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Face & une situation de crise ol 1a balance du pouvoir penche en défa-
veur des syndicats, comment ceux-ci réagissent-ils en Belgique?

Telle est la question & laquelle cette communication veut tenter de
donner un premier élément de réponse. Premier &lément car 1'analyse qui
suit concerne essentiellement les réactions publiques des appareils syndi-
caux. Au-dela de ces manifestations visibles, il existe sans doute une
face cachée de 1'iceberg, faite d'initiatives locales et de réflexions indi-

viduelles. Dans ]'ensemble, elles n'ont pas fait partie de cette premiére
investigation.

1. Quelques précisions en guise d'introduction.

Avant d'aborder le coeur du sujet, quelques informations concernant les
syndicats belges s'imposent. '

1) Le syndicalisme belge est dominé par deux syndicats interprofessionnels de
force sensiblement égale : la Confédération des Syndicats Chrétiens (C.5.C.)
et la Fédération Géndrale du Travail de Belgique (F.G.T.B.). Le premier
appartient & la famille sociale~chrétienne, le second & Ta famille socialiste.
IT1s ont une structure similaire reposant sur deux axes : celui de 1'industrie
et celui - interprofessionnel - de la région. Le premier axe est a la
base des “centrales" professionnelles qui ont une place prépondérante dans
1'organisation, le second axe étant & la base des "régionales". Ces
dernigres sont regroupées dans les deux syndicats selon la division;Flandre,
Wallonie, Bruxelles, chacune de ces régions développant de plus en plus
une problématique &conomigue et sociale propre.
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2) Contrairement & ce qui se passe ailleurs, la Belgique reste un pays de

haute syndicalisation. $i la F.G.T.B. parle d'un tassement, la C.S.C.
faisait encore état d'une croissance du nombre de ses membres lors de son
dernier congrés, en avril 1985.

Par contre, la structure des effectifs a connu des changements impor-

tants au cours deé annees récentes tout comme la structure de la popu-
lation active. La proportion des non-actifs (chémeurs et pensionnés}

se situerait dans une fourchette de 25 a 40% selon les centrales.

Ces deux caractéristiques sont en Tiaison avec une fonction importante
remptie par les syndicats pour leurs membres : la prestation des ser-
Yices (informations sociales, assistance juridique, paiement des indem-
nités des fonds de sécurité d'existerce, de 13 prime syndicale et...
des allocations de chdmage). C'est certainement 14 une des premidres
raisons d'affiliation.

2. La démarche de la C.S.C.

La problématique du syndicalisme face 4 la crise a &té abordee de front
a la C.5.C., et ce dans deux instances différentes.

La premiére, son aile wallonne avait entamé depuis 1981 un important
travail de réflexion sur le mouvement syndical et sur la stratégie qu'il fal-
lait développer dans les années & venir au sein d'une société que la crise
économique est en trait de transformer fondamentalement. Elle devait abou-
tir en 1984 & un document,assez élaboré, Syndicalisme des années 80-90 en

Wallonie (1) qui réunit les conclusions des débats menés. L‘*Assemblde wal-

lonne des militants allait ensuite, en décembre 1984, adopter les 79 prop051-
tions qui en découlaient (2),




Cette démarche allait étre partiellement reprise par 1a C.S.C. nationale
qui a proposé en vue de son congrés statutaire d'avril 1985 la discussion d'un
autre document, lui aussi assez important, Syndicalisme : démocratie et soli-
darité {3). A partir d'un diagnostic posé dans des termes similaires, il
se centre surtout sur les problémes internes de 1'organisation (4).
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Les difficultés auxquelles est confronté le mouvement syndical en Belgique
sont essentiellement liges & 1a crise économique et sont partagées par beau-
coup d'autres nations. Rappelons-les trés schématiquement.

Le syndicalisme s'est d'abord trouve eg &chec dans ce qui était depuis
Tongtemps sa principale fonction, néqocier une juste répartition de la crois-
sance. Parallélement un autre probléme devenait prioritaire : celui de Llem-

plai. Et ces difficultés sont encore accrues par 1°évolution technologique,
1'internationalisation du capital et la désarticulation du tissu industriel
en Wallonie.

Non seulement 1'évolution &conomique a remis en cause.l'efficacité du
syndicat, et ses modes d'action traditionnels, ndgociation collective et
gréves, mais elle a aussi sapé sa base. Alors que 1e syndicalisme s'appuie
traditionnellement sur les ouvriers masculins qualifiés, 1‘importance de ces
derniers s'amenuise alors que croit le nombre des employés, des femmes et
des sans emplois, catégories plus difficilement mobilisables. Le développe-
ment des P.M.E. et des statuts d'emploi précaire vont eux aussi dans un
sens défavorable aux syndicats.

De plus, au cours des dernigres années, un discours patronal et néo-libéral
tres critique du syndicat a été largement diffusé par les médias et n'a pas
etd sans influencer les travailleurs. Le patronat est également ressenti com-
me voulant deforcer le syndicat Torsqu'il développe des structures de commu—'
nication dans 1'entreprise ou lorsqu'il impose des négociations d' entrepr1se




Les difficultés du syndicalisme belge allaient encore &tre renforcées
par la politique du Gouvernement social-chrétien-Tibéral en place de décem-
bre 1981 & octobre 1985. 11 a largement mis les syndicats hors jeu et 1a
négociation collective “en liberté surveiliée™ et, voulant ceuvrer au re-
dressement &conomique, i1 a aussi réduit e pouvoir d'achat des travailleurs
ainsi que les prestations sociales. '

Et & 1'intérieur des syndicats, les affiliés sont décus, découragés
et de plus en plus difficiles & mobiliser. ‘

Le défi est de taille,
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Parmi les différentes réactions possibles devant cet &tat de choses,
ta C.5.C. a choisi de privilégier 1a dimension interne. Son secrgtaire géné-
ral 1'a expliqué :

"Certes la récession a engendré une situation ol le rapport de forces
pur joue en défaveur des syndicats. Mais 1'essentiel...est la dégra-

dation du capital de confiance auprés d'une bonne partie de Teurs af-
filiés. . :

Aux yeux d'un nombre croissant de travailleurs, les syndicats apparais-
sent désormais comme des grandes organisations distantes et comme un
pouvoir en place.

Rénover Te syndicalisme c'est d‘'abord restaurer cette confiance-1a car
elle figure le soubassement de toute nouvelle stratégie sociale digne
de ce nom. Il ne sert & rien d'arréter de grands objectifs si 1'on ne
met pas les gens dans le coup et, surtout, si les gens n'ont pas réel-
lement le sentiment d'étre dans le coup... :

J'insiste sur cette dimension : la restauration de 1a confiance du
syndicat aurpés de sa base sociale. Sans cette confiance toute “nou-
velle" stratégie ne dépassera pas le seuil d'une stratégie d'appareil...

Pour restaurer la confiance, i1 faut d'abord rénover les pratiques syn-
dicales & 1'intérieur de 1'organisation et rendre la pratique cohé-
rente avec e discours... IT est en éffet essentiel que, dans le syndi-
cat, 1'affilié et le militant le sentent chez eux. Cela postule un
mode de fonctionnement qui, si je puis dire, rayonne la démocratie..”(5)




Un important volet de "syndicalisme : démocratie et solidarité" propose
de nombreux aménagements qui vont tous dans le sens d'une meilleure &coute
des souhaits et des bescins des militants et des membres ainsi que de leur
plus grande participation & Ja prise de décision et & son controle,

Si 1a C.S5.C. nationale insiste sur le renforcement du syndicalisme d'en-
treprise, dans la ligne d'un”syndicalisme & 1a base", les deux documents met-
tent aussi 1'accent sur'le développement de la section locale interprofession-
nelle comme lieu de 1'action syndicale. Sa nécessité résulte de 1‘1mportance
dans la "client&le" syndicale des sans empici qui ne disposenf plus de 1'en-
treprise comme lieu de référence. Mais 1'animation locale permet en ocutre
de drainer vers les syndicat les aspirations et les intéréts des milieux
locaux. Et elle représente un moyen de créer ta solidarité entre des gens
qui ont des vécus différents.

La section locale interprofessionnelle apparait a la €.S5.C. comme le
lieu par excellence qui va permettre de "recoaliser les travailleurs par des
objectifs unificateurs"” dont certains ne font pas partie des objectifs tra-
ditionnels du syndicalisme.

la C.5.C. a beaucoup d‘exemples & proposér :
- celui d'une action déja en cours, 1'action prix-consommation: jusqu'ici,

il s'est agi surtout de dépister et de dénoncer les irrégularités des
pratiques commerciales des grandes surfaces; ce sont surtout les militants
des "groupes spécifiques” comme les sans-emploi et les pensionnés qui se
sont engagés le plus dans 1'action mais plusieurs centrales professionnelles
se sont également impliquées dans cette campagne; _ '

- pressions syndicales. sur 1a politique communale : & partir d'un programme
syndical, dans le cadre de priorités définies, on procéde a 1'analyse du
budget et on formule des propositions;




- actions relatives aux problémes locaux en matiére de consommation, d'achats
en commun, de sécurité routidre, de transports en commun, de taxes commu-
naltes, de logement, d'urbanisme, d'enseignement;

- actions (a spécifier) dans des domaines prioritaires tels que &pargne;
transport, énergie, radios locales, santé, urbanisme, enseignement.

L'action 1nterprofessionnélle locale apparait encore comme le Tieu du
développement de nouvelles relations au sein du mouvement, professionnelles
celles-1d, via des comités de militants d'un méme zoning et des comités de
militants de PME d'une méme régibn et d'une méme localité.

Participe aussi de 1'idée de créer une solidarité au-deld des structures
traditionnelles, une proposition comme celle de 1'Assemblée wallonne des
militants qui suggére de réunir des représentants d'entreprises de matériel
roulant et des secteurs des communications avec des usagers pour combiner
dahs un plan d'ensemble des propositions de renouveau industriel du matériel
roulant, un plan d'investissement en transport public et des exigences de
qualité et de service.

S'exprime aussi la volonté "d'interprofessionaliser 1'action profession-
nelle". La aussi, les exemples ne manquent pas, tels que :

- amélioration des transports publics en faveur de tous les travailleurs
d'une méme région au lieu d'une augmentation des salaires des travailleurs
d'une entreprise (référence & 1'action de 1'entreprise italienne Ottana);

- élaboration d'un plan pour 1'emploi en faveur d'une région avec la colla-
boration de militants d'entreprise et au chdmage;

- action dans 1'entreprise pharmaceutique Labaz (Bruxelles) : les travailleurs
ont refusé le “chantage & 1'emploi" de la direction qui souvhaite Teur sou-
tien dans une politique de prix défavorable au consommateur;

- action dans 1'entreprise Volkswagen (Bruxelles) : lutte contre les heures
supplémentaires pour 1'emploi. '

11 s'agit chaque fois d'éviter que 1'action professionnelle ne s'oriente

exclusivement vers la défense des acquis des actifs en position de force et

que 1'action interprofessionnelie ne se cantonne dans différentes formes
d'assistance aux travailleurs en situation d'exclusion.
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Cet objectif (6) nous parait également important dans la mesure ol il
témoigne d'une volonté : ' -
- d*étargir les champs (vers 1‘'investissement entre autres);

- de redéfinir les acteurs {le groupe économique face aux travailleurs de
filiales diverses et de dépendances diverses par rapport au groupe).

En effet, Tes accords du futur devront &tre notamment :

les accords étendus & des &léments traditionnelliement non négociés;

les accords par filiéres éconzmiques;

les accords par lieu de travail englobant tous les patronats impliqués;

les accords cbhligeant certains investissements considérés comme priori-

taires;

les accords imposant des tarifs et des services dans le secteur public.

C'est dans cet esprit, estime 1a C.5.C. wallonne, que 1'on peut convenir

d'un nouveau compromis liant réaménagements sociaux et fixation du capital.

Si les nouvelles formes d'action et les structures internes ont été pri-
vilégiées récemment, la C.5.C. nationale et/ou wallonne a d‘autres &léments
de réponse a4 son analyse de la crise du syndicalisme : '

1) 1a réduction de la durée du travail en faveur de 1'emploi est la revendi-
cation prioritaire depuis de longues années; & Ta fois comme réponse a la
montée du chdmage et comme objectif unificateur du mouvement;

2) A son assemblée de 1984, la C.S.C. wallonne fixait comme premier objectif
la fixation du capital pour éviter la désindustrialisation. Ainsi, elle
prone 1a mise au point de plans industriels qui feront 1'objet d'engagements
contractuels entre le secteur privé et le secteur public dans le cadre d'une
planification comportant les axes prioritaires des aides & apporter;

3} Le soutien apporté par la C.5.C. au travers de la Fondation Oleffe & 1'&co-
nomie alternative, expériences d'autoproduction et nouvelles coopératives,
représente une tentative de réponse & la détérioration de 1'emploi et une initia-
tive sur le plan économigue. . '




4) Les difficultés actuelles ont amené un processus de redéfinition des liens
avec les partis politiques, surtout du c6té wallon. Le parti social chrétien
au pouvoir a cessé de répondre aux exigences de la C.5.C. wallonne.

Les espoirs politiques de 1a (.5.C. d'apporter une réponse 3 la crise repo-
sent maintenant sur Solidarité et Participation (SeP) qui présentera pour

la premigre fois des candidats aux &lections Teg1s]at1ves du 13 octobre.

Les propositions visent 13 & faire preVa101r ‘un prolongement politique capabie

d'assurer le relais, sur le terrain politique des aspirations et des préoc-
cupations des travailleurs™ (7).

3. A la F.G.T.B.

Contrairement & ce que 1'on a vu ces derniers temps a la C.S.C., aucun
débat sérieux n'a €té engagé jusqu'ici sur ces questions & la F.G.T.B.
Néanmoins, certains membres de Ta F.G.T.B. ou certaines centrales, Tors de

leurs congrés principalement {8) ont abordé cette prob]emat1que sous diffe-
rentes facettes.

La réflexion 1a plus approfondie a €t& menge lors d'un.colloque de trois
jours organisé en septembre 1982 par la Fondation André Renard - le centre
d'étude de la Centrale des Métallurgistes - sur le théme “le syndicalisme en
devenir" (9). Ses organisateurs voulaient réfléchir aux conditions de 1'action
syndicale dans les dix a vingt prochaines années et avaient invitad une série de
personnalités a venir apporter le fruit de leurs recherches quant aux perspec-
tives d'évolution de la société, de 1'économie, des nouvelles technologies et
aussi des modes d'action de 1'organisation syndicale. Mais ce colloque, trés
académique dans sa conception et dans son contenu, &tait peu susceptible 3
tui seul d'amorcer une réflexion approfondie au sein d’un mouvement qui n’'a

pas de tradition dans ce domaine.
Que relever dans les points de vue exprimés?
On notera tout d'abord que, dans le droit fil de Ta position de 'la_F.G__,T_.B.l

ils se référent explicitement ou implicitement & un contexte idéologique de
lutte des classes. ' -




C'est dejad le cas du type d'analyse dconomique néo-marxiste de la crise
retenu, sinon par 1'appareil, du moins par les services d'étude : la crise
economique actuelle est percue, & Ta suite de R.Boyer, comme une C¢rise des
régulations, la régulation étant “la conjonction des mécanismes concourant
d la reproduction d'ensemble du systéme, compte tenu des structures &conomi-
ques et des formes sociales" {10). A partir de ces prémisses, 1'attitude
adoptée par le mouvement syndical "interpréte la crise comme le point culmi-
nant des contradictions du capitalisme et comme une c&sure dans son mode de déve-
Toppement. E1le fonde son action sur 1'idée que 1a réponse 3 la crise est ouverte.
[l revient alors au mouvement ouvrier, & la branche syndicale en particulier,
de mobiliser Tes travailleurs sur une base d'action élargie. Elle délimite
de nouveaux terrains revendicatfis. FElle vise a intégrer, & partir de la
recherche de nouvelles pratiques, les nouvelles figures du travailleurs.
Sous-jacente & cette derniére démarche, la volonté de recomposer l1a force col-
lective du monde du travail et de transformer, d'une maniére radicale, les

bases du capitalisme" (11).

Nouvelles pratiques, nouveaux terrains revendicatifs : ce sont 1& des
termes qui reviennent sous d'autres plumes (12) mais dont la portée exacte
apparait encore floue. 11 s'agit surtout d'élargir le champ de 1'interven-
tion syndicale, par une autre négociation collective, & des problémes de struc-

ture industrielle, de localisation de 1'investissement, d'organisation du tra-

vail, notamment et de créer ainsi d'autres rapports avec le patronat.

Le contrdle de 1'investissement apparait ainsi comme une necessité pr1o-
ritaire (13). Hais quel contréle?

Du coté wallon, un petit groupe s'est formé pour examiner les nouveaux
terrains revendicatifs. De son c6té, le Setca (14) a rejeté, lors de son
congrés de décembre 1983, le point de vue défendu en la matidre par certains
de ses permanents les plus actifs, qui pronaient la "cogestion par objectifs".
Pour ses tenants, cette dernigre doit permettre de mieux gérer les entreprises-__m
par une participation des travailleurs sur le terrain des 1nvestissements de i_  _
1a qualité des produits et de la politique commerciale. Elle est cogest1on

"par objectifs” dans la mesure ot elle ne s ‘appliquerait pas sur n' 1mporte
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quel terrain, ni & n'importe quel moment, mais & ceux qui apparaissent les plus
propices. I1 faudrait & ce moment 13 que le personnel et les cadres compétents
agissent pour améliorer la gestion de 1'entreprise. Elle fit condamnée sans
véritable débat semble-t-il1, parce que trop proche de la cogestion, rejetée par
la F.G.T.B. qui veut au contraire mettre en oeuvre le contrdle ouvriar.

Mais quelles pratiques conformes & la doctrine du contrdle ouvrier pourrait ef-

ficacement viser 1'objectif de "maitrise de 1'investissement"? I1 n'y & pas
encore de réponse claire i cette question.

La désillusion syndicale 3 1'encontre de 1'investisseur capitaliste
améne la F.G.T.B. wallonne (15), & mettre 1'accent sur le rdle que pourraient
Jouer les pouvoirs pubiics. Le renforcement de la revendication régionale
et de la demande fédéraliste vont dans ce sens. A la F.G.T.B., on n'attend
plus tout de 1'Etat néanmoins. Pour J.Yerna, par exemple, “...i1 convient
d'étre plus réservé par rapport d 1'attitude qui fut trop souvent la ndtre
dans Te passé et qui consistait a renvoyer & 1'Etat la fonction de régula-
tion de 1'économie... Notre erreur a étéjpe croire que 1'Etat était une insti-
tution neutre agissant dans 1'intérét général alors qu'avant tout, 1'Etat
est au service de 1a classe dominante qui a abandonné 1‘'cbjectif du plein em-
ploi. En outre, 1'Etat belge est un régulateur impuissant (16)".

D'autres propositions visent & agir sur 1'investissement et son rapport
& 1'emploi. Dans cette optique, & la F.G.T.B. aussi, certains &voquent le
rile, nécessairement 1imité, des coopératives et des entreprises alternatives.

IT y a d'autres points de convergence avec les objectifs fixés par la
C.5.C. : la nécessité d'ouverture de 1'action syndicale & des champs qui pa-
raissent extérieures au champ d'action traditionnel du syndicat {enviranne-
ment, Tuttes de quartier, radios 1ibres, etc...) et la nécessité d'organiser
les travailleurs sans emploi ou les pensionnés, '

On reléve aussi certaines actions menées & la F.G.T.B. qui ressemblent
fort & celui que la C.5.C. préne pour "1'action interprofessionnelle Tocale”.
A la Centrale Générale des Services Publics (CGSP), par &xemple, il existe
un souci de combiner 1'action des travailleurs du secteur et la défense des
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usagers du services public : qu'on pense aux actions contre 1'augmentation des
prix dans les transports en commun ou & celles de la défense de 1'école of-

. ficielle dans 1'enseignement (17). On s'y interroge aussi surl'opportunité de

la gréve comme moyen d'action. Ou encore, en novembre dernier, le Setca de
Ligge lancait une opération “Mettez du rouge" dans laquelle elle avait 1'in-
tention de démontrer, sur base d'exemples précis et vérifiables, la respon-
sabilité des groupes financiers et du gouvernement dans la détérioration de
1'emploi.

Face & la politique défavorableyaux syndicats mende par le Gouvernement
Martens V, les ailes wallonne et bruxelloise ont tentéd une démarche pol1t1que,
tout comme la C.S.C. wallonne mais de fagon fort différente. Elles ont
conciu Te 11 juin dernier un accord avec le parti socialiste sur un
programme de gouvernement d la veille des élections législatives. L'un des
objectifs principaux de 1'organisation syndicale &tait 1'obtention d'un relais
politique propre susceptible de faire droit i 1a revendication syndicale de
retour & la iiberté de négocier des conventions collectives {18). Dans la
mesure ol les volets principaux de 1'accord concernent la mise en place d'un
fédéralisme radical et la définition d'une politique industrielle pour le:Sud
du pays, il exprime aussi la volonté de faire échec au déclin industriel
wallon.

Enfin, ces différentes stratégies ne doivent pas obscurcir ce qui reste
les deux objectifs prioritaires de 1a F.G.T.B. :

- rétablir le pouvoir d'achat

- réduire la durée du travail (avec maintien des salaires) en faveur de

1temploi.

Au-deld du bénéfice que peuvent retirer les travailleurs de Ta satisfaction
de ces revendications, il s'agit de restaurer le rapport de force en mainte-
nant e mur de défense traditionnel.

