‘'review of some of the studles in

P

thls fleld an analysis, of the relatlonshlp between indus-

tglal diversity and strikes will be presented. Because of
problems associated with an international comparative analysis
) [

in pé&ticular the a%ailability of equivalent classificatious,‘

¢ k)

the. number of countries to be analyzed is limited to nine

- and is restricted to the manufacturing sector. i

.

. 'Following the aggregate statistical analysis of the

fglationship between industrial diversity and strike action,
. ‘ N2 ° © .

- L]

- .
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other, factors affecting the hoﬁogeneity and strength of
. ° . L]

unions as well as employers' organizations will be ekamined.'
It will be a¥gued that these variables in conjunction with the

" structural characteristics account for variations in forms of’
I - :

. “
«

" co1{ective bargaining. Once in place, these systems produce

9

éhéir Qwn pérticular effects and, thus, ihfluengé the rates /

aﬂd séyerity of strikes as’well. - .
Taking intq_acc;dnt the aboyg”éonsiderations, the |

-effect ofwinduéEf;al diversity on unions, emﬁlqu‘s' asspcia—

tions and forms of collective bargaining will be examined in
. ‘ ’ . R . ) 4 a
more detail in éhaptérs six to ten. 8ince industrial diver-
' - / -
‘sity i%{tyq/basiq structural variable, the countries have

v

been divided into three groups in accordance with their

.,

. ranking on‘the scale of. diversity as“used in the correlation

-

'anaiysis of diversity and strike activity.

This studyﬁhhouldigét Se regarded as a comprehensive
review of collec;ive bqrgainiﬂb or international strike)
activity. Its focué’is 6n 6ﬁefparticular structural charac-
teristic, industrial diversity, and some additional related
Qariables.* It is meant to be a contribution to the develop- )
men£ of a more compéeﬁénéiQe framework for explaining differ-
Ences'in strike activi%y among ipdustrialized nations.

The findings sugges£ that the structuré of'indust;y ought to

\

take an important place Witﬁin such framework and,.ultimately,

provides the parameters w%&hin which diffe}ent forms df

institutionalized conflict resolutiJn'will be successful or

L3
Y

‘not.
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3 MANUFACTURING |
j " DAYS LOST THROUGH INDUSTRIAL _DISPUTES PER 1000 WORKERS, YEARLY
° Countries 1966 1967 1968 1969 1970 1971 1972 1973 1974 1975
8 ) j } %
; Italy 1682 595 957 4486 1856 1126\ 1749 2785 1908 1552
‘ Canada. 1139 1125 2136 1479 2028 859 \1101 1715 2378 2955
E us . 713 1429 1213 1195 1964 995 643 713 1172 N/A
' Australia 256 286 377 646 712 629 702 1020 2509 1290
g . UK 107 181 421 477 719 804 996 717 938 626
France 201 414 N/A 181 207 355 292 329 283 495
» Japan 142 97 127 162 192 299 199 171 381 341
Norway 3 0 0 1 71 5 1 16° 668 12
! ¢ W.Germany 2, 9 3 19 8 421 6 57 61 3
N Source: Derived from data published.by the International Labour

Qffice in the 1970, 1973.and 1976 editions of the Yearbook
of Labour Statistics, Geneva.

3

Table 2

MANUFACTURING '
DAYS LOST THROUGH INDUSTRIAL DISPUTES PER 1000 WORKERS
4, 5 and 10 year averages

WVoOIAUT&WwNH-

Countries 1966-69 - 1970-73 " 1966-70 f: 1971-75. z 1966-75 z

aVerage* average* : average n average n 'average‘ n

4o K p k k k k

‘ - | ;
Italy 1330 1 1879 - 1 1915 1 1824 1 1870
Canada 1470 -2, 1426 2 1582 2 1801 2 1692
v US 1138 3 1079 3 1303 3 880 4 1115
Australia .391 4 766 5 " 455 4 1230 3 843\

UK 297 5 *809 4 381 5 816 S -~ 599
France 265 6 296 6 253 6 351 6 302
Japan 132 7 215 7 144 7 278 7 211
Norway 1. 9 23 9 19 8 140 8 80
W.Germany a 8 8 123 8 8 9 199 9 59

*Columns one and two coincide with data available for industrial diver-
sity, which will be dealt with in chapter two. N

Source:

Derived from data published by the International Labour Office
in the 1970, 1973 and 1976 editions of the Yearbook of Labour

Egtlstlcs, Geneva
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CHAPTER ONE

INTERNATIONAL CQMPARISONS OF STRIKE ACTIVITY

\

1. The)Ross and Irwin Study

\ .

In r951 Ross and Irwin measured and compared the
volume and trends of strike activity in five countries. .
In doing so, they intended to shed light on such issues as:
the effect of older and more powerful labour movements on

the_freéuency and the length of strikes,  the economic and

<

political institutions conducive to a high or low volume ef"

strike activity, and theories explaining the, underlyihg
causes of strikes (Ross and Irw1n, 1951).

Although the authors believe that the aging of
unions and the 1mprovement of bargalnhng procedures lead to
a reduction 1n strike act1v1ty, thelr factg suggest that
these factors "are not in themselves any guarantee that
abiding stability, of 1ndust21al relations will be.achieved"
(ibid. :336). They canclude en the basis of their data that.

in three pf the five countries,stydied (Uniteéd Skates,

Canada and Australia), the strike has not been withering

away and that only in Great Britain‘and Sweden there has been

'a tendency for strikes to dfsappear (ibid.). -

The divergent trends in strikes are_subsequently
7




nf;y)

‘mgxplaineq(as a cbnsequénce of " ... the differences in the

positiéhoof the union and the uhion leader.” (ibid.: 336,337)

Ross and Irwin conclude that strike activity would decline
i N . .

i

if unionism were fully accepted by employers, if there were

a united labour movement, if duplicated jurisdictional ;
claimstggre eliminated, if union membership were compuléory,
if ukiqp political hachines were well entrenched, if the

collective bargaining structure were more tightly cartelized

and if a-labour party were established (ibid.:340).

Most of these solutions seem to be related to the

.

‘particular problems of American unions and the solutions

suggested seem to be answers to more immediate problems

\
rather than underlying causes.. Moreover, both in' Britain and

s

Sweden, .where strike activity had declined, there is a strong

-

labour party and a more centralized bargaining struc?ure.
This may have led the authdrs to believe that the absence. of
suéh‘features is one of the underlying causes that strike

dgctivity has not w1thered away in North—Amerlca However,

- Rosg and Irwin conclude that such !Ulutlons nay well be

deemed too excessive (ibid.:341). Indeed, they would pro-

bably agree that transplanting some of the apparently suc;

cessful features of the European industrial relations systems

would not be a solution to the problem of strikes in Canada

or the United States. This suggests that there are othef

more permanent characteristics in these countries which would

: \ , ,
account for their particular strike patterns.

-

Vv

I
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s 2. The Ross and Hartman Thesis

5

B

Loy TR R e Pl

two -0of the six comparative measures used are particularly

. The sequel to Ross and Irwin's paper is the study N \

| ‘ of international trends in industrial conflict: Changing

\ Patterns of Industrial Conflict, Ross and Haftman; 1960. ¥
? , Ross and Hartman examine the trend§ of strike activity_ip °
g\ fifteen "non-communist" countries and "exélorefdifferences

) g in trends and the meaning of strikes’between one couhtrf and . :

§ ‘ dnother" (ibid.:8). They used a number of measures to“com— ’ ;
% pare strike activity in these countries, but‘theyrstate that ; i
b :
A

T

useful to describe distinctive-patterns of industrial con-

flict: membership involvement ratio (percentage of union

members going on strike), and.the duration of strikes (days
lost per striker). A third, the membership loss ratio
(working days lost per‘lOO union membgrs), is helpful in
combining the effect of changes in the degree of participa-

;ion and the duration of strikes.

! Ross and Hartman'believe that the decline in strike

»

. '
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activity was the result of a sort of maturing process affect-
ing the approach of both unions and management in collective

bargaining, as well as the growth of more or lesg elaborate

A e s e NT gt ke v

bargaining procedures and the increased role of the state in

i

this area. 'The authors' thesis, "the withering

way of the

; strike", was probably more based on a theoretical -analysis of

histofical development§ of industrial relations/ in the various

countries than on the analysis of their data. /Many criticisms

e o s nns e s Wb M P gl SV A o B
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régarding_thg way the authors compited ahd handled their

data can be made:
~_)~>/7 M.

> -~ The data are grouped in three periods with great

AR ST LTSl T oA TIMTITI $40 atews

differences 1nfiength (1900 1929; 1930—1947 1948- 1956) As

Ingham argues, the strike data could very well be presented

i

in a way which does not reflect "such a #Qartling and uniform

decline" (Ingham, 1972:12).

: - The data is relafively crude. Tﬁé authors recognize
' the shortcomings (and supply an exhaustive list of sourceé
" of data and methods of making estimates), but when they say:
é k "o, these figﬁfes are not precise in every instance" (Ross

and.Hayéman, 1960:9), this would h;ve to be considerédgan

: . understatement. ‘

' ~ - The limited reliability of the data was undermiﬁed
further by using union membershlp figures as the common de-
nomlnator in what they con51der to be their most lmportant

:~ measures. Even today w1th more sophisticated methods of

data collection exact union membership fiéures are Very‘hard

to come by, One cannot assume that figures going‘back to”

4 . ‘ the eariy 1900's‘have any reasonable degré; of reliébility.

; ‘ /  The prime examples of this problem are France and Italy. No

‘reliable figures of union membership are available, even to-
day, and estimated figu;sﬁ vary as.much.as'two million
members (France; 2.5 million to 5 million; Ifalyzﬂﬁ to 6

0

% million, see Kassalow, 1969; Barkin, 1975). The inaccuracies

in the membership figures are magnified by the fact gﬁat union
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membership involvement ratios include non-union members

\ going-'on strike. Where short, politically oriented strikes

o . occur frequently, an exgggeratedly high percentage of in- e
volvement emerges, because workers are counted each time

they go on strike. .Furthermore, an increase ih union

\
~
,

, ) .
Vg i - membership would have the effect of lowering the involvement
- & :
ratio.. This membership involvement ratio is with strike
duration the authors' most .important measure in analyzing

strike activity (Ross and Hartman, ]960:13). Altogether,

TR S ST

the unreliable union membership figures and the inconsis-

tencies in the membership involvement ratios rule out any

1

~valid conclusions.

Statements such as: "The strike has been going dut
" of stflé -- This proportion (the number of strikers in
relation to the number of union members) has fallen off
. « sharply -- Strikes that do occur have been growing much . :

' - shorter" (ibid.:4,42) can readily be proven wrong. Even

though the authors did not consider these trends to apply to
all countries, judging other data (Hyman, 1972:84; Barkin,

. 1975:371) the strike can hardly be said to be withéring away
and quite often seems to be "flourishing }ather than

withering." (Eldridge, 1968:40). u . BN

3. Ingham's Strikes and Indﬁstrial anflict

- . { .
with the 'institutionalization of conflict. He focusses on

Ingham in Strikes and Industrial Conflict also deals

i

. . q . ' .
p the contrast (rather than similarity) between Britain and

\
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Scandindvia. He states that: " ... Ross and,Haftmap's con- .

* -‘ . * [] 1] (3 3
clusions are in need of significant modifications" (Ingham,

1974:9). Inghém makes an attempt to acéount inKXEneral

1

terms for\Bbserved variations in the levé!'of institution-
alization by reference to ;mportant diffe;ences in the
industrial infrastructure (ibid.:10).

In geneéal, infrastricture reférs to "those fea£ur;s
of a society's economic and technical system which shape the
organ@zation of and the social relationships between those
groupsiengaged in the process of production” (ibid:¥lo).

It is this infrastructure which accounts for the extent of
institutionalization of conflict,and not the 'maturation' of
y
organizatioﬁ, the growth of democratic processes, the dif-
ferences in style and culture (Ross and Hartman, 1960:174),

nor a change in personality and attitude of the employer

(ibid.:48). "According to Ingham, variations in the compo-

nents of the industrial infrastructure aré the key in under-

standing differences in strike activity among countries.

While he agrees with Ross and Hartman that the institution-
\
alization of industrial conflict in the form of "procedural

‘and especially substantive norms" intervenes in the effects

of objective economic conditions and expressions of discon-
tent, these'forms tﬁemseives are ”Gulnerable when rapid
changeg¢ occur in material conditions” (ibid.:37). The
latter statement implies that "the nature of material condi-

tions ultimately provides the parameters within which dif-

ferent models of institutionalized conflict resolutions will

°

ht)
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be effective substitutes for work stoppages" (Smucker and
R .
Van Biljouw, 1977:3). The characteristics of "the material

(4

‘conditions™ which Ingham regérds‘to be of particular im-

portance are: ) ‘
\\ -
-~ industrial concentration: the - -‘degree of economic con-

{

trol within industrial sectors . ’ :

4 e v

.~ technical and. organizational structure: the degree of

A B W WL e T

technical and organizational complexity involved in produc-

. ing goods ’

R O L

. i '
- product specialization: the range of goods produced

.
IS Al M T & P An ey Wb Fae s an

ey

within an economy .

b Fscms ae &

. Ingham's argument is based on the notion that, in
'general,vsmall scale societies with economies that are

strongly dependent on eprrts of' manufactured goods, tend to

R-X a

. .
have a high degree of concentration within their industrial

sectors. In order to bg competitive in world markets spe- "

‘ -—

cialization and economies of scale are imperative, resulting

|
g
&
3
£

in a relatively small number of large scale\employers in each

3

" "»:;"‘fg_'gfsrﬂo”
1 AR IS AT et s S mPw v o

sector. Under such conditions dominant and powerful employ-

N

ers' associations tend to emerge, which are often able to im-

|
|

. pose normative regulations upon the relationships between em-
ployeré and labour. They also tend to make "power relations

and points of conflict more visible" which in itself favours

the growth of formal regulation (Ingham, 1974:42-43). Where.
\\ there is a low level of concentration, high level of com-

plexity and low product specialization, such developments'

»

s} > - .
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. are not likely to take place.

| A similar process affeéts the growth and structire /
i . of labour organizations.' Technological and organizationa

h¢]

complexity and low levels of specializétion result in a dif

y ferentiated and ‘fragmented ‘trade union structure. . Such a

structure is most likely to increase interunion dispules

R N Y

‘and competition reducing the chances for a solidary ajd cohe-

sive labour movement. T
. . - j

i

The combined effects of a structurally complex /
3 .

’ /
fragmented trade union movement and a parallel structure of

T

A i

employers' associations inhibits institutionalizationm.

bl
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] Ingham's thesis is tested on data from Britain and

£

Sweden. His argument revolves around the effects of market

]

size and the history of industrial development. He uses

o BRI KR L

studies by Pryor (1972) and Bain (1966) to show that industry
in Sweden is more highly concentrated. He also draws atten-

tion to Pryor's finding that the degree of concentration

Tt s

seems to be inversely related to the size of the domestic . -~ s

market. Small scale societies, more dependent on export of _

; their manufacturing products, have had to specialize to be

PRI s

able to compete internationally. Sharp competition has tended

-4

to force out the inefficient, mostly smaller companies.

[ o
a e T 'y

Mechanization and technological and organizational progress

- have also been more rapid in Sweden, because of the relatively

recent industrialization. In contrast, Britain has a much
t

re

e

. longer history of industrialization. What remains of earlier

phases has impeded the introduction of newer, more efficient

-

5
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methods of‘production,,thereby maintaining the relatively
" more complex tecﬁnological and organizational structure.
-In the area of product specialization, Ingham con-
\

cedes that data "are lacking entirely" (ibid.:41). His

e n A A s P it % it At A A et e e i b S s e

‘ suggastlon is that those natlons ‘which arrived on the

! - i

. 1nd@§§rlal scene relatlvely late have had to compete with
~N

world markets, whlch compelled them”@o specialize in their

~
~—

T e

.
-~

manufacturing products. Natlons which were among the first

to industrialize and which possess rather large domestic

.~ markets have tended to produce a wider range of goods and

. . !
D . i " . ,

were able to develop a mdre diverse industrial structure. It ‘

{
§ is this 'wider range of goods', the more diverse indus$trial ‘9

¢

' structure to which we shall return later.

~

 The greatest difficulty with international comparisons ‘.

vt eI« B R e e e v e Sepemci 4t St »

of industrial conflict is the comparability and reliability

of the data. While it is not necessarily more difficult to]

v et B -

i measure labour disputes internationally than other social

! phenomena (levels of education, crime rates, etc.,), it is

corautl
.
Y

obvious that extreme caution' shoiuld be taken with the inter-

. ®
disprove a theory are essential tb the validity of any sub- /

»

ety ok gy v TB B T

, -pretation of such data. The indices chosen to prove or
sequent conclusions. Ingham, in relying heavily on frequency

of strikes seems to have made an unfortunate choice. As has

P=N

Sy Foa B

been pointed out (J. fulcher, Industrial conflict in Sweden

and Britain, A Critical Note, Sociology, Vol. 9, 1975:477)

ehe difference in the definition of a work stoppage, and the
.

.
: . /
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methods used in collecting the data had too guch of a dis-
torting effect. A study by Korpe is quoted (ibid.:478),
which indicated that the British definition ;f a strike,
excluded 93 percent of ;he strikes recorded by the Swedish
uniahs.
Ipéﬁgm vﬂéws the number ofadisp%tes as indicative of
tﬂe relative strength of adherence to normative'procedureé
in conflict‘resolﬁtioné while time loss is a measure of
severity. VYet strikes themselves may be normative and/or sym-
bolic expressions of union strength in industrial disputes.
Indeed, institutiénalized measures to control ,industrial Eqn—
flict maf only increase the incidence of strikes, a point

i L4 .
. . L\ .
which Jamieson argues in tpe case of Canada (Jamlgson, l973:m

'139). Of course, at some point there is a transition between

symbolic strikeg and time loss which thereupon can be taken
as an index of the severity of the conflict. Thus, Ingh;m's‘
other measure, number of days lost pér 10@,000 workers seems
a more valuable tool for analysis. Here, the differences in
recordin§ strikes would have a less distorting effect, that
is, in the case of strike frequency a difference of a few’
hours in what constitutes a work stoppage or not,.could
eliminate a substantial number of short strikes. This would

strongly affect the number of étoppages, but the effect on

the total number of days lost for the year would be less

<

Severe.

Ingham's reasoning in the development of centralized

e

i
g
§
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« mere&}y deallng with concentratlon within sectors: does not

- 17 -

employers' federations has also been subject to criticism: '

“far from making for organization among employers, it 'would

appear that a near-monopolistic .or oligopolistic product ;-
market situation implied by high levels of concentration =
tends to encourage ifAidividual action in the form of company

and plant bargalnlng" (Plerson, 1960, quoted in Jacksor® and
- "~
Sisson, 1976:316-317). ® Thus, Jackson and Sisson argue that -

o .

/ar .

organization. Larger establishmehts can exploit their . » =, ..

# ' : T

advantages vis-a-vis the smaller ones in terms of lower unit °

size of egtablishments can\élsﬁﬁiilitate against employer ¢
hm

cost and can afford to make coneessions when faced with in-
dustrial actien. The fact that ia the United Kingdom‘the
size of establispments\in terms of employment are consid-
eratly larger than'ip other industrialized countries elim—

inated to a large extent: the need for organizatioﬁ. Thus;

o J

ensure unified grouplngs, if there ex1st many dlfferent i

sectors within a given economy. Canada, for exampleh_has .

extremely high concentration Fatiqs within sectors, bﬁt it ©

also‘has a wide variety of different.industrial sectors in

large part due to its tles with the United States economy.

)

International comparisons of concentration ratios have been M"

based°upon averagea of percentagée of control by the largest
enterprises or establ*shments e. g., the top four enterprises
of the 20 largest establlshments, or the number of those

a

unit$ required to account for. the most earn;ngs or employment

)

3
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in comgarable lndustrles (Bain, . 1966- ﬁeﬁartment of’ Consumer

and Corporate Affairs, 1971; Pryor, 1952) ' Ingham s inter- .

pretatlon of the relatlonsﬁip between concentnatlon ratlos

and strlke actLV1ty may make sense in the case of Brltaln
_and Swedeﬁ, but it'does not seem to apply to_Caﬁada. Canada's .
b ] Y

concentratlon ratios 1§e S1m11ar to Sweden s, yet it has one

of the hlghest strike rates of all major 1ndustr1a11zed coun-

. tries’ (see- table 3). ,

LS

[t

- ""Tabke 3

.
e a [ 3

CONCENTRATION AND'TIME LOST FROM 'INDUSTRIAL, DISPUTES -'1966

-

T Four-Firm Aéerage . « Days Lost per 1,000
Concentratlon Ratios .as . ¥ ,Workers in the Manu-
« Ratito of US ‘Concentration* facturlng Sector**

a

+ Italy SR d.97 : 1682
Canada : 1.52 .. 1139
" United States - 1.00 ‘ 713
France . . . ‘0.90 . . 201
.. Japan 1.05 * coL ., 142
Great Britain ~1.04 [+ 107

. West Germany - *0.98 ’ N 2 .

? ' »N.A. -

Sweden o ' 1.58

~ o

*Source- Pryor (1972).
**Source- Yearboaﬁﬁof Labour Statlstlcs, 1970

v o ~a
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Industrial Diversity:
>

The Critical Variable ¢

Canada's,uniqUe condition of a highly diversified

.economy with a high degree of concentration within the o

v

major/sectors suggests that industrial diversity is the :
fundamental variable in explaining variations in strike

activity among nations.

A

This diversity i.e., the distri- /&
- ; ,

bution of industrial activity over the range of sectors of

an economy, is the crucial factor in the formation of unions

and employers' associations. The characteristics of these

organizations in turn, affect the emergence and stability of

‘o

particular models of collective bargaining.- The logic of

explanation among these varidbles is illustrated in the

7
)

following figure:

v il ,.jr) 1}

) Degree of Industridl
e Diversity

Technical and Organizatiopal
Complexity .

Conceqtraéion
Ratio )
Possibilities for Cohesive
Employer and Labour
Organizations

Economic Conditions—————3» Models of—————> Strikes and Lockouts
- Institutionalization.
of Conflict

Government 'Legislation

-

Organlzed _Organized
% Business ———> Political Partles,%——Labour L B

\

- : "

- " ' , -
e . . , . -

At et Mt A nies WSS e herasA

_Non-Organized ‘ =
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Proceeding from the theoretical premises of Ingham

" rl

and’assuming'that in an increasingly more integrated world
economy economic conditions have similar effects upon strike-
activity among comparable nations, the distinguishing
variable among them should be the degree of diversity of
their industries. Thus, a low degree of diversity would
foster the development of strong~$o§£ers' and employers'
organizations. A confrontation of power is likely to ensue
with neither side wishing to risk the huge costs of un-.

o B

restrained industrial conflict. Under such conditions com-

promise becomes an alternative to confroentation and it is °

. t
. within this setting that normative procedures ‘for the con-

tainment of conflict are fully worked out.

Government legislation plays a role as well -- both
as a consequence<of‘structgral characteristics and as an
igdependent source of influence. For example, Ingham no%es
that a highly diversified industry is likely to.result in
fragmenteé opposition groups and a weak normative structure
fégbconflicf resolution unless such,&7structure is imposed and
maintained by a strong authoriﬁarian governmeﬂt (ibid.:4§).

With respect to government interference with lagour
relations the existence of a labour party may have attenuating

influences on the rate of industrial conflict in two ways:

- By taking some of the issues out of the area of collec-

tive bargaining and pursuing these issues through political

%
channels. As Ross and Irwin point out, demands that would

SRR e 1 ST IR e 2
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o

otherwise be made on the employer are directed towards the

government instead (Ross and Irwin, 1951:338) .

- If the party is in power, labour unrest is detrimental

to the:political ﬁrosperity of the party. The need to attract

votes from non-organized sectors of the population has a re-

i

straining influence on ‘trade unions with strong party affili-

ations.

In the following chapters an attempt will be made to
link the issue of diversity, the strength of unions and
) N L™
employers' associations and particular forms of collective

bargaining to the rate.of strikes in nine industrialized

nations. 1Initial testing suggests that industrial diversity

is a significant variable in relation to strike activity. -

If we assume that countries with a highly diverse industrial

‘structure tend to develop fragmented and heterogeneous labour

unions and employers' associations we may expect a relatively

high rate of strikes under such circumstances. Considering -~

the increased risk factor in power confrontations between

Ny

large, homogeneous, powerful unions versus similar employers'
associations, a much lower rate of strike act&vity may be

expected in those countries which have a less diverse indus-

trial structure. ° y -

The development of formal regulations regarding collec-

3

tive bargaining is similarly related to the structure of

2]
industries. 1In countries with a less diverse industrial struc-

P

ture one would expect to find the formal requlations to.be

relatively simble but extremely broad in coverage.

\y

v

.
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Centralization of governing bodies in both union and employers'
C« " associations might be expected in this situation. In contrast, -

. ' countries with highly diverse industrial structures would

M g B et M i N e B

tend to develop a very much differentiated system of collec-
tive bargaining. 1In such countries one would expect the

formal requlations to be very complex in order to allow for

B E ket Rl T Sl T

specific needs and dem;pdé of the many unions and employers'

associations in the various industries.

Bt AR AR 5

Following the presentation of the data regarding
./ i

industrial diversity and strike rates in chapter two, the

ST hektASE RO

organizational structures and the strength of unions and

Ay T~

employers' associations will be analyzed. 1In simplistic terms

I e AT T A

one would expect to find large, centralized powerful unions

and employers' associations in the least diverse industrial

1

structures and small, relatively less powerful unions and

- ’

AR A

employers' associations in the industrially diverse countries.

D TR A

We will find, of course;-'that the reality does not lend itself
//\

, _to such a simplistic categorization. In fact, a very detailed

At
-

»

analysfs of unions and employers' associations is necessary

to éppreciate the true strength and the exteht of centraliza-
tion and homogeneity of these organizations. Membersﬁip/

. rates, multiplicity iQ organization, the impact of works
councils, political affiliations and other factors influencing

' ‘ L] »
the strength of unions and employers' associations will be

1

3
.
¥
4
'
iy
L
-
v
\
)
!
3
.
4
:
lé,

examined in chapters three and four.

Out of the confrontations between unions and employers'
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1
associafions normative structures are likely to develop

through which conflict is channelled. ssuming that

[ Y
countries with a diverse industrial structure have frag-
mented, differentiated labour unions and employers'

associations, these can be expected to be accompanied by

a relatively decentralized structure of collective bar-

gaining. Conversely, countries with a low rate of diversity'

and large, homogeneous unions and employers' associations
wquld tend to develop centralized institutions to solve
liggur confliéts. This variable, forms.of collective bar-
gaining,xis dealt with in chapter five.

Finally, the unions, employérs' éssociations and
forms of collective bargaining in each of the nine countries
are examiﬁed in more detail. The accumulation and anaiysié

3
of data in those chapters should provide evidence if indeed

_the link between diversity and strike activity is worth

o
further investigation.

f
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= A - ' . CHAPTER TWO .

INDUSTRIAL DIVERSITY AND STRIKES

7

Research Design

With the increased standardization in classifying ; ,
industrial sectors in4§ifferent countries, one 'is able, ‘
within limits, to provide soﬁe indices for industrial
diversity. The qug}ity of the data on industrial disputes
suffers from definitional variations, but they are useful
for crude comparigons. 'HaVing these caveats in minaV€WO - 4@ ’
indiceg for coérelational analysis were constfﬁéted:

o

structural diversity and severity of industrial disputes.

»

Both measures are limited to the manufacturing sector. The

\
source of data for the measure of diversity was the United

Nations publication, The Growth of World Industry, Vol. I.

B

. While it has been publishing statistics on economic growth
= o

»\and changes since 1960 with data going back as far as 1938,

comparable industrial classifications of the labour force’

¢ . . . J '
for most western countries are available only since 1966.

o

i Of these, equivalent -'data - in terms of industrial classi-

4 fications - were found for ten capitalist industrialized
L
_countries: Australia, Canada, France, West Germany,g}taLy)

[
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 Japan, Norway, Sweden, United Kingdom and the United States

~  About 36 percent or less of ‘the labour force are
) ,

/
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employed in the manufacturing sector in each of the ten

countries. The percentages of the selected countries are

shown in Table 4.

Table 4

PROPORTION OF LABOUR FORCE EMPLOYED
IN MANUFACTURING - 1972

Total Labour Force* Percentage Employed

e

v ST

{thousands) in Manufacturing
Australia 5,464 25.8
Canada 8,329 22.3
France 20,662 28.0 *
West Germany 26,125 36.7
Italy 18,331 31.8
Japan 51,260 27.0
Norway 1,649 23.8
Sweden 3,862 36.9
United Kingdom . 24,019 32.9
United States 81,702 . 23.4

¢

*Total civilian labour force . ; Y

Source: Yearbook of Labour Statistics, 1976

The measure of diversity itself was taken as the
4
proportion of the manufacturing labour force accounted for
by the three largest employment sectors, or industrial

. ! .
classifications, indicating the distribution of employment

over the range of sectors of a countrf‘s manufacturing
industry. While not all of £he 28 major subdivisions were
strictly comparable, those employfng‘the highest proportioﬁ L
of labour force were. ‘

The, three-digit ISIC classifications which

RN . .
accounted for the highest percentage of the labour force in
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the ten countries included food products, metal products,
electrical machinery, maghinery not elsewhere classified,
transportation equipment, and textiles. Over the seven year
period from 1966 to 1972 the percentage\of the manufacturing
labour force aqggunted fér by the top three sectors ranged
from,arlSﬁ/Bf 28.3 percent in Can;da in 1970 through 1972
to a high of 37.4 percehtfi; the Federal Republic of Germaqy
in 1971.

Evidence that the different qanufacturing sectors
have a reality that goes beyond mere classification comes
from the works of Kéir (1954) who argued that occupation,
industry and types of unions are three principal factors
that distinguish labour markets; Dunlop (1957) who noted
that wageé differ by age of inngtry; and Stolzenberg (1975)
who pointed out wage differentials across industrial sectors,
\ﬁOlding occupation constant. The research review by Cain
(1975) describes the emerging interest among economists in
the impact of institutional structures upon deining the
characteristics of different labour markets. Finally, .
Johnson (1974) has noted the different effects labour unions

have upon different indusittrial sectors.

Indices for striles and lockouts were derived from

the Yearbook of Labour Statistics, published by the Inter-
national Labour Office. This includes statistics on the

number of industrial disputes (strikes and lockouts),

number of workers involved and number of working days lost.

\
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Every three years. these statistics are divided into eight
major economic sectors. S}nce the analysis is limited to
the manufacturing sector, the data is based upon these

trienniel publications.

§

While there is some variation* in the inclusiveness
of the data, the strike statistics appear to be roﬁgﬁIy
comparable among niﬂé of the ten countries for which data on
industrial classifications was available as well.

There is, however,_ the problem of the meaning of the
three different measures of industrial disputes. Ingham
views the number of disputes as indicative of the relative

strength of adherence to normative procedures in conflict

«

resolution while time loss, he believes, has more to do with

a stance of power. These interpretations seem overly dis-

[4
criminatindg” in relation to the aggregate nature of the data.

b

*yariations in definitions of, recorded industrial disputes
are the following: Canada: excludes disputes in which the
time loss is less than ten man days and excludes workers in-
directly affected by the dispute. United States: excludes .
disputes involving less than six workers and ldsting less
than a full day or shift. Japan: excludes workers indirectly
affected and disputes lasting less than four hours. France:
no special conditions for the manufacturing sector. Wes't
Germany: excludes disputes lasting less than one day except
when a loss of more than 100 working days is involved.
Italy: excludes/political strikes and workers indirectly
affected. Norway: ' 'excludes workers indirectly affected and
disputes lasting less than one day. Australia: excludes
disputes where less than ten working days are lost. United
Kingdom: excludes disputes not connected with terms of em-
ployment or conditions of labour; disputes involving less
than ten workers or lasting less than one day are excluded
unless. a loss of more than 100 working days is involved.
(International Labour Office, Yearbook of Labour Statistics,
1974) . ' v

N
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—
- It would appear to be sufficient to deal only with time.

loss. This provides a measure of severity“of the work

stoppages and incorpogates those strikes which may be merely
/

symbolic expressions of dissent. For purposes of comparison

‘

this will be expressed in terms of number of work days lost

‘ per 1,000 workers in the manufacturing sector. The analytic

question is whether the differences in industrial diversity

i taduon T Dl L G

as measured by employment statistics are related to time loss

from strikes or lockouts.

Results*

'

.
- J.'. USRS O, SRS IO SOV B

Following the format of Ingham's data presentation,
tablé 5 shows the rank ordering for both employment diver-
sity and time loss due to industrial disputes. These are

’ ) . averages over the period 1966-1969, 1970-1973 and 1966-1973.

\
The first period duplicates Ingham's- data on rank order of

wE o g

industrial disputes.‘ (W@ile the numerical rates differ
from Ingham's data -- #ngham used total number of disputes
for the entire non-agricultural labour force expressed as
thousands of days lost per 100,000 workers -- the ranking ;

. remains the sanme.) ' . &

*The results of the analysis of the link between industrial
diversity and strikes were presented at the Canadian Sociol-
. ogy and Anthropology Association meetings at Fredericton,
’ New Brunswick, June 13, 1977. ¢
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f: \ \ Table 5
: X
4:: RANKINGS BY AVERAGE: DIVERSITY ANE TIME LOSS
[N
4 FROM INDUSTRIAL DISPUTES: 1966-69° and 1970-73 )
] 1966-69 . - 1930-73 3
: 3 Diversity Time Loss Diversity Time Loss
é; Canada 28.7 1470 28.4 1426 )
( United States 30.6. 1138 30.0 1079
:« " Italy 30.8 1930 30.5 @879
1] S Japan y 32.5 132 33.2 215
; Australia 33.1 7391 " 33.5 © 766
United Kingdom 34.0 297 . 33.5" 809
: France 34.0 265 34.6 296
; Norway . 35.0 , 1 35.2 23
West Germany 35.4 8 . 37.4 ‘ 123' |
!
1966, - 1973
Diversity2 Time _Loss3 .
| Canada 28.6 1448
‘ United States 30.3 1109 .
Italy 30.6 1905 .
-5 Japan - 33.1 174 3
) Australia 33.3 579 &
' United Kingdom 33.7 e 553 ;
France 34.3 283 . !
Norway 35.1 12 - 2
Germany 36.5 66 %
.} 1966-69 Spearman's Rank Order Correlation: =-.8285 < .05 i
Kendall's Tau : -.6480 P - g
1970-73 Spearman's Rank Order Correlation: =-.8285 < .05 %
Kendall's Tau : -.6480 P<<- %
v 1966-73 Spearman's Rank Order Correlation: —.8333 < 65 &
C\}——\ Kendall's Tau : -.6667 P ) 4
17n 1966 the data as reported by the United Kingdom, Japan, °
Australia and Germany were not yet. standardized according to o
ISIC (International Standard Industrial Classification). 1In
: the case of Australia the classification was not standardized
- until 1969. Non-ISIC fiYures were consistent with ISIC cate-
/ gories in all cases except for the United Kingdom arrd
3 Australia in 1966. In these two cases the year 1966 has been
’ excluded to determine the averages. If for Australia the

%
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data were based on standardized f&gures only, its dlver-

sity would be 32.6 '

No flgures are given in the United Nations' publication
for Italy 1966, 1967, United Kingdom 1969, Australia
1971, Japan 1973.

2Percent of the labour force in the three largest manu-
facturing sectors. 4

A

’

W

3Days lost per 1000 workers. No data aré available for
France inm 1968. -

. T o

Rank order cérrelations on tﬁese sets of data suggest
an association be tween diversity of employment and time 1loss
due to strikes and lockouts within the manufacturing sector.
Canada, Italy and the United States are the most diverse in
the digﬁribution of their labour forces and also have the
greatest amount of time léés due to strikes and 1lockouts.
Germany and Norway are consistently the least diverse in
their employment patterns and they also have expe;ienced
relagively little time loss due to strikes and lockouts.
The differences among the countrles in th; middle range areb
relatively small.
4 Year by year comparisons yield consistent findings.

Except for the year 1971, the rank order correlations attain
i

a statis¥ical significance well beyond the .05 level./

2
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. Table 6

Correlation Coefficient by IndlCﬁtlng-the Relatlonshlp
between Industrial Diversity and Man-Days Lost from

o> Industrial Disputes: 1966-1973*

Year Spearman's Rho Sigp. Kendall's Tau Sign. N

1966 , <.8857 .010 - ~-.7333 .020 6

1967 -.8095 . .008 -.6429 .013 8

1968 - -.8916 ° _ " .002 -.7412™ ° .006 8

1969 -.8810, -  .002 . -.7143 °  .007 .8

1970 ~.9333 .001 -.8333  ° .,001 - 9.
1971 ~,6192 .051 -.3571,. .l109 8

1972 ~.7167 - .0I5 -155567 .019 9

1973 . -.8571 .004 -.6429 .013 & g

‘)

*For missing data see footnote 1, td%%?vS;
Since degrees ofndiversity have changed somewhat'

for different countriés over the years 19&6;73, a more

o . e 3
robust measure is suggested by correlating the full range of :

scores over the ef@ht~Year period. If complete data were
available this ﬂfuld yiel& 72 scores for Potp diversity_ and .-
time :loss (nine countries for‘eight years). Unfortunately,
missing data reducéd this to 64 usable scores for both
scales. Spearman's Rho was -.8046 and.Kendall's j?u rank
orde? corpelation on the‘two Qhriables was -.5818, both
significant wéll beyond the .05 level (.001).

‘These fihdings sqggest that within the limits of
relatively crude iﬁdices;‘there is justifiéat;on for taking
into account, the diversity of empldyment,among industrial '

sectors when explaining variatlons in tlme loss due-:to

strikes and lockouts, Taken alone,' the Lndex of structural

z S | ;-
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~diversity isg, of course, insufficient in explaining varia-

“tions in work stoppages. But the prelimihary findings do

suggest that it is én important variable.




CHAPTER THREE . o

UNION STRENGTH: ISSUES AND CONSIDERATIONS

&4
M

-

" Are organfzationql factors i:e., the strength and
‘homogeneityuof unions and employers' associetions, signifi-.
cant‘determinants in the rates of strike activity? Mgst‘
ﬁquth American studies have employed economie'modelevand
lnterpretatlons, linking business cycles, rates of 1nf1at10n
and wage expectatlons to strike act1v1ty (Rees, 1954,
VanderKamp, 19€8; Asherifelter and Johnson, 1969;

Swidinsky, 1977). \
Recently, however, a number of studies have appeared
‘which questiaon the sole importance of economic variables in
relation to strike activity (Britt and Galle, 1972 and 1974;
Eisele, 1974; Snyder, 1975,§nd 1977). "Instead, éﬁe%e
studies are paying more atteﬁtion to the organizational
capacity and the political environment«asximportant deter- -
minants of strike acti&ity. ~In~fect, a more recent article '
cdﬁpariné the merits of economic and expanded models of
etfake‘activityg concludes that ﬁme;sures of unionizati;ni
should\be explicitly?included, and the case for incorpo-

\
ratlng polatical varlables is equally as strong" (Snyder,

3
©1977:331). ‘§§m11arly, in Europe 1t has been argued that

"post-war traae union membership developments have received
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relatively little attention" (I. Roberts, 1973:45).

. In the articles which displayed a shift towards the
study of organizational variables, it was found that the
degree of unionization and the size. of plants are important

determinants in relation to strike activiity. Britt and

. Galle (1974) compare two such studies (Shorter and Tilly,

1971; Britt and Galle, 1972) and they find in both studies
: . /
that concentration of workers in large pliants and high de-

grees of unionization are conducive to brpader (workers
involved), shorter strikes. Furthermore,\a high degree of
unionization was found to increase the freguency of strikes,

but the .size of plants was found to be negatively related to

- frequehcy. 1Ih other words, large plants tgnded to have
fewer strikes than averﬁge sized piants with the degree of

- . ‘unionization being equally high. .

L
E o In explaining these findings organi;.tional capacity
N \

i is consjdered to be the most crucial-factor.| Organizational
§ | ) capacity is in most cases defined as the potential for

R efficient action, in Britt and Galle's words| as "the capac-
L ity for flexibility and effectiveness of str\--gies of

action" (1974:644). o
3 -, The créss—industry analyses abéve appeagr to corrobo- -

. rate the confroﬁtatiop‘of powe} theory as advanded in

¢

chapter one, assuming of course, that organizati¢nal capac-

] ity as indicated by the degree of unionization and the con-
centration of workers is synonomous with the condiltions

o
|
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leading to a stalemate of power, as set out in chapter one.

However, the analytical models in the above studies were

tested on national data only (France and the United States).

While the data for industrial diversity and strike activity v

as employed in chapter two have been reasonably standardized

internationally, data for unions and emﬁloyers' associations

~at this level are very crude, non-standardized and, at

times, not available at all.

.

International assessments of union strength are

affected by many different variables. Union multiplicity

i.e., the existence of several unions within a specific
enterprise, different patterns of ;rgan;;ation, the auton- .
Bmy of local units in relation to regigzal or ‘national '
organizations, the effect of alterna@e "bargaining" institu-

tions such as, works councils and tri-partite national ) .
\institutions, differences in strength and type of political
affiliations, all influence the "flexibility and effective-
ness of strétegies of action." Thus, before attempting a
cross national analysis, it is necessary to consider 'some of
the issues involved in an assessment of the strength of unions
and employers' associations.

N Assuming that the most effectiye deterrent to strikes
ié—a hiéh risk factor for both parties, -it would follow that
Ehe stronger and larger the unions the less likely it is

that strikes will occur. Thus, large and powerful unions

rather than being a cause of strikes would appear to be con-

ddtive to industrial peace. Of course, this presupposes the

s g e,

G AL Frigrn n > - =




. - 36 -
existenéq of equally strong employers or employers' associa-
tions. If concentration of workers in particular industries
facilitates the formation of large, strong organizations, -do ‘
'Norwgy ;nd Germany, which have extreﬁely low strike rates
) indeed have strong unions and employers' associations?
Similarly, if diversity is negatively related to the strength
gf unions and employefs' associations, these organizations
should be relatively weak in Italy, Canada and the United
States, which are characteristic for their high rates of

’

strike activity. ” -

Membership Comparisons

|

The most widely used index of union strength is the
percentage of workers unionized. However, in computing the

percentages quite often, a different base is used e.g.,

total labour force, non-agricultural labour force, all

salary and wage employment. It is also difficult to obtain
a standard year for the figures of all Fountries. Further- ;
more, tﬂé aggregates do not give us any idea about the fate - ;‘ i
of unionization in particular sectors of the economy or the :
different industries. Finally, union membership estimates

may also vary according to the sou%ces providing the figures

x . . D .
i.e., trade unions, government or business research organi-

- . zaﬁions (see table 7). .
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_Table 7

UNION MEMBERSHIP ACCORDING TO DIFFERENT SOURéES

Canada

Us

Italy

Australia

UK

Japan

. France

’ W.Germany
a Norway

Kassalow(A) Labour Canada(B) Hoffman(C) Euro-Stat(D)

(A) Source:

(B) Source:

(C) Source:

}' L4
(D) Source:

-1973, p. 26.

millions % millions % % millions ]
- - 2.6 31.8 - - -
21.2 s 30 21.2 30.2 28 17.6 19
4.0 33 - - 25-40 7.3 38
.- - 2.2 53.2 50 - -
11.0 48 11.0 48.0 44 11.3 44
- = 1ll.6 35.1 35 10.0 19

2.4 23 - - C- v 6.1 .28’
8.3 38 - 8.1 36.9 37 7.2 27
.7 65 - - - - -

> 4

E. Kassalow, Conflict and Cooperation in Europe's ~
Industrial Relations, Industrial Relatlons, vol. 13,
May 1974, p. 157. Based on total union membership as
a percentage of all non-agricultural wage and salary
employment in the US and Western Europe.

Data are for 1971, but in a few instances for 1970
and 1972. US flgures include employee.associations.
A note of caution 1s made for France and Italy

Labour Canada, Economlcs and Research Branch, in

W. D. Wood, The Current Trade Union Scene, Queen's
University, Ontario. Figures are for 1970. Union
membership percentage is based on the total of all 7
wage and salary employment.

E. B. Hoffman, Resolving Labour-Management Disputes:
AN Nine Country Comparison, The Conference Board Inc.
Figures are total union membership as
a percentage of wage and salary earners in 1970, or
in the latest year for which figures are available.
Footnote states: "Union-membedghip figures are at
best, close approximations. Th often include
overlapping and inflated estimateg, especially when
unions are in competition for mempers, as in Italy."
The data for this table were deriyed from national
sources, the ILO Yearbook of Labofur Statistics and
the Europa Year Book, 1972. .

European Marketing Data and Statistics, l12th edition,
1975. Figures are for 1973. Union membership per-
centage is based on the total work force.
e 7 - ///////.
- // .
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In order to stabilize the data the table below Shows

T

union membership figures according to national sources as a

percentage of the total and the non-agricultural labour force,

~ Y determined according. to guidelines set out by the Inter-

‘ national Labour Organization. ‘ /
~ ..\ ~ N
: Table 8 )

P ‘ -

UNION MEMBERSHIP ACCORDING TO NATIONAL SOURCES, 1972

. § of % of Nqn—hgricultural
‘ Millions Labqyr Force Labour Force
’ Canada 2.4 28.9 4 " 30.8
us 20.8 25.5 26.6
. ) : Italy, 4.0-6.0* 22-33 26-39
J Augtralia 1 2.5 45.5 50.0
UK 11.3 46.9 48.5
Japan 11.8 23.0 . h 27.0
France 3.0-4.2% 15-25 17-23
W.Germany 8.4 32.2 . 35.0
, Norway .75 47.0 53.6 .
3 » *Estimatesl . (\‘j ‘:
s !
Sources: Canada, Labour Canada, Labour Organizations in
’ Canada; United States, Handbook of Labour
Statistics; Italy, range of estimates from -
) . , various sources; Australia, Official Yearbook
‘ of the Commonwealth; United Kingdom, British
Labour Statistics; Japan, Japan Statistical
‘ Yearbogk; France, range of estimates from
h various sources; Germany, Statistisches Jahr-
buch; Norway, Sgiyxstlsk Arborg.
Total labour force and non-agricultural labour
l force according to International Labour Organi-
zation, Yearbook of Labour Statistics, 1973. .
/ ‘. N
Since our data analysis is restricted to the manu-
/facturipg sector, a ﬁoré‘accurate measure would be the per-
‘ centage of uniaeization in manufacturing. Precise numbers
; o} ~ .
. { » 1 \

/
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v ‘ for this sector are even more difficult to obtain and the
figures'lack, of course, in precision: for reasons already’
pointed out. Table 9 below indicates union membefship in

-~ manufacturing as a percentage of total employment in this
sector. Table 10 indicates qnion membership categorized
accordid@}to manual and white collar emglo' ent for

selected countries. |,

. /"/\0’

UNION MEMBERSHIP FOR NINE COUNTRIES
% OF TOTAL EMPLOYMENT IN MANUFACTURING

Table 9

. . - Canada (1973) 45
/. . United States (1972) 47
< Italy (est.) 40-45
\ , Australia (1971) - 54
‘ UK (1972) ‘ : 53
Japan (1973) 31 A
' . France (est.) . 15-20
i Germany (1972) “ 38
Norway. (1973) . 707
/ N e Sources: The union membership data are

r . derived from the annual publi-
cations of 'the national statistical
offices of the countries listed. The /
total employment in manufacturing is A
according to data published by the Inter-
national Labour Organization:




Table 10 /

. UNION MEMBERSHIP FOR FIVE COUNTRI%S\

* % of Private Manual & of Private‘White Collar

Employment Employment
Us " (1973) 53 9
Austfhlia (1972) 56 26
UK (1973) “ 50 - : 27
France (1973) 25 . "15
Germany (1972) 42 / 19

Source: Clegg, H.A., Trade Unionism Under Collective Bargain~

ing, 1976:12

A}

~ |

Keeping in mind the deficiencies of the data as in-
/ .

dicatéf, we note that there is little or nowrelationship be-
tween industria; diversity and union strength as indicated:.
b“.mémbérship rates. Canada and the United States ma; have
low overall rates of unionization, but Japan and France with
less diverse industrial structures have an equal (Japén) or
even lower rate (France) of union organization (see table 8).
Norway with its low rate of diversity has a high raté of
union density, but so do Britain and Australia, countries in
the middle range of ;he diversity scale. Germany, the
countfy with the lgast diverse industrial structufe, has a
relatively low overall rate of unionization and ranks among
the lowest in union membership rates for the maﬁufacturing

sector. At the same. time unions in Germany are "reputed to

be powerful” (Bergmann and Muller-sJentsch in Barkin, 1975;

235) and "there is little doubt about the power and influence

LD
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N .
of the'Geﬁ@an trade unions, despite their relatively low

degree of organization" (Malles, 1973:30). Thus, it appears

* that membership rates have only limited value as an index of

3

the strength of unions and the variations appear to be due to

differences in patterns of organization, various methods of

membership recruitment, size of establishments and employer

Ly
-

resistance.

With the limited value of union density as an index
of union strength it is essential to examine other factors
\

’

which affect the homogeneity and power of the unionse

: The Effects of Union Multiplicity

’

. In the United States and Canada one union, répresent-—

ing the .majority within a given.enterprise, has the exclusive

m e naanl b s

right to bargain with a specific:. employer. This, especially-
in earlier days during organizing drives, resulted in intense
rivalry and jurisdictional disputes. In the period from

1946-1969 strikes from disputes on trade union matters re-

» .

_ presented 25 percent of the issues leading to strikes in the

United States (Cullen,'1972:518). While there has been some-

what of a decrease in the number of disputes in these matters, %
the rate was still about .22 percent for the 1966-1969 period . §
- (ibid.) | : 4 o
s In European countries this type of conflict is L %

practically unknown, even though there is quite a degree of

»

3

union multipliqﬁty in France and Italy. The low degree of

organizational rivalry iswrelated to the already established

/

I T R e S N . 7
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loyaities i.e., workers belong to a particular union in

" accordance with their religious or political conviction.

Shifts in membership numbers are not a resul% of raiding,

i

but often a consequence of changing attitudes towards

religion and political ideologies. Moreover, all major
unions "are represented at the bargaining table and no
union can obtain a more generous agreement for its members.

The union structure in Italy, France, Germany and

s

Norway is related to the development of socialist and
communist parties and the historical rble of the church.

In both Italy and France there are catholic, socialist and

L 13 3710 T Sy 3 v W et

communist trade unions. In Germany these divisions existed

g, g

until they were abolished under the Nazi regime. The re-
construction after the second world war ‘established the
powerfuf DGB (Deutscher Gewerkschaftsbund), a confederation
of 16 idauftrial unions. In Norway the socialist oriented

LO (Landsorganisasjon) is the dominant trade union federa-

tion), representing almost all national unions. Thesé‘unions

are organized along industrial lines.

In Britain and Australia union multiplicity is a
result of thé existence of different types of unions. Craft
unions, industrial unions and general unions, all of theée
may represent workers in one compafy. It is not uncommon in

Britain to find one cdmpany bargaining with up to ten or more

unions per plant. Seyfarth (1968:19) reports an average of

7.4 unions per plant, and cites the example of the Ford Motor
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Company plant at Dagenham with 22 unions representing the
workers. In Australia craft unions exist along with in-
dustrial unions and as a rule several unions represeﬁt the
workers -in ohe particular plant.‘

To facilitate bargaining when there are several
unioné in one plant, shop stewards' committees are formed.
The existence of such committees has had important conse-
quences for the amount of control the various unions are
able to exerecise over local bargaining issues. With the
absence of specific written agreements, day to day problems

i -
are usually handledJBy shop stewards and shop stewards'
commi ttees. Since most unions are organized on a geograph—’
ical basis ;nd have a minimum number of full time union
officers,udirect communications with the workers are rare.
As a result, -shop s£ewards and their committees have become
almost autonomous baééaining agents, also because the com-
mittees are not responsible to any particular union.  The
high numbe; of unofficial strikes in Britain (95%) and the
use oﬁ’ipdepegdent strike action by shop stewards in
Austrayia should be seen in light of these developments.

Concluding, it appears that similar degrees of

unionization have different meanings in terms of strength

y
¢

'ﬁhen union multiplicity is taken into account. Especially

.j‘in Britain and Australia and 'to some!extent in Italy and

§~ '
France multiplicity detracts from the effective ;érength of

unions in confronting the employers. Furthermore, union

! < 4 .-

L
b2
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|

multiplicity appears to be a factor in strike jJactivity in
N these countries, while in the United States and Canada com~
pet#tion among unions to represent the worker of\a partic-

. . . . |
ular plant is an issue leading to strikes as ellﬂ

The Imbact of Works Coungils

/ As in Britain and Australia, unions in Italy,
Frapcé, Germany and Norway are organized on a regigﬁal
basgsis. In Britain ané Australia the unions are represented
in the place.gf work by shop stewards. However, in Italy,
France and Germany unions do no? have a formal\role in
management-worker relations at the plant level.% Al ternate
‘bargaining' institutions, works councils, have‘been estab-
lished Py law in these countries. The members a#e elected
by a vote of all employees i.e., both union and nPn—unioﬁ @
members. Works councils are érimarily consultatiﬁe bodies,

depending # great deal upon the goodwill and cooperation
2= . :

between management and workers, supplemented by le%islation

% which defines the procedﬁres and areas of ‘negotiaﬁionsf.
The councils have no right to call- strikes or to employ
forceful tactics to back up their position. - On the
contra;y,l}hpy are under an obligation to promote harmonious

»

worker-management relations within the enterprise.

*In Norway the union branches are empowered to conclude
local agreements with employers to supplement industry-wide
7 agreements.

o wadt et b e s o
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Consequently, these caﬁwcils are "too feady to accept

3 paternalism from employers and suffer from a Qeneral lack

4 -

. of toughnéss" {G. Giugni,'l92;:3ll).

Although works councils are not integrated with the

¢ . \

: P
union organization, in practice, most counci) members are
- -
. ¢ : ‘
also union members-t —During elections unions nominate their

.

choices for election on these works councils and, thus, en-

sure that their uq}on's view will be expressed on the

~

- -

council. . N “
' . <« 7

~ . a3 v (] 3 ’ »
The existence of confessional and political unions

in Italy and France“furthér weakened the efficiency of the
works councils. It is in elections for these councils that

interunion rivalry comes to the fore. The elections are

generally regarded as a barometer of the popularity enjoyed

by the unions nominating candidates. Thus,'they bear more

resemblance to elections for political office\than for a
! N

trade union. In Ftrance this is reenforced by the political

&

stance of the unions. .-In Italy councils h@ve been “qgld-
~shouldered” (ibid.) by the unions énd a new type ofgrepré—

. sentation has emerged (see page 107). Lo \

i

In Germany, whe#e uniog rivalry is minimal, works

'

conclude informal agreements} " Em~-

t -

councils. do in practic
_..» = A “.06 LRI ,?A‘ - . . '.
ployers show a strong preference for bargaining with works -
. \ :

councils, because these have no effective bargaining

.
o

strength. In fact, coupcils.can be a subversive instrument

"“in“the hands of the employer (see pages 133 and 134 ).

w

- -

»

o
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The ambiguous role ofwthe works c‘cll is cauged by the
N

. fact .that it has no legal rights ‘to engage in bargalnlng,

]whz.le at the same tlme 1t functiohs to ensure that any
agreements reached by the unions are properly 'implemented.
Y ,' ot . >

1

Unio ns and'Politics N
v ' ) '

The presence of political alternatives to capitalism

+

in European countries has been a strong force in the develop-

ment of labour unions. The church's involvement 'in ‘politics,

o & - '
especially in Italy and, to a Jless extent, in France had -

‘V{ith the"growth of vsoci_a.list and communist oarties"- a
“divisive eéfect on the labour mbvement. The chqrcn denied

the existence of any fundamental conflict in the r;anagement— ‘
'workei:_relationshi,p; “Instead, it \pi:o‘moted the corporate

modei of owner-worker relations in which both parties have

rLghts and obllgatlons 1.n the pursult of a common goal. -
M —~

- The ex:.stence of a common endeavour- was in d:Lrect contrast

-

with the soc’ialist and communist labour movements advancing

thHe ideas of class confl:.ct and the ' 1nherent antradlctlons

.

in th! owner-worker relatlonshlps. The Ghurch' s historical

‘ﬁ:ole. in right wing pOllthS alienated large numbers of the

. , s , 4
working élass and intelligehtsia and contributed to the

growth of communist parties in Frahce and Italy.

‘ . ,Thé rad:.cal reformlst split in the soc:LalJ.st mové-
. \ S - -

xhent was an important factor ' in the development of the

r

labour movement. In most Nertherr{ .European countnes - ;

o
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socialism has taken the direction of a reformist movement, -

3
a »

which chose political action and advocated gradual change
ﬁithin the_rulésqof the system. This has been e case in
both Norw;y and Germany, where social-democr;tic parties
haée become strong forces in‘thé pariiamentary sysfem after
initial ideological strﬁggleg with cemmuniét factions.
France agd Italy are tﬁ; only countries where thé coﬁmunist
parties have becomé lérger ?han their socialist rivgls and
exert a strong influence on.the working class.

'Thé aboye developments have had major implications

for the role of the state in the area of industrial rela-

tions. Unionq, closely allied with political parties

. could to a certain extent translate their political power

into favourable legislétion, resulting in a large number of
legally guaranteed benefits. On the other hand, unions

{ ’ )
were drawg.ginto Fhe making of national policies resulting

in moderating pressures on the demands of labour unions.

Especiailyuin Norwaf, Germany, Britain and Australia trade
1 I

unions are strongly represepted in political parties and
legislative bodies. Malles (1569:28) céncludes that there
is a mutual interest for the parties to have a political ;
powerlbase in>£he unions as well as for the unions to be
“able to éxert a direct inflﬁence on ﬁhé legislatures.