4, Conclusions

On constate ainsi de nombreux points de convergence entre les &léments
de stratégie proposés a la C.S5.C. et a-1a F.G.T.B. Plusieurs différences
apparaissent néanmoins.
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La premiére tient au substrat idéologique : & la F.G.T.B., on conteste
globalement le systéme économique et i1 est exclu, en théorie tout au moins,
de "gérer 1'austérité & 1'intérieur du salariat®, par exemple en acceptant
une réduction de la durée du travail accompagnée d'une réduction des salaires.

La deuxieme tient & la démarche adoptée : systé&matique et se voulant
décentralisée & la C.5.C., sporadique et non organisée & la F.G.T.B.
Faut-i1 y voir 1'indice d'une organisation plus archaique, plus rigide et
peu adoptable? Peut-étre aussi le poids des centrales plus important y

freine-t-i1 la possibilité d'ufe démarche qui est par essence interprofession~
nelle.

On reieve encore 1'accent mis par 1a C.5.C. sur la problématique interne.
Certains y voient un choix opéré en fonction des circonstances. I1 se peut.
I7 n'en reste pas moins vrai que les problémes de démocratie, de circulation
de 1'information, d'organisation des chémeurs, de structures se posent avec
acuité, a la F.G.T.B. comme & l1a C.5.C. d'ailleurs.

Au-dela d'un examen des divergences dans la démarche des deux syndicats,
récapitulons ici les différents types de réactions qu'ils proposent au vu
de Teurs difficultés actuelles. Qutre 1a poursuite des actions traditionnelles,

auxquelles nous assimilons la demande d'une réduction de la durée du travail,
on peut les classer comme suit.
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Elles visent toutes & une plus grande mobilisation et implication des
membres, tenant & renforcer la dimension "mouvement social" du syndicat.

= A = e e e e L e e b S B B R P A e, et emiep

Certaines veulent peser sur 1'économique en franchissant les limites
fixées habituellement 3 1a négociation collectives et en modifiant les rela-
tions avec le patronat. D'autres, moins centrales d'aiileurs, conférent au
syndicat une fonction d'acteur &conomique & part entiére lorsqu'il apparait
comme initiateur ou comme soutien lors de la création d'entreprises. Ces deux

types de propositions veulent définir une action plus pertinente_parrtggpgtgg'_n_
aux enjeux nés de la crise économique. Con
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D'autres propositions encore visent & investir des domaines d'action
sociale oU Te syndicat était peu - ou pas - présent jusqu'ici. Celles-ci
peuvent étre lues comme un aveu d'impuissance du syndicalisme dans sa fonc-
tion premiére, la défense des intéréts matériels de ses adhérents. Le syndi-
cat tenterait ici une multiplication de ses buts, faute de pouvoir réaliser
fe premier. C'est 13 une réaction classique des organisations (19) qui veu-
lent ainsi accroitre 1‘'adhésion de Teurs membres ou encourager le recrute-
ment de nouveaux membres. Mais, on 1'a vu, i1 s'agit aussi de "recoaliser"
des clientéles de plus en plus divergentes dans leurs besoins et dans leurs
désirs,

C'est ici, surtout, que 1'on peut parler de nouvelles fonctions pour
les syndicats.

mmmmha oy e ——— ey = -

A cOté des gréves et des manifestations, une panoplie de possibilités
sont évoquées : actions de sensibilisation, campagnes de presse, actions du
type “tarif zéro" et "prix-consommation”. Dans nombre d'entre elles, ap-
parait de pius en plus clairement, la volonté d'associer des groupes sociaux
qui n'agissent normalement pas ensemble. - '

Les_propositions_concgrnant_le_champ_politigue.

Peut-on parler ici de réelle nouveauté? Ce n'est pas sir mais nous
avons mis en évidence des indices tras nets d'un repositionnement par rap-
port au champ politique.

Tout cela se trouve encore en pleine mouvance. Bon nombre de propositions,
y compris parmi celles de la C.S.C., nécessitent un affinement. Les priorités
n‘ont pas été fixées. Et la mise en oeuvre ne représente pas la moindre des
difficultés, ne serait-ce qu'en raison des besoins en formation et de la néces-
sité d'apprendre une nouvelle pratique collective. Enfin, et c'est 1a question
cruciale, ces propositions contiennent-elles 1'amorce des réponses les plus
adéquates pour les années a venir? T
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NOTES

PubTlié dans Syndicaliste C.S5.C., n°221l, du 25 juin 1984,

Ce document comprend trois parties :

I. Introduction : le syndicalisme en questions et débats.

I1. Le repli du mouvement syndical : analyse.

ITT. Priorités et stratégies : pour la renaissance du mouvement ouvrier.

Publiées dans Syndicaliste C.S.C., n°234, du 10 février 1985.

Publié dans Syndicaliste C.S5.C., n°223 du 10 aoidt 1984.

[T est structuré comme suit :
I. Le syndicalisme en temps de crise.
II. Un syndicalisme pour 1'avenir.
A. Un syndicalisme de base.
B. Un syndicalisme démocratique.
C. Un syndicalisme solidaire,.

R.D'HONDT, Secrétaire général €.5.C. : "Quel syndicalisme 4 1'aube de
1'an deux mille?", Wallonie 84, pp.394-395,

I1 n'est repris que par la C.5.C. wallonne qui, curieusement, le caracté-
rise principalement comme interne au mouvement ouvrier.

pDont la €.5.C. est 1'une des composantes.

Les principaux exemples sont :

- Fédération des métallurgistes FGTB de Charleroi, 22 octobre 1983,
a Charleroi.

- Setca, 13 au 15 décembre 1983, & Bruxelles.

- F.G.T.B. Liége-Huy-Waremme, 21 novembre 1984, d Liége.

Dont Tes actes ont &té publiés dans le Bulletin de la Fondation André

Renard, n®133, avril 1983 et n®136, octobre 1983.

G.GRINBERG, Directeur du Service d'é&tudes de 1'Interrégionale wallonne
de la F.G.T.B., "le syndicalisme face & 1a crise des régulations", '
Bulletin de 1a Fondation André Renard, n°®133, avril 1983, pp.37-52.

Ibid., p.39.

Voir par exemple J.GAYETOT, "1996", Wallonie 84, pp.387-393.

Voir aussi J.YERNA, Secrétaire de la régionale FGIB Liége-Huy-Waremme,
“Crise économique et stratégie syndicale®, Bulietin de ta Fondation
André Renard, n°133, avril 1983, pp.69-75.




THE PRFAFNT STAGE OF THPMSTRTAY, RELATTONR 1IN ENRAPE : AN RRA NF CHANGE

R. Rlanpain

Maastricht

7?3 ¥ovember 1915




INSTD5/12111985% Prasent - 1

CONTENT

INTRODUCTINNARY REMARKS

12

T, RELEVANT FACTORS
1. The Fconomic Factor
?. The Social Factor
3. Tdeology

9. The Introduction of Wew Technologies

IT. TIMPACT ON ACTORS
l. Emplovers
2. Trade Unions

3. Governments

TIT. SOME CONSEOUENCES
1. PFlexibility
2. Collective Bargaining
3. Managerial Participation

4, Wew Technologies : Privacy

IV. SOME OUESTIONS

CLOSING REMARKS




INSTO5/12111985 Present - ?

TNTRODUCTIONARY REMARKS

No one will contest that we live, also in the industrial relations area,
in an era of dramatic change: that a varietvy of social, economic and
technological factors have brought our industriatised market economies

in a period of great transition and transformation,

There may however be less comsent on what kind of changes we are talking
about, what their effect is and especially where thev lead to. Surelyv,
expanding on the immediate future of iIndustrial relations, even if one
limits the discussion to the year 1985 is as tricky and hazardous as
speculating on the stockmarket 10 vears ahead. Tndeed, in reflecting on
present and future events we draw upom past realities and experlences,
as 1f the present and the future 1ie in the past, Anvone can see the
drawbacks of such an exercise. But it is the best we can do, Whether
‘our evaluvation and guesses will be right will Iargely depend upon
whether the elements we know - be it in an embrionic stage - and we are
familiar with, will be viable, flexible and adaptive enough to survive
and Integrate in and within new factors, which are unforeseenable. In

elaborating on the exerclse one can fortunately recall that, unless a

ey ——— e -
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revolution occurs, fundamental characteristic or features of a given so-
clety (e.g. overall attitudes) have a more or less permanent nature, al-
though one has to %eep in mind that even if certain institutioﬂs and at-
titudes mav continue to exist, their role and depth mav be affected, di-

min{shed, enhanced, changed ...

Fyvaluating the present and forecasting the future is even more difficule
today than vesterdav, because new elements, having tremendous 1mpacts,
are introduced In an ever growing rapid pace. New scientific disco-

veries are daily news. Success today, mavy mean bankruptcy tomorrow.

There 1is no doubt that one of the more important factors affecting the
outcome and outlook of owr societies at large and of our iIndustrial re-

lations systems in particular is the introduction of new technologies,

vhich has made our industrialised world - at least for a number of pro-

ducts and services - look like a small marketplace, with almost full in~

formation and global dataflow; NT which provide the market continuocusly

with new products or services, affect jobs, number, qualification,

skills of emplovees, work organisation and the like.
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NT ecertainly have an influence on other, sometimes directlv related fac-
tors f(e.g. economic, social ...), which we have to comsider, in building
a bridge between today and tomorrow, the past, the present and the

future.

In doing so, we would first 1ike to have a closer look at those differ-
ent factors, iIncluding NT (T}, then see what their influence is on the
actors in our TR systems, namelv emplovers and.their asgociations, em-
plovees and thelr representatives as well as upon governments (TIY in
order to be able to draw some consequences, formulate some questions and
to conclude with some tentative remarks on what the present contains and

the immediate future mavy hold {(ITTY.

From the oufset however it should be emphasised that IR are also as much
the outcome of cultural patterns and historical traditions in a given
country or region and that therefore systems may react differently on a
given number of more or less universal economical, techmological and

other factors.
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This does however not take away that the more general elements should be

singled out, analysed and put 1in perspective.

T. RELEVANT FACTORS

Industrial relatloms are, like anvy societal subsystem; influenced by a
number of factors, which are gelfevidently Interrelated.. Again let me
say that these factors operate, as T, Pirstenberg Indicates, via a medi-
ating set of instltutional and organisational wvariables, 1like the struc-
ture of the labour market, the structure and orientation of industrial
relations actors and the institutional framework of industrial relations
including govermmental regulatiogs, underlying the uniqueness of each
system ... This again does however not exclude that the sgpeed with
which those factors evolve and the nature of the change they undergo,
are of the utmost importance for the functioning and evolution of a
given IR system.

Let's retain some of the most important factors which are mentioned
most, namely the economic, social, ideologlcal and technological fac-—

tors. Each of the terms used is self-evidently problematic in itself,
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a.0, as far as content 1s concerned; they may be overlapping, mean dif-

ferent things to different people, be devilled by ideology ...

i. The Fconomic Factor

The ecomomic situation, with repard to the industrial! relations, shows

three remarkable characteristics, which are not new, but are now more

lmportant than before for reason of monumentum and for reason of magni-

tude,

There 1is first, at least for a growing number of services and products,

an inereasing international competfition, a real international market,

challenging the competitiveness of countries and enterprises, which seem
de facto to squeeze the IR gystems together from the point of viéw of

cost.

IBM, to give one example is recently reported to continue to emphasise a

costcutting drive throughout 1its operations. "IBM has reduced . its

Fekb b
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worldwide expenses by 15 per cent in the third quarter of this vear

(1985) compared with the same period a vear before. (1}

An Australian colleague told me recently that Australian firms have
their accountancy done in Singapore by Singaporlans, trained in

Australia,

At the same time many are personally confronted with the fact that high

quality and low prices put non-competitive enterprises out of business.

There 1s at the same time a tremendous everongoing change in the range

of services, products and technology available on the market, putting

*

great strains on the adaptability of the enterprises to the changing de-

mands of the markets.

RN becomes even more important in the battle of survival of the fittest.

Many nations and enterprises are at present In the red as we pass

through a period of rather low growth.

1) Pinancial Times, Wov. 7, 1985, p. 71.
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We live, it sgeems, in & kind of economic war, between countries,

regions, enterprises. Share of the markets, return on iInvestment and

for some enterprises economic survival are repeatedly put on the table

of arguments.

Provided that a reasonable open international market is not swallowed up

by protectionist forces, these characteristics are there to remain for a

number of vears.

2. The Social Factor

In quite a numbgr of industrialised countries with market economies
there 1s an evergrowing number of unemployed. The bulk of unemploved
are older workers, unskilled workers for worke;s whose skills have be-
come obsolete), youngsters — a number of them with {nadequate training -
female workers ... There is a decreasing participation period for maior
groupe of employees due to prolonged education and training periods, un-

employment and provision for early pensions.




NSTOS /12111945 Praesent - 9

YMore than 30 % of the unemployed in the ®FRC are below 2?5 vears of age;
in the T8 almost 50 % of the voung blacks are idle ... Nuite a number
of the new jobs are reported to be unskilled or lowskilled jobs, and mav

lead to a greater segmentation of the labour market,

Tt is my impression that this feature of massive unemplovment, a.o. due
to the fpositive ?) structural adaption of enterprises as to the intro-~
duction of NT (robotisation and the 1ike), will be with us for some

years to come.

Another important factor seems to be the fact that our populations get
older putting enormous stralns on our socital security systems.
One can also add a more positive note and report an Increasing partici-

pation of women as a part of the labour force.

3. Ideologz

The sccalled battle for economic survival, the call for adaptability has
Induced management, which has in most Furopean countries at least, - in

the IR area - compared to the VTSA, rather been on the defensive for so

SR IR Y




INST05/12111985 Present - 10

many vears - to become more offensive, ingist -~ sometimes without com-
promise - on managerial rights, on competitiveness, on flexibilitv, on
managerial cooperation in the enterprises. Management tries to take
back managerial prerogative, which has to a certain point been lost, as
much as possible, filling in a sense the power gap left by the trade
unions, which have in a number of countries lost some of their clout on

the labour market and in the political arena,

There is no doubt that the emplovers’ message 1s heard and gets a lot of
attention, even support in wider circles of society., The call for free
enterprise as the way to preserve and to expand the economic tissue of
gociety as a precondition for social welfare 1s adhered to by quite a
number of political decisionmakers, Meanwhile the union message of re-
ducing working time and redistribution of availlable labour does get less
attention. Demands for (more) job security, income security and sharing
of power seem to have lost theilr status as selfevident and primary goals
in society. The mood of the times, favouring free enterprise, manage-
rial rights, flexibility, adaptability, deregulation, is here to stay

for some time.

e
a\(.

W R
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4, The Introduction of WT

The introduction of NT geems to us one of the most important factors, as

it has amongst others an impact on certain groups of workers, which will

drastically diminish in numbers or disappear altogether fe.g. the auto-

mobile worker, the steel worker:; as well as some middle management func—

tions ...'; brings about the creation of new categories of workers /pro-

grammers, software specialists ,,.) with new more sophisticated skills,

Important is also the possible impact of NT on working time and the

place of work: work "a la carte", where (also at the periphery) and when

you want 1it; work any time ... diminishing the number of meetings of

jet managers.’?)

NT may allow the organisation of work in such a way that the legal Tink

of “subordination" between emplover and employee disappears and a legal

statugs of so-called self-emploved, collaborators, consultants ,., is

{2) Hijtacking of aeroplanes may well contribute to & more rapid
expansion of the use of internatiocnal screen meetings.




TNSTOS /12111985 . Present - 1?7

establighed thereby saving costs for the emplover, like social security
contributions and avoid the application of labour law, collective agree-

ments and the Tike.

NT may favour the establishment of smaller, more adaptive units, plants
and or enterprises, possibly linked with Information technologv, but
putting an end to huge plants, with thousands of emplovees, marking the

end of the role of Industrial dvnosaurs.

Finally NT gives enterprises with a complex structure, according the
philosophy of the group, the possibility to enhan;e centralised deci-

gionmaking or to promote decentralised decisionmaking, namely by allow-

ing topmanagement to have detailed and complete knowledge about the dif-
ferent units around the globe or by giving the local manager all the ne-

cesgary information to make a group-integrated decision.

TI. IMPACT ON ACTORS

Let's evaluate the impact of these evolving factors on the IR actors,
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empleyers and thelr organisations, emplovees and trade untons, govern=-

ments.

1. Tmployers

The new situation has brought emplovers and management to sort out clear
objectives and consequent actions. Management in general wants no-non-
sense business. Most managers fnsist on the possibilities to adapt
freely to the changing conditions of the market, mainly on economic
grounds. Labour laws, protection of emplovees, are by many looked upon
as so manvy "social constraints” which are ultimately selfdefeating,
since restraints make adaptation more difficult or impossible, the

enterprise less competitive and thus kill jobs.

Since the enterprise has to be competitive, costs have to go down; per-
sonnel i1s a specific area, rewarding for cost cutting in labour inten-

gsive industries,

Management seems to be, at least in quite a number of importamt coun-

tries, less willing than before to recognise, inform, consult, and
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bargain with representatives of emplovees, particularly_ in sensitive
matters, like investment, NT and the 1ike. Many emplovers are not en-
thusiastic about participative structures and see them as possible ob~
stacles for sound management instead as a vehicle for adequate involve~
ment of emplovees; thev further and successfully reject international
labour relations, by insisting that labour relations discussiomns should

be kept at local level,

Many enployers insist that decisions have to suit the aims of the opera-
tive unit: so that thé decisions are best taken at that level, and
should be flexible: thus flexible working hours, place of work, job con-
tent, wages, and, eventually am adaptible work force, with a permanent
core of employees, which will know (Japanese style) how to perform dif-
ferent jobs (internal flexibility) and around that permanent core a
group of less established workers (part-timers, temporary workers, sub-
contracted workers, consultants, collaborators and the 1ike) gfving the

enterprise external flexibility.

At the same time the enterprises seek to involve employees, through

quality circles, or other devices, drawing on the emplovees' qualities
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of initiative, creativity, sense of respensibility and the like in order
¢ ' .

to a.o. assure the production of quality products or the rendering of

quality services. The sophistication of the human ressources policies

of fthe larger) employers f{UIS stvle) are of the utmost importance.

Fmployers ride high on the mood of the times.

2. Trade Tnions

Trade unions have in a number of countries lost glamour, societal ap-
peal, legitimation and consequently power, this for a number of reasons,
which mav vary, also as far as magnitude is concerned, from country to

country.

Trade unions have lost members in certain countries, with exceptions
however; especially the number of traditional industrial workers, once
the power base of the unions, 1s gradually declining. The new worker,
more technical, more individualistic, more service, 1is not yet greatly
attracted to trade union membership, neither.are part—E;mers, temporary

workers, subcontracted, university graduates ...
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Even in countries or sectors where union membership does not show a neg-
ative_balance, their labour markét strength has diminished due to the
greatferYy difficulty of mobilising members for 4ndustrial action, as
workers may feel that they mav either not win, risks their jobs or unne-
cessarily hurt the enterprise in 1ts vialibity.
-

There 1s no doubt that trade-unione are im manv countries on the defen-
sive, being in an extremely difficult position of having to monitor
structural adaptation, while preserving the interests of their members
in particular and of thosze of the labour force at large in general.

The role of thae trade un;ons is not only challenged by employers, but
also by some other groups of workers, which may gradually become of real

importance, like staff groups, or organisations of "cadres', which con-

sider that the links thev may have with other groups of workers are less

important than their own gpecific Interests.

There 1s no doubt that the trade unions still will play an Important

role; in some countries (e.g. Scandinavian), and In some sectors fe.g.
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the public gector)} more than In others, ... But the loss of influence

is generally recognised.

3. Governments

Most of our democratic governments have to engage in different battles
at the same time : against unemployment; for competitiveness of the

enterprises; agalnst ‘huge) deficits and equally for votes,

The battle agalnst unemployment has been mainly fought by efforts to de-~
regulate and render the enterprises more competitive, through wage mode-
ration, tax cuts and the like. Many Governments seem to lean more to-
wards the demands for free enterprise, trying to attract (foreign) in-
vestment, than furthering demands for jobsecurity, workers participation
and the like, which are, to say the least, not pursued in the present

time of crisis.

ITTI. SOME CONSEGUENCES.

The new enviromment has 2 number of consequences as far as the IR
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realities are concerned, and do rafse quite a number of very challenging

questions.

Let's consider some of them.

1. Flexibility

First flexibility, especially in the area of working time. The fairly
rigid notions of the working day, working week, often laid down bv law,
are fading away. Today the emphasis, notably in the ¥R Germany,

Belgium, the Netherlands and France has been on accompanving certain re-

ductions of working time with an easing of legislative and collectively
bargained constraints on the arrangements of working time. Tn Belgium
an Economic Recovery Act of Jan, 1985 included amongst others arrange-
ments for flexible annual hours of work, provided the arrangement is
covered by a collective agreement., Other parts, relax obligations in
the area of probationary employment, establishment of health and safety
committees, ... In FR Germany the Fmployment Promotion Act became ef-

fective May ist. In France, although no overall agreement could be

reached, constraints on part-time working, fixed term contracts and
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temporary lay offs were equally relaxed ... One may assume that, if the

opposition wines the next french elections, the role of the labour in-

spector, In permitting economie dismissals, will be greatly affected.