*

In, contrast to the European developments is the

‘devélopmept of trade urlionism in North America. The

- abgence of a feudal tradition, the divisive effects of ethnic

&

A\




language and racial barriers provided little fertile groun

to launch social movements based on class solidaritf and
commi tted to a fundamental reform of the.systenﬂ

Economic unhionism was a more viable alternative tha
a broad social revolutionary or reform movement. More
specifically, the highly skilled, better paid craftsmen who
made up the bulk of the AFL membership werg‘more interested
in the protection of their jobs, higher wages and better
working conditions than in social‘legislation providing for
minimum wages or other benefits for people outside their
organization (Bok and Dunlop, 1970:389). The effects of
depression and the development of mass production industrie
have to an extent altered éhe non-politicgl stance of the
AFL. However, in comparison with Europeén unions political
involvement is still minimal and emphaﬁis is on colle?tive
bargaining to win immediﬁte economic benefits for the
membership. Political activity is limited to lobbying for

legislation and supp®ting candidates for polipical office,

=k
~
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who have shown to be sympathetic to labour.
/ ' : ‘

~

»

N ~

- iIn summary, the strength of unions cannot be
adequately measured by the density of organization. Union

multiplicity and rivalry may weaken the power of unions in -

\

collective bargaining. The degree of centralization of

decision making.bodies (e.g. the number of national unions), -

14 ~ ‘

local representation (works councils, local bargaining

units), political affiliations, as well as different patterﬁs

of organization in the various sectors of the economy

significantly influence the effective strength.of trade

unions in advancing the _interests of their constituents. -
/

It is only in a more descriptive analysis that these factors

can be fully appreciated. o \
) .
~




\ CHAPTER FOUR

! . ! /

EMPLOYER STRENGTH: SOME CONSIDERATIONS -

One of the most important variables interfering with
the realization of union objectives is the resistance en-

countered from the other side, the employer or the employers'

. organizations.

% According to Ingham, solidary and centralized em-

. ~ ployers' organizations able to impose‘normative regulation

“ ‘on the.cdbital-lqbouf relationship are most likely to emerge
in émél; scale societies (1974:42). He argues that the de-
gree of industrial concentration and technical complexity is
lowest in such countries, because of their dependence on

export markets. The competitive nature of these markets has \

[
.

forced these countries into a high degree of product speciai-

-

ization and economies of scale resulting in .a relatively -

‘small number of large sized companies.

While Ingham's account seems to be ‘plausible for

such countries as Norway, Sweden and the Netherlands, strong

employers' organizations have also emerged in West Germany

- ~

- -/ and France. In these countries the elimination of competition
‘o ,‘ in labour m§rkets and the re&ulation of cut-throat competition

A ' in product markets seem to have been the majo; forces in the

emergence of these organizations. - C

LN




E

ket =51 -

The eﬁistence of a large number of small employers
within a particular sector, geographical proximity, a highly
developed network of transportation anf communications pro-
moting the integration of labour and product markets, and
the threat of strong trade unions a;pear to be the main in-
fluence -leading to the formation of emplofers' organizations
in such situations.

Further evidence for this pheﬁomenqm c;n be found °
in the United States where mhlti-employer bargaining has
emerged_upder similar conditions (see page 86 ). Multi- ~
employer bargaining, however, is mostly a practical, volun-
tary way 6f joining forces £§\increase employer bargaining

: =
power vis & vis unions and it leaves individual employers
free to make their own decisions,. Employers' associétions
in Germany, Norway and' France are dominant organizations and
leave little room for local initiative and employer autonomy.
Malles, in é q;scussion of management organization in Western
European countries, notes thé tradition of economic organiza-
tion of interé;t groups. He observes that the emﬁloyers'
associations not onky‘assumed power positions vis 3 vis labour
but also'OQér their own membership. The author ascribes this

to "thé fact that cooperation rather than competition has for

. S —
long been a pronounced feature of much European economic life

~ ~

leading on the one side to the unhindered formation of trusts

‘and combines, and on the other to protective measures favour-~

ing the small entrepeneur" (1969:24,25).

/
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% ' | The view that the size of establishments is a deter-
minant in the strength of employers' associations has also
; been advanced by Jackson and Sisson (1976:318). Contrary te
| "Ingham's observatlons, they argue that large companies, rather
, . than being,conducive to the formation of employers' associa-
tions, are an obstacle in the proper functioning of these as-
sociations. Under conditions of high demands for labour they
tend to offer higher wages and better working conditions -
which they are able to offset\thr;ugh increased efficiency.
.

They also tend t /9»develop their own labour relations depart-
ments geared to the needs of their company rather tan follow
the advice of the employers' associations. Jackson and |
Sisson believe that the weakness of employers' associations
in Britain is related to the relatively large size of estab-
\ lishments in comparison with Sweden (ibid.) Further evidenc
comes from France where large employers have been the fir
-to abandon industry wide agreements concluded by generally
strong and homogeneous employers' associations. In Germany
as well, large employers e.g., Volkswagen are known to opt
out of industry-wide agreements, or, unefficially, do not
abide by the regulations called for in these agreements, re-
sulting in Fhe gso-called wage drift asvwell as supe{ior work-
'ing conditions. ‘

Considering all of the above arguments and the\fact
that both oligopdlistic tendencies in a nation's economy and

the ex18tence of a large number of small and medium sized
e 139 ~
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companies within particular sectors may lead to the forma-
tion of strong centralized employers' associations, it

cappears that' the concentration of industrial activity in a

relatively limited number of sectors is the determining

factor’ in{ the.development of powerful employers' associa~
)

tions.

As in the case 'of unions a mere enumeration of
. L

nmembership figures reveals little about the actual strength

of employers' associations. Moreover, in several countries -

employers do form associations for reasons not primariﬁgk\\\

i

related to collective bargaining, but objectives such as,
financial advice, productvand market devélopment,oetc.
Considering téese limitations it,would appear ‘that a better
indication of the strength of employers' associations is
their ability to enforce industry-wide agreeménts and to
maintain control over their members.

In countries where collective bargaining is carried
out primarily at tHe level of the enterprise, employers'
associations are less prominent and, where ‘they exist, their

“main function is to provide specialized services to their

nembership rather than directly engage in collective\ bar-
gaining. Again, it appears that the importance of employ-
‘ers' associations is related to the.size of establishme
Whereas the large enterprise is in a better position to main-
tain an .extensive labour relations staff and is better able

to 'match the power of the unions, small sized firms woula

/
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teénd to find strength in collective action. Multi-employer

bargaining and coalition bargaining have emerged in situa-
. tions where employersd encountered.pgﬂerful trade unions or

as a means of preventing 'whipsawinér%%hctics. These forms

of association are usually ad hoc rather than continuous.

They offer strength of combined action without relinquish-

ing autonomy in the regulation of local management-labour
relations. , '
g As noted earlier large sized enferprises have less
‘ need for the services of ‘employers' associations. They
develop their own indusﬁrial relations departments, which
employ sophisticated methods in dealing with unions.
In earlier days trade unions wér? viewed as the
’ causes of labour unrest and as arch enemies -- today the

unions become part of the "control system of management" or

in thé words of Mills the "managers of discontent" (D. Bell,

1960:215). With the’ need for more extensive regulations
: ' in the operation of large scale companles the unions can be

e ' made an agent in the justification and enforcement of

normative regulations.

Thfough the formula%}on of demands, the negotiation
i oand the Eonclusion of specific agreements the union im-

: plicitly legitimates the wages and working conditions stip-
ulated and takes on the responsibility to have its member-

. s ship abid%ugxythe agreement. The shift in managerial policy

. . . ,
towards unidns-.and the ability of management to tactically

e ! .
ro. b
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exploit the power of unions over its membership to further

company interests, led Ross and Hartman (1960) to believe that '

strike activity would decline. :
Apart from g“;eit_gi:\expertise in industrial relations,

large scale enterprises, in particular, multinational com- |

ganie's' -have a wide range of tactics at their disposal to

1
undermine trade union power:

- shifts of production to other areas of the countryl or,
if necessary, to other countries

- the threat of directing new investments to countries
where ‘e labour cljimate is more favourable

- diversification i.e., the buying of other companies or
investing in other product markets to fragment‘the powe;: of

trade unions which are usually organized according to market

categories.

The special characdteristics of collective bargaining

o*

M kA N
with multinational companies have become a growing concern

.

* for the unions. The International Metalworkers Federation

(IMF) and the International Federation of Chemical and
General Workers' Union (ICF) have been the most active in co-
ordinating action§ against multinational companies. Ford,
St. Gobin, Philips, Shell, Michelin and the four big US tire
companies have all been targets of coordinated action by

international unions. A Conference Board survey of 555 compa-

nies which were on Fortune's list of the 1000 largest US

t

nanufacturing companies and 173, companies 'cahqﬁ were on
¢

4+
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collective bargaining.
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Fortune's list of 300‘largést non-US companies, revealed
that more than one quarter of these companies have already
been tat¥gets of international union action (Herschfield,
1975:9) . ’ , L
Tﬁe steadily increasing integration of world product
and labour markets has major consequences for the bargaining
power of employers and trade unions gnd the above is merely
¥’

an illustration of the growing importance of this aspect of
]

Concluding, it appears that the best indication of
the strength of employers' associations is their ability to "
enforce adherence to stan&;rd agreements throughout the
industry. Wbere iﬂdividual employers deviate from such
standardvagreements the power of the association will be
undermined considerably: In general, large companies have
less need‘for the services and the benefits of employers'

'
associations and they will tend to be the first to abandon
industry agreements. |

The expansion of large companies into multinationals
already has had some effect on the bargaining power of unions
and this will be considered where nécessary.

The growth of multinationals may, in the years ahead,
have important consequences for the balance of power between
unions and employers, but this relatively new development is

o

outside the scope of the thesis.

b .




W 1 AR PRRIE Aok ama oo st . - \ R . ~ o

- . CHAPTER FIVE

/

THE STRUCTURE OF COLLEETIVE BARGAINING,
v ITS SCOPE, FORMS AND CONSEQUENCES: GENERAL CONSIDERATIONS

In chapters one and two I have attempted to show
' that industrigl'diversity is one of the basic :zariables to ‘
lbe taken into. account‘in dealing with strike activity. The
argument is based on the assumption that a low degree of
diversity facilitates the formation of. strong unions and
employers' associations. This will lead, after initial
confror;tations, to a clear demarcation of lines of conflict
and power relations.
' Where lines of conflict and stréng‘ths of organiza-
tion; are sufficiently clear, normative regulation is iikely
to c}evelop. In such cases the resolution of conflict by means
~of an agreed set of rules becomes a better strategy than the
use of pure eco;xomic force. This process of joint decision
making, collective baréaining, can be developed into an ex-
tensive systenm of norms for the regulation of the relations .
between worker:s and management.

0

The development of particular systems of collective

: bargaining is, of course, not exclusively governed by




somic variables.°®

‘lated to the development of particular\‘forms of collective

=,
bargaining, which in turn affect the rate of strike activity.
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economic variables such as, the distribution of employment,

the concentration of i}’dustrie's and the characteristics of

product markets. Although these factors exert a strondg in-

fluence on the formation of more or less homogeneous employ-

ers' associationsand unions, we have also noted (chapters

three and four) that these organizations do not 0pérat'é in a .
vacuum, but within the setting of a 1§rger, specific socio-
economic and political context. This context ;influences

strongly -the formulation of rules and procedures regu’lating
management-labour ;elations, and thecemergénce of different

forms of collective bargaining is the outcome of the media-

ting effects of social and political factors upon the econ-

The variety of ways in which unions and employers
confront each oth‘e‘r." and the mechanisms worked out for the
resolution of conflicﬁ,' once firmly in place, produce their
own effects and, thus, become an important intervening vari-
able in the initial relationship betw‘e?n i;udustriai diversi-

ty and time lost through strikes. .

»~

In this chapter I shall first explaih how differ-

ences in the legislative framework affect the scope of col-

‘< ~

lective bargaining i.e., the number of issues to be covered
in collective bargaining. Theén an attempt will be made to
démonstrate how industrial diversity and the existence of Ve

\

certain types of unions and employers' associations are re-
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The Scope of Collective Barg!ining L

_While it is almost impossible and also unnecessary P
to describe all the 1éga; variations which exist among the

countries in this survey, there are some essential differ-

ences which have a direct influence on the scope of collec-

‘tive bargaining and, as such, limit or expand the areas of

_ possibie conflict.

N

These variations are not only a result of the differ-
ence of approach in tHhe common law and civil law system, but
‘ " ’

are also.related to the inﬂéractions of employers' organiza-

tions and unions with the state.
. In the European countries t}xe number of employee
benefits established by law is greater than in Canada, the

\ o
United States, Australia and Japan. This development is a
4 [y .

result of the ’special ties of trade unions and political’

parties, discussed earlier, and, according to O. Fairweather ;

(in Kamin: 1970:70-71) these unions "£ind that benefits can

be won more quickly in the political arena than across the

bargaining tabieg." These legislated benefi}ts reduce to a

gréa’t exteni:— the 'total paékage' to be covered in collective

[4

. - .. v <
bargaining. Many benefits -z the length of vacations and
working hours, pension plans,‘,mediéal insurance, procedures

for dismissal, severance pay, etc. -- are regulated by law.
4+ 2 ~ . ) A 1
Q -

: 4
In North America these benefits form a substantial

* |

portion of the areas for negotiation, In the Uriited Stdtes

i,
' . » P .
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his rights.) This collective agreement supersedes any in-

: éjvidual contract the worker may have with his emﬁloyer.
| : . N

In the Europear countr’es/the worker has an-indi-

vidtal contract w}th'hia,empl er which is supplemented by

.

,Asgislation. Social AEgislac'on, thus, effectively de-

-

creases the number of igssues to be negotiated.

\o

) In most‘countrles.@ distinction .is made beﬁween can-
flicﬁs'of rights (disputes ar siné from”existing collective
r
&
agreemenbsg laws or contracts: of employment) and conflict of

1nterests (dlsputes concernlng the negotiatrion of wages and

e

.
N

/yage related 1ssues). In the European countries disputes of
r

ights are ‘decided ‘in tlie courtroom and not througﬂ strike.

'action. Accordlng to J Schregle (1974:11- 12) "This has un—‘

doubtedly reduced the incidence o,f work stoppages. Strlk(eﬁ

N /

which do occur in these countries are a result of conflic s

autonomy L.e., the need for more decentrallzatlon. . -
F\ In the.United States and Canada contracts provide.

grievance procedures for resolv1ng dlsputes of rights and

duces‘ihe number of strikes related to non-economic isspes. .

4

" Tn Britain the informality of shop agreements and’tfe ) 5.
. . Y /\ . 'g: .
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obsolescence of industry-wide grievance procedures has led

to *the frequent use of ghort work stoppages by shop_ stewards
(not the uniop) to enforce demands. In Australia the‘
* \\ lengthy arbit;ationwprocedures and the tendency of arbitram
* tion courts not to infringe on manageri*l prerogatives have
. . o
resulted in frequent, short work stoppages. In an inter-
“» 7 national comparison of issues leading to strikes (D. Oxnam,
1971:135) it was found fhat while in Britain strikes reléteé

7 /
. v
to non-economic issues wgre appreciably higher than in the

United States, in Austraela non-ﬁkonomic issues comprised
more than 80'% of the major issues leading to a strike'

4

during the, years 1946-1966 (see tafe 11).

¢ ‘ <«

N \

Table 11 -

EERCENTAGES OF STRIKES BY MAJOR ISSUES INVOLVED
THREE COUNTRIES, 1946-1966

S e

Major Issues - Australia Great United
. ’ S Britain States
| ‘ Wages, Hours, Leave,.etc, 14.5 48,7 54,6 .
Physical Working Conditions . . B
and Managerial Policy - 58.2 47.5 23.3
Trade Unionism . 9.7 3.6 20.8
4 Miscellaneous, 17.6 0.3 1.3
All Issues ' 100.0 100.0 100.0

Source: D. W. Oxnam, Issues in Industrial Conflict:

T An International Conmpparisons The Journal of
Industrial Relations, Vol. 13, No. 2, p. 135,
June 1971, Sydney
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In summary, in couqtries where legislation

g

AN
plays an 1mportant role in establlshlng SpeCIflc em- v 1
& -
ployee beneflts, there is a corresponding decrease in the

amount of joint power which unions and employers' asso- .

7

ciations have over the issues to be decided. In coun- ,

tries where legislation pfgys an important role in .

‘regulating the specific procédures for collective bar-

.. i -4

gaining, it tends to increase the amount of joint power

held by unions and employers' associations over the

issues to be decided, thus, 'augmenting the ¢hances for

.t

disputes and possible strike action.

S
Legiglation of specific employee benefits,
. ‘ /
limiting the scope of collective bargaining is more

/7
likely to occur. in countries with less diverse industrial

structures. ' In these countries whlch tepd to have large
homogeneous unions and employers'\assoc1atlons and
centralized forms of collec;;xe barga;nlng, the integra-
tion of differing interests is relatively less difficult
to achieve. Formai-ties between unions and labour par-
ties appear to be stronger resulting in a coordinatign

of political and industrial action. Moderation in wage

demands by the unions in return for gains in the form of
legislated employee benefits are more‘likely to occur
here than in cauntries with diverse industrial struc-

tures, fragmented unions and employers' associations and

local bargaining.

>

N\ ’
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. Forms of Collective Bargaining
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workers covered by the agreement is limited to those of the

Collective bargaingpg in the countries in this
N 6
study takes place at a variety of levels with the units

ranging from an entire industry at the national level to
S

that of a single enterprise at the local level:

]

153 1

a. industry—wide bargaining: This 5argaining is some- ——
tinmes aF a national level, but usually on‘a Qide regional
basis.,’It takes place between representatiQ;s of empléyers'
associations and representati;es of federations of unions.-
hgreements cover a wide rangg’of workers, deSending on ghé

aefiniﬁion of 'industry', which in many cases encompasses
3

a wid# range of industries e.g., 'metals' industry. Indus-

try—deq:bargaining is prevalent in Norway, Germany and

France. N

.b.

plant-level bargaining: Negotiations are carried out

. between one uhion\and a single employer. The number of <

plant. This type of bargaining is common in'Canada, the

United States and Japan.
AN

’ .
These two.types of bargaining can be considered as

extremes on a scale of centralized and decentralized

v
- /

aiﬁing. As noted, 'the ranking of the countries on this

“

. ~—
e appears to be similar to their position on-the scale

iversity.and strike activity. The bérgaining systems

/

ustralia and Britain, countries in the middle range on

+

¢
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i

the diversity scale, as well as that of Italy which has a
- ,hiéh ranking, cannot be so easily classified in this sim-
plified manner, becaﬂse of their special characteristics.

In the case of Britain and Australia these special features

E may be in part a result of their modérately diverse indus-
trial structure. The notable exception is Italy, which has

a diverse industrial structure, a very high rate of strike

activity, but historically a centralized system of collec-
tive bargainihg. This poor 'fit' of the bargaining system
with the diverse industrial structure in Italy may be one

1

of the causes of the extremely high numberkof days.lost -
through~stiikes. 1
\ ‘ The above two levels of bargaining are, of course,
igp“most countries supplemented by a variety of other forms
. of collective bargaining. In North America, for exaﬁple,
. where plant-level bargaining is most'frequent, there are
; tendencies towards more centralized forms\of‘cqllective
: bargaining. This trend is éafticularly noticeable:iﬂ those
. industries with large conéentrations of workers, steei,‘
. - automobile and textile, thus confirming the main thesis.
Multi—employér, coalition And pattern bargaining have e-
merged as a result of efforts by employerg and unions to
coordinate bargaining_ﬁnd to form a more. united fron£ vis &

vis the unions or manageiment. Multi-employer bargainirg

oftég takes place whére there are many small enterprises

N within a certain geographical area and the competition in
\\ \ ‘ “‘\:x - '

\ . . v -
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labour and product markets is strong. If in such situations

the workers are highly unionized, small companies prefer to

face strong unions in a coordinated fashion (multi-employer
, .

bargaining) rather than face the situation individually.
Vi Now

Unions at times have to deal with multi-plant com~

panies. Instead of unions at each plant trying to deal with

the company locally,\the various unions bafgaining with the
same employer 'try to agree on a common strategy in their
coﬁfréntation with this employer (coalition bargaining).
Pattern bargaining is frequently practised in ‘the
automobile’and steel industry in North  America: an agree-
ment reached with one of the major companies becomes the

'‘pattern', the master contract for other manufacturers in

" the industry. \

f s o . . .
In Japan similar tactics are applied in the large

12

steel and electronics companies. Also in Japan, where nego-

1

tiations are carried out by enterprise unions, a special
campaign'is mounted each year by all the major unions to
secure wade increases. Thus, enterprise bargainingvis com-
plemented by a highly coordinated national campaigﬁ.

In the United Kingdom and Italy the importance o§w
industry-wide agreements ﬂas been reduced to a great extent

Y .
by informal agreements at the plant-level. 1In these’coup—

. et
.

~

tries two systems are operating simultaneously, although‘thér

2

industry-wide agreements have ceased to be very effective

and it may in fact be more appropriate to regard the system

:
/, . . x
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of collective bargaining in these two countries as largely
decentralized.

Notwithstanding Soqe of the éhanges éboVe, it is

generally conceded that national bargaining structures once

firmly in place, tend to persist over a long time. Changes

do take place, but they are usually gradual and supplementary
‘\ ’

rather than sudden and drastic (ILO, 1974:125 and Malles,
1969:58). Too manyMstructurai economic and institutional
factors inhibit the radical transformation of industrial
relations systems. As a tesult different forms of collective
bargaining tend to produce their own particular effects on
jthé intérhal organization of uynions and eﬁbloyers' organiza-
tions as well as their bargaining power and ultimately on -
strike activity.

L

Some éonsegpences of Centralized Forms of Collective

/

Bargaining
Industry—wide bargaining ié%ég?ompanied by a concen-
tration of decision making power among;ﬁhe upper levels of
different industrial organ;zat}ons. It has meant a commit-
ment’ hy employers to thé policies set out b& their associa-
tions. These often insist on employers' solidariiy
(J. Schregle, 1974:5). For the unions it has meant that the
ratifiﬁation of the collective agreement by union membership

vote either did not develop at all, or has progressively

fallen into disuse (Malles, 1969:54).
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The centralized‘process in European' countries
committed both the union and the employer to a specific set
of rules and conditions which were in most cases extended
to employers and workers not part of any association. This
principle of extension has led to a levelling of wages and
greater uniformity 'in working conditions, which had impor-
tant consequences for both labour and management in terms of
compgtition. For the employers wages and othex cost relﬁted
to labour have remained virtually the same for:everyone, thus
éliminating pressures, on these costs é;rough competitive
action. This was accompanied by the fact that in all cases
general wage policies were determined by what was affordable
1 . ‘ for the smaller and less efficient companies.

- ' For labour it has had the effect of improving wages
) from the bottom up. It would appear that workers with skills

t
* * . 1] ! » .
high in demand have been denied significant economic im-

provements to the advantage of the labour force(fn th; less g
profitable sectors of "the econoﬁy.

'iﬁ timesof stron; economic éxpansion the central -
policies have come under extreme pressure from both the em-
ployers and the unions at the local level, resulting in the
'so-called wage drift: the extent to which .wages acfually
paid by individual companies exceed the nationally’negokia:

} - “ted level.ﬂ This is one of the most difficult problems'of‘
national and indusiry—wide agreements i.e., how to relate

the wages of high profit, low labour cost industries

S

A -~
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4

(dhemicale, metai industries) to low proﬁit, labour'inten-
sive industries (textiles, service industries) and how to
iﬁtegrate the interests of relatively large companies with
those of medium sized and small companies.

In conditions of/rearly full employment employers
can only attract the labour they need by offering‘wages and

working conditions which are above .the conditions set in the
A

industry-wide agreement. Many companies, especially the .-

larger ones, have done this with the result that wage drlf;

f reached levels of 30 to 40 percent in Norway and Germany

i.e. the difference between the conditions established by

' national or industry-wide agreements and the benefits

actually paid by the empioyer (J. Schregle, 1974:6; Barkin,

1975:252) . The neglect of the workers' aspirations at the

plant level and the fact thaQ\industry and economy wide agree-

- ments were frequently linked to the national interests, or

a

the in;erests of the industry as a whole, Yed to an erosion
of confidence in centralized'forms of collective bargaining.

In Eurcpe moer of the strikes during the 1969-1972
peried did not originate within the regular national union
machinery that is, they were moetly'wildcat or unofficial
strikes. Both dissatisfaction with aspects of the establlshed
systems for negotlatlng collectlve agreements and the set-
tling of local problems were common causes of these unoffi-
cial strikes (E. Kassalow, Confllct and Cooperation in-

Europe's Industrial Relations, Industrial Reiatlons, May, 1974:
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In Germany the' spontaneous strikes in 1969 resulted
from dissatisfaction with the trade unions' cooperation with

incomes policies. Bergmann and Muller Jentsch (in Barkin,ﬂ

1975:268) report that "workers felt they had been discrimi- v

nated against on finding that profits were rising percep-

tively whereas wages were falling behind”. The strikes in
1973, when aimost 200,090 mgtal workers were involved in un-

official strikes, were the immediate consequence of the unsa-

by a rise in the cost of living (ibid.) Thus, while the -
;formal structure of collective/?argaining in Norway and
Germany dihcourage; strike activity, the strikes which do
occur are a function of the unequal development of p{gi?c—
tivity rates within the industry-wide organizations. )

In Italy and Britain industry—wid; agreements Héve .

/

lost in significaﬁée under' conditions of economié expansion
and nearly full employment. The inabili;y of national
unions and employers"oréanizations to make provisions in
the industry-wide agreements for local neeas and aspirations
has led to the emergence of informai bargaining at the plant
level. The Royal Commission on Trade Unions and Employers'
Assgociations (Donovan Commission, 1968) argued tha%/greét \
Britain in effect has two systems’ of industrial ;eiations:.
'a formal (industry-wide agreements) and an informal system

" (plant level bargaining). The informal’ system has increag-

ingly become the reality (Fox and Flanders, 1969:151).
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In Italy, what once was a highly centralized system of col-
lective bargaining has developed into a decentralized system
of iAformal bargaining (Giugni, 1965 and 1971). Both in
italy and Britain most strikes'originate outside the official
machinery i.e., the workers' delegates in Italy and the shop
stewards in Britain. Notewbrthy is the lack of union coﬂtrol
over the workers' delegates and the shop stewards and, con-
SEquently, over bargaining and the use of the‘strike at the

plant level. We will deal with this in more detail later on.

‘In France, the existence of many small and medium

r

sized enterprises, the presence of strong employers' asso-

.ciations and the extremely low rate of unionization appears

to have' kept workers' influence (formal and informal) at the

plant level relatively low. Industry-wide agreements con-

. f
tinue to determine the wages and working conditions in most

enterprises. Strikes which do occur are often in 1érge

enterprises or of a political nature. The latter are of
extremely short duration (average one day) and large numbers
of non-unionized workers participate.

v

Some Consequences of Decentralized Forms of

Collective Bargaining

| In decentralized bargaining systems workers' repre-

‘sented by strong local unions in high profit and/or low

labour cost industries have distinct advantages in negotia-

ting wages and working conditions over those workers who do

\

a - L
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~fiot belong to strong unions and are'emplé§ed ih less profit-
abie sectors of theQ%#onomy. On the employers' side, small
companies and employers in labour intensive, low profit in-
dustries face.greiE difficulties when confronting powerful
unions. 1In such situations tactics to discourage workers to
organize and tendencies tdwardg multi-employer bargaining
are not unfamiliar, I N

Single-company bargaining 1ncreases the p0551b111—

ties for strikes. Not only 13 the number of contracts to be
negotiated much higher, which i? itself increases %he chances.
that conflict will occur, but competition inducgg both em-
ployers and uniong to resist demands or 6ffers which .do not
'measure up' to agreements reached by Pther uniong and com~
panies. Employers“will’try to keep éheir labour cost belgwﬁ
those of competitors or brevent them from going higher.
pnions will stfivé for settlements higher or at leagt equal
to those reached in other sectors. 'Whipsawing' tactics i.e.,
playihé one employer off against the other, are often used
to achieve advantageous settlements. ' Thus, it appears that
sxngle—company bargaining 1ncreases competltlon aang unions

" and among employers’ This in contrast with industry-wide I
agreements, where all employers and'un%ons agree to standard_

rates throughout the industry. Industry-wiée agréements

also eliminate an important factor contributing to inter-

./

union rivalry: no union is able to offer its membership a

better deal .than the others. In the United Staies union

v
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rivalry and jurisdictidnal disputes repreéented more than

ZQ percent of the issues leading to strikes during thQ past

. : 25 years. S8Single employer baréaining is the dominant method

° \ for negotiatihg agreements i'n the United States and Canada. .

Inﬂiapan, which also has a decentralized bargaining

)

3 o ') .
K -//, system, all bargaining is carried out by enterprise unions.
The enterprise union is completely autonomous in the nego-—

3 \; - tiation of an agreement and in most cases outside unions and
; " 2

a » - . » + .
. federations are explicitly excluded from interference. The
1 - .

special characteristics of Japanesé society, where the tra-

'ditional concepts of the hierarchical family system oftén

s

'perme&te working cénditions in industry, make it imposs;ble

to equate the entérprise union witfisits North-American

1

counterpart. Paternalism of employers and the employees'

v

° ' I .
strong feelings of attachment to the company reenforced by a
' . wage system based on age and seniority as well as traditional
life time' employment, make enterprise bargaining as carried s

. 5

*

: out in Japan fundamentally different from tﬁe way it is
| practised in North Americax .

Forms of decentralizéq bérgéiﬂing make local units | v
especially vulnerable to employer intefferenéé. In Nortp

America employer resistance and anti-unicn policies, espe—t

> o . oer
" "" o » ] o » » ] .
.’ "‘ﬁ&}ﬁyﬁﬁﬁ‘ X in earlier days, resulted in a high rate of industrial
pEN . Ay 'I

':étftﬁﬂi' According to Rosslﬁnd Hartman, union members in the’
N | B ! ~a

United States were more prone to strike than those' anywhere

else during the first. three decades of the century-.and about

o

’
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. ome third gf all unionists went on strike each year (1960:
& C - b
19) . The legal recognition of the union, the increased

strength of unions and the "profound changes in managerial

o

SR N ALt e e
e

e vk EEEE

attitudes towards the worker and the union" (ibid.47) have
reduced the unusually high progenéity'to strike of American

unionists. . , ’

¢

In the centralized bargaining systems of, Europe
\ / P
y unions were recognized de facto, from the moment employers'
“ S s associations entered into industry-wide negotiations with

representatives of unions. Local unions’ have, however, been

é
3 Q&ﬁy excluded from/workplace bargalnlng in Germany, Italy and

ﬁ\ France. Their role ‘has been taken over by works councils.

“ f .

These works councils conclude agreements re bonusses, pro-
1

\
L

ductivity -increases and other waye of providing indirect
wage incgreases as well as improvements of other benefits. _

. . They also supervise the correct implementation of the col-
; : o ' 4

lective agreement. Due to the lack of real bargaining

power the councils are¢ open to a“éreat degree 'of employer

o'

w35 TREROE e

In Norway the unlons do negotlate local agreements\\

on piece rates and related issues through their shop stewards

1
1 and the wgeks. councils' function.is mainly in the areas of - -
- trainind/9znformation and research (Balfour, .1972:113). e
-~ P

In Britain and Australia local bargaining is usually

i g

9 done by shop stewards, The inadequacy of industry-wide C .
,:' \ » . . v
:

agreements in Britain resulted in an 'informal' local bar-:

gaining system where shop stewards frequently make use of o
] - 4

- influence, a t0pic which we will discuss in more, detail later.”
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1967 to 1974 unofficial strikes i.e., strikes not called

bl

s : “for by'the union averaged 95 percent of the total number of
strlkes (Department of Ehployment Gazette, May 1975).
In Australla compulsory arbltratlon has not eIimlnated
\strlke action. Strlke which do occur are typlcally brief,

1 . in most cases short dqmonstratlons of dlscontent with ;

-

2t b@ manaderial pollc1es worklng conditions. From 1946 t
’ ’ - \\

a4 197qg%7 percent of the strikes were related to phy51ca1

7

\

worélng condltlons(énd managerial pollcles. (see tables: ll\
‘and 34 ). This dyéect action is often 1ntended to bypass \

-* * lengthy arbitration prdcedures. | ~

- L - . L
- K {

| / ‘ , )
: . / . o .
| . N
T .

Il 4 ' -
} .

v Summarizing, it would appear/that while centralized bar-
A . e , A

R gaining strﬂetures reduce the overall rate of strikes, much

.
a M -
N ¢ h

. depends oﬂ’the accompanying structure of local management-

\

A .
quate An regulating local worker-management relatiomg in-

s " formal negotiations tend to develop. With an absence of
| B A stropg central unions and employers' aesociations, these

T informal negotlatlons may develop into an extensive system

ln o] - of fragmented, unregulated bargaining, resulting in a high

SN * number of strikes (Britain and Italy).

& b : . Works councils may attenuate the inadequacies Pf

S , industry-wide bargaining. They serve as a mechanism to

dhort unofficialgstrikes.to back up demands. In fact, from

worker, rélations. When industry-wide agreements are inade-
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= ‘ . integrate industry-wide aéreements and local cOnditiéaz.
Works councils, however, have)ne‘éuthori;y to hegotiate .
agreements and the.failure'of"central unions to monitor

4 , ) %bcal developments and subsequently inteqrate workers'

o~

1 . }eépirations into industry-wide agreements may lead to wild-

A
cat strikes (Germany) .

In decentraliéed-bargaining structures tendencies

v

m . toward more centralized forms of bargalnlng are present

- in the forﬂ'%f multi~employer bargaining; coalition bargaln—

A=t

‘ing and pattern settlng. The by now ritualistic yearly

dr1ve for wage increases in Japan, shunto, is a form of

institutionalized wage conflict, whereby dlsorder within

o

the enterprise is kept at a minimum while at the same time
t bargaining power is maxim&zed threugh a coordinated effort.
. " In general, these coordinated sargaining efforts
v appear to keep.the rate of strikes at a minimum; Ross and
Irwin (1951'338) note\the infrequency of strikes in American ,
1ndustr1es practising multl-employer bargaining. In pattern
\Qe;gélnlng the pattern set by one company in an agreement
concluded with the un10n§ (with or without a strlke) elimi~
nates the need for fuithex strike action, if others "fall

v

\ ‘ .
in line”. Unified action\gn coalition bargaining and also.
: , :

\
in shunto, raises the 'stakes involved to the interests of

. ‘ 'both ‘parties. - \s \ " '

1 . .
\ i ~
.
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&

preceedingtdﬁapters, it remains ‘to be determined if the \\\\\\\\\\\
\ - ¢ .
: variations in the strength‘af unions and .employers' associa- ]
" tions and the forms of collective bargaining in the nine .

cguntries'can be accounted for by their degree of industrial

diversity,. . . : i
‘ c. / T
s Following the ‘assumptions regarding the effect. of ' C

diversity ‘on labour organizations and the ranking of the

E - ' countrie’s on\the scale of diversity, the number .of locally
organized, independent unions in the countries'with a o,

& ¢

diversified industrial sector shouid be especi&lly’high in

comparison to that of the countries which have a low degree

Q

of industrial diversity. In these countries the trade union Lo
mnovement razggr than being fragmented, shgulq be character-
istic for its homogeneity, centralized power structure and

: . relatively small number of #ndependent unions,

The strength and organizatién of employers' associa=
x . ‘ ' { . . v o . - P
tions should be similarly related to the structure of indus-

e

. try. In the countries with a'relativelf low degree of

. . .
s .ot
B
. . Y )
. . v
P
. s ~
* - \ . - ®
. .
.
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diverkfty we may expect to find large, strong employers'

associations and a centralization of decision making powers.

S g - . . . . i . L
Conversely, those countries with 3 diverse industrial struc-

/ ture zhould be characterized by independent employer action

;

and relatively weak employers' associations. .

o

« . With regard to the structure of collective bargaining,

in copngrieé*ﬁith centrally organized unions and employers'

- . associations bargalnlng may be expected to take place at the
; " | national level. Thls may be done for the economy as a whole,
; but, re likely, it will cover the employers and workers

- for a articular industry. In/countrieevwith fragmented,

independent, logal union organlzatlons and 51m11ar1y orga-

nized ¢ ployers bargalnlng will tend to be at ;he local

level. | As a result such countries w1llhbe characteristic

?

for their large number of collective agfeements, each cover-
ing a rlelatively small number of workers. In the countries
with a moderate degree of diversity bargaining most-likely

will take place &t various levels: local, regidhal and,

o B ¢

somdtimes, at_a national level. a : ) ' g

" \In the chapters which. followh the trade unions, em-
ployers \a58001at10ns and the forms, of collective bargalnlng
.of the cwuntrles 1ncluded 1n this study will be analyzed 1n

! ' more det il. The issues discussed so far, will be aqaﬁyzed

- *

"( nationally; . more gpec1fica11y, those factors afiectlng ‘the

4

‘ ' strength pf unions and employers’ assoc1at10ns as 'well as.
N ‘ .0

PR
ot

A the particular forms of collective bargaining and the dégrée
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3

of consistency of these variables with the structural

——characteristics of industry in these countries will be N ‘

examingd. For analytic purposes the countries have been .

N\
divided into three categories. These categories are con-

o ;
sistent with the diversity ranking as presented in the

2
o

correlatipn analysis of diversity and strike activity: .

“

; - Countries with a higﬁ degree of industrial diversity
o ¢ o ) . .
and decentralized patterns .of organization: Canada, the

United States; and ithly;(chapter seven)
. i ~— ’ ~
- Countries with a low degree of ‘industrial diversity
and centralized patterns of o;ganiz;tion: Norway, Germany - .

a

and France (chaptpr eight) o
2 v \

: s
- Countries with an intermediate degree of diversity

~

Aﬁd indeterminate patterns of organization: United Kingdom,

Australia ‘and Japan (chapter "nine)

[t
.
AR "N
&L=z
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§ ' CHAPTER SEVEN ;

HIGH DIVERSITY AND DECENTRALIZED PATTERNS OF ORGANIZATION:
THE UNITED STATES, CANADA AND ITALY

H

Decentralized collective bargaining in the form of

single emgloyer bargaining is most prevalent in the United
States an& Canada. In both couﬁtries the number of local
unions as well as the number of agreements in force is ex-~
tremely high. In the manufacturing industries the average
yearly number of single employer agreementsdcompriees about .
75 percent or more of the total aumber concluded in this

sector. Coe |
] ) L ) - i .
In Italy decentralized bargaining is a .more recent >
phenomenom. Here the syatem‘btraditionally based upon o
industry-wide agreements has within a relatively ghort time '
becq\\\:extremely decentrailzed" (Giugni, 1971:325). ' Now
\ Italy has in fact, although ﬁot in a formal way, a decentral-

ized system of collectlve bargaining

The rapld disintegration of a redundant system of

- centralized bargalning and the emergence of local negotia—

tlons have left Italy lll-equipped in terms of 1ega1 regula- /
tions ‘for the procedures of local bargaining.
In the United States and Canéda, on the other hand,

local bargaining,has been well established for many years .

and,the procedures. for collective bargaining are lega;ly

#
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regulated into detail. =
These differences in the legal framework have'resul+

ted in distinctly different strike patterns. In the United

‘States and Canada strikes are fairly regular tests of econ-
omic strength i.e., they are usually long and predictable.
In Italy, where there are virtually no legal regulations
regarding the different wafs in which employers and unions

‘confront each other, the practice of local bargaining seems

to have led to a large number of frequent short strikes (see

table 12). - _ , ) /o

Table 12

.DURATION OF STRIKES, MANUFACTURING SECTOR
,1966-1972, Yearly Average .

/ No. of Days
Per Worker Involved
Canada ‘ 24.3ﬁ
N v United States* . 21.6
2 United Kingdom 5.3 X
’ Italy ' . 5.2
*Ekgl. 1972

. Source: -Based on data from Yearbook of
) Labour Statistics, 1970 and~1973
- . , editions ' ~

- K

In this chapter the unions, employers and structures

of collective bargaining of the industrially diverse countries

'éfe examined.  In the case of Italy épecial attention will be -

baid to the transitionaf‘aspgcts of its collective bargainin§3

)

system.
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- UNITED STATES

]
. ) . \
Trade Unions )

LA

T;ade Unions in the United States had a total of al-

most 21 million members in 1972 outbof a total work force of

approximately'BZ million. This represent about 25 percent of
the total labour force. Ip comparison with the other coun-
tries this is a low raté of unionization. However, as poin-
ted out earlier, these figures tell little about the actual
Btfength of’unions. American unions are characterized by
their strong S;éagization at the local level and their
strength in particular indﬂstrieg. For example, such sectors
as the automobile industry, electrical ﬁachinery ;nd steel ,
industries have very strong unioﬂ;, while in other sectors
thé rate of unionization is rather insignificant. = Thus, the
overall low rate of unionization may create a false impres-
* - gion of the economic strength of the major American unions.
The number of people unionized in manufacturing in
1972 was approximately 9 million, or about 48 percent of the
workers employed in th§s sector. Thiixis a;most twice as
high as the rate of uﬁionization for the total labdur force.
(See table 13, page 82) ‘ .
The number of local unions in the Unitgqutates was
as high as 57,000 in 1972, affiliated to about 177 national,
or éb-called international unions. About two—thiraé of
‘these unions are affiliated with the AFL-CIO (American -

v “ M ; . p -
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. Federation of Labor - Coﬁgress of Industrial Ofganizatiéns).'
The federation has relatively little authority oéer the
national unions which are autonomous and which set the poli-.
cies for the actual bargaining: Unions gain recognition at

s

the local level on a plént basis. The union selected by the

majority of the workers in a particular plant has the exclu-

sive right to negotiate with a specific employer.

\m/y

5 ) Table 13

UNION MEMBERSHIP IN THE QNITED STATES IN 1972

Membership Labour Force Unionized

(000) . (000) %

- All Unions 20,838 81,702 25.5

' Manufacturing o 8,920 18,919 47.2

3 Largest-Sectors: ' ' . g

Machinery excl.electrical 608 1,820 3}.4

Transport Equipmen ) 1,032 1,720 6Q.0
Electrigal Equipment and M

\ s . Supplies 1,062 : 1,650 63.8

Sources: United’'States Handbog

E of Labor Statistics, 1974
K " Statistical Abstracy

the United States, 1974

re the most common form
¥ States. With the ex-—

fand some other Aforms of

coordinated act o B : N ﬁ? despite the ‘qyowth of

;. 'y
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(in Barkin, 1975:335, 337-339) observes that while unions
have become’ stronger, business has "more than matched that
strength." Diversification of product marke”’ts, collabora-

tion, economic power, international activities and increased

B managerial effectiveness are given as the main reasons for

‘ the employers' strength. The author’believes that "Unionism
in the Uni ted Statee is on the defensive and is likely to
% remain so." (ibid.:335) .
D:.vers;.f:.catlon has favoured bu31ness‘ bargaining
power to the extent that 1t made it posmble "to ‘deal with

separate unions. Unions , organized according to traditional

market categories, are faced with different expirdtion dates

of contracts and other variations in the agreements, whic'h
make 1t dlfflcult for them to bargain effectively. Inter-
nat:.onal actlvz.tles allow compam.es to Shlft production;
corporate mergers have increased economic power and sophis-
ticated managerial methods are used to contain unions, ~reducee
their e'fi‘f'ectiveness and employ them as .a\ vehicle to increase

i . worker satisfaction and production. According to Rosen,

v ‘ncan unions have not been able -to counteract any of

: ' thesel developments effectively (1974 337~ 341)

>

‘ In J.ndustrles where\companies are relatively small

-

-- textiles, furn:.ture, pr:mt:mg, food processing -—- and

local competition is high, employers have initiat':efi multi- .

) \3 §mPl°Yer bargaining to deal with unions. D. Cullen in
. ‘

Recent Trends in Collect:ure Bargaining in the%ﬁn‘ited States

-

~
)

’
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(1973:513) reports on 'mutual aid'~plans by employers in
some industries. This plan guarantees to cover part-of
participatn}»pgi con;panies' losses during a strike in order to
prevent 'Qh\j.péawing'  to improve staying power in a strike
and to streif\;then the employers' positi?/n; during a strike.

Thus, it‘ appears that employers, with some exceptions,
have experienced few pressurés necessitating a more unified "
appx:'oach. The absence of pbwerful central labour organiza-
tions, the fragment;ed structure of collective bargainiﬁg:
and., in general, the sntrength',of pri/vate enterprise in the

United States seem to be some of the more important factors

in this development.

Collective Bargaining

Bargaining in the Unitgd States ‘most frequently
takes plage at the plant letel. The Bureau of Labor Statis-
tics reportéd 155,000 collective bargaining agreements® cover-
ing about 21 miliion workers in 1968 (Cullen: 1975;520) .

% i .
While this figure indicates the decentralized nature of

collective bargaining, it does not reveal the é{fects of

pati:ern setting, coalition |and multi-einployer bargaining. A
; .

7

breakdow&; of agreethents covering 2000 workers or more showed
e / )

that of 620\kagreements, 355 \were concluded with single:em—

ployers cove'i:ing almost three million workers.

‘. In-the manufacturing sec*t;or the single employer is

even more prevalent. Of 306 agreements concluded in this -
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sector 248 were with single amployers. The situation is

reversed in the non-manufacturing sectors where multi-

P
employer agreements outnumber thHose with single employers

two to one

S——

&

Table 14

i EMPLOYER UNIT IN AGREEMENTS COVERING 2000 WORKERS OR MORE, 1971%*
- L.

i Industry Single Bmployer Multi-Employer
Agree- % Workers - & - Agree- $ Workers %
ments (000) ments (000)
All Industries is 57.3 2919 60.0 265 42.7 1945 40.0
. \d .
Manufacturing* 248 81 2141 83 58 19 434 17
Food 11 38 - 44 36 18 62 77 64
. Textiles 3 60 9.4 39 2 40 . 14.3 61
g Apparel 5 33 32 15 10 67 185 85
Printing and Publishing 1 17 . 2.2 8 5 83 2674 96
Chemicals o 12 100 - 44 100 - - - -
. Primary Metals 45 98 479 100 1 2 2 -
’ Machinery . . 23 96 a3 92 1 4, 8 8
Electrical Machinery 37 95 ° 335 99 2 5 - 5 1l
Transportation 53 96 ' 79 99 2 4 11 1
Other Manufacturing 58 97 308 75 A7 23 105 25
Non~Manufacturing 107 7 18 R oy 34 207 65.9 1511 66
* Total nunber of Workers Covered: 4.9 million

Total nuwber of Agreements: 620

Source: United States Department of Labour, ‘Characteristics of

B
—

- 2000 Workers or More, Bulletin 1729, Washington D.C.,

I3

Multi-employer bargaining is associated with certain

chiracteristics (ILO, 1974:124,125).

industries where:

Ag;eenents Covering
1972.

-

It is most prevalent in

*
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b | Yoo ewo. . , "
» There are both craft and industrial unions, Tme“ oo
fifth largest, the Uniteq Brotherhobd of Carpenters and
Joiners'of America, and the eighth iargest, Electrical -~ .
“ . Workers, are both craft unions. The'industrial uniqés are V
: those organized in the mass production industries. ﬁﬁec
Unitea Steelworkers and'the'UnitedLAutomobile, Aerospace and
Agricultural Implement Workers are the two largegt {(1972) .
| " 0f 'great importance for Canadian industrial rqla-
tions is the preéencé of American companies. Canada's
; S spec1al ties with American industries has resulted in a
4 C highly diversified industrial structure;/ffie consequences
| of this dxverse structure for the labour movement have been
two-fold: a fragmentation of thqklabour movement and aﬁf
‘strengthening of the many locals through their ties with

American based unions. Jamieson observes, that while the

need of American unions to grow may have 'been one reason for

international unionism, the main pressures and motivations . . ___
o seem to have come from the Canadian side (Jamieson, 1%74:50).
Most locals dﬁly have a' few hundred members, too small to
recruit leaders and too poorly financed to support research,
¢ staff training, etc. For these services they depend heavily
- upon their American organlzatlon. ‘The gereral pollcres of the
internetional unions, geared to the American system, have been
a major stimbling block ip the formulation of specifically L

' .Canadian policies.

In recent years there have been growing pressures for
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more autonemy in Canadian matters in the Canadian. branches '
T —_ -

of the international unions. In addition, the percentage of

dnionized workers belonging to international unions has

Py

.dropped resulting in an increase of power.for the national ‘ \\g
unions in the CLC," o - ‘ c

; /
Employers ‘ A )

It is estimated éhat there are about 300 official

employers' associations in Canada. They mainly act\as

spokesman fo¥ the industry in attempting to influence govern-
s mbnt policies and Ehey are consultative bodies for their

. ' mghbers. Some associazions do negotiate for a nu&ber of em-

l ployers in the same industry (clothing, .printing, trucking).

fFollowing' the pattern of multi-employér bargaining, as dis-

- ussed earlier. The occurrence of multi-employer bargaining

\ .
8 relatively small in comparison to single employer bar-

+ gaining, as we shall see later.
PR ‘With the presence of American multinationals many
points pertaining to the strength of employers as indicated v

for the United States, are applicable to Canada. Diversifi-

- cation, shifts in production and mergers have all strength-

: ‘ ened the employers' position. It is in locally or regionally

based industries that employers frequently rely on multi-

employer bargaining. \ ’ \\\\\\\\\\\

—~

The Structure of Collective Bérqg;ﬁiqg

’ As in the United States, bargaining mostly takes

v h " i e e e R S T el P P
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ind stries dependent on the automobile manufacturers.

-,95 -
place at the plant level. The typical form of séfgaining is
between one lobal of a.union ‘and one plant of a single com~
pany (see table 16). \ The total number:of collective agreé-

ments in force has been estimated at 20.000 (Beaucage,. 1976:
. ' ‘ AN

30). ‘ ‘ / " .

7

£ Table 16

COLLECTIVE AGREEMENTS FQR 500 WORKERS OR MORE BY é9£GA1NING UNIT

-

Bargainidg Unit Collective Agreements(%) yérkers (%) 5

1953 1958 1963 1968 1953_/1958 1963 1968

.One Plant 55 61 59 61 31/ 42 41 - 38
Several Plants ' .
(one employer) 26 22 22 19 37 35 34 30
Several, ' ,
Employers 19 18 19 21 32 24 26 31

Sahgce: Unpublished data from the Canada Department of Lébour
in "An Outline of Canadian Labour Relations System”, &
Canada Department of Labour, Ottawa, 1976.

RN

r

While the industrial structure remains highl%ldiversi-

fied 'iA Canada, there are tendencies toward greater ceéntraliza-
Especially in the automobile industry, pattern bargain-
s common and this also influences to a certain degree

o

Overall, the structure of Canadian collective bérgaining

- has shown very few signs of change (seeé table 16). While

these figures do not reveal much about company mergérs,'con—
r

.centration of industries and some other centralizing tendencies,

as discussed earlier, the structﬂre of Canadian collective

1
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tral zed " (Government Task Force, 196 :60).

Strike Pattern - "

t
‘

| .
/ The Canadian strike record has durlng the last 25

years closely parallelled the Amer&can strike pattern. His-

orically, the number of days lost per worker was somewhat

lower in Canada. However, in recent years the Canadian

record has not only matched the American, but quite often !

E exceeded the American losses due to industrial disputes.

The increase in unionization of public” service employees is
frequently said to have caused this rise in.days lost through
& .
, , 3 . .
astrikes. However, when comparing the overall strike record
/

. to that of the manufacturing sector we‘notice that in the
latfer the trend has been similar (tables 17 and 18, pages
1I1\and 115). Although the increase of unionization in the

publlc servxce may have had psychologxcaI effects in terms
/

‘of’an increasing awareness of 1ndustr1a1 conflict, through
/

PO ifs OVeftness and inconvenience to the general public, it
'.¢annot be a sufficient explanation for the parallel increase

/en the manufacturing gector.
/

The growth of ions in éhe public sector in Canada

|

has drawn the fedéral and prQV1nc1al govexnments directly

o

|
/ into the collective bargalnfng arena. Wages obtained in the

9

// publiC/sectbr, often act as trendsetters for industry.

| Unrest and strikes, injunctions, back to work

. N ‘ .
!
4 ‘ 2 : :
- | . . . v
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legislation, arbitration ,Pave become more frequent and

\ ’ ) ,
( ‘acceptable' means of settling disputes. In such a climate q - /

. Y . .
unions not only strike.to obtain better working conditions,

but also to protest what‘the_y ’éqns‘ider t% be repressive

government action. Thus, increased government involvement
instead of reducing, may actually intensify industrial

conflict. .
1] 4 h

"'I'I;e economic situation inh Canada also has its con-
sequences., As :Ln the United States, the trend towards
longer con;:racts since the early seventies was noticeable in
Caﬁnada. However, after 1974 most llo'nger term agreérﬁents '
vere réplaced by .agreements for one‘year (Beaucage, 1976:
31). The higher rate of inflation in comparison, to the
United States, was a major factor in this reversal.

b It is too early to make any definite'conclusionsﬂ
ab‘out.changing strike trends and the effects of growing
government involvement'in both the economy and the area of
collective bargaining. This growing involvement of the .
governments ar;d the abéencé of an institutional framework

-- a tripartite body or other direct particip&tion of |

labour -- facilitating a macro type approach in the regu- .

i

lation of industrial relations, may in.part be responsible‘
for the reversal in strike. trends. - } 0
While the above are mere speculations, there is

substantive evidence .that the Canadian structure of

collective bargaining is even more fragmented than that' of




T the United’ States. The+*variations between the two countries

are put in perspective in the foliowinq summary.

3 - . s

Co- induétrial diversity: Canada 28.5 (1966-—19'_72 a\‘}erage),f
United States 30.1 (1966-1972 average)
—//nun;bér of locals: Canada approximately. Zb pexr 29
. ' ‘uni/c;nized' workers (1972), United States about 1 per 367
// - number o‘f agreements: Canada approxil_mately 1 per 120

}in}'.onized workers, United States about 1 per’ 135 !

' / - strike activity: Canada 1692 days lost per 1000 workers
k. . bl
(1966-1975. yearly average), United States ‘1115 days lost per

E 1000 workers (1966~1974 yearly average)

Thus, in ligﬁ/t of the relationship between fragmented
‘ ., 'bargaining structures and industrial disputes the h/igher [,
rate' of conflict in Canada in comparison to the United °States
.comes‘as, no surprise. 'i‘aking into account the continued
fragmentation of the labour movement and the limited role of
. employers' associations in collective bargaining,"Canada'ei; |

" strike rate will probably continue to surpass that of the -

i = United States in the years ahead. '

3
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Trade Unions - ‘ .

Trade Unions in Itdiy are divided along politiéal/
ideélogiéa} lines and aie predominantly oréanized on a geo~
graphical or industrial basis. UnEil recently organization
at the plant level was weak, and the strength of. unions ﬂasv
been mostly at the national level. < @ ‘. >

The strongest confederation is thg CGIL (Italian
beneral_gpnfederatioﬁ of Labour), which is dominated by the
communist and left wing socialists. Their membership~17/es-
timated to be between 2.5.and 3.5 million workers. The
CGIL is strongly represented among the industrial workers -
in Northern Italy. It is closely allied w;gh PCI, tpe
Italian Communist Party. The second largest confederation
is the%C;SL (Italian‘Confedération of Workers™ Unions),
ddminated by theée Catholics and in the past often allied with
the Christian Democratic Party. It derives its.strength main-
ly from agriéultural workers, white-collar workers and
pensioners. Membership estimates for the:CISL range from

o

1.5 to 2 million workers. The third major confederation *is
’ .
the UIL (Italian Unionf of Labour) moderately socialist

‘ \

oriented and an estimated membership of around .4 million

workers.

Total membership figures of Italian labour unions

are highlf inaccurate and estimates by authorities in the field

of labour unions, vary from four to six million members, or.
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between 22 and 33 percent of tne'labour force. Conse-

'.quently,'the membersh{p figures above are little more- than

d 3 [] L4 '
unified -labour movements.

-ﬁedérat;ons.‘ : . ’

‘of the communists and socialists from the government, and

e

indications of the relative strength of the national  con-

o
¢

1

~+ . ' The centralized organizational $tructure of the ) I
. ’ T ’ ,
Italian labour movement is a result of its creatlon by po— { «

11t1ca1 parties during the second world war. ‘A central oo
trade union, combining communist, socialist and catholic .,
labour, was ‘formed after the fall of Mussollnl in 1943. S .

Polltlcal developments after the war 'led to the exclu81on

o '

\
g : pof
eventually resulted in a split within the central. trade .

union.

It is ‘beyond the limits’ of this paper to discuss |

. ! 0
the historical developments of trade unions in Italy, and

the-short historical digression is msrely to illustrate that

the centralized structure of the labour movement is an arti—'

ficial pplitrchl structure and not one based on, strong
o .

. Collective bargaining did not reafly exist prior to

the 1960's. Unions’ until that time were more instruments

for political action than for oollective bargaining. Intei‘p

union hostillty further weakened unlon power at the bargaifi-
- 4

ing table and unions more or less accepted the general terms

o [

set out by management in national contracts. Strpng[indus—

trial unions were non-existent and local issues were dealt

w -

!
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- <
e with through the commissione interni, a type of works

. O
-’ council. This council is elected by union and non-union_-— B
.meﬁbers. Candidates are usually put Forward by the unions.

s Thus, the politicel rivalry among the major national feder-

, o ~/etione also effectively eliminated any possibilitiee for a
strong local labour structure. However, to attribute the oo
vvf ‘ weakness (until recently) of the JItalian labour movement to =

P o political rivalry is too simplistic.an eXplanation. The

special characteristics of 1ndustr1al development in Italy °

prov1de more fundamefital reasons for the limited strength of =

*

o ' " the trade unions. Some.of_these characte Stl?S are: 0

» - the large proportion of the labour force employed in
T agrlculture. Untll 1950 40 percent or more of the labour
force was engaged in agriculture. (In;BrLtaln this figure

was around nine percent as early a8 1900 ) As late as, 1969
» 9
as much as 21 percent of the labour force was employed 1n —+

L B T

- ~agr1cu1ture. (Kendall, 1975:141)

“
o
:

the"eXLstence of an industrialized north and an under-
developed south. Industries are concentrated in the indus-

trlal trlangle of the notthern cities, Turin, Genoa and Mllan

The south is underdeveloped, with prlmltlveafarmlng methods'

[ /

and handicraft—type of lndustries. National unions recruit

members from both the industries in thé‘herth'and agricul-

©

tural workers 1n the south. - .