The greatest flexibility, seems to me to lie In the fact, that Tabour

laws may be less striectly applied than before, provided zome emplovment

is generated and unemployment statisticz go down; the fact that some

courts Iinterprete the labour law provisions in a more relaxed wayv, that

some governments do not (dare to) insist upon the follow up of e.g. Gui-

delines for MNF's, they themselves promulgated, In order not to create

an impression of not being investmentfriendlv.

The new mood is certainly also responsible for the fact that at EEC

level zsince 1980 no new directives in the area of labour law and indus-

trial relations were adopted, although quite a number of interesting

proposals are now for manv vears on the table.

2. Collective bargaining

Collective bargaining is equally influenced in many ways., In a number

K
g
:
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of countries, e.g. Belgium, France, Spain, Denmark, the autonomy of wage

bargaining has come under great stress due to farreaching government

intervention in the name of a.o. international competitivity,

Even more important seemg the move for greater decentralisatfon of bar-
galning, away from interindustry or industry bargaining. WMany reasons
may collaborate toward that end. TFirst, the fact that in certain coun-
tries simply no agreement could be reached at those levels ... Moreover
the newer enterprises are typically smaller and less stable than was the
case with auto, steel, machinery, which have lost their traditional
leadership on the labour markets., The attention for the workshop adds
to these centrifugal tendencies. Wext, competition obliges emplovers to
see to it that wage costs are In line with their results on the market-
place. Rewarding individual fobperformance may be another element. The
growing professionalisation of human resource managers leads them to
se;k greater autonomy in dealing with their own emplovees.(3) Another

factor is the need for training programs, due to NT which will call for

more input at local levels.

(3} R, KASSALOW, Future Industrial Relations, roneo, 1985,
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Again, exceptions may 1llustrate the rule ... as e.g. the Australian

example of a national pay and prices agreement, negotiated with the help

of the government.

T

It 1s not sure that bargaining at lower levels does not amount, in a

number of cases, to a form of information, consultation of emplovees and

de facto unilateral managerial decisionmeking.

fme has to add that some emplovers continue to negotiate concessions

from thelir emplovees. Two tier arrangements (USA) are a clear 1llustra-

tiono

International labour relations, let =alone 1international bargaining,

still prominent on the agenda’ 10 vears ago seem to be almost completely

forgotten,

3. Managerial Participation

A trend toward more managerial participation of employees, in the sense

of more cooperation can also be observed, as already indicated above.
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4. New technologies

Let's dwell a moment on NT and on one of the aspects which is beéoming
alarming, namely individual privacy. The realisation of this danger is
growing. A recent international opinion poll showed that 75 per cent of
reople interviewed in the UK had fear in that direction. The figure was
71 per cent in France, 56 per cent in Norwav, 51 per cent in FR fGermany,

50 per cent in .Japan, and 37 per cent In Italv.

We need urgently rules to cover such aspects as the purpose of personal
data collection, access to computerised information and restriction on
its disclosure, the right of individuals to verify their files and re-
quest changes, as well as sanctions for unauthorlsed devulgations or

misuse of computerised personal information.

A regional court in (Roermond) the Wetherlands gave recently an import-
ant ruling on the right of emplovees to privacy at work. The case con~
cerned the siting of video cameras In the production hall at ROMA, a

company manufacturing cooling, heating and air conditioning systems.

The company installed 18 video cameras on the factory floor, linked to

Ry
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monitors in the production manager's office, to improve control over the

production process. In his ruling the judge said that the installatien

of such a svstem could be %fustified only by very clear and very import-

ant reasons and ruled that the cameras should be removed immediately.’i)

IV, SOME QUESTIONS

Reflecting on the stage of the IR in Furope one has cobviously more ques-
tions than answers. Some of the important questions which come to mind

are the following :

- Will the trade-~unions succeed in attracting what has been called
"the new labour force", Trade unions, the ETIC rightly reports,
will have to think on how to attract workers in sectors where they
are weak, 1like private service sectors, but also in the new
tech-industries, and one may add the small and medium sized enter-
prises. What kind of "collective" interest will they be able to

really concentrate on and will they in a position to overcome the

{4} European Tndustrial Relations Review, Idem, p. 8'.
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gteady growth of non union human resource - management systems,
which have been so successful in the USA and start to be successful

here?

- What will be the effect of the diversification between emplovees,
the core of permanent workers and the growing group of peripherical

workers on the trade union organisation ?

- Will the trade-unions succeed in really integrating and represent
the interests of the unemploved ?
Along the same linesg :
What about c¢entral versus specific groups of emplovees ? What
about conflicts between professional and manual workers unions, pu-

blic vs private sector workers(see Sweden etc., ...).

- There is an enormous task to see to it that the interests of all
workers are safeguarded, that new work systems are compatible with

workers' needs, health and safety, that displaced workers are pro-

perly retrained, that the costs and the benefits of NT are egually

and falrly spread.
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There is the formidable task to see to it flexibility does not lead

to degtruction of basie standards built up over the years.

- What will be the role of employers' assoclations, given the decen-

tralisation of production, the iInternational centralisqtion of
finances and strategies, putting the local manager under econsider-
able stress to control costs, with consequent decisions at that
level, and the activities of human ressource managers, working with
the individual and work groups in order to obtain maximum commit-

ment and cooperation ?

- At what level will there be trade union, emplovees' influence on
management decisionmaking ? And what kind of iInfluence ? How to

harmonise levels, if notwithstanding a decentralised push, industry

level bargaining will continue to exist °

- What will be the role of the Govermnment and the BEC, given the
changing roles of trade unifons and employers' associations ? More

intervention, less ... in order to remain competitive and socially
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and politically acceptable ... W11l there be more or less tripar-

tism ?

= " Has the i1internatiomal 1level, ag Important as ever, if not even

more, still a place in IR ? We are not only thinking in terms of

MNE's and centralised decisionmaking, but also in terms of inter-

national competition and international standards.

CLOSTNG REMARKS

It may well be that the basic assumptions on which ocur IR systems have
been driving are fading away : the gradual progress of the classic in-
stitutions of our IR gystems, trade unions, emplovers' associations, ex-
panding collective bargaining with the government more or less in the
background. Dualisms, divergencies are developing, also within the same
countries and sectors of industry. We seem to enter a more management
inspired labour relations era, with weakened bargaining, less represen-
tation at lower levels, more unilateral standard setting, individualism
and probably a more active government intervention in formulating the

rules. All of this will obviously have its local flavour, following
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traditions, existing iInstitutions parties behaviour and strategies in-

volvad.

XY X

This state of the union is out of necessity incomplete and superficial,
not only because of time limits, but also because of the complexity of

the subject and its variances in different systems and subsystems.

XXX

fur IR are being radically transformed. We all are observers as well as
actors, We all have a responsibility to see to it that the basic human
rights of citizens, of emplovers and of employees for that mattef, which
constitute the immortal and glorious ecsence of our western pluralistie
democracies, are fully pregerved and not swallowed by the mood of the

times.
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Conference on “"The Role of Trade Unions in the Coming Decade"
{Maastricht, 20-22 November 198%5)

Mr. Chairman, Distinguished Guests, Ladies and Gentlemen,

It is with great pleasure that I appear before you today,
not so much as to represent the Internaticnal Labour Office but
rather to participate in your important discussions on a personal
basis drawing, however, from my experience in the ILO over the

last eighteen years.,

We in the ILO have followed with great interest the work of
the Centre since its establishment some six years ago. In fact
as many of you may recall our Director-General, Mr., Francis Blanchar
participated in your conference last year when you examined the

guestion of the future of the welfare state.

I was particularly impressed not only by the subjects chosen
as the themes of your conferences but equally with the subjects
upon which you have published s0 many topical and important

studies.
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I have certainly welcomed this opportunity to share with
you some of my thoughts on the subject under discussion: "The
Role of Trade Unions in the Coming Decade", which is at pfesent
the object of innumerable discussions and numercus and widely

divergent views.

In examining this subject, I assume that we will do s0
within the experience of the Industrialised Market Economy
Countries rather than on a global basis which would encompass
those countries within what we often refer to as the Third World,
where the experiences, problems and prospects for the future are
far different and, in some cases, perhaps more exciting. On
this point, may 1 simply comment that it seems to have been the
common practice to analyse such situations within IMEC countries
themselves or in the context of the relationship between trade
unions within the so-called North-South dialogue. If I may be so0
bold as to begin my contribution with a concrete proposal, I would
like to suggest that we could perhaps all benefit from an examina-
tion of this question: from a purely internal perspective of the
future role of trade unions within developing countries. However,
in so doing, we must recognise that the possibilities and
potentials vary widely between each continent; perhaps,

‘regional fora would lead to a greater understanding.



By the same token while pursuing the theme of this
Conference, even within the confines of the IMEC experience, we
must be aware of the fact that conditions vary from country to
country, and that what might appear as progressive in one has
indeed been the common practice in others for many years. It
is therefore with the strong recollection of the five blind men

examining the elephant that I venture to proceed.

It would appear that one of the most popular subjects being
pursued today by many pundits, whether journalists, jurists,
academics or simply self-styled prophets of doom, is the face of
"trade unions in crisis®. I was therefore glad to note that
you have put the question in its more proper perspective "trade
unions and the crisis", for indeed it is not simply so much a
question of a crisis for trade unions but as of the crisis.bf
the industrialised and post-industrialised society and the role
of trade unions with a society in crisis. Surely if an enterprise
goes out of business it is the management and shareholders who
equally feel that it is indeed a shared crisis. There are
those also who seem to take great delight in reporting a decline
in trade union membership and declaring that this is a positive
indication of the loss of influence of workers and their
organisations not only at the workplace but in society as a whole.
I would beg to differ with this argument. It is true that you

can do many itneresting things with figures just as you can

develop formulae to explain any particular point of view.



The fa®t of the matter is that oveér the past thirty or forty
years we have experienced marked fluctuatiens in uniﬁn membership -
for instance, in France, you had in the 30s around 48 per cent, in
Sweden around 40 per cent; at the end of thg 5E0s, France was down
to 18 and Sweden up to 80 per cent - and when membership increased
there were forecasts of impending doom and panic in the fear that
the unwashed working class was going to destroy the sacred cow,
capitalism. On the other hand, when membership declined there

was a great sigh of relief that now at last the threat was over.

Within the current context the situation varies widely from
country to country, as I said before. On the one hand there are
countries where the unions play a significant role in managing
social security programmes, where the union membership has
increased despite growing unemployment; there are other countries
where the total membership has declined but where the organised
trade union movement represents the largest percentage of the work-
force in its history and of course, admittedly, there are countrie:
where membership and the percentage of the organised workforce have

both declined.

But what should we conclude from the mathematical exercise -
what are we to see as we gaze into our crystal ball? I am
reminded of the following quotation:

“The growth of unions means that the United States is

gradually shifting from a capitalistic community to a

labouristic one - that is, to a community in which

employees rather than businessmen are the strongest

single influence."



So predicted Sumner H. Slichter of Harvard University as late as

1946, So much for prognostication.

However, all those who choose to play the numbers game have
lost sight of the fundamental consideration which is that trade
unions are not composed of anonymous stockholders but of human
beings who are trying collectively to create a more just society
not only for themselves but for all who share the common problems
of unemployment, insecurity, lack of housing and adequate health
care as well as poverty in old age. I can't believe that it
really matters all that much if a call for reason and social
justice is veiced by only 14 million memﬁérs of a national trade
union centre as opposed to 15 million, surely the message is Jjust

as strong and clear in either case.

Unions have been with us for over 100 years and certainly in
their earliest days their primary objective was to improve the
etandards of their:; own membership, or as one prominent leader
of the movement in North America was quoted as saying "put it in t
pay envelope and we will look after ourselves”,. However, it was
not long before they realised that individual progress could not
be made in isolation from the society in which they lived. It
was within this context that the ILO was born. And over the
years, within our tripartite structure, workers, employers and_
governments have come to realise that true and lasting progress
could only be made in a society which recognised the important
contribution that all three social partners can make towards

social justice, industrial peace and economic prosperity.



And it is within this context of consultation and co-operatior
that we will find a way cut of the present crisis. To those who
see the present situation as an opportunity to weaken, if not
destroy, trade unions, I can only say that they are pursuing a
very short-sighted solution. They perceive unions as an obstacle
to dealing with the nation's problems in their own selfish and
unimpeded way. They will replace a responsible, well-organised
. voice of reason with the sort of senseless uncontrolled violence

which has blighted so many of our major cities in recent years.

I might also add that within modern-day industrial relations,
employer organisations were established in order to provide
management of enterprises with a cohesive approach to the solution
of labour-management problems. If trade unions are neutralised
as a positivé force within society then, by inférence, there will
no longer be a need for employers' organisations. The guestion
then arises: who will deal with whom to solve the problems which

will always exist between workers and those who employ them?

This is surely not the time to try to weaken those organisa-
tions which desperately seek an copportunity to join with other
segments of society in seeking solutions to the problems shared
by all of us. We in the ILO have come to appreciate and understar
the true value of consultation. It has been through this process
of bringing together the social partners that we have developed
those standards that have played such an important part in the
development of the social structures within the countries

represented here today.
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As we examine the future role of trade unions we must accept
the fact that the situation has indeed been evolving over recent
years and perhaps we have failed to recognise those changes that
have already taken place in trade union attitudes and priorities.
Thé approach to technological change is one interesting example,
Traditionally unions have sought guarantees that none of their
existing membership within an enterprise would be dismissed as
the result of technelogical change. This guarantee was pursued
through demands, in the first instance, for full constulation
at every stage and for comprehensive training and retraining

schemes.

More recently these measures have been seen to be not enough
and unions have now become concerned with the over-all levels of
employment. They have come to the conclusion that merely to
protect themselves at the expense of the continuing erosion of
job opportunities will, in the long term, pose an even greater
threat to their future employment. The overriding need to
create new jobs at the national level and to maintain employment
opportunities at the enterprise level has become a major issue
in many countries. One of the most widely publicised examples
of this concern was the recent year-long strike by the National
Union of Mineworkers in the United Kingdom. It is not my
intention to pass judgment on the merits or lack thereof of this
dispute but simply to point out that this strike was basically
centred around one issue - the preservation of jobs, not only for

miners presently employed but for those who would seek employment
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in the future within the mining communities. Another

example was the dispute within the metal trades in the Fe&eral
Republic of Germany. A reduction in working time has of course
certain social benefits for those who achieve it. However, the
issue in this case had a much wider and, if I may say so, an
unselfish motivation, that was the realisation by the workers of
the overriding need to create additional jobs within the
community. A recent study has indicated that employment within
this industry since the strike has increased by some 200,000,
Depending upon to whom you speak you will hear a variety of
reasons for this increase in job opportunities - but can anyone
really doubt the significance of the contribution made by the

workers to the achievement of this goal.

Indeed the guestion of employment has been a major preoccupa-
tion for unions in recent years and I am sure that will continue

to be their principal concern for some time to come.

The growing problems of unemployment are of course well known
to the ILO. We have for many yvears tried to focus more and more
attention on this monumental problem. We organised the World
Employment Conference in 1976 and additionally have adopted a
Convention, a Recommendation and a supplementary Recommendation,
as well as numerous resoclutions, dealing with this subject; and
in each case, as we have considered the problem, our tripartite
constituents agreed that in principle every person-had a basic

right to freely chosen productive employment.
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Is it any wonder that workers, having participated in such
discussions, along with representatives of governments and
employers from their own country, find themselves frustrated when
they discover that such policies adopted in Geneva seem to be

merely posturing at international gatherings and ignored at home?

Should we be surprised when people behave in a desperate
fashion in protest at the social and economic conditions under
which they are forced to live? Faced with the need to create
300 million new jobs between now and the year 2000, shall we
continue to ignore the problem in the hope that it will go away -
will we continue to deny and frustrate the organisations of trade
unions - those very organisations with which we must co-operate

and develop new and imaginative programmes in search of a solution?

The answer 1 should hope would be an emphatic NO. Whether we
1ive in an industrialised country with its collection of sophis-
ticated social insurance and welfare programmes, most of whiéh are,
I might add, in difficulty, or we find ourselves in a developing
country where every worker is required to look after himself,
there is no hope of solving the problems confronting that society
without the wholehearted co-operation and understanding of the
workforce. And how can we expect to obtain the co-operation and
seek the support of a workforce that has been denied the basic
right of freedom of association? I would suggest, as a starting
point, that.legislation and practice should be such as to encourage
the greatest possible development of a strong and independent

trade union . movement which would be welcomed by governments and
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employers as a respected and responsible partner in the

development of the social and economic structure of the country.

It seems ironic to me that when a union reacts in a positive
way to adjust wages and conditions in the light of current
economic conditions, it is mooted in the press as a major defeat
for the unicn and consequentially undisputed proof of their
diminishing influence, rather than being perceived for what it
really is - a sacrifice of personal privilege in the interest of
the enterprise in which they are employed and more often than not
in the interest of the community in which they live. In actual
fact in almost all such cases the original concessions have been
recovered while the achievement by the union of having secured a
significant role in the decision-making process within the
enterprise has become & permanent fixture. In addition in many
cases the timely contribution by the workers to the continued
existence of the enterprise has won them a share in the future
prosperity of the company. It is indeed unfortunate that some
employers have discovered the value of consultation and the
importance of the invelvement of their workers in the decision-

making process somewhat late.

Unlike many of today's critics, I see the current diffi-
culties not as a period where the social partners are being
driven further apart but rather as a time when there is 2
realisation of the necessity to come together in an atmosphere of
mutual respect and appreciation of each other's problems, which

are indeed common problems.
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While recognising that in some countries the traditional
attitudes of class confrontation have given way to a realisation
that we sink or swim together, so to speak, there can be no doubt
that trade unions have become much more preoccupied with their
potential role in this changing society. And there is good
reason for this. While 1 have disagreed in my opening remarks
with the fashionable voices of doom concerning the labour movement
there is little doubt that changes in the labour market in
industrialised market economies coupled with conservative
political trends and vigorous attacks on trade unions present a
number of choices and challenges to trade unions in "the coming

decade™.

Turning first to the labour market there has been significant
shift from the so-called smokestack (or heavy) industries to the
service sector and lighter high technology industries, with some
shifts from bigger to smaller plants. The concommitant changes
in the workforce have been obvious for some time - a relative
decrease in industrial labour, predominantly male and bulwark of
the labour movement and an increase in service workers, predomi-
nantly female and younger workers, as well as university educated
entrants to the market. Naturally heavy industry and its
unionised workers are not going to disappear, but their numbers
have dwindled with the economic¢c crisis and is one of the reasons
that there has been a drop in union membership in some countries.
The challenge for unions in these countries is to organise the new
entrants to the labour market - women, young workers, the highly

educated.



- 12 -

I do neot think this is an impossible dream. Historically,
there have been tremendous changes in the skill or industirial
base of unions, One need only recall the names of some of the
earlier unions in say Britain (Society of Shuttlemakers or
Sheffield Wool Shearers Workers' Union) or the United States
(Horse Collar Makers National Association and the Umbrella and
Walking Stick Makers) to realise how unions have changed. Few
predicted that heavy industry (steel, electrical, auto and rubber
industries) would be organised in the United States in the late
thirties. Few predicﬁed the rapid growth of government employee

unions in the past twenty years.

Organising is thus becoming a top priority. At the same
time unions (and particularly those whose demise has been most wide
touted in the press) must counter the recent offensives, either
by certain governments or by certain management circles, to weaken
the labour movement. And in its search for new appreoaches and
initiatives, trade unions must also cope with new forms of wofk
organisation and adequate means of bargaining in small-scale

enterprises.

Many unions have embarked upon a serious process of self-
examination. While the analyses and responses will vary from
union to union or from country to country, some common

ingredients reappear in many instances.
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In most countries the record clearly indicates that while
the focus of attention has been on the role of unions in their
more traditional labour-management relationship (which from time
to time resulted in confrontation), little if any exposure has
been given to the substantial contribution that they have made
to the general improvement of conditions for those outside the
movement. Therefore there is a perceived need to devote more

time and resources to explaining their greater role in society.

Unions in many countries will give more serious thought to
their own internal organisation. The realisation that the
proliferation of unions is not in the best interest of the
membership has been obvious for years. However, in the light of
continuing structural change, the development of new technologies
and the switch from manufacturing to service industries, the need
for mergers will become more apparent. In addition unions will
be faced with the need to adapt their traditional collective
bargaining strategies to meet the requirements of an evolving

industrial relations environment.

Since the primary source of new jobs in most countries has
been and will probably continue to be in the small and medium-
sized enterprises, often in the service and high technoclogy
industries, new initiatives will be undertaken to bring those
workers into the organised workforce. This process will in many
countries be frustrated by antiquated legislation which impedes

the right to organise in such establishments. Trade unions,
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with considerable justification, feel that legislation dealing
with the right to organise should be designed to promote the
organisation of workers rather than hinder their opportunity to
do s¢o, which seems to be the case in some countries. In this
regard we in the ILO will continue our efforts to promote the

widest possible application of that basic right.

Legislation aside, new approaches will have fto be found to
attract a labour force that is highly mobile, highly educated
and often white collar workers. Some unions, like the
Communication Workers of America, have sponsored a number of
seminars between union officials and organisers and industrial
psychologists to understand what motivates the new generation
of white collar workers, In addition to egquitable wages,
concerns of young educated workers focus on career advancement
and upward mobility, flexible schedules, guality of life on the
Jjob, developing new skills and broad benefit coverage, Indeed
some unions now believe that since the new generation of white
collar workers will have a number of different Jjobs, services and
benefits negotiated or provided for by the union will have to take
this into account. Two examples of this are unions providing
training in new skills {on such professional issues for teachers
or nurses on personnel staffing, patient care or quality control)

and unions providing portable pension plans that workers can

"take" from job to job.
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Similarly as different industries automate and introduce
*high~tech" - jobs, unions are increasingly negotiating funds for
retraining (a landmark agreement reached recently in the United
States between AT+T and the CWA for $36 million) and are
increasingly negotiating the modalities of introducing new
technology, bearing in mind the need to protect jobs and to

expand, rather than limit, skills.

Uniong have also become more responsive to the demands of
women workers. Protection of part-time workers, flexible
schedules, day careand equal pay for comparable work have found
their way to the bargaining table. More needs to be done and
most unions recognise that the union structure itself has to be

more representative of women.

As democratic institutions, trade uvunions will adapt their
goals and strategies to reflect the interests of their constituent:
the labour movement is broad enough to encompass all categories
of workers; it is only wishful thinking on the part of some that
would have us believe that there is no place in the labour movemeni
for the highly educated, highly mobile workers in "high-tech" jobs.
After all unions for professors, airline pilots, supervisors and
technicians, journalists, and air traffic controllers have existed
for some time. And perhaps more significant is that their unions
.have been key interlocﬁteurs in recent disputes thus disproving
notions that unions are outdated in today's labour-management
relations.,. In terms of today's labour market, unions may well be

at a crossroads and in the throes of an adjustment, but that is a

far c¢ry from their demise. .
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Realising thét the long-term guarantee of employment and
improved conditions of work depend to a great extent on the
health ¢f the enterprises, unions will be revising their
traditional role of “we versus them" and approach the future
with a view to s0lving the problems facing “uas™. Many examples
of this have been publicised recently whether it be changes in
work rules and job classifications or wage concessions in exchange
for job security, profit-sharing stock plans, access to the
finanqial books or seats on the boards of directors. The Jjury
is still out, so to speak, on the long-term impact of these
innovative and imaginative forms of labour-management relations.
One concern, among young workers in particular, is the apparent
willingness ¢of unions to bargain away wage levels of future workers
in exchange for protection of existing union members - the so-
called two-tier wage system. Despite these reservations the
real point I would like t¢ make is that there is an evolution in
the making. But this evoclution of attitude cannot and will not
take place in an anti-union environment. Much will depend on the
realisation by employers that the continued prosperity of an
enterprise will increasingly depend on the active support and co-
operation of its workforce; and may 1 respectfully suggest that
such co-operation and support will only be forthcoming in an
atmogsphere of mutual trust and respect, where the workers are
guaranteed the greatest possible degree of consultation and

involvement in the decision-making process.



-,
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In a hostile environment - one which regrettably in certain

countries has seen the growth of union busting consultancy firms,
disrespect for labour laws and a frontal public relations attack
on unions - unions have responded with new forms of campaigns to
gain union recognition and collective agreements. Unions have
placed new emphasis on public relations and the media; they have
hired polling firms and consultants; they have developed data
networks; and they have launched ‘'corporate campaigns®. These
campaigns are aimed at dividing a company from its financiers and
outside directors. An in-depth-financial anai&sis of a company
will enable a union to develop sirategies that will pressure the
financial sources of a company to put pressure in turn on the
company itself. In effect it takes the battle out of the back
yard of unions (e.g. in terms of strikes and pickets) and puts it

in the front yard of companies.

Along these same lines unions are wielding their financial
clout (through pension and other benefit funds) to influence
company management, mergers or hostile take-~overs. Indeed there
is a whole new arena of action for unions in the "corporate world"
and it would behove all of the social partners to realise that
dialogue and consultation are going to be less costly and more

beneficial to all than open warfare.

On the international scene, unions will continue to expand
their activities and seek new means ¢f exerting influence in those

fora where they have previously been ignored.
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Within the international trade union movement itself we can
look forward to an expansion of activities designed to promote a
greater understanding of the major issues such as new technologies,
the transfer of technology, occupational health and safety,
particularly within the context of the shared responsibility for
the protection of workers between parent companies and their
subsidiary operations as well as the evolution of new methods of
organising work. This new awareness has already manifested
itself through the expansion of specific industrial ceouncils
within international trade secretariats. We shall also no doubt
witness a growth in the number of so-called "“company councils"
which bring together representatives of the workers employed by
the same company from all those countries in which they operate
in order to discuss problems of mutual concern and to seek common

solutions.

Trade unions, both in their own right and through their
international organisations, will seek to establish formal links
with these United Nations organisations dealing with issues which
have an important impact on their members. I am thinking
particularly of organisations such as UNIDO, UNCTAD, FAO, UNDP and
CATT. Admittedly.in two of these organisations, UNIDO ang FAO,
there have been opportunities provided for informal consultations
with representatives of international trade union organisations.
These consultations have been considered as being worth-while,
However they do not provide the trade ' unions with adequate access
to the forum within which the major decisions are made, Therefore

there will be increasing pressure to include representatives of
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the trade unions on the national delegétions participating in

the work of these organisations. We in the ILO have benefitted
greatly in our work from the involvement of our social partners
and consequently I would not mind recommending to all governments
that they give serious consideration to including in their
delegations, representatives of those who are most likely to be

affected by the decisions that they will take.

In yet another context workeirs in all parts of the world
have come to realise how interdependent they have become. Withir
the so-called North-South dialogue workers will have to play a
significant role in the pursuit of solutions that will improve
employment p&ssibilities in the North while at the same time

providing increased opportunities for their colleagues in the

South.

This issue could of course be the subject of a fascinating
separate debate in itself, as indeed it has been on a number of
occasions in the past, including within the ILO. The ILO
tripartite symposium in 1980 and our recent Tripartite Symposium
on Employment, Trade, Adjustment and North-South Co-operation
held from 1 to 4 October this year provided an opportunity to
examine the major problems facing industrialised and developing
countries. What became immediately apparent in both of these
meetings was the feeling of utter frustration on the part of the
workers over their inability to make any significént contribution
to the decisions which often affect them in a most dramatic way.
I merely wish to echo the sentiments of a government representa-

tive at our recent meeting when he stated that "the best
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precondition for growth in a changing world was tripartite

concensus'.,

Mr. Chairﬁan, none of us can really know what the future
holds for trade unions, or for any other segment of society for
that matter. But of one thing I am sure, unions will continue
to be the voice of the non-rich, the young worker unable to find
a job, the unemployed, the destitute and the aged. If that well
reasoned voice is destroyed you may be sure that.it will be
replaced by other forces, forces which may bring chaos and
destruction to our way of life, forces which are not committed to
a free and democratic society and forces with which you will be

unable to deal because they lack responsible leadership.

If I have any message to leave with you today it is that the
economic and social problems facing most countries can only be
solved through co-operation, dialogue, and a willingness to share
in the major decisions which must be taken. Any such process can
only succeed in a society of equality of influence; and the best
assurance of success is the existence of a strong and democcratic
trade union movement. It is up to &all of us to recognise that
need and to vigourcusly promote its growth and influence.

Certainly we at the ILO shall continue to do so.

19.11.85
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O0ld-style capitalism was internally coherent. Itg
consistency rested upon a self-supporting mechanism, a mechanisn
sustained by 'the love of gain' and the 'fear of starvation! -
i.e. by a two-pronged mechanism of competition. Competition
between entrepreneurs for their respective shares of the market,
and competition betwesn employers and workers for their share
in the fruits of production. Fearful of being driven out of
business by more efficient competitors, entrepreneurs were
inexorably driven to search for and introduce technological
and organisational improvements; and facing an increasingly
well-organised and powerful labour foree they were pressed to
iniroduce improvements which could help them raise output per
worker suffielently to compensate for rising wages and to maintain
a level of profit necessary to finance innovations. This dual
mechanism was not only the dynamic but also the progressive
element in old-style capitalism - the element which inereased
mankind's ascendancy over nature and gave it the power to
produce the material affluence which it could, and in a con-
giderable measure still does enjoy.

(%) I am grateful to Wheatshseaf Books Ltd., for permitting
me to reproduce in this paper some of the arguments
elaborated by me in Capitalism, Competition and Economic
Crisig. Brighton & Washington, 198%.




In new-style capitalism, the operation of this mecha-
nism has become erratic. As a result the promise of progress
inherent in traditional capitalism is in jeopardy, in spite of
the system's technological capability to provide higher living
standards and greater social security than ever before. The
threat comes from several sources: the growing power of oligo-
polies to reduce price competition; the decline of confidencs
and the spreading of corruption; and from the frustrations

arising out of the concurrence of conflicting ethical and social
paradigms.

0ld-style capitalism's rational self-interest assured
a degree of efficiency, confidence and honesty. In new-style
capitalism this link 1s no longer as strong as it used to be.
The increasing separation of control from the ownerghip of
capital prevides much greater opportunities for fraud and cor-
ruption, which influence the cultural climate, diminish efficiency
and introduce socially risky and economically debilitating
patterns of behaviour.

Economic progress is functionally related to the
accumulation of real capital and technological innovation.
Given a level of technology savings determine the upper limit
of potential economic growth. The actual rate of growth is
determined by the manner in which the savings are employed.
In a free enterprise economy this depends on the expectation
of profit, A unique feature of the era of classical capitalism
was that it combined a climate of confidence in property rights
with the mechanism of competition in a way that made the trans-
formation of savings into productive investment almost unavoidable.
Capitalists felt that their wealth was reasonably well protected
both by and against the state. At the same time they also '
felt that their wealth was constantly threatened by business
competitors. To protect his market share each capitalist was
forced to innovate, accumulate and to invest. But this implied

that he was also forced to keep wages as low as was practically



possible, Every successful effort of labour to obtain a
greater share of the fruits of production reinforced the
capitalist's need to innovate, particularly in labour-saving
machinery, 1n order to compensate for his loss of profit.
Paradoxically, however, it was precisely labour's successful
struggle to obtain a greater share which kept the system going
once exports no longer sufficed to clear the market of the
growing volume of output. For it was labour's rising effective

demand which kept the expansion of investment and production
profitable. '

Macroceconomic theory acknowledges the existeunce of
this intricate relationship between investment, national income,
expenditure on consumer goods and services, and savings. It
indicates the critical values which egach of these variables
must obtain to sustain the system's stability and growth. It
also recognises that a certain pattern of income distribution
would be necessary to maintain the fine balance between invest-
ment and consumption. And it even suggesis that in spite of
the system's inherent tendency to fluctuate it can be kept
on a fairly stable path by judicious fiscal or monetary
management, or by both. What conventional macroeconomic theory
ignores is that these remedies can correct only a certain
type of fluctuation and that there may be other non-cyeclical
causes for depressions.

When conpetition .transmits the benefits of innovation
to consumers in the form of price reductions, new investment
brings with it greater efficiency and employment and so engenders
more investment. A rise in productivity is, however, not
always the result of an increase in consumer demand. Labour
cost-reducing innovations are attractive to investors even
when markets are stagnating. They can increase profit margins
by cost reductions. It follows that a rise in productivity
without lively price competition may cause unemployment to
become chronic. This is so because if prices do not fall, and
therefore consumers' real incomes do not rise, they can neither

buy more of the innovating firms' produce nor more of any other



goods. There is & contradiction here between the advantages

for a firm resulting from lower labour costs and the dis-
advantages experienced by the economy as a whole from the
deficiency in effective demand. Conventional economic theory
simply ignores this contradiction by invoking Say's law in

one form or another. But the fact remains that a firm cannot
avoid trying to reduce costs in the face of diminishing profits,
and it cannct invest in expansion without the prospect of
demand and profit. So while effective demand is stagﬁating

or declining firms are compelled to reduce costs by innovation
or by wage reductions. Innovation will transform market com-
petition intc a scramble for funds and in the process will
raise the rate of interest and inflation; and wage reductions
will further reduce consumer demand and increase unemployment.
The firms unable to raise funds to innovate and cut their
labour costs will be forced into liquidation and the oligopo-
listic tendencies will increase. There is no self-correcting
mechanism like the one which fturns the tide of cyclical un-
employment t¢ revive employment in this kind of structural
process. The rising cost of real capital keeps rates of
interest and prices, high and wages low. Government intervention
to restrain inflation by a short money supply and by wage control
under such conditions can only make things worse.

New invesgtment isgs elther induced by an experienced or
expected rise in demand or by the wish to reduce production
costs by innovation. In both events new invetsment will have
a positive effect on aggregate income and employment as long
as competition is lively. But when competition fails, when
prices are prevented from falling in line with cost reductions,
only the second type of incentive for investment will be
present, for with +the progress of technology less and lass
labour is required to produce a given volume of output, and
- 80 investment will raise the rate at which output is increasing

in excess of the rate at which the demand for labour is growing.
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" Consequently, with few exceptions, only cost-reducing investments

can be expected to be profitable - unless the wages of those

who remain employed and transfer incomes rise sufficiently to
offset the loss in purchasing power of those who become redundant
as a result of technological innovation. If competition fails to
bring down prices sufficiently to adjust the effective demand to
the growing volume of supply, producers have little alternative
but to reduce production targets in line with demand. Their
profits will depend on the difference between the ruling market
price and the measure by which they can cut production costs by
innovation (i.e. by how much they can reduce their labour force}.

As a result of this, investment in cost-reducing
equipment will continue and employment in the production of
cost-reducing equipment will remain stable or even rise slightly,
while unemnloyment in all other sectors of the economy will pro-
gressively increase and become chronic. As only the financially
most powerful business can invest in this manner monopolistic
tendencies will accelerate in the affected sectors of the
economy and influence the system as a whole. In the long run
the survival of the free enterprise economy requires a specific
distribution of the national product between investment and
consumer demand (i.e. between savings and consumers' disposable
income). It requires a distribution by which consumers' purchasing
power is continually adjusting in line with the progress of
technological innovation (i.e. in line with the long-term changes

in the aggregate input-output ratio}.

Until the late 1960s or early 19708 this equilibrium
was maintained partly by price competition and partly by labour's
success in raising wages more or less in line with productivity.
But when these inherent mechanisms of traditional capitalism
began to falter, when the share of the national product which
went to capital became disproportionately larger than the share
which went to labour, and consequently supply exceeded demand,
production targets were scaled down, investment was mainly
directed towards cost reduction, and unemployment increased.



Before long the fall in demand for labour became self-sustained
and in several countries the cost of sccial security rose sharply.
The urge to reduce this, made the disequilibrating distribution
of the national product worse. In addition it alsoc offended the
noetions of equity which had developed since the war and together
with the increasing unemployment abated the consensus upon which
the free enterprise system rested.

In spite of this, few governments attempted to restore
the income distribution necessary for economic growth with full
employment. Their economic advisers profess that a fall in interes
rates, which is achieved by more saving and even less consumption,
will usher in recovery - as indeed it often did in the course of
the familiar trade cycle. They do not remember that low interest
rates did not restore employment and prosperity in the 1930s, and
ignore the difference between cyclical and structural economic

crises.

In the past, a rise in productivity in one gector of the
economy, say in agriculture, led to a fall in the price of that
sector’'s output, and consequently led to a rise in consumers'
real incomes and hence %o a greater demand for output of other
sectors (e.g. industrial products). With the growth of oligopolies
increasing productivity is no longer followed by a commensurate
fall in prices. The wish to maintain profit margins restrains
expansion, prices do not fall sufficiently to have a real effect
on consumers' incomes, and investment concentrates on labour-
saving equipment. As a result interest rates remain high in spite
of large-scsle unemployment and depression.

Competition between firms for their relative market
share and competition between capital and labour for their
relative shares in the fruits of production had provided a
reasonably well-functiioning mechanism for the mutual adjustment
of income, employment, investment and technological innovation
along a long-term path of economic growth. Short-term oscillations:
were tempered after the war by fiscal and monetary measures and
the sharpest edges of the capitalist system were nitigated by



progressive taxation and social security payments. The recent
failure of these mechanisms to sustain the economic gystem on

an upward, course is the result of the rising power of oligopely
and the declining power of organised labour. The former prevents
prices from adjusting demand to supply; the latter prevents a
rise in real incomes which would induce competition by 'new
entries' or the threat of 'new entries! where oligopolies tend
to restrain production and output. The possibility of absorbing
the redundant industrial labour force in the service sector,

as industry absorbed redundant agricultural labour in the past,
is ignored by governments, because, at least initially, it would
imply a further extension of employment in the collective sector,
(i.e. it would increase governments' share in netional income,

which since the 1970s is something governments have been reluctant
to allow).

The failure of governments to maintain full employment
by expanding the collective service sector cannot be attributed
to ignorance alone. There are several more substantial reasons,
for example, the development of industrial feudalism, the demige
of democracy ( at least of meaningful democracy), the lingering
belief that services are not 'productive', and that all attain-
ment, including social security and position, ought to be the
product of individual effort. In fact the proliferation of
services is inherent in the progress of technology, and a
nation's economic product is the sum of all incomes in a deter-—
mined period from work regardless of their source of origin.
Economic growth therefore reflects both incresses in productivity
and the volume of employment. There can be technological advance-
ment without econ~mic growth when the volume of employment isg
diminishing. However, if economic growth is a prerequisite for
full employment it makes no difference if it is induced by
industry or education. This is particularly true when no resl
shortage of tangible goods can be expected.

From one point of view the refusal to expand services
to restore full employment is not as irrational as it may seen.
Unemployment discourages wage claims and reintreduces the fear

which, in the past, had been the main source of good work discipline



Cuts in social security payments add to this effect. But this
is a matter of ideological not economic rationality. Econcmically
it can only be argued that {a) if extra work is created by
monetary expansion it may accelerate inflation; (b) if it is
created by greater public borrowing it will reduce the fund of
savings, causing a further rise in interest rates, aund reducing
private investment; (¢) if it is c¢created by borrowing from
abroad it may upset the balance of payments and put a burden on
future generations. In faet none of this need happen if the
expansion of employment is financed judicicusly. Government
funds can be allocated at low interest rates to support small
bugsinesses or enterprises which are likely to encourage com-
petition and increase employment. In time this will reduce
soclial security expenditure and raise tax revenues. It will
undermine the price-fixing powers of oligopolies and increase
real incomes and investment in product innovation. The reason
why governments fail to implement such a pelicy is mainly
political and not economic. To understand this successful
opposition to expansionary policies 1t is essential to acknowledge
that the traditional struggle between employers and employees
has besn replaced by new contradictory interests, namely
between people who may and people who may not one day depend
upon the resources of the welfare state. These conitradictions
have to date not found adequate political expression.

Modern economic'theory assumes the existence of an
inherent mechanism in the free enterprise system which draws it
towards equilibrium. It assumes that any disturbance in one
or more of the system's interrelated variables will give rise
to compensatory equilibrating changes in some or all its other
variables. There is a good deal of disagreement among economists
about the causes of disequilibrating disturbances, and even
more disagreement about the desirability of stimulating or
restraining them. These differences of opinion produced a variety
of theories concerning the role of the state and trade unions



with regard to the economy. They range from almost total rejection
of state interference - laissez faire - to guarded approval,

which is divided between preference for intervention from the
supply or from the demand side of the system. What is usually
ignored in these controversies are the fundamental changes which
have taken place in soclety and which may have altered the

essential premises upon which all these theories were and continue
to be based.

In order to understand this failing or imperfection it
is necessary to appreciate the role of theoretical paradigms in
the evolution of a science and of a society. The substitution
of the theoretical dominance of mercantilism by classical economics
cannot bhe regarded as merely the result of a continual process
of elimination of errors; neither can Keynesian economics and
the neoclassical compromise be regarded as suchj nor the struggle
between supply-side and demand-side interventionists. It is also
not a matter of correct or faulty analyses. Theoretical paradigms
always reflect histerical situations - the dynamic character of
societies - and are constantly changing. An analyseis may therefore
be correct at one time and totally untenable at another.

Theoretical paradigms are sustained by peopie who have
good reasons for supporting them. The paradigm which maintains
that economics is a value-free science is therefore not only
upholding a proposition which is wrong, but it also reflects the
presence of an economic oligarchy which tends to benefit from
this belief. Within this paradigm the social significance of
Keynes is lost and Keynesian macroeconomics is 'internalised' by
the system and reduced to insignificance.

One change which economists who are atiuned to the
ruling paradigm fail to acknowledge is the growing power' of
multinational corporations. Whatever other effects they may have
on the economy, they certainly break the direct interdependence
of domestic savings and investment, which is one of the fundamenta:
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assumptions of the ruling view. The power of the multinaticnels
to invest when and where it suits them destroys the mechanism
which is helieved to steer the economic system towards a full-
employment equilibrium. This is so unless it can be accepted
that wages in the industrial countries should be allowed to fall
to the level of wages in, say, Taiwan. In addition to this the
power of the multinationals undermines the regulating role of
prices. They have the power to determine the 'floor' below which
prices are not allowed to fall. They avoid price competition by
share-swapping and other types of collusion with potential com-
petitors; and their top functionaries cultivate personal links
with each other and with top government officials which are
detrimental to the proper functioning of the market system. But
this presents them with a dilemma, because the survival of each
individually depends upon a course of action which is injurious
to the system as a whole and therefore in the long run also to
themselves. Each is forced to keep prices high and reduce its
labour force, while all together would be betier served if prices
were allowed to fall and full employment sustained.