’
"

- the thh rate of unemployment untll the eginning of

the 1960's = . | \ o L %
r“
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} Under these conditions the climate for the. develop-
‘ment of trade unions was not unlike that in the United States
before. the adVance of mass productlcn induﬁtries and the
“introdﬁ@tlon of the Wagner act; an atmosphere where manage- -
ment vigorpusly opposes any trade union presence in .the plant,
where trade union organlzers ere viewed as dangerxus revo-
lutionaries and where employers almost ynilaterally define
" the conditions of EQPﬂoymeeﬁ.' This situation wee reéﬂforeed/
by the political divigions within thellabour‘mOVement and
its class moverentvérieﬁtatign. Illiﬁera?y and the rural
background’ of ‘a ;seat part of the labour force initially
provided llttle challenge for the generally paternalistic,
approach of employers. T '

' 'The years of the "econogic.miracle" in the early
eixties'and rhe emergence of Itéiy as a modern and indus-
trially advanced nation during t@e past ‘15 years have had
~important conseqﬁences~fer tﬁe éitectioﬂ and the strength of’
\Eﬁe-labour movement. G. Giugni coneiders this period in the
history of Italian iedustrial relations " a period'no less s
imporrant’than_for inétence,‘the 1930's for the United
States, whlch was the decade that saw the rise of the indus-
trial. trade union movement and ite penetration of the great

mass production industries” (19455273).

& N o
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., Employérs' Associations Lo

-g " - | The dominant employers' cqnfederatﬁ?n in the private__
' industrial sector is Confindustria. It represents abdut
10,000 firms totalling 3 million empioyegs which corresponds'
to aboutlhalf the work fo;ce in the hanufécturing indhstries.
It includes 103 national associations and 106 regional
» Hassqpiatioﬁs (Europa Yearbook, 1573).
o N In tﬁe 1950'8, under the then national structure of
| collective bargaining, Confindustrig was a powerful organiza-
" tion consisting mainly of small and medium sized enterprises.
.. The subsequent decentraliz#tion of ‘collective bargaining and
%} the creation of Intersind, the employer organization for
| state owned companies, have strSngly diminished the cgﬁtral-

ized decision making powers of Confindustria. The creation

of a separate employer organization for state-controlled

| - industries was acgording to Malles (1973:55) motivated

mainly by the‘?esire to dissociate the Christian Democratic

Party from the generally conservative labour policies of

Confindustria.

I ‘ v
|

. ., - Both Intersind and Confindustria have encountered =
? - difficulties with»the growing practice of loéal hg;gaining.
However, under these circumstances it is much easier for
Iﬁtersind.to adhere to a consistent policy than it is for ’“

Confindustria which represents‘videly'varying interests

among its many gmployers‘ associations.
. | e
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Changes in Colléctive Bargaining in Italy

Collective bargaining as it existed until the end

. of the 1950's was centralized at the national level. It was
:\Qt this level )hat‘national agreements were 'worked out for
ANy ;

the various industries including basic skill 61a§sifi¢ations

and regional variations. Wages were fixed at a low level,

affordable to the economically weaker sectors of industry.

‘Agreements were binding only to those eﬁpléyers who belonged

to the associations which had negotiated the agreements.

P. R. Weitz (Labour and Politics in a\pivided Movement: The

.Italian Case, Industrial and Labour Relations Review, 1975:

[

232) states that prior to 1959 there was almost no genuine

collgctive bargaining: "Management announced  the general

terms of national contracts and the labour co%federatidn,

. particularly the CISL, usually accepted them."” Employers

strongly resisted unions with rébréssive measures and kept

r

union 'activity far removed from the plant.
The first initiatives for change came from the CISL,

in particular front those active in the northern industrial

\ u

unions. They began to press for industry and plant level
] . )
agreements. . The CGIL at first resisted this movement, which

it regarded as an attempt to fragment the working class, but

: ¢ on
eventually under pressure from itw own members and successes//49

of the CISL (Kendall, 175:164), it ddopéqé a similar position.

The creation of a new association of state owned companies, = -

X
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Intersind, separate from Confindustria, the only other b

employers' organization, was anothe;mimportant\factor in the >

>

changing collective bargaining structure, a%’we'shali.see

below- o, ’ PO

P
=

Major changes took place during the 1962-1963 national

negoti;;ions. The metal industry (P. Weitz, 1975:233)

proved to be the crucial sector in tﬁe unification of the 3
labour movement and thé demands for negotiation of local’ié-
sues with the unions. A series of coordinated ;trikes soon
led to the breakdown of negotiations ﬁsr a national agreement.

N\
However, Intersind which controls an important sector of

. the metal working industry continued to negotiate. Agree-

ment was reached on a system of 'articulated' bargaining
i.e., a coordination of industry—wide sectorial-and plant
level agreements. This occured: in July, 1962, without 8

interruption of production. For the privately owned indus-
\,

tries, agreem'entvas not reached until February of the fol- 8
? , R ¥ '

a

lowing year, after a series of strikes, totalling 40 days 3

(Giugni, 1965:285). ,

/ Articulated bargaining, a major break with previous
bargéining practices, soon became the typical system in in-
dustry. Employers had some: success. by insisting that plant
level bargaining be done by provincially organized unions.
éhe unions' most important gain besides fhe articulated bar-
gaining, were clauses regulating trade “union ;ighfs within ° =

/ V/
N !

\ . P
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the plants, including the right to 'check off' host of
these clauses relating to union presence and recognition
were later made law under the Workers' Charter, passed in
1970. e N

7 The recognition of these trade union rights has
given unions, especially in the metal industty, gré;ter, in
particular fingncial independence. This increased indepen-
dence and organizational strength of the key\dndustrial ,
unions, caupled witn the need for more unified trade union
action, led to the eventual seﬁering of formal ties between
labour confederations and politicai parties in 1969. How--
ever, pressures for .coordinated action of different unions
were not limited to the key industrial unions. During the
1967-1969 pension reform issue (pensioners are a major
organized group in the Italian:labour movement)'a precedent
for confederal unity was Set in the pursuit of a national

\ . |
goal (P. Weitz, 1975:234). The national confederations :
presented the government directly with a set of proposals,
and for the first time in 20 years the CISL agreed to join

the CGIL ih a national strike.

The above hiétorié;i events illustrate tﬁe growing
unity of the Italian labour movement. Pressures for this
increased coordination of action originated: in the key in-
dustrial unions: textiles, chemicals and above all, the

metals sector. During the second half of the sixtieg unions

not only secured a greater say in local bargaining, but they
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also expanded the scope of plant level bargaining. At the

- o -
same time the confederations started to coordinate action to

press fo£ specific national economic policies rather than

-

the ideo ogically oriented action of‘the past!

“ R

The 1969 round of negotiations mﬁrked a new point

in the history of éollective bargainingﬂ(Gi;gni, 19fi:307,
321). They were decisively different, because of the emer-’
gencé of ; new type of repregentation, the so-called
"delegates". Elected by théir fellow workers in the work-
shops they act as spokesmen for thé group. They form the

liaison between unions and the workers at the plant, but are

not necessarily union members. (Reportedly 50% are union

members, ibid.:325). This devélopment was‘accompan%gd by
a growing worker militancy at the plaﬁt level in the form of

short unofficial strikes, which in a large number of cases

¢#resulted in the conclusion of plant agreements (ibid.:316)..3

The strikes were not against the‘unisns and these were

quick to;éhannel worker discontenf into collective bargaining
strategies. The agreements concluded after the 'hq}' autumn

of 1969 culminated in an 'unprecedented success' g?r the .

trade unioﬁs (ibid.:321). Thg extent of plant ievel bargain-

ing, which appeared,to be the main issue, remained unsettled.
\

'Unions felt that a definition of the scope of bargaining at

the various levels would limit thelr freedom, which at the

moment is virtually unrestricted, Employers insisted on a

»
¢

4

-
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definition of the exact scope of plant level bargaining and

- maintained that once an issue was settled it should not be
negotiated elsewhere until thé‘egpiration of the agreement.
The problem has not been settled and unions today bargain
extensively at the plant level as well as at other levels )
and there are no restrictions on the issues that can be
dealt with. ’ |

—A
The Decentralization of Collective Bargaining

Collective bargaining in Italy has in a relatively
short time evolved from an extremely one sided centralized .
structure into a highly decentraljzed structure of frac-
tional bafgaining. Giugni terms it "extremely decentral-

ized, democratié and representative®" (1971:325),

The early sixties showed the emergence of articu-

lated bargaininggi.e., coordinated bargaiﬁing at various

' levels. This multi-tiered system has lost its importance '
with the emergence of plant level bargaining which fre- )
guently reopened issues dealt with at other levels. The
core of this local orgahization are.how the shop delegates

(22,000 in the metals industry, belongina tﬁ“Ibod\factogy

" committees. Average age is between 30 and 35 and only 30%

belong to a political party, ibid.:324).  Although plant
level agreements are becoming wide spread, national col-
. lective agreements have continued to be of importance,:in

particular to workers in the smaller firmsé The essential
| .

.

\
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< difference with earlier years is that plant level bargaining |

now sets the trend for national&gyreements. Giugni foresees
y that with all the changes in representation and e probable

4 trade union unification, "bargaining will tend to be de-

centralized to rpe maximum exténd%... " (ibid.:327). '
.

. Y
Forms of Collective Bargainiquand Conflict ‘ \

j ’ \ Collective bargaining as it presently exists in Italy
V is in a state of flux and is undergoing profound structural
changes. No stable pattern of relationships between employ-
ers and unions has been established. The institutional
framework for collective bargaining as it existed before the
changes started, was the remnant of a previous era. Both em-
ployer attitudes and the political ideology of labour orgag

‘nizations fostered the continuation of the centﬂﬁlized struc-

ture. Nevertheless, economic expansion leading to increased
power of workers, especially those in mass prodyction indus-
tries, soon confronted employers and iQoologically oriented
labour unions with a differen% reality. Pressures for N
change have come from the strong industrial unions in the h
north, notably in the metal sector. These unions have takerr

- ,

=
new initiatives in the area of local bargaining. In spite

of employer resistance and ideological stumbling blocks

2 . within the labour'movement, decentralization is taking place

a~

at a rapid rate. At the same time the essence of the - '

e
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;cooréinated:action has ’strengthened the bargaining position

'coordinateg action of labour has created two levels of con-

\ ‘ ‘ - 110 - ’ - ~
1 ? ‘
of the national structure is being maintained; moreover,

of labour at the nationai\;gzsi‘as well. ..

With the conditions described above it would be

inaccurate .to link the high rate of conflict exclusively to

. / .
the high diversity of industry. More.immediate causes for s

. . : . AN
conflict, consequences of recent changes in collective bar-

gaining can be identified: |

" - Local bargaining has increased the\possibilifies for / ‘

"conflict. The emergence of the workers' delegate and the

gractice of informal bargaiming, together with the rapidly
diminishing iﬁportance of articulated bargaining has resul-
ted in the negbtiation and renegotjation of agreements at |
Qérious levels. This has been accompanied by tﬁe’disappear-‘:
ance of the no-strike provision which was explicit .in the
earlier articulated bargaining agfeepents.

- The retention of the essence of national agreements and

i - o N
flict. Moreover, bargaining at- these levels is done simul-

taneously and makes coordinated action Qf unions all the
more effective . ‘

- With the'exception of the Workers' Charter, defining the
rights of workers to organize and covering issues relﬁted to

union presence in the plant, there is little statutory

v

—
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A
regulation of collective bergaining. For all practical'

°

‘purpoges there are no legal restrictions on the rlght to’

70

strike. Strong union resistance has been the main de-

terrent in government attempts to leglslate. PEELIN

, regardlng the link between indus#rial dLGer31ty ana struc-

-

tures of bargaining. Thus, the decllne/of a bargalnlng -

system created by political forces and the emergéence of a new
o . o “a
decentralized structure under the pressure of strong econom-

A B N B 1

ic expansion are not unexpected develdpments'in'View of the

general thesis.

Industrial diversity, of course, is=oh1y one of the

many forces shaping the structure of an industrial relations ™~

‘'gystem'. Among others, an important factor in determining ~

the extent of decentralization of collective bargaining in

Italy will be the strategy of the labour movement. For the'

-moment it has shown its adaptability by being able to in-

-~

- tegrate plant level movements into the overall strategies of

the confederatlons. It has severed formal political tles

and has overcome initial dlfflcultlés in establishing a
AR N )

united labour front. The permanence of this coordinated ac-

"tion is unpredictable at the moment. Nevertheless, it is

&£

obvious that the labour movement in Italy can no longer be
described as weak and divided. (Ross and Hartman, 1960:

Galenson, 1962) Political-ideological divisions have, for
A ' -
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: .

1 the‘meﬁent at least, made way for direct industrial action -,
E . | \ ahd bread.and butter ipsueé. To what extent the eg;litarian'

ideas of a working class movement can be reconciled wigh the
Cl

<

high economic' aspirations of workers in the strong sectors

of industry remains to be seen.
~ / ] . , \\ ,
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Labour Disﬁute.Trends in the United States, Canada and Ital

I4

Tables 17 and 18 show labour dispute t;ends in the,
ind;strially diverse cdbuntries. The number of éays lost
accounted for by the manufactqging sector (table 18) is . |,
about half oF“%ore of the total numbef of days lost in all

sectors (table 17), even though the manufacturing sectors of

these countries with the éxcthion of Italy, make up only

. one-fourth' or less of the total labour force. The exact o s

proportions are shown below.

United States:

-

7

Total days lost in all industries 1966-74: 376 million - 100% -
Total days lost ip manufacturing 1966-74: 196 million - 52% -

Percent of the work force in manufacturiné: 24%7 ~(1966-75 dVérage)

Canada:

L v hd
-

Total days lost in all industries, 1966-75: 65 million - 100%
Total days lost in manufacturing, 1966<-75: .31 yillion - 48%

Percent of the work force in manufacturing: 23.5(1966-75 average)
i -
Italy:

Total days lost in all industries 1966-75: 194 million - 100%
Total days lost in manufacturing 1966-75: 109 million - 56%
[ ]

Percent of the work force in manufacturing: 31(1966-75 average)

Note that in Italy, where, strikes are relatively
frequent aﬁd of sho;}tduratibn, the number of worie;s invblved
is egfremely high in comparison to the United Staées and,
Canada which are characteristic .for their rather brolongeq

labour disputes. ' ' | f

.
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CHAPTER, EIGHT

v ' . Y,
LOW DIVERSITY AND' CENTRALIZED PATTERNS OF‘ORGANIZAT;ON

. NORWAY, WEST GERMANY AND FRANCE -

=

Of. the low diversity countries, the cadse of Norway

seems to correspond most accurately with the model of
‘analysis presented in chaptér two. Here, earlier, serious
confrontatjons between strong unified trade unions and -

. \i
powerful &entral employers' associations have led to a bal-

ance of powér accompanied by a low rate of strike activity.

=

The pfesence of a strong labour party whicﬁ has frequently
formed the government, has reenforced the stability of the
Norwegian system qf industrial relations. . ‘

The organizational struchure of trade unions, em-

ployers' associations and collective bargaining in Germany

shows great similarity  to that of Norway. The creation of

k]

a céntralized industrial union structure after the segond
world war has shown to be a good match with the codntry's
lowgfate of diverg&ty. Strong links between the trade unions
and the lgbour pérty as well as close consultation among
¥unionsh employers and government at the national level have
reenforced the stability of labour rglations in Germany.
France, which has‘a somewhat more diverse industrial\

\ A
structure than Norway and Germany, also has a centralized

*

e
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system of collective-bargaining. Hére, however, the low
rate of strike activity is not a.restlt of a balance of

o

power between strong centraily orggnized,unions and em-

" ployers' associations, but rather the consequence of a bar-

' f

gaining system dominated by strong employers' associations
facing an industrially inept uniqn orgaﬁization which is
mostly politically oriented.

JIn the following discussion of thé organizational
sﬁructure of trade unions, employers' associations and
collective bargaining in Norway, Germany'and France par-
ticula; atten;ion will be paid to the interaction~6f‘dnions

1

" )
with labour parties.‘

t <

NORWAY | “\

Y

¥,

4 Vs
Trade Unions

/

The degree of unionization in Norway is-very high in

- /
’ .

compaff%bn to most other countrieé. Apprbilmately 48 persent

of the labour force is unionized. 'Howevgr, in most indus-

.tries the actual rate of organization is much higher, in

some cases 80 to 90 percent of the workers. The largest -

union is the Iron and Metal Workers Union with almost 97,000
’ /

members. The membership of the 10 largest unions and their
proportion of the total membership is shown in table 19.

\

* A

’
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Table 19

NORWEGIAN FEDERATION OF TRADE UNIONS (LO) MEMBERSHIP 1973

Membership % of total

) " : Membershi?
Total - e 613,490 100
Largest Unions

1. Iron and Metal Workers 96,809 15.8
2, Municipal Employees 94,202 - 15.4
3. Building Industry Workers 47,189 7.7
4. Commercial and Office Employees 41,723 6.8 .
5. Chemical, Industry Workers 36,370 5.9
6. Food, Drink and Tobacco Workers 28,887 4.7
7. Seamen 28,750 - 4.7
‘8. Government Employees 28, 386, 4.6 ’
‘9, General Workers 27,826 4.5
10. Clothing Workers* 19,663 3.2
Yo
Total for ten largest unions_ 449,805

b

1273 Total Labour Force 1, 654 000

Manufacturing 389,000

~J

w
- L]

w

*Amalgamated in 1969 with textile and shoe workers' unions

Sources:

/

Norway Statistical Yearbooks, 1974
ILO, Yearbook of Labour Statistics, 1975

-

There, are approximateiy 753,000 trade union members.
About 604,000 of these, in 40 unions, are affiliated with

the Federation of Trade Unions, LO or Landsorganisasjon

(P. G. Martin, 1975:76). . N g

Norwegian trade unions ate not divided by religion
. [ .
.or politics:; The central federation has ma;ntained a close

/

‘e gt g en . o, .(k
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relationship with the Norwegian Labour Party, the DNA (Det /

norske arbeiderparti). This éarty has been the majér party

s . in government from 1945 to 1965, .and after a four"yéar ab-

sence,(i965—1969) was returneéd to power in 1969. Although

!

structurally the labourtpgrty'and the trade unions are com-

¢
pletely autonomous, informal cooperation and coordination

are extremely high. P. Martin describes the labour parﬁy‘

and the trade union federation as "dual arms of a single

labour movement." (ibid.:76). The informal inéégration of

1}
the labour movement takes several forms:

/

- Sharing of professional functionaries. The job of a

provincial party secretary is frequently combined with an LO-

1

i . provincial secretaryship, and the unions pay a generous

E . portion of this persoﬁ's sélar!.‘ The chairman of the Oslo
.- Labour Party, a non-salaried position, is employed full time

by one of the large trade unions as editor of its. monthly

magazine (ibid.:77). The integration of union and 1abour'y

-~ -

party fyndtions is illustrated in table 20.

\

170,000 party membexrs 90,000 were collectively affiliated,

-

|
j
i o
. | ' - Collective affiliation. In 192965 of the approximately
bringing in about 2.5 million Kroner (.5 million dollars in
. 7

1977) per year from the unions in membership dues.

(A. Zachariassen, quoted in Martin, 1975:77)

~

- The labour press. Thirty-nine regional and local news-

papers and the national daily Arbeiderbladet are owned and

operatéd jointly by different groups within the labour

o

- -~
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i

movement, mostly by the trade unions and p%rty organizations.
- “‘

!

_Under these conditions the party becomes so inter-

twined with the union that the two are actually an integra-

'ted movement in which the party éu:jsues political goals and

the union concentrates on the industrial sector. Thus, the

political setting which gives the unions a "direct interest

-in promoting cooperation and industrial peace” (Ross and

. ~ 4
Hartman, 1960:107) has greatly influenced the low rate of

AN

conflict in industrial relations in Norway.

Table 20 Co g

-

AVENUE BY WHICH LABOUR PARTY LEADERS JOINED PARTY
(IN PERCENTAGES, N: 499)

Period of Party Entrance . e v
Avenue to Before ' 7 Total
Party Entrance 1931 1931-44 1945-50 ;951-69 (All Periods)
Joined party first 61 40 10 10 23
Joined party and o \ .
union simultanecusly  21. 33 49 19 )

Joined union £irst 18 27 . 41 7 " 46

Source: Penny Gill Martin, "Strategic Opportunities and Limitations:
The Norwegian Labor Party and Trade Unions", Industrial and
Iabour Relations Review, October.1975:79
J/

Strong political ties alone are hot a sufficient

dxplanation for. the peaceful industrial relations in Norway.
. ! % )

;\Political unity and inatitutional security have

promoted a climaté of 'mature' industrial relations, where
]
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disputes are . settled by "reason, negotiation, arbitration

\ ,
-and the idea of justice”. (Balfour, 1974:48). These prin-

ciples w111 only continue to be respected if both parties
in the negotlatlons are aware of their mutual interests,
and bargain from a position of strength. .

The foundation fgr this balance of powerNand recog-

nition of mutual interests was laid after yearg of intense

_struggle and a series of strgkés and lockohts, resulting in
‘a per union member loss of 52 days, "a ratio, probably never

"matched in any other industrialized country." (Ross and

Hartman, 1960:105)'}» ~ ks & .

Employers' Associations

o

Most of the employers in' the private sector belong
to the Norwegian Employers Conﬁederation (NAF).' The con-
federation has ebout 8500 members who together employ about
350,000 workers. All the decision making power is located
in the:natignal confederation. Employers who do not con- .
form to NAF policies may‘be disciplined for such action.

The dominant industrial organization is the Norges
Industriforbuﬂd to which éhe main indusfry employers' asso-
ciations (17) are affiliﬁted. With 375 members empleying

about 75,000 workers, thé federation of engineering indus-9

tries is the largest ghployers' associati;y,in the Norges

Industriforbuﬁd. ' ) 5\

™
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Collective Bargaining ‘

It was not until after the struggles mentioned
above, that a formal alreement was concluded between the @

represehtatives of labour and the employefé: This agree-

~ment recognized the right to organize and to bargain collec-

tively (1935).

\ This collective bargaining is highly centralized.
The LO conducts the biennial wage negotiations with the
Norwegian Emplé&ers Agsociation. 10 backing has to be ob-

tained before member unions can negotiate on wages and

:horking conditions (Baifour, 1974:47) . A similar situgtion

exists on the employers' side where neither an affiliate
nor a member may enter into an agreement without the approv-
al of the centra} board (Ross and Harﬁhan, 1960:106) .
Balfour reports the possible use of sanctions against mem-
bers who do not observe:téé decisions of the central, body
of empldyers' associations, the NAF (1972:55). Agréements
are both national and industry—wide and set minimﬁm rates
which may include personal incremenés. They are supplemen}g&
by local agreements, negotiated by the branches. These
locals have relative autonomy to settle disputes, but ;he
nationéliunion will interfere when grogreas”is lgcking:
"Most cdllective agreeménts are for a period of two

years. Strikes which occur'during the term of the agreement

.are illegal and the employer may bring the strikers béfore
' ‘ \ . @
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the court. Anderson (quoted in Balfour, 1974:48)'points out ] B
) B
J
|

that the unions and empioyers now accept arbitration on-Both
: R *
matters of r%gﬁps and %Eggrests, and the right to strike is

1 . o
rarely exercised. -
/

g T L AT IR T I A €8 S g oo e B 1 < e
.
1

The muqﬁﬁl acceptance of upions and management as
partners in the produékion.propess is reenforced by the ' ' .

working councils and the: cooperation council. The latter is_

1

a napional center for information, training and research.

Management and labour are equally represented in this cqghcil.

# rade union, training is also an important aspect of

-

industrial relations in Norway. The Workers' Educational

Association is the most important trade union training center
s ‘ and shop stewards usually acquire aebood knowledge of nego- k£

tiating. 1In 12]0 the LO and the employers established a

, o S
common fund for tfade union and management education.
! , 1
i ' - In summary, a stroig belief in cooperation, consulta-
. tiom\and joint participation in all aspects of indfistrial ?

relations prevails. The existence of a strong, unified

labour movement and an.equally united front of employers, as
ﬁ well as a favou;able political climate form a solid basis : 3

for industrial peace in Norway. .
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WEST GERMANY

{
Trade Unions

An entirely new trade union structure was estab-
lished in Germany after the second world war.’ Before 1933,
when the Naziéﬁaﬁolished the trade unions, workers were
organized in uniops which were divided along craft, politi-
Eal.and religious lines. In 1949 a new cénfederation consis-
ting of 16 industrial unions wasffounded: the Deutscher
Gewerkschaftsbund (DGB). The 16 affiliated unions each ]
cover a major industry. They organize all the workers in
their particular sector, both blue collar and whife collar.
The affiliates are independent i.e., they hold éhe'powér
and determine the negotiating policies for their particular -
industry.. |
Some seven miliion workers belong to‘the unions
affiliated with the, DGB. Other smaller confederations are:
-~ the DAG (Deutsche Angestelltengéwerkschaft), a union
grouping salaried employ?es, membership. almost 500,060
- the DBB ( DeutscherEBeamtenbund), a civil sefvants
union"wi}h about 700,000 mémbers
- the CGB kChrisEIicher Gewerkschaftbund Deutschlands),

a confessional uniqp with about 200,000 mainly white-collar

workers

s

In all there are about 8.4 million union members,

comprising about 32% of the total labour force.
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g As a result of the system of proportional represen- -~

tation in the DGB, the IG Metall, the largest industrial

union with more than one third of the total DGB membership

yields considerable influence in the congress. At the 1969

DGB convention the IG Metall had more delegates than the ten
smallest unions combined.

The main function of the DGB is one of goordination
' . and political representation. Although politically indepen-
dgnt, the DGB has strong ties with the SPD, the Social

Democratic Party. As is the case in Norway, the informal . C g

wwwww

e ol oty 2 S1m
2 e 1 NS .
SRR v

relationshi between( the unions and the Social Democratic
Party is supported by the joint membership of union officials
(éee. table 21). This informal integration brings with it a
number of advantages, similar to those stated earlier in the

case of Norway: the sharing of expertise, propaganda support,,

-~

indirect financial aid, votes in elections, etc.
With its financial streng}ih the DGB is able to provide
expertise in many areas of importance in social and economic

questions.* Not only is this of direct benefit to the

~

. *The financial strength of the DGB is evident in its large scale
business activities. It operates the fourth largest bank in
Germany, a large insurance company, a building society and con-
, struction company which has built some 400,000 houses and is
engaged' in the building of hospitals, town halls, nursery
schools, swimming pools, shopping centers; it owns a chain of
over 5000 food and furniture shops, including supermarkets,
department stores and factories producing household goods.
. The DGB is also involved in publishing, research institutions
and the support of high level academies (Stewart, 1974:104,
and Williams, 1974:46).

R WWﬂuvav* LA o b wramalees e A Yy on Sttt e L LI R U R A LN S
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a

affiliates, ‘\it also carries considerable weight in the making

L

-cr?f national economic policies. ‘

Table 21 a
DGB MEMBERS IN POLITICAL PARTIES )
) (in percentages)

Political Body Claiming DGB Members, Political Party
and Year . - o ' SPD  CDW/CSU

DGB members in party (1967-69) (estir;xated) 38-70 Less than 12

DGB members in Bundestag Frakction (1972) 91.3 10.3

DGB officials in -Bundestag Fraktion (1972) 14.9 1.3

DGB German Trade Union Confederation

SPD
CbU/CSU

Social. Democratic Party
Christian Democratic / Chrisstian Social Union

Table 21 b v

POLITICAL PARTY MEMBERS IN DGB
(in percentages)

Political Party Rank and Filk Union Officials
(1967~68) (1969)
SPD members in DGB 4.4-8.0% 90.1 '
CDU/CSU members in DGB Less than 1 ' 4.5
No party membership or .
membership unknown 91.0-94.6 5.4

*Eight percent of all unionists would mean approximate-
ly 513,000 union members in the SPD, or 70 percent,of
the 733 000 member party in 1967. ,
Source: Richard J. Willey, "Trade Unions and Political Parties
in the Federal Republic of Germany, " Industrial and

Labor Relations Review, Vol. 28, No. 1, October 1974:43

) et . e, B L e S TP P R
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R.J. Willey (1974:38) observes that in the spheres of labouf,
soé&al and economic policy at the.nation;l level, the DGB
since 1969 has been somewha£ more than first among equals.
The economic interest groups cooperating with the govern-
ment in natipnal economicgpolicigs include in addit;on to

the qnioﬁs ig business and industry, agriculture and small
sized enterprise (Mit;glstand). Kirkwood and Mewis\(1976:
297,;298) vie e strong bargaining position of German unions
as a consequence of the wide range of services they provide
for both the state- and business.

: As mentionea abpbe, each of the”16 memb;r unions of
the DGB is independent énd has the pbwer to enter in collec-
tive agreements with the employers. Some of the négotiating
authority is frequently'delegaﬁed to the regional ievel or
the district which, depending on the size may coincide with
the Lander (West Ggrﬁany is a feéeral republic divided into

Lander) . . . .

At the bottom of the union struéture is the local

branch, which consists of the members of ‘the unign in a town
N :

v
.

or city. The locals' main function is to maintain contact
among workers, works councils and district organizations, th?
latter usually the main center for carrying out collective"
bargaining. ' ’

The largest union in the DGB, the IG Metall, has a
membership of about, 2.4 million (1972). It is larger than °
the Teamsters in.the United States or any other ,industrial

union in the nine countries. l&t organizes about 46 %ercent

2

x
\
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5l *

of all employees in its sector. The second largest unioﬁ'ia»

" . . : S s . . )
the Public Services, Transport and Communications Union with . .

ﬂabouE one million members. The Chemical Workers Union is the

/

X

third largest with about .6 million members. In 1972 these
three upions accounted for well over half (57%) of the mem-

bership of the DGB (see ‘table 22).

°

Table 22
GERMAN TRADE UNION CQ’FEDERATION (DGB) MEMBERSHIP, &972_
i ‘ : 1972 . % )
J,qTotal (16 unions) - 6,985,548 100
i . . . /
Largest Unions . '
- w © <
Metal Workers . 2.354,976 33.7 ¢ -
Public Services, Transport and ' , :
Communications 997,771 14,3 )
Chenicals, Paper and Ceramics - 626,771 9.0 N
Building Industry Workers 520,879 7.5 .
Total 4 kargest unions i ° 4,500,396 - - 64.5 -
Other 12 unions ‘ ‘ 2,485,152  35.6
Total Labour Force 26,125,000 . ‘
Manufacturing 9,550,000 .

Sources: Statistisches Jahrbuch fur die Bundesrepublik
¢ ' - Deutschland, 1973 .
IL0, Yearbook of Labour Statistics, 1976

3
i

Most sources’ report the strong centralizing tendendies .

in German trade unions, particularly in the process of collec-

. tive bargalnlng. According to Seyfarth f;969 :12), authority

is hlthy centrallzed and unions operate “from the top down.

n = -
o P ¢
¢
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Bergmann and Muller-Jentsch (1n Barkin, 1975: 246) report that

4 °

bureaucratlc admlnlstration and centralized ¢ontrol is es-

" pecially evident in collective bargaining. This central-

ization of power at the top is accompanied by an absence of

effective union actlon at the plant level. Unions are

o

denied the right to bargain or to represent workers at the
level of thelénterpriEe, | , K /:>

Works eouncils ﬁebreeent tne workers at the plantl
level.' fhese connci1s nave a wide range of responsibilities
among otpéré, the supervision of the propef;implementation
of the collective agreement, the handllng of employee griev-
ances, enforcement of safety and health regulatlons and theb
negotlatton—oﬁ issues not dealt with by the reglgﬁZI or
nat}anal 1ndustry wi&g.agreements.- While the wdrks councils

oo

have a wide%range ~of issues to deal with,’ they fave no

.effectiveébargalnlng power. They are legally prohlblted to

' resort to strlkes, slowdowns, . demonstratlons or any other

5 \."

forceful tactlcs./ They are subject to a clause (stated in

¢

the 1952 law on works councils) obliging them to "work to-
99 . ‘

gether in mutual trust with the employer.™ Theﬁcouncils

e

cannot determine basic wage rate‘, ﬁhich are negotiated by

[~

) unlons and employers at the reglonal or national level‘ ,

However, they do determlne to'a large extent the actual

‘wages pald in the enterprlse.( They deCLde, in 000peratlon'

with management, on incentive premlums, bonusses, regulaj

tidn of overtime _payments, fringe beneflts, etc.

Ce4™w Aa%™ T
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-of tradenunion influence in the setting of real wages will

national associations with 385 Lander and regional organiza-

. ties.

. enterprise agreements.

[ N

-y
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The willingness of the employers to deal with works

e M anE

councils rather than with unions, and the consegquent erosion
be dealt with later. Although unions cannot control works
councils, they can éxert influence indirectly %y designating
candidates for thie elections of works coundils. in fact, in
1972, about 78 percent of all council members were members of

the DGB unions (in Barkin, 1975:250) .

o

Employers' Associations
. *
The counterpart of the DGB is the BDA (Bundes-,

vereinigung der Deutschen Arbeitverbande), the German Em- -

-

ployers' Confederation. The industrial associations’ affili-

ated to the BDA employ about 90 percent\of all people em-

ployed in private industry &in Barkin, 1975:247). In'1971 44

tions were affiliated with the DBA (ibid.). s ,

3
‘The DBA is, as is the DGB, a coordinating body and

»

represerits the employers in legislative or government activi-

e ; .
Coilective bargaining is carried out by national and
regional associations for a particular industry. Employers

\&
generally prefer national or WLde regiondl agreements.

t

These agreemente\es a rule set wages and working conditions .
(

at a minimum level and are subsequently supplemented by Y

This dual structure of collective
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baréaining would appear to give the empléyers the best of
both: the standardization of wages énq employment condi-
tions, as well as an oppQrtunity to adqut wages at thé
local leQél acéording to the.prevailingm;conomic condi-
| tions. With the absence of any direct bargaining power for
‘ | ‘the unions, enterprise agreements are in reality almost unik
o laterally decided by the employer. d
| - As is the case with the unions, the employers'
| ‘ associations in the metal and‘chemical sectors are the most
‘ powerful. A survey quoted in Barkin (1975:247) estimates
that 50 persons who are in leading positions in éesamtmetall,
| the employers' assdciation -in the metal sector, determine.
1 . - the policy, strategy and negotiations for the entire indus-
| ° try. | " »
‘ ‘ Employers éoordinate counter action and promote
solidarity in case of strikes. Reichel (1971:484) reports
on guidelines issuedlfor a number of iﬁhustries, to0 help
strike hit firms to keep losses at a minimum, and the exis-
ternice of fupds to assist companies financially. Employers
also do not hesitate to use the lockout, which is subject to
hardly any restrictions (Kendall, 1975:125).-

K . ) o
Collective Bargaining ) . .

Agreements between unions and emplayers' associa-
tions are concluded for a particular industry in a specified
} .

region, frequently coinciding with the Land. Those regional

)
/
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' agreements qui%é often cover more than 100,000 employees and
a large number of branches within the industry. The metal
inéustry includes shipbuilding, car manufacture, machinery
construction, optical industry and precision machinery
(Barkin, 1975:251) . The framework established by these

agreements sets .wages-and working conditions at a level

affordable to the average of less than average éompetitive
position of the participating enterrises. Agreements are
generally valid for a period of one or two ryears.

The collective adgreements are binding contracts and
impose on the éarticipating unions ‘and employers a“duty of
:ﬁeace' for ﬁsllongégs the contract is in force.f Companies
not part of'emplqyers' associations ma& concldde separate
agreemen£s with the Qnions. Volkswagen is not ‘a member of
an ‘employers' association and has its own agreement with the
IG Metall. This used to be the case with the Ford Motor Com-
pany in Cologne. However, when in 1963 the unions demanded

Ford to\pay all extras above the standard rates for the in-

dustry, and threatened with a strike, Ford duiqkly decided

to join the employers' association. From tgét point on the
unions were bound by the peace clause in the general agree-
men? which had not yet expired. | !

s The national‘or regional industry agreements are-in
most cases supplemented by enterprise agreements. At this
}evellhot'the trade union, but the works council elected

by all employees, is the party 'negotiating'"with the
. A

.

R IR S T ey AT YO T
I R e R



ey

T AN

- 133 -

av W -

employer. In the more profitable irfdustries employers are

3‘" able to make considerable concessions in wages and wor?}n@
conditlons. Tge ;esultlng wage drift, the difference be-
tween real wages and wage rates provided for in the nationi*
al or regional agreements, rose to 40 percent in the metal
sector and 30 percent in the chemicai industries (in Barkin,
1975:252) . ’

The increasingly more important role of the works
cogncil in the determination of local wages and working
conditions takes away an important incentive to join a
union. Unions have tried to enter into enterprise agree-

. . ments, but the employers have strongly resisted any sucﬂ J/'
moves. In fact, employers have little or nothing to gain ~*
by plant level agreemernts. They prefer dealing with works -

;o councils, which in the event of disputes cannot resort to

. economic pressure tactics. The works council is elected

1

¢ by all the employees in the enterprise. It has the respon-
sibility to oversee the correct implementation of the col-
lective agreement, it handles employee grievances, it may

work out with employers additional wages in the form of

-

productivity premiumé, bonusses, overtime rates and other

ways of increasing minimum wage rates established igqthe

. standard-agreements.

‘fhe works council is dependent on the employer for

the facilities essential for its effectf&e operation.

v_\ . —
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Works council meetings are not open to attendance by the
work force at large and works councillors are limited in
reporting freely to other members of the work force or
unions (Kendall, 19f5:128). RKendall also reports thaf works
‘councillors tend to be long'service employees who are re-
elected again and again. As a result there tends to be a
build up of strong company loyalties (ibid.:129). ’
In addition to éhe above, several‘other factors

\,severély limit the possibili£ies of works councils to
effectively pursue yorkers' interests in dealing wiéh manége-
ment:

- they are under a sﬁgtutory obiigatioﬁ to promote peace-
ful cooéerétiﬁn within the enterprise '

- they have to rely on the employer for.mésq of their
information regarding the operation of the plant

- they/représent-allxthe workers of the plant, most of

whom are not unionized.

Y

According to Bergmann and Muller-Jentsch this dual
system of industrial relations’—‘unions and works céuncils -
accounts for its flexibility and ability to absorb social
conflicts (in Barkin, 1975:248). The absence of union
negotiating power at the local level can be viewedtas a
weakness of the‘German trade unions which has not become
serious yet.‘ In the postwar- German économy (Wi}tschAfts- :
wunder) employers have géherally conceded qﬁite easily to
wage increases, whilg unions were as a rule reluctant to
demand high wage increases so as not to jeopardize

L
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economic recovery. The absence of union(power at the local
level puts employérs in an adva;tageous position: in times
of economic growth and labour shoftages‘they use increases

in benefits to attract the necessary labour; in times of

recession they have little local resistance in cutting

bgnefits which have never been part-of a negotiated agree-

ment. -

Centralization of union powers at the top’ their

participation in national economic policies and the absence

of direct confﬁéhtatipns at.the local level, appear to be

closely related to the low rate of strike activity in

Germany. The incidence of strikes is further limited by a
number of legal and self-imposed restrictiops on the right
to strike. Legally a strike is prohib&fed uring the term

.~

of the agreement. In addition, German courts have ruled that

.even the act of holding a strike vote is considered in vio-

lation of the pedtg clause. With the negotiations for a

ne . agréeement starting well beforqhthe expiratioﬁ of the ‘
confracf, thefe is little immediate pressure oﬁ the employer.
Even after the expiration of the contract a strike is not
conéidered'legal if not a}l other avenues to solve the problem
have been explored. A wo;k stoppage in Germaﬁy always re-’

quires the approval of the national union. Before this can

be'given 75 percent of the membership of the negotiating

unit must endorse strike action in a secret ballot.
A
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In summary, the German trade.union movement shows

two distinct characteristics:

- %— financially and politically powerful national organi-

zations . ‘ :

1

. !
- an absence of trade union power at'the plant level,

combined with inadeqitate mechanisms to ensure‘representation
I's 6
of local interest§ at the higher levels pf the union hier-(

archy.

\ .
The wide spread occurrence of wildcat strikes and

the more agéressgve action of shop stewards are evidence of
dissatiséaction with the higher levels of union organization.
Not only employers are unwilling to change the present col-
lective bargaining structure, the_gstabl@shed union hier-
archy as well, has been reluctant’ to make changes in union
organizaéion.
Bergmann and Muller~Jentsch report on the unions
'intole;ance of internal pissidents and their harsh action
against those who initiate rank and file movements aﬁd in-
depepdent taétical moves (in Bérkin,;197§:273,274). Thus,
it weuld appear that while there are| recurring signs of dis-
ﬁ“satisfaction at the local levels, the union organ;zation
seems to be well in control and has not been forced to aban-
don its general polic§ of ‘concerted action', that is, co-
ordinated action of the state, the uniogg\énd the employers’
asgociations. iWhether'this kind of action is always in the _ _ - —
N o
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best of interests of the workers is a matter of perspective.

That it has contributed to keep the rate of industrial dis-

-

‘putes low is evident in the statistics (see tables 24 and

25, pages 149 and 150).

A e
e
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FRANCE

Trade Unions
‘ Tﬁe degree of unionization in France is the lowest ~
\of the countries surveyed in this study. It is estimated to
Le around 3 to 3.5 million workers (Kendall, 1975:61;
! Stewart, 1974:82) or approximately 17 percent of a total
labour force of around 20 million. The main confederations
are the CGT (Conf&dération Génégige du Travail) estimated
membership 1.5 to 2 million, the CFDT (ConfédérationiFrangaise ’
Démocratique du Travail) estimated membership .7 million and
CGT/FO (Confé&dération GEnérale du Travail / Force Ouvriétre)
eétimated to have .5 million members. The CGT, CFDT and ‘
CGT/FO consist of a number of federations (each around 40,
Kendal,'1975:68) usually n%?rggenting the workers in a par- Vs
,ticular industry. The'éééef;tgﬁns are organized regionally,
rather than plant based. Not only is union membership ver
low, the industrial strength of the unions is further weak-
" ened by the union mgltiplicity at the plant ievel (see table
23, page 139).

Kassalow (1969:115) argues that the weakness in in-
dustrial power, a consequence ofm"structural make up andﬁ
internal political divfsion", has led French unions to de- .
pend on political action. They rely heavily on the state in

such areas as: the exgension of collective agreements, the

regulation by statute of basic.wages and working conditions

N
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y and thélprovision of office headquar&ers." Dependence” upon

political action, .favouring concentration of union power at

the top, and reliahce upon the government would tend togkeep
industrial power weak, " ... and the cycle of political de-
) pendence tends to perpetuate itself." (ibid.:115) ZXendall
‘ (1975:70) reasons in similar fashion that the underdevelop-
ment of cof;éctive bargaining/and the competitive poiitically-
oriented nature of Ffench upionism has endowed th confedera-

tionswith more power than they might otherwise possess.

Table 23
4 | .
) SUPPORT FOR UNIONS IN ELECTIONS FOR WORKS COUNCILS -
? Percent Support Percent Support Total
i First Collége Second Collége ' .
4 Pt 53.9 16.5 46.0
{ 20.2 17.5 19.6
: 7.4 7.2 7.3
- 2.6 3.3 2.7
i - 25.8 5.5
5.9 )’1.2 7.0
v/ 10.0 18.5 11.9
Confé&dération Gé&nérale du Travail o0
, Confédération Frangaise du Travail . “
Confédération Gé;g{ile du Travail / Force
Ouvriére ‘ 0 '
CFTC : Confédération Frangaise des Travailleurs
"Chrétiens ' —
CGC : Confédération Gén&rale des Cadres
"An idea of the relative support for‘g;ch of the
@ smain organizations can be gained from the results
» of the elections for works councils, which are
organized in every enterprise. These are divided
into two 'collé&ges' (electoral colleges), one for
techniciansg, foremen and other executive grades .
and the other for manual and clerical workers.
The most recent figures available give the break-
down shown" i rgaret Stewart, Trade Unions in
Europe, 1974:85.
& ge -
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It is this tendency that has enabled the PCF, the communist
party, to aImost_}otally dominate the CGT, which is a poli-
tically independeAt confederation. Opposed to communist
inspired, politically oriented strike action, the socialist
groué within the CGT broke away andiéormed the Force Ouvriére
in 1948.. This group has flever been able to obtain any sub-

stantial support among industrial workers and its members

are mostly from white-collar and professional groups. The

_CFDT is a continuation of the Frean\Confederation of

Christian Workers, which dropped its Christian label to be-
come a left win? socialist oriented union federation. It is
said to be the beét organized and the most militant of the
confederations (Kendall and Marx, 1971:11). -

According to a reputable'source (Reynaud, quoted in~
Kendall, 1975:80) the le;el of organization in the private i
industry is "between 15 and 20 percent overall." This low
rate ofjunionization seems‘to be in part related to the

existence of many small scale employexrs and their reportedly

"archaic"” and “patérnalistic" attitudes (Kendall, 1975;

“Beyfarth, 197:), as well as the political orientation of the

trade unions. The rate of organization in the public ser-
vice is twice:.as high and.contributes to;%ﬁe importance of
political action in the strategy of French unions.

)

L
Stewart (1974:90) points at the militant oper7tions

of unions in strategically important -sectors of the economy

such as, engineering, transport and electricity. According

. Q
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\

to the author the nationalizéd Renault car undertaking is
one of ;he most strike hit plants, which is aﬂﬁc
and is used to set the pace” (ibid.:90). The re
worker militancy in nationalized indusiries does

necessa@i y translate into strength at the bargaining|table.

Kendall's information puts the strength of urions at

Renault in a somewhat different perspecéive, "Here (Rehault

plant) only some 20 percent of the work force are organized

(1970 figures) and this despite the plant's reputation as a

union stronghold."

hY

With such a low rate of unionization it i ha;dly

feasible to use the strike as an effective weapon to back up

demands at the bargaining table. Instead, the strike is

more or less a protest demonstration, an expressioﬁlof gen-

°

eral discontent rather than a technique to bring ab\

ut
specific changes in the terms-of the collective agr%fment.

Thus, the French sociologist Reynaud pbserves, " ...! the
French strike is never the disciplined action of a troop
which takes the steps designed bynits leaders ... The
strike is the métgrialization of agitation and the concor-
dance of different displeasgres." (J. Reynaud, quoted in

Aaron and Wedderburn,1972:48) . Strikes often have a revolu-

»
N

‘tionary character, the open expression of disapproval of

1

"authority. In most cases the initiative and militancy is

more among the workers than on the side of the trade|unions.

The strikes are of short duration and involve large numbers

of non-unionized workers. Kendall (1975:86) blames the lack of
3 & . > s
B ' : .
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thé means ¢f expression of conflicting interest groﬁps for
Q;e explosévenegg of stri}é act%on. Reynaud quﬁﬁes a gkudy
by Seeman (in Barkin, 1975:2842 to show thevgtrong feelings

of powerlessness of the?French worker in comparison to Swedish

¢ h

and American samples, resulting in the outbreak of the 1968 .
striﬁe explosion. The lack of an institutiénal framework,

an effective bargainiﬁg systéﬁ, as a mechanism through which
a continuous expression and ?hanpeli;ng of discontent is made
possible, partially explains the feelings of powerlessness of

the French workers, as described by the huthors above.

~
[

v

Employers' Organizations

Employers in Frnce show an extremely high rate of

3 o

organization. 1In the industrial sector there are very few
é%terprises which do not belong to an oréanizatioh. In/ihe
commercial and service seeéor the rate of organizatién is
sqmewhat' lower.” - L )

The 'Conseil National du Patronat Frangais' (CNPF)

-\

consists of more than one million enterprises, employing

»

more‘than thirteen million workers (REcentes Tendances en Ma-

<

tidres de Negociations Collectives,.S&minaire Patronal In-

ternational,” Supplément au Rapport Final, OCDE, Paris, 1972).

§?

Realization of common' ecanomic interests, the poten-
tially divisive effects of goméetitiVe action when there are

many small scale enterprises, the.representational functions

and lobbying in relation to the government and, in general,

o ' ® -
e °
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. nal> employers (97 percent of French employers in non-

which gives the~Patronat its conservative tone (1972:57).

0 a--143-‘ ‘ SR
the beneflts of united actlon seem to have been more 1mpor—

tant reasons for the formatlon of employers' organlzatlons

LY

in France than the threat of strong labour unions.

Despite recent mergers in the steel industry, chemi-

[

cals and heavy electrical equipment, France -is still a coun-

try of small manufacturlng plants (Seyfarth, 1972 57)

Seyfarth notes that it is the large number ‘of small, margl-

agrlculture; act1v1t1es employ fewer than 100 employees)

> .

Most sources report on the archaic attitude of em- -

- \

Tployers in industrial. relatlons. Kendall eLes this as the
-first cause of the French industrial relations)being back-
| ward, "almost beyond belief" (1975:74). "Seyfarth quotes

. .. 1 B
S. de. Gramont (in Seyfarth, 1972:20-21) in a descriptioﬁ of'

v

the French employers' attitude towarEB,union activity. He

‘hescribes the factory as an extension of 'the family where

management only deals with individual workers and where

union delegates are threatened with punitive actior.

.

Kassalovw (1969 115) contrasts the bitter resistance of em-

ployers to hav1ng unlons in their plants with. the more pro—

? A

dgressivk outlook of government commissions. He beliéves
. that the-resistancecof top\manegement against union preéahce

' reflects their contiﬁded feudalistic-familistic attitude to-<

wards property. Reynaud (in Barkin, 1975:305) believes that

. the events of 1968 comblned wrth the large number of mergers

9 . —_ \\
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fi o that produced a group of larger corporations has led to
N . * a deeper division among éhé %gployers: the'sma;l and medium’
sized companies, on the one(gand, and the large companies
on the other. In"spite of.ébme evidence of a more progres-
sive approach in gnduspfial relations, in particular by
large companies and government owned industries, strong em-
;E ‘ ployer resistance has éfféctivqlf kept trade union influen;e

N . - g N .
: at’a minimum. : {%

N

. Collective Bargaining . £
¢
The disproportion of power between management and

- unions is reflected in their collective bargaining.

-

In France most collecti&e bargaining for a par=,

] , a - ticular induétry is carried out at the natibq;l’fé;el. This
4 level of bargaining is most favoured bx/tﬁg/;mployers' asso-~

1?: ‘ ciationé.(ILO, 19735;06). It is’usﬁgzly between employers'

: h ass;ciations and a commiFtee rqéresenting tpe various ﬁnions.

. AY
The practice has been to conclude national agreements for

: | q
\ ‘ _one year, but a provision iq the law extends automatically
; éﬁ initial agréemeht where no new agreement hagjbeen conclu~
’ ‘ded. Delamotte gives evidence‘from the eafly sixti¢s that !
; o, ) employers couldfrefuse"to bgrgaih, ;both in law and in fact” ’

¥ ' (1971 :356) . R

B 8

The national (and regional) industry accords only
" rprovide minimum wage rates i.e., a review of previous

*

. . 1]
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minimum wages. The agreement applies’ to all workers in the

firms affiliated with the employers' organization signing

the accord. Even though some unions for tactical reasons

may refuse to sign, this in no way affects the validity of
the agreement. The determination of the actual wages is
within the jurisdiction of the firm and for most wage earners

this actual wage cannot be negotiated (in Barkin, 1975:291).

/ \

- Larger and more gfficient companies have beén aﬁie'
to offer highef wages and better worﬁing conditiong than
the minima provided.for in the’national and‘reéional agree-
ments. In some cases manégemené has entered in voluntary
ag;eements, guaranteeiﬁg a number of successive indreases in
thelneai wages.‘ The nationaligéd Renault corporation took
the initiative to enter in such voluntary agreements with the
unions, in order to limit wildcat strikes an@\fo promo te

better labour relations. Kendall observes that the'negotia-

.tions' took one day to complete (1975:81).- He also reports

that other large scale, modefn, highly capjtalized enter-

prises followed the Rénaultﬁinitiative, whit¢h was strongly

2\ . ’ <9 s
criticized by other French employers (ibid.)
Except for initiatives in" the national{zed industries

especially since 1969, the general level of wa

T tions continues to be decided by unilateral management deci-

sions. Market conditions, rather than management-union nego-

tiation, are commonly the determining factors in the setting

N : -

-

0
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of wages and working conditions. Reynaud views the weakness

of negogiations at the enterprise level as a "lohg standing

"~ failing" (1975:296), and at the national level Kendall sees

the unions outmatched at the bargaining table in all res-
pects by “weli‘staffed, well equipped, disciplined and uni-
fied employers' associations" (1975:73). Yves Delamotte

concedes that collective bargaining in France has never

’ played the role which it has in other countries, where it is

regardeé ag "the trade unions'lchief function, the mogt
effggtive protection for the wage earhers' interests and the
best way of settling industrial disputes” (1971:351).

To the industrially weak and divided unions polit-
ical action, e*ploiting notions o% Claié conflict‘and the
disapproval of authprity, becomes a viable alternative. The
exiétence of strong“emplé;ers' organigations,'asserting the
authority and decision mhking powers of management reen-
forces this class conflict orientation in industrial relations.
Thus, both the'establiéhed hierarchies of labour and of
management havé an interest in tﬂe continuation of the cen-
tralized forms of decision making. |

As noted earliér, in the case of employers' organiza-

tions, new forces are changing existiny structures. Recent

developments in market economies, the increased competition
ﬁithin the EEC ahd in world markets have fostered the emer-
gence of large scale enterprises and increased the numberpof

company mergers. .While in the small scale enteréfises in

« ~
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France strong local trade unlons were difficult to organize,
the emergence of large scale enterprise favours the organi-
zation of strong enterprise unions.

Theeéovernment has taken an active role in these
developments. It encourages consoli@ations, and large manu-
fecturing firms have been fs}med in stegl, chemicals ané
heavy ‘electrical equipment. In 1966 more .than 2000 mergers
took place as compared to 450 in 1957 (Seyfarth et al., 1972 .
57). Aecompanying these trends are. initiatives by the govern~ °
ment to establish new procedures for the négotiation of
agreements. According to Selamotte these initiatives are an

"outcome of a conscious political determination to promote

collective bargaining in the nationalized industries and to

.define the rules governing relations between the sxgnato-

‘ries" (1971:366).

In_ the private sector the effects 6f government in-
novations are hardly visible, and it is "far from certain that
the old pattern is being,questioneg at alk" (ibid.:1971:374).

Thus, it appears that apart from new trends in large scale

enterprises and government initiated negotiaéions, few major

. ] /
changes have occurred. .
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Labour Dispute Trends in Norway, Germany and France
[ 4

y Tables 24 and 25 show labour dispute trends in the
.S .

countries which have a low degree of industrial‘diversity:
In comp;rison to the United States, C@hada and Italy their
strikeJ}ates aré extremely low. Again the manufacturing
sector accounts for well over half the number of total days
lost; in the case of Germany the figure is about 86 percent.

Precise figures for the three countries are:

Norﬁay:

Total days lost in all industries 1966-75: 456.000 - 100 %
Total days lost in manufacturing 1966-75: 303,000 - 66.4 %

Percent of the labour force in manufacturing 23.5(1966-75

i average)
West Germany: o ~
Total days lost in all indusfrigs 1966-75: 7 million - 100 %
Total days lost in manufacturing 1966-75: 6 million - 85.7 %

Percent of the work” force in manufacturing 37.6 (1966-75
. average)
France: ~

o

Total days loSt in all industries 1966-75: 30 million - 100 $
Total days lost in manufacturing 1966-75: 16 million - 53 %

Percent of the work force in manufacturing 27.9 (1966-75
.. . ! average)

Note the extremely high figures for Germany in 1971,

which were a consequence of local dissatisfaction with cen-

trally negotiated wage rates ( see R39e %9).




i

4
. b
SUOTITP® 9L6T PUB £€L6T ‘0L6T ‘SOTISTIEIS INOQET FO YOOQIEBdX ‘0TI :90INOS M
9TqeITeA® 30U ®IED 896T °Z aTqeTTRAR j0U S8IndSTP JO IoqUMN ° T 3
. *POATOAUT ST sdep Buriaom i
00T ® ueyl 9aow JO ssoT e uaym jdooxs Aep suo ueyl ssof burisel soandsTp :AUPWIDY) 3ISOM - T
M Xep ouo ueyy ssof burise] sozndsTp pur po3oazFe ATIOSITPUT SIIYIOM :1AeMION ° TOXTs W
i v . LD
i § -4
; cno s ' UOTTTTW §°GZ3GL-996T . (1L6T uT =sbueyo xo3 . cer— }
UOTTTITW $°0C :SL-996T °°a0F 950103 YIOM 1e303 . mOTTe o p=asnlpy) UOTTTITW L°T :6L-9961 :
¥Iom Tel03 obeadae A1aeax abexsar ATxeS}X 39D0I0J YIOoM Tel03 Sbraoar ATaeax i
N i
\ 698€ LZ8T 888€ 69 9€ A £°€ 44 SL6T T
08€€ pact T8€E 1S0T 0sz V- 81¢€ T°CZ. €T VL6 *w
ST6€E - 9vee TELE €95 <81 ¥ TT .v°C z1 €L6T
SSLE TcLe ¥ovE 99 €c /A 1 6 cL6T
_ 88EY SE€Te 81EY 14:344 9€S ’ T°6 g°c 0T TL6T
o VLT 09TT yove - €6 < ¥8T1 Z°LY T°€ 153 8 0L6T
3 vzee VPYT | L0ZZ 62 06 9°12 8- 14 6961
vt - - - - 174 sz S°E€T G 9 -~ 8961 .
, vocy 1£4: T2 SL9T _ 0e6¢ 09 L% | A L L9961 - m
€zsT TIvEE O TTLT Lz 96T z°s €1 L 9961 1
. §
(000) (000) (000) (000) (000) (000)
N
3807 siedq paAaToAur soandstd 1s07 skeq paafoaul 38071 sled poAaTOAUT so3nds1g P
! Butxxom SITAIOM FJo -oN burijxom SIDHIOM mcﬁxﬂoz © SI9jIOM JO °*ON Ie9x
| : &
. L FONVEI . [ANVWRIED ISEM. AYMION o7
u -t GL6T-996T :SHAIYLSNANI TIV ‘SANIYL »IILAJSIA JN0€EWT
' vz @19eL )
p . . /
. N // -
.\\\“y\ 7 . :




-
"

F -4

SUOTATP® 9L6T PUC €L6T ‘OL6T ‘SOTISTIERS IMOqe] JO JOOQIeoR ‘0T  :30INO0S
) -3TqerTRAR T2HUOT OU I8 PAATOAUT SINIOM

pue seandsTp JO JOENU AP I0F TICP B96T I93IV "STAUITRAE 1GU 23eD 896T T STIETTIEA® 30U sxndstp JO ISMEW T
Toaut ST sAep HuTHIOM Q0T UEY} SIOU JO SSOT B USyM 1deoxo Aep suo ueyy SsOT Huryser seqndsTp : Atnurren) 3ISOM
: s “Kep mcodnwﬁommmamwaumMH sondsTp pue pajodyIe ATIOAITPUT sSIoyIoM :AemIoN * TONEs

BN apde Sl dre LRA L

: UOTTTTW L°§ :SL-996T fc/-996T Soxey diom s o iy UOTTTT® ¥° W

90I0F Jaom mmmuwbm.hﬁhmmw . obexaae ATaeax | 2$GL-996T mwuom yIom abexsae ATaesx M

987 - L= 1 €€ 0°s L .8 SL6T M

€891 - - TLS LS T°29¢ v yL6T ”

8€61 - - 1425 8LT £€°9 o 9 €L6T m

6891 - - - \ ¥9 _ (44 G°* Z ZL6T m

, 8€02 - .- " oevy o€s 8°1 s . TL6T t

o ZLTT - N 06 "8 92 11 0L6T !
~ zZooT - - : L6T SL S* r4 6961
! - - - sz sz €0° s0° T 896T
8EZC 9¥IT L92T 16 €5 1 90" z L96T
, 060T 88LT 00€T 12 ‘ 01 T g* .z 9961

(000) ° ﬁopbv (000) (000) (000) {000). ;

asor skeq pRATOAUT so3ndstq asoT sfeq paATOAUT aso1 sieq poATOAUT sajzndsTdg W

butyzom SIANIOM 30 "ON ,maﬂxnoz SI9NIOM butyaom SI9YIOM Jo °oN 103K w

. - i

ANV (ANGHRIED LSAM : AVMMON .