The dilemma is often misconceived in terms of a threat
originating from technological progress. Historically, the
progress of technology reflects mankind's ingenuity in overcoming
the material constraints on its way to freedom from want and
arduous labour. The development of the natural sciences turned
spentansous ingenuity into systematic effort: technical problems
related to the creation of material affluence received systematic
analysis and solutions. In contrast te this social problems, like
the persistence cof poverty and unemployment, have not received
a similarly systematic treatment. The possibility that poverty
and unemployment may be the product of outdated social institutione
and conceptions which do not fit the new material conditions is
rarely considered by economists. The most essential problem is
therefore neglected, namely the contradiction between society's
objective freedom to determine how the extra labour time gained
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by the progress of technology can best be used to everyone's
advantage, snd the apparent compulsion of individuals to accept

& particular choice usually determined by no more than cultural
inertia. If economics continues to ignore this contradiection and
fails to adapt its theoretical framework accordingly the fears
ingpired by the new technologies may very well be justified.
Society may slip back into preindustirial conditions or move into
an era of abject industrial feudalism. In either event the positive
aspirations of the capitalist era {such as the concern for indivi-
dual freedom and human rights) will go by the board. There is

no macroeconomic automatic mechanism left, if ever there was one,
to affect the income distribution which would be necessary to
sustain economic growth and full employment. Without political
intervention the new Captains of Industry, are doomed to follow
their prescribed path. They will cause the gulf to widen between
the rich and the poor and between the employed and the unemployed,
and lead sdciety towards a degree of polarisation which 1s no
longer consistent with the consensus required for the survival

of democracy. A redistribution of the national income is therefore
not merely a matter of compassion and humanity, but one of

general self-interest - it is a legitimate and necessary concern
of unions and governments.

Most members of the economics establishment simply
ignore the point that present unemployment has, gimultaneously,
two unrelated causes. One is the downswing of the familiar trade
cycle; and the other struetural changes in both the economy and
the society. The refusal to acknowledge the non-cyclical cause
leads them to the false conclusion that a return to the pre-war
market structure and the abolition of the welfare state are the
solution. When structural changes are admitted at all, the admis-
sion is confined to the transfer of work to low wage countries
in the Third World, and the displacement of human labour by
robots and the new communications technolegy. Social changes are
simply considered economically irrelevant. Regarding the transfer
of work, the solution is presented in terms of the theory of
the international division of labour, and the displacement of
labour by robots etc. in terms of a normal case of frictional
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unemployment. Neither of these solutions has substance in reality.
The structural unemployment which exists cannot be removed by
traditional means nor by the conventional instruments of Keynesian
economics. Structural unemployment is not purely an economic
problem. It is also the product of social changes and of changes

in the mentality which accompanied the transformation of old-style,
competitive capitalism into the new oligopolistic capitalism. The
amelioration, and eventual remeval, of structural unemployment
therefore involves much more than the extension of regulative
economic state intervention. It involves the pursuit of deliberate
policies to employ more pecple permanently in the public sector.
This, however, will unavoidably give rise to cultural developments
which are inconsistent with the survival of the capitalist era's
individualistic utilitarian mentality. It will deprive the economic
system of its traditional instruments for enforcing work discipline
the fear of unemployment - before new instruments, such as social
pressure and responsibility, may have time to mature fully. This
initial risk cannot be avoided because there is no other alternativ
The maximisation prineciple of individuals' utility will still be
there, but the present contradiction between its pursuit to meet
immediate selfish needs as distinct from its pursuit for obtaining
long-term social advantages will diminish.

There is nothing new in state intervention to promote
greater economic equity and ameliorate the consequences of
cyclical recessions. What is required is something different -

a deliberate policy aimed at achieving a transformation of
society by making full productive employment its first priority.
The difference between this and the conventional approach is the
reversal of order. Conventional theory stresses investiment as
the key to full employment; here it is proposed that employment
is not only necessary in the public sector, it is also the key
to soclally responsible investment in the private sector,

The struggle for economic revival itherefore is a
political struggle with important cultural ramifications. Room
for employment in the public sector is ample, (e.g. eduecation,
health care, housing, protection of the environment), and the
technological capacity is also present to produce the goods
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required to sustain the living standards in the industrialised
countries and to improve them with less and less labour. What

is missing is the political will to correct the distribution of
the national precduct - the will to alleow an increase in the share
of income from work and in the share of government in the national
product. Democracy can rectify this. It is for this reason that
the struggle for economic revival may well be a struggle to make
democracy meanigful once more. Trade unions must simply no longer
shun direct political involvement.
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CONFERENCE ON THE ROLE OF TRADE UNIONS IN THE COMING DECADE
November 20-22,1985 Maastricth. The Netherlands

THE GREEK TRADE UNIONS: Past experience,present problems,outlook
R. Fakiolas

The Greek Confederation of Trade Unions (GSEE),a founding member of
the International TU Confederation,was established in 1918, long after
the war of independence (1821)},the founding of the first unions (1879},
and the break out of many streiks, many of which ended up with violent
clashes with the police. All legal rights concerning TU activity were
guarantied by the new constitution of 1911.

The intensive interwar activity of the TU for higher pay,better
work conditicns and protection against unemployment was terminated or
forced to go underground during the Metaxas dictarorship (1936-1941) and
the German occupation (1941-1944), It started after the end of the War
(with the Greek communist party remaining illegal),to be suppressed once
again during the military dictarorship (1967-74)}.Since 1974 GSEE,by far
the greatest Confederation, h;s.gresémted legally all“political'affili_-_
ations inm its ranks. ‘

The main problems facing the Greek TU include: al)the great,although
waning number of independent craft unions (2500),industrial unions (800},
federations (88),local working centers (84) and confederations (5),

b} the financing through compulsory contributions of all employees, admi-
nistered by the state. ¢) the formulation and implementation of policies
based principally on political affiliations, d) the use of streik
activity without always exhausting first other legal procedures,e) the
excessive wage claims at a time when the economy has stagnated for five
consecutive years f} the relatiyvelly small interest for the unemployed
aﬁd j) the often misguided policy to preserve jobs, irrespective of
productivity considerations. :

The unions do not seem to have gained in influence or membership in
the last eight years, despite the legalisation of the Communist Party
(1974), the coming of the socialists to power (1981) and some improvement
in their internal organisation. Membership has Yemained to about one
third of the number of the employees (one sixth of the entire labour for

The foreseen economic and technological developements in the years
ahead indicate a balance of favourable and adverse factors for union
developments. But to increase or even to maintain present influence,
substantial change in attitudes secem to be indispensable.

National Technical University
Athens QGreece
August 1985



Konferenz iiber "Die Rolle der Gewerkschaften im nachsten Jahrzehnt”,
November 1%85. Maastricﬁt, Niederlanden
DIE GRIECHISCHEN GEWERKSCHAFTEN

Histerische Entwicklungen, Probleme, Perspektiven.‘l)

R. Fakiolas

1. Enlstehung und Wachstum. seit 1879.

2. Die organisatorische Struktur. 3. Die gegenwdrtigen Probleme.
4, Per Beitrag der Gewerkschaften zur Verbesserung der Lage der
Arbeitnehmer. 5. Ein Ausblick in die Zukunft.

1. Erfstehung und Wachstum .seit 1879 (2}

Die Entstehung® und Entwicklung der griechischen Gewerkschaften
ist vergleichbar mit der Entwicklung in anderen LEndern. Unterschied:
und. | Besonderheiten ergeben sich-dadurch, a) daB Griechenland seine
Unabhingigkeit und demokratische Verfassung spater als andere
europaische idnder; erlangt hat und b) daB die gewerkschaftlichen
Freiheiten wihrend der wiederholten und langen Diktaturperioden
eingeschri@nkt waren. Ein kurzer historischer Umrifi und die Darstellu
der crganisatorischen Struktur der griechischen Gewerkschaften sind
deshalb fiir die Diskussion ihrer Probleme und fiir eine Prognose fiir
ihre zu"kﬁnftige,Entwicklung notwendig. ' ,

von der Enlstehung der ersten Gewerkschaften bis.-Zun -Ende der
Militdrdiktatur (1967-74). Die ersten griechi” schen Gewerkschaften
enstanden 1879 ohne rechtliche Absicherung da erst die Verfassung
von 1864 zwar das Recht auf Versammlungs - und koalitionsfreiheit
garantierte, eine verfassungsméssig anerkannte syndikalistische
Freiheit - jedoch erst seit 1911 gegeben (sf . Trotzdem evisiierievy
bis zu dieser Peit viele Gewerkschaften und imselben Zeitraum brache
zahlreiche Streiks aus, mit oder ohne gewerkschaftliche Un’tfe\"‘sa‘afzug,
Damals wie auch spédter filhrten viele Streiks zu gewalt{&ﬁaen_ .
ZusammenstoBen: mit der Polizei, wobei Arbeitnehmer und Polizisten-

1) Meinen Dank méchte ich Frau Stella Kalogeropoulos und Frau Efi
Toannow - : fir ibren Beitrag zur Verbereitung dieser Arbeit
aussprechen ' :

2) S. Wentouris (1983} Hering et al. (1982), Kordatos {1976),

Fakiolas (1978), Ampelas {(1874) Jecchinis (1967), Dimitriou {1985),
Kukules {1984 '
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oder Scldaten verletzt oder getdtet wurden.

Im Jahre 1918 wurde die Allgemeine konfoderation der Griechischen
Arbeiter und Angestellten (GSEE) gegriindet; Sie wurde eines ger .
Griindunggsiiitgli~~zr &2c Internationalzn Gewerkscﬁaftsbunﬁes in
Amsterdam (1919) und des Internationalen Bundes der Freien Gewerks-
chaften (1949). Seit 1976 ist sie zudem Mitglied des Europiischen
Geverkschaftsbundes. 1918 wurde ebenfalls die Kommunistische Partei
Griechenlands (KKE) gegriindet, die bei Massenbewegungen, Streiks
und Protestaktionen vor allem in den Jahren 1925-1936 trotz geringer
Mitgliederzahl Exemplarisches leistete.

Die stark politische Orientierung der meisten gewerkschaftlicher
Tadtigkeiten und das Vorherrschen des Typus der Richtungsgewerkschaf+t
sind charakteristisch fiir die Zwisg?gg%giegszeit. Am Anf?ng der
20er Jahre stand die Spaltung der’'verschiedene politische Grupper

die 18929 bzw. 1930 zur Grindung von kommunistisch und
sozialistisch orientierten Gewerkschaftsbiinden filhrte. Wihrend der
groBen Arbeitskémpfe der 30er Jahre wurde die Wiedervereinigung
der drei Gewerkschaftsbiinde beschlossen;davaus enfslanddie GSEE .

Die erbitterten Arbeitskidmpfe in der ersten HiElfte des Jahres
1936 - 350 Streiks in 5 Monaten - gipfelten in blutigen Ausein-
andersetzungen wihrend einer grofen Demonstration von streikenden
Tabakarbeiten in Thessaloniki, die gdie gewerkschaftlichen'Gganisa-
ticonen aller Richtungen dazu veranlaBten, fiir den 5. August 1936
zum Generalstreik auwfzurufen. Das war flir Metaxas eine der Griinde,
am 4. August eine faschistische Diktatur zu errichten.

Wahrend der Diktatur (1936-1%41) gab es natiirlich keine freie
politische oder gewerkschaftliche Titigkeit, und Tausende von
Gewerkschaftlern befanden sich in Gefdngnissen, Konzetrations-
lagern oder im Exil. Dasselbe gilt auch fiilr die Zeit der deutschen
Besatzung {(1941-1944), wihrend der die Gewerkschaften jedoch eine
groBe Rolle in der Untergrundbewegung spielten. Bemerkenswert ist
der Kampf gegen die Rekrutierung von griechischen Arbeitskraften
zur Arbeitsdienstpflicht in deutschen Fabriken, die hauptsdchlich
Waffen, Minition und Kriegesvorrite herstellten. (Diklofuve, z"“"r)

Nach dem Ende des Zweiten Weltkrieges tagte 1946 der 8.
Gewerkschaftskongren und mitten im Blirgerkrieg im Marz 1948 der 9.
KongreB, der von den Sozialisten und den Kommunisten bovkottiert
wurde. Seitdem corganisiert der GSEE-Vorstand diese Kongresse
regélmﬁssig alle zwei bis vierJahre. Bis 1974 Xonnte die



- 3 -
kommunistische Partei nur unmittelbar an diesen Kongressen
teilnehmen, da sie illegal war.

Die Zahl der Mitglieder stieg in diesem Zeitraum weiter
an, und zwar hauptsdchlich durch die Massenorganisation der
Bauarbeiter, die gut organisiert und sehr militant wurden, sowie
auch der Angestellten der schnell wachsenden dffentlichen Unter-
nehmen, Kérperschaften und Dienstleistungsbetriebe

Die Entwicklung nach dem Sturz der Milit8rdiktatur. Die Milit&r-
diktatur (1967-1974) bildete einen neuen Einschnitt in der Geschi-
chte der griechischen Gewerkschaften, deren Freiheit widhrend

dieser Zeit stark begrenzt war. Wie in fast allen Léndern der Welt
wies die Volkswirtschaft vor der Olkrise im Jahre 1373 eine hohe
Wachstumsrate auf. Dennoch wuchsen die Realiﬁne langsam,wahrend
der letzten zwei Jahre ger Diktatur gar nicht. Die Arbeitslosig-
keit verringerte sich jedoch allmahlich, und 1972/73 herrschte
Vollbeschaftigung. (Fakiolas, 1974, §.36 £f, 136}

Nach dem Sturz der Diktatur strebten die demokratischen Regierungen
drei Ziele an: '
a) Alle notwendigen MaBnahmen zu treffen, um nach der kurzen,
aber tiefen Rezession in der ersten Balfte des Jahres 1974
die hohe Wachstumsrate wiederzuerlangen;

b} Die L8hne und Gehdlter schneller zu erhdhen als die Wachs-
tumsrate der Volkswirtschaft, um den Riickgang des Arbeits-
teils deslBruttosozialproduktS widhrend der Diktatur aus--
zugleichen.

¢) Die Vollbeschiiftigung beizubehalten. _

Wihrend des Zeitraums von 1974-1979 wurden alle drei Ziele er-
reicht; gleichzeitig mit einer Verbesserung und Ausdehnung der
Sozialpolitik des Staates. Die Wirtschaft wuchs 4,5% jdhrlich im
Durchschnitt, die Mindestl8hne uﬁ 6,5%, der durchschnittliche Lohn
um 6% und die Arbeitsliosigkeit betrug ca. 2,5% der Arbeitskridfte
{4-5% der. Arbeitnehmer).

1979 ist die Wachstumsrate um 3% gefallen, 1980 um 1,5% und 1981-
1983 um Null. Unter Druck (die Zahl der Streiks und die verlore-
nen Arbeitsstunden verdoppelten sich in den Jahren 1979/1980

, und 1981 war ein Hahijahr) g ab ’'die Regierung grofen Lohn-

{;—



forderungen nach. Reale Mindest- und Durchschnittslthne stiegen
1980 und 1981 um 3,5% bzw. 2,5% an, und zwar 2zu Lasten der Prei-
se (die Inflation stieg auf 25% im Jahre 1981 gegeniiber 18% im
Jahre 197B); das Defizit der Zahlungsbilanz erhdhte sich , und
die Profitabilitdt der Investitionen fiel steil ab. |

Die sozialistische Regierung, die 198l an die Macht kam, erhshte
die Mindestldhne bis zu 42% nominal und filihrte die ATA (automati-
sche Lohnanpassung) ein, die aber fii* mittlere- und hShere Lohne
nur einen beschriénkten Inflationsausgleich erlaubte. Die Real-
16hne stiegen jedoch um 4% im Durchschnitt an; aber viel weniger
in den Jahren 1983 und 1984, Das pro Kopf BIP ist im Zeitraum
1980-1984 um ca. 1,5% (0,3% jahrlich) angestiegen, und die Ar-
beitslosigkeit stieg steil zu einer BOhe von 6% der Erwerbstid--
tigen (ca. 12% der Arbeitnehmer) an. (NSSG, 1984, 1985, OECD
1985).

Die neue Regierung ersetzte dagc fiir das Funktionieren der Gewerk-
schaften wichtige Gesetz 330 durch das Gesetz 1264/1982, und da-
durch wurde die soziale Fiirsorge und die Staatswohlfahrt ausge-
dehnt. Aber 1983 war sie gezwungen , neue Beschrinkungen des
Streikrechts einzufilhren, und mehrmals ist sie in die Lage gera-
ten, die MAT {Polizeieinheiten Zur Bekdmpfung von Terroristen)

Zu verwenden, um den normalen Produktionsprozeﬁ zu gewdhrleisten.
Der Jahresbericht der Bank von Griechenland ist der Auffassung,
daB "wir lernen miissen, innerhalb unserer finanziellen Mdglich-
keiten zu leben," (Bank von Gr. 1985) und in seinen Erklirungen
vom Anfang August 1985 behauptete der Derektor der Bank Griechen-
lands, daB eine Modifizierung der ATA sehr niitzlich fur die
Drosselung der hohen Inflation (17% im Jahre 19285) wire (Tages-
zeitungen vom 10.8.1985) '

2. Die organisatorische Struktur

Aufbau., Der Aufbau der grﬁechischen Gewerkschaften ist drei-
stufig: a) Die Einzelgewerkschaften (ungefdhr 3.300), die iiber-
wiegend zum Typus der Berufsgewerkschaften gehéren (2.500) und
weniger h8ufig nach dem Prinzip der Betriebsgewerkschaften orga-

nisiert sind (800). b) Auf der zweiten Organisationsstufe gibt es



einerseits eine vertikale Organisationsform'(den Zusammenschlui
der Einzelgewerkschaften eines Berufszweigs zu einer nationalen
Foderation), und andererseits einen lokalen oder regionalen 2u-
sammenschluB von Einzelgewerkschaften zum Arbeiterzentrum (AZ)
einer Stadt oderReg¢ion, unabhidngig davon, welchem Berufszweig
sie angehdren. c) die Konfideration der einzelnen Fbderationen,
wobei es flnf solcher Konfdderationen gibt, deren grifBte und
mit Abstand wichtigste die bereits genannte GSEE ist. Ihr ge-
héren heute 76 Foderationen und 68 Arbeiterzentren an, auBerdem
aber auch Einzelgewerkschaften - ein Tatbestand, der zu organi-

satorischer Untibersichtlichkeit und zu Doppelvertretungen fiihrt.

Héchstes Organ derIBeamtenorganisationen ist seit 1974 die
"Oberste Leitung der Beamtenvereinigungen" (ADEDY), deren Aufbau
ebenfalls dreistufig ist. Die Beamten sind st3rker nach ihrer
-Dienststellenzugehﬁrigkeit.organisiert und sind nicht Mitglieder
der Arbeiterzentren. Ein Teil der Beamtenorganisationen hat 1976
ein anderes hbheres Vertretungsorgan gegriindet, und mehr als drei
Dutzend anderer Vereinigungen sind unabhdngig geblieben.

Organisationsdichte. Der Behauptung der GSEE nach (Phoni GSEE,
20.12.1983) sind 570.000 Arbeitnehmer Gewerkschaftsmitglieder -
weniger als ein Drittel der 1,9 Mio. Arbeitnehmer, die ungefihr
die Hdlfte der Erwerbstdtigen ausmachen. {(NSSG, 1985),Landarbei-
ter und Angestellte in kleinen Betrieben sind nur zu 10-20% or-
ganisiert, Bau- und Transportarbeiter in wesentlich hoherem Um-

fang, und die Beamten in den meisten d6ffentlichen Unternehmen -
eingeschlossen die Banken, die 2u mehr als 90% zum 8ffentlichen
‘Sektor gehdren - zu fast 100%. (Angaben des GSEE und der ADEDY
vom Juli 1985). Das entspricht im wesentlichen der Lage in den
meisten anderen Lindern Europas {(Riihle/Veen, 1983).

Die Kollektivvertrige, Grundsédtzlich werden vier Kategorien
von Kollektivvertragen abgeschlossen: a) der Allgemeine Natio-
nale Kollektivvertrag zwischen der GSEE und dem "Verband der
Griechischen Industrien" (SEB), in dem j&hrlich die allgemeinen
Arbeitsbedingungen und die Mindestldhne festgelegt werden. b) die
Nationalen Kollektivvertrige fiir die einzelnen Berufsgruppen -
c) die Regionalen Kollektivvertrége fir die einzelnen Berufsgrup-

pen in der Region und d} die Sonderabkommen, die zwischen den

Beschdftigten eines Betriebes ohne Berufsvertretung und dem Ar-



beitgeber abgeschlossen werden.

Der EinfluBR des Staates auf die Kollektivtarifverhandlungen
ist stark. Erfolgt keine Einigung zwischen den Vertragsparteien,
wird ein Zwangsschlichtungsverfahren eingeéleitet, dessen Ab-
schaffung die GSEE allerdings verlangt. (Phoni GSEE, 15.3.1985)

Die Gewerkschaftsorganisationen der Arbeitnehmer des Offent-
lichen Dienstes fiihren zwar Kollektivverhandlungen mit der Re-

gierung und haben das Recht zu streiken, kénnen jedoch keine Ta-
rifvertrdge unterzeichnen.

Arbeitgeber jdhrlich einen Tageslohn von allen Arbeitnehmern,
auch von den gewerkschaftlich nicht organisierten, einbehalt

und zusammen mit seinem Arbeitsbetrag an eine dem Arbeitsmin-
sterium unterstehende Institution des Sffentlicheén Rechts ii-

berweist, die 20- 30% der ihr aus dieser Quelle zufliefenden

Einnahmen den Gewerkschaften direkt zuteilt.