GLET-996T :ONTYNIOVANNVW ‘SANTIL »FINJSIA ANOEVT
’ Gz °1qelL




a2l ikl

ot i M A a1

CHAPTER NINE\\

'

A
* INTERMEDIATE DIVERSITY AND MIXED PATTERNS OF ORGANIZATION:
THE UNITED KINGDOM, AUSTRALIA AND JAPAN

H
» . \

In the countries ranked in the middle of the scale

. . , . | . .
for industrial diversity we encounter,a mixture of various

\

types -of unions, @mpioyers' associations as well as great

differences in collectiveé bargaining procedures.

z In Britain, due to the early developﬁent of trade

e 1

| unions, traditionally organized actording to particular

. skills, there remains until today a fragmented picture of
union organization. The emergence of shop stewards' cémmitiﬁ

tees has resulted in a dual system of collective bargaining.

-,

The increased importance of informal bargaining at the plant
e

level combined with the absence of formal regulations for .

" the procedures of collective.bargaining has led to frequent,

~

K

short, unofficial strike action. The situation in Britain

shows many points of similarity -- shop stewards' committees’

informal local bargaining, few legal regulations regarding

’

- the procedures for collective bargaining -- with the situ-

@

‘ation in Italy, resulting‘inva similar pattern of strike

.action (see table 12, page 80).L'The more moderate degree of

diversity of British industry and the greater participation
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of the British labour party in government would seem to

account for the lower total number of days lost in Britain.

In Australia, compulsory arbitration prevents a

direct confrontation between unions and employers' associa-~

tions. The arbitration authorities tend to decide ‘on the

’ basis of "comparative justice”. The existence zof a large
proportion of craft unions has beeﬁ preserved by the securi-
ty of the arbitration system and the overall union structure
rémains rather fragmented. There éxist strong, large unions
and employers' associations in the 'metals' sector which em-
ploys almost half of all the workers in manufacturing.
Walker (1970:367) characterizes their negotiatibns as

| " ' 'power bargaining': hard bargaining between extremely

N

well organized parties". Increased bargaininq 'outside the
system has-resulted in more frequent, longer s(trikes, which
have undermined the authori(ty of the arbitration system.

It appears that in Japan the relatively low volume of
strike activity is related to the .traditional socio-

economic organization of society. Due to the relatively .

short history of industrialization the full effects.of

industrialization upon the economic organization of interest
groups is yet to be felt. Significant in this respect are
the changing attitudes and expectations of workers employed -/

in the large scale enterprises, as well as the more business

like orientation of their unipns.
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In the following discussion of trade unions,

employ-

ers' associations and collective bargaining of the countries

which have a moderately diverse industrial structure-we will
find very.few parallels among éheir patterns of organization
other than that they are neither highly centralized nor
highly decentralized. Their diffuse structureg of organi-

zation in combination with other special characteristics of

v] .

. .
their industrial relations make the systems in the United '

Kiﬁgdom, Australia and Japan' incomparable.

e

v ' . $
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UNITED KINGDOM

Trade Unions °

Britain's trade 'union structure is the most complex

- of the countries in this survey. Unions vary widely accor-

ding to type .and unit of organization. Three types of

'unions can be distinguished:

- craft unions: organizing workers according to par-
ticular skills or occupations ' '
- industrial unions: organizing all the workers in a

3 ' particular in}ﬁstry irrespective of their skill or occupa-

J
. 4
. tion

- gener%mions: organizing workers regardless of skill

or industry

J A , . K
Of the above craft and general unions are most ;

[—

common. Large variations in size and geographical unit

: further complicate the organizational structure.

i

As a result \oﬂ[ amalgamatiohs the number of unions

shows a steady decline\. Moreover, ‘the membership is con—\

‘centrated in a relativ%aly small number of unions: 61 per-

cent in 1l unions with mare than 250.000 members. In 1972

o

‘ 1
132 unions were affiliated with the Trade Union Congress,

TfJC, and their total membership was about 10 millién.

-

Thus, out of a total of 466 unigns with a combined membership

5 of 11.3 million, the 132 unions affiliated with the TUC

[}
AL Dt e N s

2
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” ( accounted for about 90, percent of all organized workers
(see table 26). /\
\ ’
% 7 L : Table 26 . ]
S ' MEMBERSHIP OF TRADE UNIONS BY SIZE OF MEMBERSHIP :
3 | Year Size of No. of Total, - Total No.  Total
¥ Membership Unions Membership of Unions Membership
B ' : * 000's - (%) of Unions (%)
3 1960 totals 664 9,835 100.0 100.0
5 1965 totals ) ‘608 . 10,318 . 100.0 ., 100.0
8 1970 totals ] 513 11,168 100.0 100.
1972 totals 466 - 11,315 100.0 100.
; S -
- § under 100 74 . 3 15.9 0.
Y S 100-499 118 31 25.3 0.3
X 2 o 500-999 . 40 28 8.6 0.3
weo 0 1000-2499 ‘ 62 .92 13.3 0.8
' . 2500-4999 53 ' 174 11.3 1.5
N 5000-9999 32 . 214 6.9 1.9 -
10,000-14,999 13 . 150 2.8 1.3
, 15,000-24,999 18 333 3.9 2.9° 4
25,000~49,99 18 609 3.9 5.4 « .
50,000-99,99, 13 901 2.8 8.0
100,000-249,999 14 1,879 3.0 16.6
. 250,000 and more 11 6,901 2.3 "61.0

13 L
/

~ Source: British Labour Statistics, HMSO, London 1973.

R
- The overall rate of unionization in the L'Inited King-
:dom is about 47 percent of the total labour force {vith
Norway and Australia among the ,h.ighest of the countries
surveyed. fn manufacturing the ?@e of ’prganization is much
hi:gher: 62 percent of the 1ab£‘ force in this sector.

Union density in most large establishments is conside;ably

o

o 8 Al
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e among manual workers in most of British’'manufacturing is vl
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higher. The table below gives a breakdown of unioﬁizatipn

figures when excluding the. smaller establishments.

]

g 20 . -
Table 27

UNIONTZATION IN IARGER MANUFACTURING ESTARLISHMENTS, 1948 and 1974

- 1948 ,, 1974

Labour Force Density Labour Force Density '
. " 000's . 000's %
All mammfacturing 6, 709 T52.2 7,779 " 62.2
Excluding establishments ’
. with less than 100 workers, 5, 194 67.4 6,292 76.9
. Excluding establishments )
with less than 200 workers 4 268 . 821 5 423 89.2

Source:’ R. Price and G. S. Bain, Union Growth Revisited: 1948-1974 in
» Perspectlve, the British Jqunal of Industrial Relation,

1
-

+  According to the above igures, the establishments

with more than 200 workers have -rate of unionization of

almost 90 percent. Consmderlng hat these flgures include
white collar employees, who are g nerally 1ess strongly

_ organized (see table 28, page 157) the rate of organxzat;on

]
N

" extremely high. -

v

) ‘ " The TUC is the only trade unlon ‘center in Brltaln

Y

and acts as the off1c1al spokesman for labour on a broad

.,

. frange of issues, especzally in relatlon to the government

‘and the Confederation of British lndustxy (cBI).
I .

k]
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Table 28

' & UNION MEMBERSHIP AND DENSITY IN MANUFACTURING, 1974

Labour Force. Union Mémbéréhip Density

. ‘ (000) (000) T (%)
Manufacturing - 7779 % 4836 . 62.2
- Manual 5678 4%62 o 73.3

White Collar 2100 672 32.0

Source: R.. Price anfi G.“S. Bain, op.cit.

° ’

;

The TUC's authority over tRe membership is limited to moral
persuasion. Affiliated unions are autonomous. They
rely -on: the naéional‘body, mainly for advice and guide-

. : 2 ,
lines, rather than instructiogg. The influence of the-

Y

largest unions in ébe TUC is considerablg.g The Transport

.General Workers Un}on and the Engineering Workers Union
together control almost one third of the total votes. The

tenkiqrgest unions in the TUC, out of a total of 132, hold

k.

twéfthirds of the total votiné power: Thus, the policies
"of the TUC are strongly influenced by the 1a£gest unions,

in particular by .the ;gadérship of .the Transport Workers'

and Engineers' unions. ' -

While' the TUC has no direct organizational relation-

-,

se o .
ship with the Labour Party, its member unions provide about

90 percené of the Labour .Party's funds and control more-than’

four -fifthsof the votes at thd annual conference (L.Minkin;

fo

f974:23). Again the influence of the largest unions is

R = ?::vm'“ :?f'
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high (see tables 29 a and b). - :ﬁ,_ : /
@ ,ﬁ\ °
Table 29 a . l
' v
DISTRIBUTION OF-VOTES WITHIN THE TRADE UNION CONGRESS, 1973*
Trade Union Congress ' i Votes
\ ‘ No. &

Two Largest Unions \ 3089 . 31.7
Transport Workers <0 . 1747 17.9
Engineers { L _. 1342 13.8 »

Ten Lardest Unions : 6451 66.2

Total votes cast by all unions represented
at the Conagess (97 organizations) 9742 - 100

Table. 29 b

"

DISTRIBUTION OF VOTES WITHIN THE LABOUR PARTY CONFERENCE,1973*

s

Labour Party Conference \ Votes
No. % 0
“Two’Largest:Uﬁions 3 : 1971 31.8
; Transport Workers ' N ) 1074 l7r3
Engineers . . : - 897 14.5
Ten Largest Unions '" 4213 67.9
Total votes cast by all unions represented
at the Conference (56 organizations) _ 5449 87.9
Total Conference Vote y 6197 100

*At both meetings votes are allotted on the basis of one vote
for every 1000 members or part thereof.

Source: L. Minkin, The British Labour Party and the Trade
Unions: Crises ‘and Compact, . Industrial and Labour
Relations Review, October, 1974:23.

B @
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The crucial role of labour in the sucgess of gd&ern-'

@ N

‘ment in Britain is well known. The 1969 defeat of the Labour
éarty was largely attributed to its failure to carry out
proposals to limit the power of the unions. The 1970-74
period of Conservative governmen%ﬁ in paftiéular the first
two years were marked by politgcs o} gonfréntation between
government and unions and resﬁlted in an unprecedented wave
of industrial disputes. The 1974 elections were conducted
by the Conservatives on the theme "Who Governs Britain?" and
by Labour on its ability to forge a "social contract"with.

the %nions.

The long histbry of worker organization and the pre- .
"~ eminence of craft unions in the development of 1abouf unions
have resulted in an often complex form\qf representationjat
the plant level. Local unions are usualiy organized on a

geographical basis and represented\

in the plaée of work by

Jégg shop steward. The steward is, as a rule, elgyfed by the
union members of a particular union and not as in t‘; other

. European countries by all the workers in thevéstabli: engl

The shop stewards occupy a pivétal place in the system of
industrial relations in Britain. With the diminishing aythor-,
ity of industry-wide bargaipinq, tﬂeir role in what is of-eh re-
ferred to as the"informal' system of collective bargainin- has

b3
become of crucial importance in the regulation of management

. worker relationships. Becéuse of union multiplicity at the

-

-~y -
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3

plant level the number of shop stewards may vary consider-
ably and is in some cases as high as 22 (Seyfarth, et.al.,
1968:73) . Sometimes they form shop stewards' committees to

'coordinate policies, but according to Kassalow (1969:163)

.they often compete with one another at the ahop level and

_-their strategy vis & vis the employer is frequently not co-

ordinated. Notwithstanding their ‘crucial position the

task of the shop steward and his relationship with the urion

* is . i1l defined. Kassalow notes that "the exact manner of

his election, his precise powers and role - these ofte
4 ' ’ ot
remain a sort of no man's land in British industr nd union’
; , , .

life" (ibid.:162).

Eone ' 3 : o
quloyers Assoclatlons/

The majori%y of British employers are mehbers of an

+

employers' association. J. F. Goodman (in Barkin, 1975:59)

reporta’tﬁgt there are over 1300 employers' assocxatlons in
¢ . . -

' Britai@} many of which are local associations federated to

" industry-wide organizations. The Confederation of British

Industry combines'108Morganizations whose members-employ \

about 80 percent of the laﬁour fofce. The task of collec-

tive bérgainiqg rests with the national associations which

. N ; . \
conclude industryqbide agreements with representatives of
the various unioﬁs.‘ The most important employers' associa-
tion is the Engineering Employers' Association which covers .

approximately 460 eétablishmengs with Bevefal million workers

(Kendall, 1975:196)".




"workplace negotiations ta place in 80 percent of the cases >/’

in which union brganizati exists (Kendall, 1975:196). Many

voluntary agreements without intervention of the state is an

of industrial relations in Britain: a formal and an informal

- 1lé6l -

Studies cited in Aaron and Wedderburn (1972:14) re-
ve;l that most of the national associations no longer seek
to dete;m#ng wage lévels in the esgabl;sament. National and
industry-wide agreements negotiated by‘these associations and
the un%gns increasingly serve és a reference point for indi-
vidual employers and can no longer standardize wage ratgs and
working c&%ditions;
a
A . The Rbyal Commission on Trade Unions and Employers'

Associations, 1965-1968 (Donovan Commission) reported that

Ay

—F

large\dompanies are not members of employers' associations
and they conduct bargaining directly with the unions. Again
company-wide agreements are often supplemented by plant level

negotiations. . . . \
NS

—
- -

!

Collective Bargaining
~

Free collective bargaining i.e,, the negotiation of

essential charagteristic‘of industrial reldations in Britain.

-

There are no legal rules or alternate pro&edureé which govern 3
the forms of collective bargaining other than those tradi- ;k;j

Ld
Q

tionally established by the parties involved.

s The Donovan Report, (1968) distinguished two systems

- : . - _
s&stem.\gThe formal system is composed of the™industry-wide

a -
AN i
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agreements between the national employers' associations and
the unions. The informal systemlconsists of the plant level ~
negotiations taking place between managements and shop ste-
wards.

Some 14 million manual workers out of a total of
approximately 16 mill%on were covered by industry-wide nego-
tiated agfeements in 1964 (Roberts and Rothwell, 1972:545).‘
Traditionally the wages and working conditions set under
these agreements were regarded as standard rates throu@hout
the industrQ. With the advent of local bargaining these
industry-wide agreements are now more and more regarded as
minima, and additional wadge schemes and rules governing
working conditions are in most cases negotiated at the level
of the workshop. ’

Roberts and Rothwell (1975:545-546) regard £he high
level of deman@ fog labour as the main influence in the
deve lopment of plant and company bargaining. Other factors
further stimulated the growth of plént 1evél bargaining:

~ 1. The lack of a central trade union authority
Because of union multiplicity negotiati&hs are usually
garried out betwe%n managementland shop stewards' committees.
While each union’is represénted by its own shop steward, the

o a

committee as a whole is not subject to the authority of any

- particular union and thus ‘operates indepéndently.a\Moreover

% ' \
unions depend to a large extent on shop stewards in the areas
of recruitment, payment of dues and representations vis 3 vis

. . 3

the employer. 'In fact, for most workers the shop steward is

Ve

the union and the latter is in no position S?_exercise

a

REVEN.Y R
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authority over the shop steward. There are an estimated
2600 full time union officials and approximaéely 200,000
shop sﬁewards. Under conditions of full eméloyment, the
inadequacy of the iﬁdustry-wide agreements and .the lack of
precise regulations of disputes at the plant level, the sho§
stewards frequently resort to the use of the unofficial
strike'as a means: to exert presgﬁre on the employer. An un-
offiqial strike is one 'not called by the official union
machinery and goes against the industry-wide agreements, which

do not provide for plant level negotiations.

s

o
-

~

2. The willingness of most employers to engage in local=x
bargéining . ] ‘
For many employers it was easier to deal wiﬁ? shop stewards'
committees at the plant level than with the multitude of
unions representing the workers ig Fhe company. The growth
in the size and structure of enterﬁ%isgg also played an impor-
tant role in the employers' attitude towards industry—widé
bargaining. Roberts and R;lhwell (1952:547) assert that as’
enterprises grow larger they become more conscious 6f their .
separate interests and more concerned to develop their own
strategies, rather than be dependent on the employers' orga-

nizatibn. Further evidence for the increase in the size of

enterprises in the United Kingdom and the accompanying ten-

dencies toward autonomy in collective bargaining comes from

)I
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Clegg (1970:158) and Jackson and Sisson (1976:318). Both

o

sources stress the need for more specific rules and.pro-

:  cedures in the large enterprises, which cannot possibly be
: : covered in the industry-wide agreements. According to Jackson

and Slsson size of establishments in terms of employment mili-

tates agalnst employer organlzatlon and seems to have contrib-
uted to the decline of the industry-wide adreements (ibid.)

f : Not only do maﬂ; large companies develop their own expertise
and policies in managemént/worker relationships, the stan-
‘dardization of wage rates and working conditions encouraged
by industry-wide agreements are not as attractive to the

large enterprises as they are to small sized éompanies.

Their compgtitiVe position allows the large enterprises to
attract the necessary skilled labour by offering more ad-
vantageous‘wages and working conditions when labour is in

short supply. The large avexage size of establishmentsin

the Wnited Kingdom is illustrated _iln table 30.

Table 30

ANERAGE]!EEER.OFZHIE}E ENGAGED PER ESTABLISHMENT IN MANUFACTURING

— All Manufacturing The Three Sectors Enploying

¢ - the Highest Number of People
Japan 17.9 Japan 29.6
: Australia 40.0 Norvay 49.8
) Norway 41.4 Australia 58.1
- Canada 53.5 Canada 82.1
A United States 59.8 United States  127.4
United Kingdom 87.3 United Kingdom 172.7

'Source: United Nations, Growth of World Industry, Vol. I, 1973
(FJ.gures are for 1971 or 1972)
AN

7
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IWhile pressures for‘decentrali;ation of collective
bargaining are evident in many European countries, the pro;
blem in Britain is compounded by the absence of formal
‘procedures for collective bargaining, in particular at the
local level. The industry-wide agreements have tradition-
ally relied on "custom and practice" rather than on a pée-
cise definition of s;bstantive issues. They do not specify
.rules for plant level bargaining nor db they define the
role of the shop steward or the shop stewards' committees.
Consequently, workplaceuagreements‘produced a "profusion
of uncodified‘iﬁformal understandings and concessions of a
largely pragmatic form" (J. F. Gooaman, in Barkin, ed.
1975:53).' Moreover, with the voluntary nature of collective
‘bargaining 'contracts' are not legally binding and baxgain-
ing is continuous because,\in most instances, there is ﬁo
specified term of aqreeme;;. f

| The non-legaligtic aspect of collective agreements
does not allow for a clear distinction ?etween disputes of
'rights' and disputes of ;interests'. Many local agreementé
do-not appear in writing at all (A. Flanders, 1967:28) and,
in effect, most decisions taken jointly my management and
shop stewards constitute an agreement (S. Lerner, cited in
ILO, 1974f114)' Without the prectée formulation of pro-
cedures and agreements .issues/arising out o6f conflicting

interpretations of an agreement tend to be settled by the use

of force rather than through labour courts or independent -
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;rbit;atofs (Roberts anq Rothwell, 1972:553). . '
Eérlier international comparisons of issues leading
to strikes indicated the high number of non—wage issues re;/
lated to work stoppages in Britain., These non-wage issues
have continued to be a major cause of strikes: in 1973, of
2873 work”stoﬁpabes 1413 were caused by non-wage issues
(Department of Employment Gazette, June 1974). A breakdown

of reasons given for strikes show how in the area of working

conditions the number of unofficial strikes is dispropor-

tibnately large (sée table 31)..
/ ° ‘
) $

oo , Table 31, '

REASONS GIVEN FOR OFFICIAL AND NON-OFFICIAL STRIKES, 1964-1966

Reason 0ff1c1al Non-Official Official : Non-Official
' Ratio
Wages 38 (49%) 1052 ( 48%) .1l 28
- Working Conditions 4 ( 5%) 676 ( 31%) 1: 169
BEwployment 20 (25%) 326 ( 15%) 1l: 16
Union 17 (21%) 138 ( 6%) 1l: 8
Total - 79(100%) 2196 (100%) "1: 29

Source: M. Silver, "Recent British Strike Trends: A Factnai
Analysis,” British q;grnal of Industrial Relations, March .
1973:87 :

- /,//F
The Donovan Commission put the rate of unofficial

strikes at 95 percenﬁ(of all strikes for the years 1964-1966.

These unofficial strikes accounted for 69 percent of the

days lost due to industrial disputes during that time. More
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recent figures (see table 32) indicate that this trend is

continuing.:

Table 32 »

AUTHORIZATION OF STRIKES, ALL INDUSTRIES, 1967-1974

Year No. of Strikes Days Iost in All Strikes Days Lost per Striker

> '
Total Non-Official § Total Non-Official $ Official MNon-Official
(000) (000) LI $

2116 2008 94.9 2787 2394 85.9 10.9 3.4
1968 2378 2287 96.2 4690 2491 53.1 1.4 3.6
d ~ 1969 3116 3018 96.9 6846 5233 76.4 5.7 3.8
1970 3906 3744 95.9 10980 7660 69.8 11.2 5.1
1971 2228 2067 92.8 13551 3501 25.8 26.7 4.4
1972 2497 2337, 93.6 23909 5681 23.8 29.2 | 5.2 N
. 1973 2873 2741 95.4 7197 . 5188 72.1. 5.1 4.6
1974 2882 2764 95.9 14740 7727 52.4 - -

Source: Department of Eftploymenti Gazette, HMSO, Iondon, May 1975
Note, : 1. The nutber of official strikes was subtracted from the total number -
of str:.kes to obtain the number of non-cfficial strikes

2, 'Ihe nurber of days lost per striker was arrived at by dividing the
total number of days lost by the nuvber of workers involved. It in-
dicates the average length of strikes ‘ :

With the inadequacy of industry-wide agreements, the

absence of formal procedures at the plant level and the lack ,

of binding regulations, it is not surprising that the non-

official strike has continued to be af} important tactical

weapon in the hands of the shop stewards and is for all prac-
tical purposes the typical British grievance proceéure.

Besides the high number of non-official strikes, the

above table also shows the difference in the average length

!
i

N ¢
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of the official and non-official stoppage. The erratic
e

- pattern of the length of.official strikes is ca sed by the

effect of 'big' strikes e.g., the national one day stoppage
in 1968.

M. Silver (1973:97-98) in his analysis of British

Y

strike trends notes that both the*length and scale of

(

strikes fs on the increase - the author inte;ppeges this
phenomenom as thevemergence of "the ma7jor coﬁfrontatioﬂ ;s
- a central focus of industrial conflict.” (ibid.:98).
Related to this is the increase in work stoppages ;aused by
| wage issues: from 32‘percen§ of all strikes during -the

)
period 1959-1961 to 51 percent ten years later (1969-1971).

©
9 ~
-

e Summarizing - it -appears that the chaotlc nature of
%
Brltish collectlve bargalnlng was at the root of much of the

publlc concern about strikes. During the so-called "Donovan
Era", 1964 -1967, Britain in comparison to the other countries
i thls survey ranked seventh among the nlne_gatlons f//Eerms
‘of days lost per 1000 people employed. This measure i% con-
sideréd to be an index;pf the economic cost of strikes

(M. Silver, 1973:70,+J. Vanderkamp, 1968:22). |

In terms of sfiike frequency (number of strikes in

" proportion to the size of the labour force) Britain ranks

+
with Australia and Italy among the highest.

While the economic effects of short frequent strikes

¥ A
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" level agreements.". (ibid.)
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are &ifficult to assess, they seem to be indicative of the
) ' ,
extent of industrial unrest and the stability of an industrial

relations systen. - In Britain, the traditioéally established

norms which govern the collective bargaining process are in

‘most cases no longer adhered to. The practices of industry-

wide agreements are no longer adequate for- the regulation Qﬁ
management/workér rélationships. In fact, they have been
replaced gy an iﬁforﬁél system of collective bargaining at
the local level. Tfaéitionai structures, however, continq;
to persist. According to the Donovan Commission, "the
éssumptions (of athority) of the formal system .... prevent
the informal syétem from developing into an effective and
orderly method of regulation.” (Donovaé; 1968:36, quoted in

7
-’

Garbarino, 1970:208) .
The Commission concluded that the %wo systems are in

»

conflict:

o

the unreality of wage‘agreqments at’ the industry’ level lead
to the abuses of incentives schemes and overtime rates; the
general grievance procedures in industry-wide accords are in-
effective in dealing with local issues and res;lt in frequent
direct action. In view of thgse shortdomings of the trad£~
tiogal structuré the Commission suggested the "drastic curtail-

ment, if n@;, the abandonment of industry-wide agreements in

'most industries', and the conversion of the present irgform.al"»L

7
system into a. new formal system of factory or establishment

'

[}
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It appears, however, that bargaining structures -once

Bl i O e

firmly in place, gannot be easily replaced, not even by leéis—'

; T ‘lative force. The unsuccessful attempts of both the Labour .

14

. (voluntary approach) and the Conservative government (legis-

AR

lative approach) are evidence that measures which do notohaved

the codperation of the parties involved in the collective

bargaining process are unlikely to succeed. Tt would seem

that an established system can only' be reformed over' a

v

.- longer period of time. Not unrelated tS this are the effect

n

restrict effective union power will be met with strong/re-"
&

9

sistance; in times of unfavourableé market conditions/ for

labour, attempts to define union rights and obligations may

be welcomed by -unions as they fear an .erosion of tyadition-

e - / o
\ ’

. ally established rights as a result of their diminished ° = 3 ?

Jbargaining poweér.: “5 . :
LN ' :
- In view of the above,’ the time when economic pres-

. . o

;J/”sures resulted in the decentralization of collective bar-

gaining in Britain and exposed the inadequacies of the tra- h
ditional system to deal with the resolution bf conflict, '

would also seem to have been’ the time when attempts to de-

(2] -

. fine the rights and bbligétions of unions were 'least likely

i ',f

~ -
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to succeed. The sharp increase in industrial conflict -

. after the introauct%on of the Industrial Relations Act in
19fi and the outtl?rt refusal of almost all unions ‘to

reglstef seem, to ﬁFrrobérate this assumption. \ .
‘& %
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P o0 'AUSTRALIA

Compulsory Arbitration

Almost 90 percent of wages and working conditions
] ///~ - of Australian employees have been established by arbitral .

bodies (K. Laffer, 1972:156} and as Yerbury and Isaac';

(1971:421) poi?t out, "purists might well denj the use of

the term collective bargaining.”™ The authozrs write:
/

"The entire socio/legal framework has been *
not only inappropriate for free:and inde-
pendent collective bargaining and fraught.
- with formal barriers for those who prefer
© , its operation, but also in a very real
, sense, hostile to the values which under-
) { lie it. The egalitarian notion referred
to @8 'comparative wage justice' tradi-
tionally underlined by arbitration author-
ities\runs counter to the 'bargaining

power' concept' of collective bargaining.”
(ibid.:422) ‘

ﬁowever,lthe system of conciliation oE'arbitratibn’
ané 2§g.rgsultigg awards have not completgfy eliminatedh .
, the dirgct'negotiation of wages and condiﬁi?ps of eﬁployment
¢ " between Ghions and'employers. Especiglly during. the past
ten years‘negotiations with.ria?rd to over-awards --
~additional wages or special Eonditions -- have gained in %
sigﬁificance. This aevelopment has been accompanied by a
. sharp iﬂ&rease in tﬁ% numher of erikes as well as changes in

/ -
théyduratiop of work stoppages (see tables 39 and 40, pages

\,

4

==~ 196 and 197).. /

/ LA R
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. It is generally believed that the system of compul-

~»? sory arbitration is in "turmoil" and that "the authority of .
the arbitration.system’is very tarnished.™ (K. Laffer,, 1972).