3. Die gegenwdrtigen Probleme

Die Probleme der griechischen Ge@werkschaften ,deren befrie-
digende Losung ihre zukiinftige Entwicklung bestimmen wird, lassen
sich in drei Kategorien einteilen: a) Organisatorische Probleme,
wie z.B.: die groBe Zahl der gewerkschaftlichen Organisationen, .
die 2Zwangsfinanzierung, die niedrige Ausbildung der Funktionire
und der Mangel an statistischen Unterlagen zur Schaffung einer
realistischen Politik., Sie spiegeln die organisatorische Schwiche
der griechischen Wirtschaft und Gesellschaft wider und kdnnen
allmihlich ge?ﬁst werden. Wesentliche Fortschritte sind schon in
den letzten 11 Jahren gemacht worden. b} Probleme verschiedener
Natur, wie z.B. parteipolitisché Abhéngigkeit und ilbertriebene
Forderungen,c) Probleme, die mit derjatigkeit des Staates und der
Struktur der Unternehmen- wie auch mit der Aktivitit verschiedener
sozialeg Gruppen und der Regierung zu tun haben. Die letzten zwei
Kategorien von Problemen sind eher schwer zu bekdmpfen und sind .
von entscheidendem Belang fiir die Zukunft der Gewrkschaften.
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wiegen die berufsstindischen Organisationsformen gegeniiber dem
Industrieprinzip, was durch die sukzessive Entwicklung der Indus-
trialisierung immer gr8Bere Nachteile mit sich brihgt, und zwar
aus folgenden Griinden: a) Aufgrund des Zuwachses der berufsbe-
zogenen Spezialisierungen ist auch die Zahl der fachspezifischen
Verbdnde erheblich gestiegen, so daf die Arbeitnehmer einer be-
trieblichen Einheit verschiedenen Gewerkschaftsbiinden angehdren.
Diese Fragmentieruné fiihrt zu einer Entfremdung innerhalb des

gleichen Arbeitsbereichs. b) Die gestiegene Zahl der Verbdnde er-

Die organisatorische Struktur. Wie bereits dargestellt, iiber-

schwert die kommunikative und damit auch die kdordinierende Ver-
sténdigung zwischen den fachspezifischen Gewerkschaftsorganisa-
tionen, zumal ihre Mitglieder in mehreren Produktionseinheiten
rdumlich verstreut sind. c¢) Die organisatorische Vielfalt ist
die Bauptursache fiir die Enstehung von Antagonismen zwischen den
Verbanden mit verwandten Berufsspezialisierungen, die auf eine
kontinuierliche und einheitliche Gewerkschaftspélitik hemnmend
wirken., Die Pluralitidt der Verbinde zwingt jeden Arbeitgeber,

mit verschiedenen Verbinden der zahlreichen Gewerkschaftsorgani-
sationen zu verhandeln (Wenturis, 1983).

bzw. der Funktiondre.der. Gewerkschaften war bis vor einigen.
Jahren fast inexisteht: Sie beschrinkte sich auf wenige Semi-
‘'nare, meist in Zusammenarbeit mit internationalgn Organisatio-
nen und die Verdffentlichung weniger Bilicher und Feuilletons.

- Von 2-3 Angestellten gesammelte statistische baten waren fiir
die Verhandilungen der GSEE mit dem Staat z.B. mit den Verb#nden
der Arbeitgeber unzureichend. Die Verbesserung der Situation
seit der Sturz der Militirdiktatur (1974) und der. Griindung 1982
eines’Stétistiscﬁgn- und Forschungszentrums (KEMETE) im Rahmen
der GSEE ist.hoch nicht zufrieaenstellend.ﬁih Zeichen dafiir ist,
daB bis heute an den griechischen Hochschulen immer noch keéin
Fach fiir Okonomie der Arbeit und Arbeitsverhiltnisse gibt.



Diktatur von 1937 eingefiithrt und gilt, mit gerlngfuglgen Ande-
rungen,; bis heute, trotz der starken Kritik und der systema-
tischen Abschaffungsversuche. Die Tatsache is%fv?nﬂlf_ﬂ: bei einer
Abschaffung der Z%wangsfinanzierung ohne griindliche und lang-
fristige Vorbereitung wiirden die Parteien an der Stelle des
Staates einzutreten versuchen, und die Gewerkschaften wiirden

weniger unabhidngig als heute sein. Wie in aller Ladndern sind

in Griechenland die extremen Par; Llen{ linke sowje rachte}
.. WY & P4 AM?'W-*Q
am besten organisiert un _ruLchen ole Finanzxerung der Gewerk-

schaften zu iibernehmen.

Wihrend der Militirdiktatur hat ILO die Regierung kritisier:
weil sie die Politik der Gewerkschaften durch das System der
Zwangsbeitrige beeinflusste. Und, wie jedes Jahr, verlangte sie
Anfang 1985 die Abschaffung der Zwangsbeitrige. . Die griechisch
Regierung musste noch einmal erkléren, warum dieses Problem noch
nicht geldst war, obwohl die Verdnderung des Systems seit 1982
in dem k&llektivvertrag zwischen GSEE und SEB vorgesehen war
(Phoni GSEE, 20-12-1983).

Die Lohnpolitik. In jiingster Zeit herrscht in den Industrie-
lindern unter den meisten Okonomen, Politikern und auch Gewerk-.
schaftlern die Auffassung, dap fiir die weitere Belebung der
Investitionen und dig. Schaffung neuer Arbeitsstellen, die Ge-
winnsteigerung der Unternehmen durch die Steigerung der Produk-
tivitd#t und sogar durch Arbeitnehmeropfer unentbehrlich ist.

Der OECD nach scllten Lohnerhdhungen nur bei Vorhandensein einer

betrichtlichen 2Zunahme des Nationalen Einkommens vergenommen
werden (OECD 1985, vgl. Der Spiegel 16/1985)}. - '

In Griechenland ist das Gegenteil festzustellen: die Gewerk-
schaften unterstiitzen fast jede Lohnforderung chne Riicksicht
auf die Lage der Wirtschaft, die,wie schon erwahnt, sehr schlecl
aussieht. Das pro Kopf Einkommen ist seit 1979 nur ca. um 2%
gestiegen, die industrielle Produktion sowie die Sachinvesti-
tiomen sind um etwa 10% gefallen, die Schulden im Ausland be-
tragen ca. % des BIP, das externale Defizit ist 1984 um 6% des



BIP gestiegen und bei der Verarbeitungsindustrie sind grofie Ver-
luste zu verzeichnen {(NSSG, 1985, OECD 1985, ICAP 1985)

Tabelle 1

Gewinne (Verluste) der 100 grdpBten Industriebetriebe 1975-1983
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Quelle: ICAP "Greece in figures", 1985

Die GSEE hat mehrmals erkl&rt, daf keine Rede von einer Ver-
dnderung degﬂwbutomatischen Lohnanpassungj sein kann (Phoni
GSEE, 31.7.1985).Und die Kollektivvertrige bestimmen.Edﬁhmg der
Ldhne und Erweiterung der staatlichen Wohlfahrt, die der Wachs-
tumsrate der Wirtschaft nicht entsprechen. Deshalb bleibt die
Inflationsrate sehr hoch{17% im Jahre 1985) drémal hdher als in
den anderen Li#ndern Europas im Durchschnitt{(OECD,1985). Ein
Drittel der Arbeitnehmer sind bei privaten Unternehmen, Kdrper-
schaften, Betrieben und Diensten des fffentlichen Sektors beschaf-
tigt oder von ihm direkt abh&ngig. Das bDefizit dieses Sektors
schdtzt man zwischen 20-30% des BIP.

Die 1angfristige Stagnierung der ariechischen Volkswirt-
schaft hiatte auf dem Gebiet der Lohnerﬁﬁmngen einschréankend
ﬁirken niisser® In denletzten sechs Jahren ist jedoch das reale
Einkommen der niedrigen Schichten zwischen €% und 20%-gestiegenr
je nach Lohnniveau der Jeweiligen Einkommensschicht . Dies
passierte zu Lasten des Einkommens einiger (nicht aller) der
obersten Qualifikationsstufen der Arbeitnehmer-~ bis zu 25% fiir
die gut bezahlten Techniker, Wissenschaftler und Verwaltungs-
angestellten~ der Gewinne, die?n viélen Bereichen der Wirtschaft
im Durchschnitt Null oderhegativ sind, 3i£ Vergrosserung des De~
fizits des Gffentlichen Sektors, das nach verschiedenen Berech-
nungen 20% bis 30% des BIP ausmacht,und das steile Anwachsen
der Schulden im Ausland, die heute ca. 50% der BIP betragen,ﬂﬂd

¢LCV\£Q 0 eve TOEQ@ dauov\

1. Schon im Jahre 1923 hatfen viele grlechlschen Foderationen den

Vorschlag gemacht,die Ldhne um 25-30% zh'kﬁrzen,um auf diese Art
und Weise die Inflation und die Arbeitslosigkeit zu bekampfen
(Wenturis 198B3).
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Ohne Zweifel entwickelt sich in allen Lindern langfristig
die Tendenz zur Verringerung des Unterschieds zwischen hohen
und niedrigen LBhnen, sowie zur Senkung des Anteils der Gewinne
an BIP. Dies sollteﬁéédoch auf keinen Fall auf Kosten der Anreize

fir zunchmende Bemiihungen und unternehmerische Initiativen

vollziehen
Sowohl einfachen Gewerkschaftsmitgliedern als’ . auch

nicht organisierten Arbeitnehmern ist fiir den Fall, daB sie auf
ihr Streikrecht zuriickgreifen, um ihre Lage zu verbessern, kein
vorwurf zu machen. Die Regierungssprecher und die zustdandigen
Minister versichern schon seit drei Jahren, daf ausreichende
Indizen fir ein erneutes wirtschaftliches Wachstum existieren
und daP man sich keine Sorgen um die Zukunft der Wirtschaft
machen sollte. Manchmal wird die Forderung laut, dab die Ar-
beitsproduktivitdt gesteigert wexrden silte, wie im Bericht der
Bank Grjechenlands(Bank of Greece 1985). Bald werden sich

- A f * die optimistischen Stimmen durcﬁgétzl .

Die Streiks,{m letzten Jahrhundert streikten die Arbeitnehmer
fast ausschlieBlich gegenidie privaten Unternehmen,die die
negativen Folgen eines fiir die Arbeitnehmer erfolgreichen
Streiks zu tragen hatten, welche sich allerdings

entweder nur gering-
fiigig oder gar nicht auf das Funktionieren der Gesellschaft
ausvirlten. In den modernen Gesellschaften ist ca. ein Drittel
der Arbeitnehmer direkt oder indirekt im Uffentlichen -
Dienst beschiftigt,und fast jeder Streik beeintrﬁchtigf'die
Arbeit und das Leben von vielen Beschiéftigten und Konsumenten,
weil fast jeder Betrieb v&llig abh&ngig von vielen anderen
ist. Deshalb sollten die Arbeitnehmer erst alle anderen
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Moglichkeiten fir die Befriedignug ihrer Anspriiche aus-

schopfen, bevor sie sich fir einen Streik entscheiden.

Viele von den Funktiondren des GSSE, das Arbeitsmini-
steriums und auch viele Forscher der griechischen Gewerk-
schaftsbewegung vertreten die Ansicht, dal eine groBe Zahl
von Streiks,die seit 1974 auBgerufen wurden, zu vermeiden
gewesen wéren; die aufgestellten Forderungen hatten
erfillt werden kOnnen, wenn die Gewerkschaften mit mehr
Einsicht und Flexibilitdt in ihrer Verhandiungstaktik
statt nur mit ideologisch motivierter Radikalitit vor-
gegangen waren. (Wenduris, 1983, Fakiolas, 1978, Phoni
GSEE, 28/1/1985)

Die Organisatorische Struktur der Gewerkschaften hat viel
mit der Streikaktivitdt zu'hnhdehn dieOrganisationen der
ersten Stufe bediirfen beim Beschluffi von Streiks nicht der
Zustimmung der Foderation en und der Arbeitszentren. Das-
selbe gilt auch fiir digusiganisationen der zweiten Stufe,
die unabh&ngig von den’schaftsbiinden Streiks ausrufen
kénnen . 1Im gegensatz zu den politischen Parteien k&nnen
deshalb die Gewerkschaften der ersten Stufe ebenso oder
sogar mehr Macht aussiiben als die Organisationen der hoheren
Stufen. Unter dem gegen_wartigen organisatirischen System

ist allerdings unter den Mitgliedern sehr schwer Diziplin
zu schaffen.

Selbst die Mehrheit des Exekutivkomitees der GSSE, die seit
1982 auf der politischen Linie der PASOK 1iegt, ist nicht

in der Lage, Streiks zu vermeiden, flir die sich die Minderhei
ausgesprochen hat. Ein solcher Streik brach z.B. im Januar
1985 aus,drei Tage pach dem AbschluB eines Kollektivvertra-
ges zwischen GSEE und SEB, der LohnerhShungen und institu-
tionelle Veranderungen vorsah. Den Beschluf fiir diesen
"Gemeinsamen Streik" hatten 11 F&derationen und 16 Arbeits-
zentren gefafit. (Phoni GSEE,28/1/1985)
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Streiks brechen sogar auch am 1. Mai jedes Jahres zur
Feier dieses Arbeitertages aus,obwohl er seit Jahrzehnten
ein bezahlter Feiertag ist, (mit doppelter Bezahlung
aller Beschéftigten;die an diesem Tag arbeiten miissen):
die meisten Streiks brechen in den Betrieben des dffent-
lichen Sektors aus.

Die Zahl der verlorenen Arbeitsstunden ist zwar nicht sehr
hoch (Tabelle 2); die Niederlegung der Arbeit schadet
jedoch der VclkswirtschaftIbesonders dann wenn Schliissel-

f
betriebe davon getroffen werden.

Tabelle 2

Zahl der Streikenden.und der verlorenen Arbeitsstunden

Jahre Streiks ' Streikende Verlorene
Arbeitsstunden
1975 142 46374 1743353
1976 | 947 300.753 6145245
1977 569 559858 9643823
1578 616 471305 7406087
1979 588 1262403 12255273
1980 726 1407821 20933500
1981 166 401757 : 5690988
1982  Bss 348881 9218614
1983 675 224315 3881829
1984 462 155321 . 3350331

Queile: Arbeitsministerium (Phoni GSEE, 12-2-1985)

Anmerkung: Der GSEE nach sind nicht alle Streiks in der Tabelle
aufgefihrt (Phoni GSEE, 15-2-1985)

Die meisten Streiks,die seit 1974 ausbrachen sind ohne reale
Rechtfertigung weil wie schon erwéhnt'alle Regierungen nach dem
Sturz der Militdrdiktatur im Jahre 1974 die Umverteilung des

Einkommens zugunsten der Arbeitnehmer vorgenommen und sich den
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Argey der Arbeitgeber zugezogen haben. Bereits in den Jahren 1%75-
1976 sprachen die Arbeitgeber von der "Sozial-mania” der damals

rechtsgerichteten Regierung.

Die Einstellung zur Arbeitslosigkeit.Da die Gewerkschaften dazu

neigen, die vorhandenen Arbeitsbedingungen efhalten zu wollen,er-

wecken sie heute den Verdacht, sich zu einer konservativen Macht
entwickelt zu haben.

Unter dem dewzeitigen Druck durch Verhdltnisse auf dem Arbeits-
markt sieht sich auch der Staat gezwungén die Rolle der Flirsorge-
institution zu iibernehmen und stellt méglichst viele Beamte ein,
um der Arbeitslosigkeit entgegenzuwirken,obwohl der Staatshaushalt
grofle und zunehmende Defizite aufweist und die marginale Produkti-
vitat der zusdtztlichen Arbeit sehr niedrig oder gleich Null ist.

Dem OECD nach sind Anpassungsprozesse hinsichtlich den neuent-
standenen Verhidltnissen auf dem Arbeitsmarkt zu fordern. MaBnahmen
die zur Ethaltung von bestehenden Arbeitsplitzen, getroffen werden,
vermindern allerdings die Schaffung von neuen Arbeitsplitzen bei
Tdtigkeiten mit hohen Risiko)wﬁhrend hohe Mindestldhne die
Steigerung der Beschdftigtenzahl und die Busbildung und Qualifizie-
rung besonders Jungendlicher einschrinkt. (OECD,1985)

Die Gewerkschaften schlagen zwar verschiedene MaBnahmen
zur Bekidmpfung der Arbeitslosigkeit vor meistens Arbeitszeit-
verkiirzung und zahlreiche Restriktionen zur Erschwerung von Ent-
lassungen. Es gibt aber wenig Einigung dariber, auf welche Art
und leise die Kosten dieser Politik verteilt werden sollen. Unter
Druck hat die Regierung in den letzten drei Jahren Duzénde von
iiberschuldeten - Grofunternehmen vergesellschaftet um die Arbeits- .
stellen sicher zustellen. Vor einigen Jahren waren alle diese
Unternehmen noch sehr effektiv.Jedoch wegen éteigender Kapital
Energie-~und Arbeitskosten sowie der abnehmenden Nachfrage und der
sinkenden Preise der Exportprodukte sind sie allwmdhlich "proble-
matische"” geworden und ihr Fortbestehen erfordet bereits immer
grdBere Subventionen. Aber es gibt Kein Indiz dafiir daps die
Gewerkschaften genligend Einsicht flir die Wichtigkeit der Produ-
ktivitdtssteigerung dieser Unternehmen aufbringen werden,
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Das gleiche gilt auch flir die Arbeitszeitverkiirzung
Die Bavarbeiter z.B, haben beschlossen die 35 Stunden Woche ein-
zufithren, obwohl diesbeziiglich kein Keollektivvertrag existiert.
Das Arbeiisministerium hat diesen BeschluB fiir illegal erklirt:
Gie Bauiirmen skzeptieren ihn, allerdings nur im Zusammenhang
mit dem Lohnausgleich. (Phoni GSSE, 5/7/1985)

Parteipolitische Abhdrngigkeit Jeder der drei
'wichtigsiten Yligel &€r GSEE, die den gropen polw:

echen Parteien verbundeh £ind, beurteilt die Jeweilige Politik

der Regierung entsprechend der Einstellung zu der Partei, @ie

- gerhde en der Macht ist, und nicht nech sachlichen Xriterien,

Bei Jeden Regierungsvechsel Endert eich deshaldb auch die Polit:

Jeder gewerkschaftlichen Gruppierung, und dem nicht organisier
Arbeitnehmer oder den einfachen Mitgliedern der Gewerkschafte;

die nicht militent oder fanetisch sind, K11t es schwer zu ver
stehen, daf sich die gewerkscheftliche Politik Endert ohne
eine entsprechende igderung der Regierungspolitik,

Klirzlich lesuteten dse Mitteilungen der GSEE, die -~ enders sls
in den yromanischen LEndern Europes, wo es Richtungsgewerkschaf:
binde gibt - gesetzlich berechtigt ist, fir alle Arbeitnehmer
des priveten Sekiore zu sprechen: "Wir befinden ung in einper
‘entscheidenden Zeit euf dem Weg, den unser Volk und die Arbedt:
klasse seit Oktober 1981 eingeschlsgen hntupd ﬁﬁiﬁgftekutivkom

L begrit den Sieg der Erifte des Wanfels bei den Wehlen vom 2.0

1985, der den Willen der Arbeiterklasse und des gangen Volks g
Legalitkt, Yortschritt, Yrieden und sozizlen Wan&el rejgt. "
(Proni GSEE 15.2.1985 und 15.6,1985) Aber bel den Perlementse
wehlen vom 2,Juni 1985 bekemen die rechte Partei Ger ND 41% de:
Btimmen, die kommunistischen Perteien 12% und Paeok 46%, Die
ErklErungen iw Femen “des gansen Vélkee" erhShen natlirlich des

- Ansehen der Gewerkschaften nicht,

Die Verblndung zw1schen Partei und Gewerkschaft stell
d1e Frage welcher Politik die Gewerkschaften folgen werden. Die
Folgende zweli Faktoren sind relevant:
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d.} Trotz gelegentlicher verbaler klassenktmpferischer Profilierung
und Jdeologisierung eigener Interessen ist die PASOK keine Klassen.
pertei, sondern eine Volkspertei,

Die staatliche Aktivit#dt in soziotkonomischen Belangen und die
Teilnshme von Gewerkschaften an potitischen Entscheidungeprozessen
sind angevachsen, Die PABOK #ieht sich a&ls Persei in Regiemumgse
verantwortung nicht in der Lege, alle an sie herangetragenen
Porderungen, auch der ihnen besonders nahestehenden Interessen=-
gruppen, zu befriedigen, |

ﬂjDie kommunistische Frektion der GSEE stiitzt zwar die sozio-
- bkonomische Reformpolitik, glaubt aber, daB eine begrenzte Ap=
zahl von kepitalistischen Monopolen das wirtschaftliche und
politische Leben des Landes domoniert, indem sie ihre Aktions~
instrumente mit denen des Stesates verbinden., Ihre gewerkschafte-
lichen Aktivisten sind fiberzeugt, daf sie die Interessen der
Arbeitnehmer grundsitzlich besser durch eine Demonstration der
eigenen, hdéufig spontan mobilisierten Kampfkreaft in.. den Betrieber
durchsetzen kénnen als durch langwierige Verhandlungen ihrer
Spitzenfunktioniére mit Vertretern von Unternehmerverbénden,
potitischen Perteien oder der Regierung.@ﬂeen IR ,1985, -
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Die zunehmende Aktivitdt deg Staates und der Unternehmer. Die
staatlichen Aktivit&ten in Griechenland haben eine Anzahl syndi-

kalistischer Funktionen ersetzt, insbesondere nach 1974.

Sozialpolitische Ziele und/oder Tdtigkeitsfelder, wie z.B.
sozlale Filirsorge, Ausbildung, srztliche und Krankenversorgung,
die sich vor wenigen Dekaden noch in einem primitiven Zustand
befanden und die Hauptziele und Funktionen der syndikalistischen
Tatigkeit in Griechenland bildeten, sind heute ausschiieBlich in
den staatlichen Bereich verlagert worden.

Die Arbeitslosenunterstilitzung liegt im Kompetenzbéreich der
"Anstalt fir die Beschaftigung des Arbeiterpotentials" (QAED),die
der Rechts- und Fachauf sicht des Arbeitsministeriums unterliegt.
Khnliche juristische Formen weisen auch die "Sozialversiche-
rungsanstalt® (IKA) mit 3 Millionen Mitgliedern,die Anstalt fiir
Arbeiterwohnungsbau” und das "Haus des Arbeiters"auf.

Ein weiterer, wesentlicher Bereich staatlicher Sozialpolitik
schlieBlich ist der gesetzlich verankerte Kindigungsschutz der
Arbeitunehmer, der den Arbeitgebewn. nach eine "quasi Dauerbeschifti-
gung" der Arbeitnehmer garantieren und eine rationelle Organisation
der Produktionsstatten erheblich erschweren.

Unter diesen Gesichtspunkten betrachtet, hat der Beitrag der
griechischen Gewerkschaften innerhalb dieser Bereiche syndikali-
stischer Politik im Vergleich zu friiheren Epochen merklich nach-
gelassen. Mehr noch: Durch die Entwicklung einer entsprechenden
staatlichen Aktivitdt, auf die oben verwiesen wurde, sind die
syndikalistiscihen Aktionen in diesen Bereichen reduziert worden.
(Wenturis W. 1983)

Eine gewerkschaftsfreundliche Regierungspolitik kann die
Stellung der Gewerkschaften schwdchen und ihr Prestige beeintri-
chtigen, auch wenn das Gegenteil beabsichtgt ist. Gesetze, die
einseitig die Gewerkschaften und ihre Mitglieder begiinstigen,
konnen sich in dieser Weise auswirken. Dazu gehdren gewift die
gewerkschafftlichen Immunitdtsgesetze, die auch in vielen anderen
Lindern gelten und die viele Debatten Mrvorgerufen haben. Die
Substanz dieser Gesetze ist, dafl die Arbeii jeber keinen Verlust
vermeiden kénnen, wenn der Arbeitsvertrag die Bedingunc wrfaBs:,
daB die Arbeitnehmer fiir bestimmte Zeit und L8hne arbeiten sollen.

(Grut11984).
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Die grofen Unternehmen haben auch besondere Abteilungen
geschaffen, deren Aufgabe es ist, sich mit Problemen und Klagen
der Arbeiter zu beschiftigen. Eine Umfrage von Daniel Milward
in GroBfbritannien hat gezeigt, daB die Gewerkschaften sich
meinstens fir Lohnerhdhung und die Verkiizung der Wochenarbeitszeit
eipsetzen, wihrend die Beschiftigten steigenden Druck ausiiben,um

unabh&ngig vonden Kollektivvertrigen mehr Beratung und Infor-
mation zu erhalten. Die Arbeitgeber reagieren auf diese Bediirf-
nisse: Informationsgruppen, Abteilungsbesprechungen, Arbeits-
gruppen und "qualitﬂ%ircles" sind inzwischen weithin eingefiihrte
Verfahren zur Mitwirkung der Angestellten und dem Rustausch von
Informationen zwischen Managern und Arbeitnehmern, (Roberts,1984)
In Griechenalnd ist, einer der aktivsten Verbinde in den letzten
10 Jahren der Verband der Vorstdnde der Personalabteilungen,die
es in allen grossen Unternehmen gibt. Alle Mitglieder dieser
Verbdnde sind Angestellte, deren Aufgzbe es ist, die Probleme

zwischen Management und Personal zu l1l8sen.

Konflikte mit der Regierung und verschiedenen sozialen Gruppen.
Die griechischen Gewekschaften haben dhnliche Probleme mit der
Regierung und anderen sozialen Gruppen wie die Gewerkschaften

in anderen Lidndern. (Otto/Leminsky,1975, Ruhle/Veen 1983,Rcberts,
1984). Die traditionelle Einstellung der griechischen Gewerkscha-

ften in Bezug auf die Produktion entfremdet sie von anderen sozialen
Gruppen, filir die die Okologischen Probleme und Fragen der Lebens-
gualitdt im Mittelpunkt stehen, Wenn aber die Gewerkschaften sich
mit diesen Themen befassen, setzen sie sich dem Vorwurf aus, das

sie die Regierung zu ersetzen versuchen.

Wie in allen siideuropiischen L#ndern vertreten die griechischen
kommunistisch dominieften Gewerkschaften eine klassenkimpferische
Gleichsetzung der gewerkschaftlich repridsentierten Interessen des
"arbeitenden Volkes" mit denen der Gesamtbevdlkerung und geraten
auf diese Weise in einen grundsitzlichen Konflikt mit den parlame-
ntarisch-demokratischen Intitutionen. (Vgl. Veen H.J. 1983).

Die Beschidftigten in fast allen Offentlichen Dienstleistungsbe-
trieben (Elektrizit&tzwerke, Banken, Post- und Telefongesellschaft
u.s.w.) sind besonders einflufireich und machtig, und ihre L&hne und
Gehdlter sind in vielen F3llen hdher als das Einkommen anderer
Atbeitnehmer, die iber die gleichen Qualifikationen verfiigen. Die
Gewerkschaften unterstiitzen die Lohnforderungen dieser privilegierten

Gruppe, was ihrer Forderung nach Gleichberechtigung widerspricht, ‘



-18-

Hiufig ist die Politik der Gewerkschaften inkonsegquent,
Wihrend sie einerseits die Planung fiir die Erlangung oder Erhal-
tung der Vollbeschidftigung und die Entwicklung der humanen
Ressourcen begiinstigen, sind sie andererseits gegéndie Planung
fiir Lohnerhdhung und Verbesserung der Arbeitsbedingungen seitens
der Regierungen, Sie sind flir Gesetzem die die Tétigkeit der
Monopole beschrénken ungd fiir eine Politik, die die Schwankungen
der Volkswirschaft einzuddmmen versucht, aber sie kampfen gegen
derartige Malnahmen, wenn sie den Arbeitnehmern schaden (z.B.
Steuererhdhungen, Beschriankung von Wohnungsdarlehen}. Sie sind

gegen MaBnahmen,Cle die Tdtickeit aller Monopole: einengen,
sofern davon auch die Gewerkschaften betroffen sind. (Vgl. Lester
R.1964, s. 602, 606) Aus welichen Griinden, so ist zu fragen, sollen
die Gewerkschaften von Beschrinkungen, denen die Monopele unter-

liegen, ausgeschlossen werden'? {(Robbins, 1974).

4. Der Beitrag der Gewerkschaften zur Verbesserung der Lage der

Arbeitnehmer.

Um die Zukunft der Gewerkschaften voraussehen zu kénnen,ist
es niitzlich, ihre Leistungen zu iiberpriifen. Auch hier gibt es
Gemen.samKeiten mit det Situation in anderen L#ndern,

Positive Einfliisse. Ungefdhr ein Drittel der Arbeitnehmer

Griechenlands sind iiberzeugt, dass die Erhochung ihrey Lohne und
Gehidlter und die Verbesserung der Arbeitsbedingungen das Resultat
der gewerkschaftlichen Kampfe ist und dass die Gewerkschaften
‘ihre Interessen vertr eten und eine Schutzfunktion ausﬁben,was
ihnen ein Gefiihl von Indentitdt, Zusammengehdrigkeit und Macht
vermittelt. Durch ihre Gewerkschaft nehmen sie an wichtigen
betrieblichen Entscheidunésprozessen teil und beeinflussen auch
die allgemeine Politik der Regierung.

Da die Arbeitgeber und der Staat durch ihre COrganisationen
iiber groBen EinfluB verfﬁgen'mﬁﬁen die Arbeitnehmer ent-
spechend gut organisiert sein[damit die wichtige Frage geklart
wird,wie eine Steigerung {(oder Abnahme) der Produktion unter
Arbeitsldhnen, Gewinnen undkgtaatlichen Einkommen verteilt
wird.

Wie in anderen Landern Westeuropas haben sich die griechisch
Gewerkschaften nach dem zweiten Weltkrieg zu wichtigeﬂmﬁchtigen
und machtbewussten Faktoren des politischen Gesamtsystems entwicke
Thre Funktionsféhigkeit ist heute eine wesentliche Voraussetzung
fiir die Stabilitdt der wirtschaftlichewgozialen und politischen
Zielvorstellungen {vgl. Veen 1983)
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Die Verteilung deS Einkommens zwischen LOhnen und Gewinnen.
In allen demokratischen LEndern wird die Hﬁhe_der realen Lohne
grosso medo und im Durchschnitt von dem nationalen pro Kopf Ein-
kommen bestimmt. Keine Partei kann Wahlen gewinnen oder lange
dn der Regierung bleiben, ohne eine “gerechte" Verteilung des

Einkommens zwischen den verschiedenen sozialen Schichtenwwirt-
schaftlichen Gruppen zu gewdhrleisten. Aus rein wirtschaftlichen
Grinden gibt es Tendenzen zu Lohnerhdhungen der Arbeitnehmer,
die in modernen Produktionprozessen tewfre und empfindliche Werk-
zeuge benutzen,ilber hohe Qualifikationen verfiigen oder deren
Kategorie der beruflichen Arbeit knapp ist. Reale L&hne in
Portugal oder Griechenland z.B. betragen nur die Hilfte der LShne
in der Bundesrepublik Deutschland oder in Schweden, weil das pro
Kopf Einkommen in den letzteren L&ndern doppelt so hoch ist.

Der Arbeitsteil des Einkommens zeigt natiirlich einige Unter-
schiede = zwischen den einzelnen L#ndern und in manchen konnte es
in Folge einer Umverteilung steigen zu Lasten jener Gewinne, die
keine wichtige Rolle fiir die Ermutigung der Sachinvestitionen undé
die Einfiuhrung neuer Technologien spielen. Fiir betrichtliche
ErhShungen der realen Lthne ist jedoch die Steigerung des National-
eipnkommens unentbehrlich. Und in den Lindern des freien Marktes
ist diese Steigerung groBtenteils von verniinftigen Préfitanreizen
abhéngig.Wie schon erwdhnt, gab es im Laufe der letzten drei Jahre
der Milit8rdiktatur in Griechenland eine Umverteilung des Einkommen
zu Lasten der Arbeitnehmer,da keine ErhBhungen der Realléhne
vorgenommen wurden, obwohl die Wachstumsrate der Volkswirtschaft
séhr hoch war. Der Kampf der Gewerkschaften zur Erhﬁhung des
Anteils des Arbeitnebmereinkommens war dem nach gerechtfertigt
und stimmte mit der Politik der néchfolgenden demokratischen

- Regierungen iiberein. _
Einflufl auf die L&hne der verschiedenen Arbeitnehﬁergfuppen.
Der Einflup (A} der Gewerkschaften auf die Entliohnung der ab-

héngig Beschidftigten ist schwer'eihzuschétzenlweil es hiufig ein
Uberschwappen (spill over) von den L3hnen der GewerBschaftsmitglie-
der auf die_jenigen der Nicht-mitglieder gibt. Die Ergebnisse
fiir )\ varileren von -12 % (negative Ruswirkung) bis 66 % (stark

positive Auswirkung)}, je nach Gruppe der Arbeitnehmerlder Hthe
der Arbeitslosigkeit,dem Land und dem Industriezweig.

L9-L"
1.A=—L—‘t;l—'—: L9

nach dem Einsatz der Gewerkschaften und L” = Lohn der Nicht-

= Lohn der Gewerkschaftsmitglieder

Gewerkschaftsmitglieder vor Einsatz der Gewerkschaften.
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Jedoch die meisten Untersuchungsresultate zeigen folgendes:
a} Die Gewerkschaften haben die Macht, Lohndifferenzen herbeizu-~
tiihren. b} Die Lohndifferenzen zwischen Gewerkschafts- und Nicht
Gewerkschaftsmitgliedern scheinen um 50 groBer zu sein ,je hdher
die herrschende Arbeitslosigkeit ist und je stirker konzentriert
eln‘#irtschaftszwelg ist. Sie scheinen auch bei Facharbeitern und
Arbeitern h&her zu sein als bei den Angestellten., (Brinkmann, 1984
Bianchflower, 1%84.)

GroﬁetLohndlfferenzen bei den Gewerkschaftmitgliedern
koénnen auf die Dauwer nur beibehalten werden wenn sie von Arbeits-
produktlvithtserhohungen begleitet sind. Sonst schaffen die hohen
Lohne hdufig Gegeneffekte wie z.B. Betriebsschliessung oder Ym-
siedlung in andere Geblete oder L&nder. Kurzfristig kdnnen Arbeit-

- hehmer in einigen Betrieben h&here Lohne als ihre in anderen
Unternehmen beschaftigta1xollegen bekommen, wenn diese Betriebe

keine Mdglichkeit haben, ihr investiertes Kapital
vervenden.’

anderweitig zu

-—

-

Es gibt in Griechenland Anzeichen dafiir, daBIMarktgesetze und
Entscheidungen der Regierung, die unabhingig von Forderungen und
Aktionen der Gewerkschaften getroffen werden, in vielen Fdllen
eine griBere Durchsetzungskraft haben als der gewerkschaftliche
Kampf um Lohnerhdhungen und Verbesserung der Arbeitsbedingungen.
Betroffen davon sind u.a.: a) Die Buuarbeiter; sie haben wishrend
des wirtschaftlichen Aufschwungs {1850-1979) eine starke Erhdhung
1hrer Léhne erreicht. In den letzten sechs Jahren der wirtschaft-
11chen Stagnation haben ihre starken Streikaktionen jedoch micht

. dazu beltragen kénnen, -die Kaufhrafﬁ_lhrer Lohne . Zu erhalten, und
lgi:elne hohe Arbe1t31051gke1t 1n 1nrer Branche 20 verhindern. Dlese o

;Rﬂiktrwnen haben' aber Zur Eriangung einer hoheren Sicherhelt vor Un—
fallgefahr am- Arbeltsplatz und allgeme1n gunstlgerer Arbeitsbe-~
'dlngungen gefilhrt. b) Verschiedene Fachleute mit attraktiver Qua-
Jllflkatlon insbesondere im Bereich der Einfilihrung neuer Technolo-
gien (Mechanlker Ingenieure, Verwaltungsexperten sogar erfahrene
Kaufleute): Die normalerweise hohen Gehilter dieser Arbeitnehmer
werden vom Verhéltnls zwischen Angebot und Nachfrage bestimmt,

<), Haushaltsgehllfen. obwohl sie nicht gewerkschaftllch organls1er
;1}51nd *haben ihre Lohne seit den 50er Jahren aufgrund der Veranderung

der wlrtschaftllchen Lage un@ der sozialen Verh&ltnisse einen mehr
als zehnfachen Anstieg erfahren.
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Andererseits liegt im Vergleich dazu auch das Einkommen der
Angestellten vieler Hffeontlichor Unternehmen wesentlich liber dem
Durchschnitt, was aber zum groBen Teil durch gewerkschaftliche
Kampfaktionen erreicht werden konnte.

EinfluB auf die Einfilhrung neuer Technologien. wie in

anderen Lindern {(Breit,6.1985) so sprechen sie auch in Griechen-
land die Gewerkschaften fiir die Notwendigkeit aus, neue Techneolo-
gien einzufiihren.Der Koordinationsminister suchte ausl&ndische
Investoren mit den Worten zu ermuntern : " Obstruktive Gewerk-
schaftsmilitants und Widerstand gegen die Einfiihrung Technoleo-
gischer Verbesserungen ist dem Geist der griechischen Arbeiter
oder Gewerkschaften v6llig fremd." {Buck, 1978, s5.193.)

Jedoch bestehen die griechischen Gewerkschaften, wie die
Gewerkschaften in fast allen Landern, darauf, das bei Einfihrung
Arbeitssparender Technologien keine Entlassungen vorgenchmen
werden sollen. Das Gesetz, das die Entlassungen von mehr als 3 %
der Belegschaft zu Massenentlassungen erklidrt und verbiedet, wird
von ihnen nicht als ausreichend angesehen. Diese Einstellung
verhindert zwar kurzfristig eine Menge von Entlassungen, beein-
fluBt aber die Produktivitdtssteigerung negativ. Die niedrige
Brbeitsproduktivitit in der UASSr z.B. (ca. 45-50 % der Arbeits-
produktivitdt in den Entwickelten westlichen Lindern) ist
groftenteils dem Unwillen der Sovietischen Behérden zuzuschreiben
Entlassungen zu befihrworten. (Goldman,1985)

Auswirkung auf das wirtschaftliche Wachstum.Wie Rosenstein-
Rodan. (1966) argumentiert hat, ist es not wendig, eine Wahl zu

treffen, ob man mehr oder weniger von den dkonomischen oder den
sozialen Ziel-setzungen schnell oder langsamer erreiche will.
Auf einer niedrigeren Stufe der Entwicklung mag man gehtszwungen
sein zundchst der Vergréferung des Kuchens eine hdhere Prioritit
einzurdumen, als den kleineren Kuchen in gleichere Teile zu zer-
legen. Die LOsung dieses Problems erfordert ein Werturteil iiber
die relative Wichtigkeit der Einkommensverteilung und der Bildung
des Einkommens in kurz -und langfristiger Sicht.

Bei aller Vorsicht, die Berechnungen iiber die Verteilungs-
struktur im allgemeinen, aber besonders filir Entwicklungdlinder,
entgegengebracht werden mufl}, 18nt sich aus den vorliegenden
Unterlagen doch eindeutig ein Trend zZu einer Nivellierung der ur-
spriinglichen Unterschiede im Laufe des Entwicklungsprozesses
beobachten. (Uhlig 1975, =.352)
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5. Ein Ausblick in die Zukunft

Die Zukiinftige Zahl der ﬁitgliedschaft und der EinfluB der
griechischen Gewerkschaftbewegung wird von den Entwicklungen der

Bgschdftigungs- und Unternehmeni struktur und auch von den
Einstellungen der Gewerkschaften beeinfluft,

Verdnderung der Struktur der Beschdftigung und der Unternehmen
Die Stagnierung der Volkswirtschaft macht einige Arbeitnehmer mi-

litant weil sie nur unzureichende Lohnerhghungen erhalten kdnnen.
Sie hat jedoch einen Drosselungseffekt auf die gewerkschaftliche
Tﬁtigkeit,weil sie die Arbeitslosigkeit vergrifert bzw. auf einem
hohen Niveau erhalt (Breit 1985),

Wie schon erwéﬁnt pmachen die Arbeitnehmer in Griechenland
nur 49 % der Erwerbstdtigen aus (NSS8G, 1984, Volkszahlung 1981),
gegen 90 % in den Entwickelten Lindern. Dieser relativ kleine An-
teil wird zunehmend und ceteris Paribus wird auch die Anzahl der
Gewerkschaftler grdfer und ihr Einflup auf die wirtschaftliche und
politische Entwicklungen starker.

Auf der anderen Seite wird die Beschiaftigung von mehr
Jugendlichen,Teilzeitbeschiftigten Frauen und Leuten,die iliber eine
dkademische oder halbakademische Vorbildung vérfiigen zu keiner
wesentlichen Zunahme der gewerkschaftlichen Mitglied_ schaft fiihren.

Die Veridnderung des Beschiaftigungsschwerpunktes vom industriellen =
zun Dienstleistungssektor kann nicht. sehr -stark sein=56% der Beschi-
ftigten 'sind im Dienstleistungssek{or. Vielmehr ist die Crga-

. nisationsdichte gemischt : Hoch unter den Arbeitern der grofien
Industriebetriebe, K den Beamten und den Angestellten der Sfifent-
lichen Unternehmen:schwach aber unter den Angestellten der In-

dustrie,.sowie den Beschiftigten in kleinen privaten Unternehmen.

Die Einfuhrung neuer Technologien stdrkt die Gewerkschaften,
weil sie meistens arbeitssparend sind und demnach viele Arbelts-
plstze bedrohen und viele Qualifikationen entwerten. Aber sie
schaffen auch neue Stellen und elauben die Entwicklung neuer
Typen von qualifizierten Arbeitern;die ﬁberzeugf’sind dass die
Anpassung an die neuen Technologien eine neue Einstellung verlangt.
Das Managinent ist auch bewusst fiir die Notwendigkeit der Schaffung
von Arbeitsbedingungen, die ahnlich denen sind'die die"white-collar®
Angestellten genieBen (Roberts,1984 ,Econ. Tach, 27-7-1985, Mroczkowsk:
i984})
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Im verborgenen finden zahllose Kontroversen um die Gestattung
der Bildschirm-Tell-und Heimarbeit statt. Diese hat die tarditio-
nellen Trennungslinien zwischen Freizeit und ARbeitswelt aufehoben,
die Arbeitspliatze verlagert und nc-h dazu.sind dadurch die Arbeit-
nehmer isollierter worden. (Zerdick 1983).