Nevertheless, the system of'agbitration; in existence since

the beginning of this century, has greatly influenced the

/-\. LAY
strength and organlzatlonal structure of the trade unlons and

5 : employers! assog¢iations as well as Australla s strike pat~- .

\
tern.

: .

Trade Unions

] . ‘Austsalian werkers have been strongly unionized (:;f
‘ since the beginning of tHis eeﬁtury. This is largely a con- \> 1
sequence of the fact that unions who registered under the

arbitration systen were giveﬁ legai recognition. Compulsory

) arbitration was introduced after large scale work stoppages
in the 1890° '8, during which employers su;cessfulltheld out
for "freedom of contract” and collective bargaining (Isaac,
1968:2). Aeco;diné to Isaac, the unions with thei; "power
squashed and their survival threatened” aecepged compulsoxy‘
arbitration’as"a source of support and protectioe" (ibid.).
Apart from official recognition by the arbltratlon anthori-

tles, awards granted often included preferentlal treatment

for union members with regard t6 hiring practhes, iIseac ' T

(1968:9) feport% that in the federal jurisdiction these pref-

erences are of the qualified Eype, "other things being
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equal”. The states of Queensland and New South Wales have
giveh'their tribunals -the power to award'absolute.preference.
to union members. Conseéggﬁgly, the degree of uniénftation
is, according to the author, "significantly highér'in these

states."
N

3

‘The,stfuéture of unions is characterized by the pres-
ence of many small craft unions, which were already well
eétablished before the. emergence of mass production industries-

i i

and the development of industry based unions. Thus, as. is

4

the case in the United Kingdom, it is not unusual to find

o

several unions in.the same industry or enterprise. .

About 2.5 million workers belong to more than 300

uniops. In manufacturing .8 million workers belong to 72

unions, but almost half of these workers (in the engineer-
. S ) /
ing, metals, vehicles sectors) belong to only 9 unions

1 T

(see table 33, page 175).

Isaac argues-that, once establighédﬁ unions are not’
likely to amalgamate. ‘The security and’ awards granted a
through the arbitration tribunals-favourithg-persistancé
of established structures (1968:11).‘ o | |

The basic unit of organization is the branch. This

unit covers the state or.a largevdis

5

The degree of autonomy of the branch depends on' the furis-
%ictlon under which it opera%es. Those operating under state

tribunals set their own policies and call work stoppages 1n-

\dependently of the federal tx de hnlon. 1f a bra%ch is under‘
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the jurisdiction of a federal tribunal, policies are coordi-
nated with the federal body. A district, or state council .

coordinates act%on and policies of different unions where :
necessary by means of disputes committees. -‘In addition, a
branch mey also belong to a federatioﬁ of unions which
operate in the same 1ndustry e.g., the Metal Industries

,VFEQeratlon. They are mostly consultatlve, but sometimes .

they negotiate with employers.

: ‘ Table 33 °

TRADE UNIONS: MANUFACTURING, DECEMBER 1969 AND 1971 -

*Total work force 1
e 1971: 5.5 million; percent unionized: 45

, Industry: 1969  ° 1971 .
) ' Numbet of Number of N
. = Unions Workers Upions Workers >
’ ;. ' (000) . . (000) o
Ehgineeripg, metais, AR o o
vehicles etc. ° 9 ., 363.4 9 405
Textiles, clothing, B :
footwear 5. . 99.9
Food, drink -and tobagco 28 »134.3
Saymilling, furnituré: 6., . 32.8
Paper, printing, etc. 5" "+ 59.9
#'~  Qther Manufapturlng 22 . 90.4
! S - . :‘~ -
' aAll Manufactuf%Qg* s 75" “78
All, Industries** 2239,1 303 2436.6
: 1.5 million, percent . uﬁloniied- 55

**Tbtal work forc

‘Source- Australla. Qfficial Yearbook of the Commonwealthj
b —/ Y 1972 oo [ . . . , ’, \

t

5
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At the federal 1eve1_97 unions, with a membership
of 1.3 million or 64 percent of all union members, are
?ffiliated with the Australian Council of Trade Unions, ACTU

(K. Walker, 1970:52). It controls and directs disputes in-

volving more than one state in the éameQXanher as the dis-
putes committ?es of the state councils (ibid.)- The organi-
zation of the union at the plant level is weak. Walker

"

reports that most unions have voluntary part time represen-

tatives in the plant, but are alert to keep plant level

organization limited (ibid.:54).

3
\ , :

- Employers' Associations

i ' The/strﬁéture of employers' agsociations is generally

//paﬁarlélrto that of the trade unions. ’ The two main federa-
tions are ®e chambers of manufactures and the employers'
federations in the various states. They are also present at

| the fedsral level. The best organized trade association is

the Metal Trades Industries Association. Walker notes that

both in trade unions and employers' associations members tend

to be apathetic, except when vital interests are at stake.

Meetings are poorly attended and the same men stay in office

for long periods (ibid.73); |

E]

- \
Collective Bargaining: Voluntary and Compulsory

) Most of the bargaining which takes place is carried

o .

., out within the framework 9f‘the state or the federa;

>

< 4
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1

arbitration system. Even though all unresolved labour dis-
putes are in final instaqpé decided through arbitration,
direct negotiations between employers and unions do take
place before (consent awards*) and after (over-awards¥)
legally binding arbitration awards are established. Un-
doubtedly, the existence of compulsory arbitration severely
limits the extent of bargaining tﬁat does take place.
Arbitration awards are made by tribunals**, both at
the federal (for interstate'agreements) and the state level.
They are for an entixg indﬁsfry or on a craft basis. The
awards ;re based on rebresentations (log of claims) made by
the éarties involved and the arbitration commission's
evaluation of a set 6f criteria such as, the inflationary

/

consequences, productivity, equity considerations and the

- 2 N
‘distribution of national income. -

*A consent award is the result of a settlement negotiated by

. the parties in compliance with the arbitration system and

issued afterwards by the arbitrator as if it were an award .
resulting from his adjudication (Yerbury and Isaac, 1974:426)

For over-awards see next page

**There are three types of tribunals - the court type, the
tripartite board type-and a mixture of these. The federal
tribunals are ‘court types, made up of legally qualified
persons with the status of judges and laymen, all of whom
have power of conciliation and compulsory arbitration. .Boards
consist of equal numbers of employers' and employees repre-
sentatives and an independent chairman. ‘They perform es-
sentially the same, functions as the court type of tribunals.
The .differences aré mainly 'in their composition and in the

' greater informality of the board type (Yerbury and Isaac,

1971:424).

USRI S M S AD A I A SR

/
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Awards cover about 90 percent of employees in
..Australi? (Hoffman, 1973:55). Until the middle of the
196Q's arbitration awards were minima;and in most instances

maxima for rates of'pay and working conditions i.e., they

established the ekactfratds of pay and working conditions
fgr almost all employees in Australia. However, with grow-
_ing pressures of full employment (ILO, 1973:103) and
shortages of skilled labour (Yerbury and Isaac, i971:433)

R , :

an increasing number of supplements, or over-awards have

been negotiated. Over-awards are outside the tribunal

system i.e., they are informal agreements which cannot
legally be enforced. Unions use over-awards agreements

a§ a lever in obtaining higher tribunal awards. Initially |
(in 1967 and 1968 in the metal trades industry), theA;rbi-
tration commission suggested that employers absorb increases
in tribunal awards in over- awards already paid. Indusﬁr;al
action proved that $his was not realistic (ibid.:446).

Thus, unions have learned to obtain the best of both:

protection of the weaker sectors by tribunal awards, and

négotiapion‘of’over—awards under ;trike pressure with a sub-
sequent incorporation of the higher rates-in new awards.

The increasing number o% over-awards not only tends to raise
tribunal awards, but it also undermines\the authority of the-
arbitration éyateﬁ, egpecially, because its penal‘provisions

have become largely ineffective in limiting strike action.

[N
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Although‘wages are becoming the major cause of
strike action, physical working conditions and managerial

policies have, in most instances, beén the causes of strikes

(table 34).

Table 34

PERCENTAGE DISTRIBUTION OF
CAUSES OF STRIKES IN AUSTRALIA (1960-1970)

5 Physical Working

1 Conditions and Jurisdictional Other
E Year Wages Minagement Policy Disputes Causes

‘ 1959 12,1 ¢ 64.0 9.9 14.0

‘ ' 1960 18.6 . 56.6 11.1. 13.7

3 . 1961 15.1 64.4 8.1 12.4

1962 24.5 59.8 7.8 7.9

1963 22.3 59.8 9.2 8.6

1964 24.0° - 56.8 - ° 10.1 9.0

- - 1965 31.6 ( 54,6 ), . , 7.5 6.2

Y 1966 25.5 . 56.1 - 11.2 7.1

» 1967 . 25.1 !, 57.6 9.6 7.7

‘. 1968 31.8 : 54.8 6.9 ‘6.6

1969 43.0 ° 50.9 9.0 6.1

1970 44.9 42.7° 9.2 3.3

Cyclical Strike Payterns,; The Journal
MHustrial Relati , Vol. 13:4, December

:of an effective union organization at
] disputesxhéve‘to_pe referred to the -

\dency of the agbitration system not to

2 action. Isaac (1968:33) reports that it

> [
3 LS

is prebumed that employers have the sole discretion‘in ’ .

3
.
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~

such areas as dismisshls, disciplinary action, seniority
3 o

claims, transfers, et&. and "to be rid of a 'troublemaker!'
all the employer needs to do is give a week's notice of dis-
missal." Both Lgﬁfer (1972:169) and Walker (1970:77)
support the viéQJthat arbitration bodies have iargely pre-
served management's discretionary power in non-economic

matters. J’/
, ’ )

|
The lack of grievance procedures and the increasing

number of strikesassociated with the negotiation of over-

‘ |

awards has expoged the shortcomings éf th;/ﬁrbitration sys-
. . !

| .
tem. Despite the many restrictjons jn the¢ right to strike

state varying from a/ total ban to‘re-

quirements fox a secret ballot -- compjlsory arbitration has

not prevented strikes. \However, strikes yhich do occur

are typically brief, averaging 1.75 days in 1970 (Laffer,
g\ ,

\

1972:154).. They are characﬁé{istically short protests,
\ .

o
v

' N\
which occur spontaneously to register discontent with man-

\ ~
consent q?d this direct action \Q intended. to bypass lengthy

arbitratidh procedures. g

Supmarizing - . ig/ evident that the existence of f@n
arbitration system prgvents a direct confrontatioﬁ betweéen
unions and employer ¢ o;ganig%tions. The unions-and the em-

plojers' organizations have become an integral part of the
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arbitratior\x gystem in which their main task is to p‘zzesent'
their case before t'lg'i"s decision making body. As a result
unions abandoned the use of the official strike.* Strikes
that do occur, are short protest stoppages to deal directly
with grievances or, and this éspecially recgr_}tly, to force
concessions in over-award negotiations. ’

'i‘here seems to be a definite trend to negotiate
outside the official system (ILO, 1973:104).. Strong uni(ons
who can force more favourable agreements through direct
negotiations, favour collective bargaining and the abolition
of the arbitration system. The inability of the system to

’

enforce awards and the limited effects of punitive action

3

have led many employers to believe that collective bargain-

ing may well be the lesser of two evils (Yerbury and Isaac,

’

'1971:447) .

Accorxding to Laffer, Australia is moving "headlong -
in the directiop of .collective bargaiqing" and there is "no
more than a bare pfosAsibility” that compulsory arbitration
will reestaﬁlish r{tself (1972:174) . Yerbury and Isaac be-
lieve -that the system can be improved and adapted (1971:452).
They foresee co pulsory arbitration "working effectively at

one end of the spectrum and free collective bargaining at the
\

*Unions which prefer not to register may strike at any time,
unless essential services are involved. Once registered it
is practically impossible to leave the arbitration system,
(see e.g., K. Walker, 1970:36) . "

b

e
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other; and in 'between a peculiar hybrid of quasi-cgllective
bargaining, vwhich could well become the dominant feature
of industrial relations in 'Au'str‘alia." (ibid.)
Considering the experience of other cou;xtries (Italy,
Britain, Gexmany) under conditions of full employment and
high inf‘lation, it may well be wise to attempt institutional
' changes and to adapt the system of arbitration to.new econ-
omic conditions. In Britain and Italy similar conditions
"led to a virtual breakdown of industr&*—wide agreements, in
'the first place, because~of the absence of strong central
trade ﬁnions and employe;s' associations and, secondly, be-
cause the process was facilitated and accelerated by the
absence of a strict legal framework. 'In Germany, the /presenqe
of a strong, &isciblined, unified trade union movement and
a well o;'ganized employers' association prevented such a
rapid-breakdown of éstablished procedui:es. !

With a fragmented labour movement.and‘ a z{umber of
relatively weallt employers' associations, the maintenance of
an amended institutional ‘framewox:;c as proposed by Yerbury
and Iséac might well be the only safeguard against strike
activities as experienced in Italy and Britain. -

Three factors would appear to favour the above
dev'e].opméni:s towards a mixed situation of centralized pro-
cedures (compulsory arbitration) and decentralized collec-

%

tive bargaining: . o o .‘ )

- ~ .-

- = the moderately diverse structure of industry
-’\ . 1

@ t

o AP B Ny
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patternt is set by the private industry(ibid.:278), in other

yeafé b§~¥he public sector. . ‘ ’ o
The number of unions participating in the spring

offensive hég increased greatly since 1955 and it is estima-
ted that in 1970 more than two-thirds of the total union . “\
" membership took pa?t. The Federation of Japanese Emplbyers"
Associations' (Nikkeiren), like th% trade union centers a
largely advisory body, issues a white paper on wages'in K
December or January, analysing the general economic situa-
E}on and indicating'a general policy to be followed in the
sspring negotiations'(ILb,1974:117). It also reacggfggainst
Sohyo's target figurés\and it makes specific recommendations
", to the employers. %,
| Employers in the 'Big Five' steel companies have for °

several yearslpractised the 'one-shot offer', which has had

P an important impact on other companies in the steel industry

as well as in shipbuilding, automobiles a electric machines
(Shirai, in Okochi, 1974:300j. These ind:Skries are dominated
by largévcompanies which in most cases, have strong unions.
The unions in these large enterprises often form enterprise
federatjons which bargain collectively. They have become
powerful in.nétiqnai organizations as ;s'the case with Toshiba
o \and Hitachi. In other cases e.g., the Federation of Iron and .
lf‘ ‘ Steel,Wor&ers, an industrial union has the ;ight to call and

to end a strike, and the member entexbrisé federations do th?

bargaining (Kawada, 1974:238).

,’ig
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R Notvhthstandlng the common strategxes and coordina~ ! .
t

t10n in bargaining for wages, practmally all the actual

bargaining is carried out at the enterprrse level. Latest
. figures availahle .(1973) show a.total of 44,312 separate

ncoliect/ive labour c'ondtracts“in force, \representing 8.7

""million workers, or 77.8 percent of’ the unlons e‘nt:.tled‘

Yo
to conclude agreement:s (see table 37].

[SNE. \ ' "
. : ‘ o [

)
o Table 37 .
| éOLLECTIVE AGREEMENTS |
J : P & Elxglble ’ P ‘ " Covered ‘
° | \ Unions Membership Unions $ Membership .
(000) (000) (000) : (000)
All Unions: « '
1966 , 45.5 8,501 _31.6 70 6,976 < ZA
1969 50. 5, 9,358 37.3 -~ 74. 7,905 . 85
1972 55.2 , 9,859 : 42 .5 17 8,591 87
1973 57.0 9,965 44,3 78 8,716 ° 88
< Manufacturlng 18.9 4,464 15.2 80 4,154 93
Textiles 2.2 387 1.9 86 365 94
Ordinary - . .
Machinery 2.1 426 1.7 81 395. 93 3
Electrical . .
Machinery . 1.6 68Q 1.3 84 658 © 97 '

-

‘Source:~- The Japan Institute of Labour, Japan Labour Statxstlcs,
Tokyo, 1974 ‘ - . .

[y

Not all employers are willing to spell ow ' ,

agreement?;he conditions of work, and collectlve bargaining,”

at t:.mess/ is not concluded with a written contract, but with

an implicit understanding between unions and management.
; .
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-+vThis appears to béihage 80 in small and‘medium-sized'firms

than in large companies (Shirai, in 0kochi,-1974:284),"§ee
ot ! “y '
table. 38. g
cy o '
; | PN
S ) ) - Table 38 N . a
RATE OF QONQFUSION* QF COLLECTIVE AGREEMENTS
' e BY SIZE OF qNION
o _ Union Size | 1965 1968 .
-~ |
. 1000 members or more , 82.3 85.5
, . . 500-999 members , 76.8 80.4
s ‘ 300-499 members - i 71.9 76.1
~ . 100~299 members ) \60 6 70.4
30- 99 mgmbers 149.7 60.3
Fewer than 30 members \38 0 48.2
All Agreements _ '$3.9 62.5

kil

*Rate of Conclusion is: | ‘
4

- . -~

No. of unions w1th'collectkﬁe agreements
No. of unions legally eligible to conclgFe collectlve agreements

>

" Source: Ministry of Labour, "Basic Survey on Labor«Unlons in
. K. Okochi, 'B. Karsh, S. Levine, |Workers and Employers
in Japan, 1974:286. ' .
\ a ' . \ .
' The content.of contracﬁsnalso%gives evidence fox;ﬂa
. the view that outsiders should not”in%erfere in the internal
.  organization of the enterprise.” The ﬂﬁems relating to union

'security'are spelled out in great d:}@il. While it gives
\
the enterprise union exclusive barga ﬂlng rlghts, 1t also

excludes other unions or federatlo?s fﬁom 1nterfer1ng 1n the
/ .

‘ ’
)

working conditions are generally ill deqined and lack

: specification (ibid.:288). | 5

bargaining process. The items ‘rglating to wages and general _

Ne



\_\ o ~-193-

" management/worker relationships. - </

. The first one, mainly.in smali and mediﬂm?si?éd enterpriﬁes,

R % N

‘is characterized by a strong paternalism. Relationships are

. [

based on the vertical structure of traditional Japanese -

[ .I . - L " )
society. Employers promote the %raditional ideas of the .

., extended family. They eméhaéize the autonomy of management
and unions in the enterprise and‘resqnt any outside inter-

ference . Many workers strorigly identify with the eﬁterprise

and respond affirmatively to management's paternalistic

policies.: . J .

]
prises and'the public sector. Worker/employer relationships

% 4 -

a Vs v
.are less. traditional i.e., more based on the economic reality

i - *  The second orienpgﬁioh is prevalent in the large enter-

-

of today's, labour market.’ With the number of workers in large °

¥ ‘ s

.8cale enterprises increasing strongly, they have come to

~—

) »

occupy a more dominant position in-the labour movement. The
strong growth of shunto, the yearly wage offensive, is a

+ ‘,_ result of this developmeht. With the continuing, shortage of

labouf} especially young workers (Kawada, 1973ig48), the

influence of larger enterprises and their more economically v;

- l .
N 0 N I
oriented un;ons will increase in accelerated fashion.

"«

PR LS Shehrt Tt W.Tqva‘nuu .
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“Labour(Diapute Trends in the United Kingdom, Australia and.

]

Japan . ) '

+

Tables 39 and 40 show labour dispute trends in the
", Q- S
countries which are in the middle range of the scale of
diversity. Comparing both tables the importance of manu-

facturing in terms of strike rates is clear: it accounts

NP e P, I M S AR WY
.
»

‘for 54, 50 and 60 percent‘of the overall number of days ,(lost

in the United Kingdom, Australia and Japan respectively.

f“> Exact figures are as follows: . q&

_United Kingdom: ’ ' —

P
e 3, e gt U
.

Total days lost in all industries 1966-75:‘93 million - 100 %
Total days lost in manufacturing 1966-75: 50 million - ' 54 ¢

Percent of the work force in manufacturing 33.9 g1967r75 average)w

Austral:i:// \ i
! . Total ddys lost in all industries 1966-75: 24 million - 100 %

B3
<
1
H
¥

¥

Total days lost in manufagturing  1966-75: 12 million - 50 %
g Percent of the worﬁ fﬁrce'in manufacturing 30.1 q1967ﬁ750avgragef
g Japan: . . ‘
i \ Total days lost in all industries 1966-75: 48 million - 100 %
A . Total days lost in manufacturing 1966-75: 29 million - " 60 ¢
%’ . Percen£ of the work force 'in manufacturing 26.6 (1967—75 average)\
. | . | . o | |
i ‘Note the high raté# of strikes in Britain inm 1972, the -
> . - year following the introdus¥ion of the new!industrial Re-

> lations Act (see page 171).
. , :
Overall, the.strike figures of the countries in the:

miadle range of the diversity scale have shown a ‘steady .

ke . a8 - h
’ 9
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1Y -
o

increase since'\l%/ﬁ.s This is even more clearly d;fnonstratgd
. in table 1 (page’ é) where 1966-1969 and 1970-1973 averages can
. . . be compared.. : ' .l ‘:\ - .
\ Extremeiy high rates of jnflation in the United
, Kingdom, Aystralia and Japan may in'parta,be responsible for '
‘this increasé (Canada which also had a high.rate of infla-
tion shows ,a/n ix‘zcreasing strike rate as well). 1In the |

countries with centralized bargaining procedures, increased

tensions caused by economic factors are more likely to be

reduced by agreements and compromises worked out at the

'

.national level.

P, TSI AP P A
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SUMMARY AND CONCLUSIONS

+

%
X

7 ';) The aim’'of this study has been to provide substan-
- \ . * a,; . -
tive evidence for the .thesis that structu;al'diversity as

-

- + measured by the distr§bﬁtién of employment”over ﬁhe'rangé -

LT3

. of secthrs of a nétionds'manufécturing'induét:y is related

v

to time loss from strike actiyity. :Using industrial diver-

: \ L a , VT o . B :
3 - ,slty to interprete differences in strike activity, it appears .
. : X - . ' .

- that structural diversity is an important factor i\ the

o development of unions and employers' associations, the emer- .

& PR -

E ‘gence of particular forms of 0911ectivgvbargaining and

-

%

< , “1ti$9xii;istrike acgion. "In the United States and Canada,

N -

- / °  where industrial employnent is digtributed over a relatively
' ! 2 ' NN . '

o

1

. . .
. . wide range of sectors, 'unions, employers' organizations and

(e s ,bargaining structures are.largely decentralized. In both

countries there is a high volume of conflict expressed
¥ . thfough strikes. In Norway and Germany employment is con-
K -~ - - %

! . centrated within aprelatively°small number of insttrial

¥
- @ o .

3 e . sectorsg. This concentration of empldyment is accompanied.‘

A 1]

by large, homogeneous unions and employers' associations, )

) centnqiized forms of collective bargaining and a low . :

" ‘volume of strike activity.

Ld kd

S SO P [ AR
e g,

4, X
- * .1
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' regarding decentralized forms of bargaining and volume of

Seg- o
‘ While the relapionsh;p between industrial diversity
and strlkes.éan be most clearly demonstrated for Norway,
- Germany, Canada and the Un;ted States, 1t also appears to : |
appfy to the other nations when taklng into account other
factorglwhlch,affect the hqmogene;;y of uplons and employ- ¢ e \
era' aesooiations and the development of .bargaining \' ¢ o

structures. ’ o .o , .

In the .case of Italy, a nation with a dlugrse 1ndus— (

.‘,'

trial structure, a centrallzed bargalnlng structure was .

Lo Al A 0

'superimposed in earMer anF by an authorltarlan government.
4 r
m

. : : : A : Ry
During-times of rapid eco ic expansion this artifitial

bargaining structurd collapsed@ and a new decentralized -

system of bargaining emerged. , The subsequent higher rate of

e

strike activity which is in line with our assumptions

L3

R

. [ s
industrial conflict, has in this case been exacerb3ted not. ‘

’

only by the effects of a‘d1519EEgrat3ng normative system of

industrial relations, but also by the anomic tendencies of '

- ~

‘a rapldly changlng soc1ety at large., ' . e

In Britain, whlch has, a moderahely diverse indus-

~

trial structure, union multiplicrty and the ebuntry's

traditional market structure have adversely affected thé

homogeneity of unions and e#ployers' a55001atlons.

v
\

Bgth Italy and Britain have developed 1nformal

largely decéntrallzed systems of colhectlve bargalnlng,

[y Ly
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> e v

which, in contrast with the decentralized system of the
United States and Canada, lick a detailed legal’ framework
to regulate bargaining prqce&ures. Thig legal framework a

\ .
well as wide variat}ons in the strength Egd'the role of the

labour-oriented party in national economic policies have
been noted to account\for strﬂking differences in the leﬁgth
and frequency of work stoppages among these nations.

'In Japan and France, the generally small size of
establishments and the dominant employers'! position appear
to have led to a low rate of strike activity. 1In Japan
t;aditional, societal relatioﬁships and in France the éolit—
jcalization of the unions cannot be ignored in discussing

2

-the weakness of the unions and the strong position of em-

ployeré. In Australia the imposition of a\system of compul-

sory arbitration has affected thé development and the
strength of the unibns as well as the rate of strike activ-
ity. . ’ - \

In short, the issue of diversity and strike activity

camnot be viewed in isolation.' While the model is useful to
explain basic trends in the formation of unions, employers'

ol

associations and specific forms of collective bargaining in

relation to strike activity, additional related variables
neé¢dd to be considered. A-particular combination of several
of these variables may account for spécial patterns of

industrial conflict as,noted for example, in Japan and

Australia. e \ -




‘ SR N
S . = 201 - L - - 0 \.

2

\ - Notwithstanding some particular characteristics,
a number of general tendencies can be .distinguished among

the nine nations when applying the model of analysis as

{

’ proposiﬁ in this thesis: -

™ -

- industrial diversity is correlated with fragmented
unions and employers' associations ' .

- industrial diversity is correlated with decentralized
\%ad g {3‘
forms of collective bargaining g

- industrial diversity is positively related to strike

+ .
\' N
< \

In addition to the above, other trends can be' iden- ' \

activity

.

tified, although not always in° all countries:
. ]

o

~ the existence of a labour part§ tends to reduce indug;
trial conflict when this party has a decision making role.
In cases where a relati&eiy strong labour E%:ty is consis-
tently denied a role in the aecision makithﬁiocess indus-
trial conflict seems to be heightened, reshlting in a higher,
rate of strikes with pblitical‘gvertqnes (Norway, Germany, .
Britain, Australia; Italy, France) o ‘ '
-.in countries wﬁgb decéntrali}ed bargain;hg the absence
of a detailed system of formal regulations for'collective
bé}gaining procedures seems ‘to lead to a large number of
strikes of short duration (Britain and Ité&Y)

7 . :
- the size of establishments seems negatively related to

~

paternalistic employer attitudes -and appears to relate™ .

\
) ¢ - ~
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gs * positively to thgﬁggreﬁgth,of unions and strike activity
b : . ' ~

. - (France and Japan) : / ,
f . ) L s . N /

- fabfd and severe economic changes appear to lead to an
erosion of established normative regulation for collectitve

& !

. bargaining. Subsequent anolRic condifions contribute to in-

W

e SRt e A e L Sl
.

4 ‘creased strike activity (Italy, Bkijyain, Austrdlia)
- coordinated bargaining tactics seem to relate negatively

to strike activity (United States, Japan)

\‘ .
. variables discussed in this thesis and their inﬂluence on

y Jstrike activity for each of the\hine‘nations.

o 14

v . -

. . The following chart\presents an overview of the main °
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-

\ ' It cannot be stressed enough that the classi{}ca:
tions employed, in part}cular.those relating to forms of
collective bargaining, should not be regarded as deter-
ministic qr final, but rathéF as a device to bring some T
&?dergin_the many varia§1es to be considered in an inter-
national comparison of strike activity.

SN

Concluding, a notexagth respect to the practical

implications of this studly. Can strike activity be reduced
by imposing amalgamations of unions and the centralization

of collective bargaining? 1In Germany, after the second

. C
s . world war, a new structure of industrial unions and central-
. 1. -

ized bargaining ‘were superimposed by the authorities in-

their efforts to rebuild the economy and to keep it strike
o T R : .
free. This postwar economic climate and the need to avoid

. conflict at all cost, resulting in very strict rules re-

garding the right to strike, cannot be totally ignored in

7

, . discussing Gerﬁany's low rate of strike activity. However,

the findings of this thesis suggest.that eve
o \ |
special circumstances such a low rate of strike activity

n under the above '
\

could most probably not have been maintained in an economy
which is structurally diverse. National desires to keep

industrial peéce and artificially ‘created central structures

{ . .
of éollective bargaining appear to disintegrate quickly

where structural supports are lacking, which can be



.
E o
Y '

» \\ a - 206 -
exemplified by the situation in Italy*
In Canada, there have been atté§gi§ recently, to in-

3 volve the CLC in the making of national economic policies. ~

-+ .

\..-~7 Considering the diversity of Canadian industry such attempts -
; seem ill conceived at the fioment. However, the-shift in .

. . employment from the manufacturing industries to the service

!
a

sector, the gr6wth of unions in the public service and their

.

. . . & . . .
. increasing importance in national organizations may well open:

new vistas in the development of more centralized forms of

collective bargaining.

P
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