Sogar in den hoch entwickelten Léndern ist jedoch die Bildschir-
arbeit noch geringfigig und nimmt sehr langsam zu. (Ballerstedt
1983). Dementsprechend ist die Kontroversen uUber ihren EinfluB auf
die Gewerkschaften von geringen Belang fiir Griechenland, das sich
in seienr Entwicklun%uﬁﬁtgelend hinter den Lé&ndern Westeuropas
befindet.

Andere Entwicklungen der Technolgeoie scheinen auch einen be%ze—
nzten Einflup auf die Struktur der Unternehmen zu haben. Die
Moglichkeit der kleinen Firmen zu iiberleben und sogar ihre Anzahl
zu vergrdperm durch Spezialisierung und Sub-contracting der groflen
Betriebe ist in Griechenland, wo der kleine betrieb herrscht, von
keiner groBen Bedeutung. Die griechische Industrie und das Handwerk
bestehen (1978) aus 128.988 Firmen, in denen 671.500 Personen
beschiftigt sind. C¢a 120.000 von diesen Firmen hoben eine Beschifti-
gungsgrdfe von weniger als 10 Personen (NSfG, 1984). Der Trend
von heute und wahrscheinlich auch der folgenden Jahre ist die Zunahme
der Beschiéftigungs _.grofe.

Politische Entwicklungen und die Einstellung der Gewerkschaften.

Trotzt Mitgliederstagnierung bzw. dem Mitsliederruckgang, bleiben,
die Gewerkschaften in Griechenland, wie in allen Lindern (Wunter )
1985) die groBte und schlagkriftigste Organisation des Landes, Fﬁf
ihre Zukunft ist es logisch zu vermuten, daB sie allmdlich ihre
Ldsung von Problemmen die in anderen LEndern schon gelOBt sind.
Das wird jedoch nicht ausreichen. Die niedrige Organisationdichte
(ca. 30% der Arbeitnehemr) zeigt, daB viele Arbeitnehﬁnﬁtan den
Gewerkschaften kein Vertraun haben. Um dieses zu erlangen,sollten
die Gewerkschaften ihre Politik verdndern, und dazu hdtten Sie von
der Erfahrung der Gewerkschaften anderer Lander vizl zu erlernen.

Jum ersten Mal in seiner Lange, Geschichte Wat Griechenland
seit 1981 eine sozialistische Regierung, die dieses Jahr flir eine
zweite vierjahrige Periode gewdhlt wurde, Im Jahre 1981 erhielt
PASOK 48% der Stimme und alle kommunistischen und linksgeiichteten
?ﬁrteien weitere 15% . Im Jahre 1285 waren es 46% filir PASOK und
13% fiir die anderen Fotizhrittlichen F%rteien.

Wahrend der ersten vier Jahre waren die Beziehungen zwischen
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der Regierung und den zwei “offiziellen" kommunistischen Partein
ziemlich gut, almihlich aber hat sich das Verhdltniss zu einer
scharfen Konkurrenz entwickelt. Im Jahre 1985 hat die "orthodoxe"
und mit groBem Abstand stdrkste kommunistische Partei einen groBen
Verlust erlitten und zwar eine Verminderung der Stimmen vom 12%
auf 10% . Dies kann als zeichen dafiir angesechen werden dafi PASOK
ihre Existenz bedroht.

Die Gewinne der PASOK unter den Gewerkschaflern waren auch sehr
iiberzeugend. Ihre Rnhﬁnger kontrollieren melir als zwel Drittel aller
Gewerkschaften, darunter GSSE, ADEDY und die anderen Pachorgani-
Eationen, wihrend die niedrigen und mittleren Schichten der Arbeit-
nehmer zufrieden zu?ein scheien aufgyynd der wesentlichen Lohner-
hBhungen {trozt der Stagnation der Wirtschaft), der Verbesserung
der ARbeitsbedingungen und der Ausdehnung der staatlichen Wohlfahrt.
Trozt allen diesen gifstigen Entwicklungen gibt es kein Indiz dafiir,
dap der Anteil der organisiertep Arbeitnehmer gestiegen ist oder der
Einfluss der Gewerkschaften zugenommen hat.

Plr die zukUnftigen Beziehungen 2zwitchen Regierung und Gewerk-
schaften ist es nicht wichtig, ob die Sozialisten lange oder
kurz an der Macht bleiben. Aus historischer und in gegenwdrtiger
Sicht sind die Beziehungen zwischen Linkspartei (en) und Gewerkschaft
{(en) hochst untersch1edllch Sie schwanken zwischen Konkurrenz und
Kooperation und sind gelengentlich auch dort nicht von Spannungen
frei, wo Gewerkschaft und Partei eng verflochten in dieselbe
Richtung maxchieren (Veen, 1983). -

Unter dem heutigen System der "gemischten® Wirtschaft, womit
‘ca. 85% der Wshler bei den letzten vier Parlaments_wahlen einver-
standen waren, solltendie Gewerkschaftsfiilhrer den anderen Gewerk—
schaftlern und den ilibrigen Arbeitnehmern erklﬁren'daﬁ

ihre real_€n Ldhne micht wesentlich erhéht werden kénnten,
wenn nicht auch das MNtionale Einkommen keine Erhdhung erfahren
wiirde. Und fiir diese Erhdhung ist die Zusammenarbeit zwischen
Arbeitnehmern, dem Staat und den Arbeitgebern notwendig . Eine
solche Erklirung wiirde viele ARbeitnehmer 2zu den Gewerkschaften
zie_hen, andere Jjedoch abstofien.

Es ist also klar, daf die Gewerkschaften ein doppeltes Ziel
haben miissen:- Fiir eine Einkommens_verteilung zu k&mpfen und M
Steigerunyg des Nationaleinkommens beizu_tragen. Obwohl es viele

Beispiele dafiir gibt, daB sie Bereitschaft zeigen, die Steigerunc

des Einkommens zu erlangen ,ist ihre hauptsﬁchliche Tatigkeit auf die
Umverteilung des Einkommens gerichtet.
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Summary

The "literature on union power uses the rate of organization as
its sole indicator. Section 1 of the paper distinguishes between
the concepts of union force, union influence and union power.
Union force is defined as a combination of factors concerning the
union movement itself, union influence as a combination of union
force and economic and political conditions union power as the
factual performance of unions. In order to determine the
usefullnes of the concepts and the degree of union power in the
Netherlands and Belgium changes in union influence are analyzed
in combination with changes in the part of Dutch and Belgian
national product allotted to labour, a rough indicator of union
power {(sections 2 and 3). In Holland economic conditions seem to
be most important as an ingredient of union influence; in Belgium
political conditions., Their working is described in section 4,
both separately and in combination with union force. In section 5
conclusions are drawn for the use ¢f the concepts involved and
for Dutch and Belgian union power in the 9¢°'s,

Content:
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l. Introduction
a. The general use of the concept of union power

The increasing amount of literature on the European welfare
state - and its crisis - has given rise to a number of compara-
tive studies in the field of social and economic policy making,
From another angle the literature on European corporatism has
studied the same field, focusing on union-employer relations at
the national 1level. 1In both approaches the role of the trade
union has been a central toplic and has encouraged efforts to
measure the power of trade unions.

In some c¢omparative research the power of the whole labour
movement has been studied, including both trade unions and scocial
democratic or all left wing parties. Wherever union power has
been -the main subject, however, most authors have agreed on a
single indicator of that power, the rate of unioconization.
Valuable though it might be for comparative research, to consider
the rate of unionization as an indicator of union power is at
variance with the accepted - or at least the general - use of the
concept of power. This forms a weak spot, not to say a weak
conceptual base of comparative surveys and could well undermine
their conclusions, even if the extensive use of quantitative data
lends them an appearance of methodological sophistication.

This paper is an attempt to clarify conceptual ambiguities in
the concept of union power by making a distinction between union
force and union power. Both concepts are applied to Belgium and
Netherlands in order to test the sense of the distinction.

b, Union power versus uniocn force
- the concept of power

The rate of unionization is an expression of the relative
numerical strength ¢of the trade unions, This relative strength,
however, offers no direct indication of the power of these
unions. In political science, power in generally considered to be
a relational concept, confined to power vis-a-vis a specific
petson, droup or nation, Ideally it is measured by the deyree of
adaption of that person's (group's or country's) behavior in the
direction desired by the person or group that exercises power.
" 8o, union power can be measured only with reference to what the
unions get accomplished in their contacts wlth employers, emplo-
vers' organizations or government.

This use of the concept of power requires a distinctien be-
tween the force of trade unions, of which their relative numeri-
cal strength is just one dimension, and the concept of power
which tells us whether that force has been applied and whether the
application has been successful. Union force can be a base for
such union power, but it is no more than that.

- Union force

The relative numerical strength of the trade unicns as indicated
by the rate of uniconization is a dimension of the overall force
of the unions. Not only these members count, but other factors as
well., A more adequate measure of the force of the national union
movement in a specific country should include at least the follo-
wing dimensions:



- numerical strength

~ degree of cohesion and

- organizational strength
A1l of these can be subdivided into some subdimensions (see
scheme 1)}.

The rate of unionization is a2 rather formal indicatien of
relative numerical strength. Small organizations with a high
mobilizationm potential might be just as forceful, i1if only
because they face smaller risks in case of a lost strike. This is
a significant difference between the French and the German union
system, for instance, tc¢ be taken into consideration by any
definition of union force. As wildcat strikes can endanger the
unions' position, the number of strikers involved should also be
included. The degree of cchesion at the central level can pass
without further explanation. Suffice is to say that divisions are
the more destructive where there is a strong competition for
members, for instance as exists in France, but much less so in
Holland and Belgium, where religions ties for 1long prevented
competition. Whereas one strong federation amidst some smaller
ones contributes to the force of the union, within federal orga-
nizations the predominance of one sector detracts from union
power. The small ones and the federation itself more easily act
as a countervailing power to that union. A large number of small
unions within a federation may pose problems of coordination, but
that point is treated under the heading ocrganizational strength.
Public sector unions also might diminish union power, as they are
not able to join in some kinds of private sector action,

Centralization is another characteristic of union force, as it
allowes coordinated action. Yet it should be measured ounly in
combination with the range of union activities, as that gives
some indication of the union grass-roots, and no organization can
hold out for long without them.

Scheme l: Union force of the national union system

dimension subdimension

numerical strength - rate of organization

- rate of the organized participation
in union action :

- rate of unorganized participating in
union action :

- rate of organized non-participating in
wildcat action

- rate of the unorganized participating
in wildcat action

~degree of cohesion - degree of monopolization among the or-
federal level ganized by one union federation
- degree of monopolization among the
nmobilized by one union federation
~ relative lack of mutual competition
for members among different federa-
tions
- degree of cocperation between federa-
tions

crganizational strength degree of extension of activities over
various levels (central, sectoral,
enterprise, workfloor}

- degree of centralization



-~ BUnion influence

Union force probably is a major determinant of union power.,
Without a strong power base the national union system would £find
it difficult to make a fist in its contacts with employers and
the state. 1Indeed, union force is the unicon's fist, a base for,
but not an indication of good performance in such a power rela-
tion. External factors also influence the power the unions can
wield with its union force. One of them is the force of the other
parties in the power relation. As this cannot be taken into
account in a short paper, the concept of power should be replaced
by that of union influence, or union's potential power. This
concept can be defined as the union's force in combinatien with
those conditions from outside the power relation that have an
effect on the position of the unions in that relation.

Two types of such outside conditions seem to be of primordial
importance, economic conditions and political conditions. For the
sake of simplicity the economic conditions can be summarized,
like they generally are, as the degree of economic growth and the
rate of unemployment. Until the early 8¢'s the latter might have
-been treated as the sole indicator of all economic c¢onditions,
but since then the two develop less simultaneously, As both of
them have diverging effects on union influence they should be
taken into account separately.

If politics matters, a major political condition seems to bhe
the compeosition of government, either with or without "unione
friendly" political parties, Contrary to the economic conditions,
however, this political condition only has a direct effect, It
does 'not influence union force which would also give it an in-
direct effect on union influence. The indirect effects are not
part of the research, however. The economic conditions -do have
such an effect, for instance on the numerical strength of the
trade unions (Scheme 1)

Scheme l: Union force, outside conditions and union influence

economic growth

upemployment
union force unien influence union power

government
composition

- Union power

Union power can only be measured by looking at the factual
performance of the unions in their relation with employers and
the state. If union force does make any sense it is because it is
a basis for union influence, but union influence does make sense
only if it leads to a factual improvement in the 1labour condi-
tions of the union members. As a shorthand for such improvement
will be considered the percentage of national income allotted to
labour. '

So, the research in this paper wil consist of
- a survey of yearly changes in union force
- a survey of yearly changes in economic and political conditions



affecting union influence

- a survey of yearly changes in the percentage of national income
alloted to labour, -as a measure of union power

- relating union force and union influence, each independently,
with union power.

c. The research

Chief aim of that research is to improve the notions of union
force and unien influence and to test their reliability and
validity. The research will be confined to Belgium and the
Netherlands between 1968 and 1980@. Some conclusion will be drawn
for the years until 1995,

Two gquestions have to be answered:

- Is there any anclogous change in union influence and in the
percentage of national income allotted to labour?
- Is the change in the distribution of income to be attributed to
the change in union influence?
Changes in union influence are defined as changes in union force,
in economic growth and unemployment, and in cabinet composition.
Economic growth is indicated by yearly change in GNP,
unemployment by yearly change in the rate of unemployment and
cabinet composition by the presence or absence of social
democrats in the cabinet which is in power in a given year. The
economic indicators are from UM- -data. The UN handbook
defines the percentage of national income allotted to labour as
the payments to employees, i.e. a) wages and salaries, b)
employers' contributions to social security provisions, and c)
employers' contributions to private pension, insurance and simi-
lar schemes (UN 1982: XV). In this paper this percentage is
referred to as Employees' Income Share (EIS}. )

In accordance with what has been stated about union influence
the following research outcomes might be expected: Changes in
union force and in economic growth lead to EIS-changes 1in the
same direction. Changes in unemployment lead to EIS-change in the
inverse direction. Cabinets with socialists lead to an  increase
in EIS, other cabinets to a decrease, But of . course the
developments might not only reinforce, but also oppose each
other .

2. Operationalization of union force.

A first glance at the dimensions in scheme 1 makes clear why
in most comparative research the rate of organization is used as
the sole indicator of union force. Most of the other dimensions
and subdimensions are very hard to operationalize and even
defining them already seems a difficult task. The simplest way to
include the variables of the table in an operationalization of
union force seems to treat them as qualifications which diminish
or enhance union force as measured by the rate of organization
only, That rate differs considerably for the c¢ountries under
survey. In the Netherlands it never passed the 4#%, in Belgium it
reaches over 70%. '

0f the first dimension, numerical strength, the rate of
organized and unorganized workers participating in organized
strikes 1is more difficult to estimate than the rate of organized
and unorganized participating in wildcat action. The number of
participants in such action possibly could be divided over the
organized and the unorganized 1in proportion to the rate or
organization. For the Netherlands and Flanders these
gsubdimensions do not seem very important, for Wallownia with its



more xregular unorganized action they certainly are, and diminish
the union force accordingly, at least to some extent.

The degree of c¢ohesion at the federal level is easier o
indicate. In both countries there are two or even more union
federations and until the fusion of socialist and catholic unions
in the Netherlands in 1976, the degree of monopolization was low,
In Belgium it is still low, in the Netherlands the FNV since 1976
has occupied a more monopolistic position in Dutch unionism,
which strenghtens the position of unions vis-a-vis employers and
the state. The lack of mutual competition reinforced the position
of Dutch wunions, since then monopolization has increased but
cooperation diminished, Belgian union federations have more mu-
tual competition and less cooperation. This makes their overall
score on the dimension "degree of cohesion, federal level"™ less
favourable than that of Dutch unions, which offers some compensa-
tion for the difference in the rate or organization.

The degree of cohesion at the sectoral level is decisive for
the unity within each of the national federations., 1In this
dimension there is not much difference between the two countries.
The industrial unions during most of the post war period have
been the largest constituent union in the federations, but they
never acquired a gquasi-monopolistic position like that of the
GCerman IG-Metall within the DGB.

In organizational strength there is a crucial difference be-
tween Belgian and Dutch unions., In both countries unions are very
centralized, though in Holland to a largexr extent than in Bel-
gium. Yet, the centralization in the Netherlands is one without a
strong base within enterprise, while in Belgium that level, and,
less so0 that of the workfloor, have been developed very well. To
the Belgian "syndicale gedelegeerde" there is no Dutch counter-
part, the Dutch "bedrijvenwerk™ started in the 60's but never
develeoped to such an extent as Belgian shop-floor and enterprise
unionism, This is a weakness which makes Dutch unionism much more
an affair of the union apparatus than unionism in Belgium, which
is more active at the grass-roots level,

Without going into detail for all dimensions as to their
operationalization and their working in Dutch and Belgian
uniconism, a conclusion might be that the position of Dutch unions
is feeble in rate of organization, buot it is reinforced by the
rather high -~ though far from complete - degree of cohesion at
the federal level. Belgian unionism has by far more force when
the rate of organization is taken into account. That force is
enfeebled by the attractiviness of wild cat actions, especially
in Wallonia and by the higher degree of division at the federal
level. Yet, Belgian unionism has a much stronger base than Dutch
unionism, in its enterprise- and workfloor activities.

3. Analysis.

a. Introduction remarks

Figures 1 and 2 show the data discussed in section 2 in a
graphical way. These graphics are the basis for further analysis
which looks for concomitances in yearly changes in developments
of the variables, 1I.e. the relative growth or decrease of EIS in
comparison to the like of union force, cabinet composition,
unemployment and economic growth.

In the analysis a one-year time lag is assumed between
developments in the parameters of union force and of economic
conditions and developments in EIS, The "power game", of unions,



employers' associations and sometimes also government is
generally played in the months November till March. The parties
concerned enter the game with knowledge of the relevant
sociceconomic and political facts per November lst ultimately.
Their decisions, however, become effective only after March, and
thus will be reflected in the data of that particular year.
Therefore data on union force and economic conditions of year (&t-
1) are related to EIS data of year (t). No time-lag is assumed in
case of cabinet composition. The colour of cabinet is only rele-~
vant during the monthes that the power game on EIS actually takes
place. So the analysis is based upon cabinet composition per
January Llst of the same year as to which EIS data are reported,
allowing for a few weeks in which a casual change of cabinet
composition might affect decisions on EIS.

b. The Netherlands

In the ©Netherlands, the rate of union organization 1is rather
stable, it oscillates around the 38%-mark, (cf figure 1lb). Its
stability greatly differs from the yearly development in EIS (cf.
figure la), which steadily rises during most of the period {(until
1975 in particular), but also shows some intervals of decline
{especially in the last years under consideration). The two seem
to be unrelated, which leads to the conclusion that the degree of
union power, reflected in the growth of EIS, cannot be explained
by a concomitant development in union force, as reflected in the
rate of unionization,

During most of the period, centre-right coalitions ruled the
Netherlands, social democrats being in office only in 1965-6,
1973-7 and 1981-2 (cf. figure lc). The largest increases in EIS
occurred under the rule of the centre-right {1960-3, 1968-71) and
centre-left (1973-5}) alike. The largest decreases occurred under
both political colours as well (1980-1 and 1975-6 respectively).
So cabinet composition seems to be unrelated to EIS 1in the
Netherlands. '

Average economic growth rates have declined, from 5% roughly
in the years before the o0il crisis of 1973-4, to an egually rough
2% 1in the years since (cf. figure 1d). 1In the former years of
fast growth, EIS development is one of a steady rise, which turns
into decline in the latter half of the 1978's. So, in general EIS
reacted to changes in economic growth in the expected way.
Strictly spoken, there are three exceptions to this. The in-
creases of EIS following upon the decline in economic growth in
1971-2, 1973-4 and 1976-7 respectively. Yet, they might he consi-
dered minor exceptions, for which the rather unique circumstances
of the immediate aftermath of the oil crisis are responsible.

A first glance at the graphics of figure le and la secems to
show that there 1is no evidence for our stated relationship
between the development of unemployment and EIS. Even the reverse
seems to be true on the long term, unemployment seems to follow
EIS instead of preceding it, The rise of EIS until 1975 seems to
be followed by an increase in unemployment and the decrease of
EIS after 1975 by a stabilization of unemployment.

The picture changes if one takes into account the general
level of unemployment. Until 1973 the Netherlands show
unemployment rates of 3% or less, that is upon or bhelow the
generally accepted mark of "full employment™. In 1%74-5 the rate
of unemployment jumps to a level of 5%, which is more or less
maintained in the latter half of the 1976's, On the whole, EIS
development shows _a remarkable sensibility for unemployment:

- under conditions of full employment EIS generally rises, under



conditions of less than full employment EIS generally falls;
~ The turning peint in EIS development is more or less exact in
the expected year: 1975-6, one year after unemployment rose
away from the 3% wmark (1973-4 is a horder case) with a rise of
the unemployment rate from 2.8 to 3.5).
From these findings we conclude that there is a relationship as
expected between rate of unemployment and EIS in the Netherlands,
except for situations in which unemployment lies in the border
zone between full and less than full employment, say: between
2.5% and 3.5%.

These findings suggest, that in the Netherlands only ecconomic
growth and unemployment are important determinants for EIS,
Organization rate and cabinet composition have no substantial
aeffect.

c. Belgium

As for Belgium the unionization rate (cf. figure 2b) on the
whole shows the expected parallellity to EIS development, In
respect . to the expected directions, however, as well as to the
axpected extent, there are some exceptions. The rises of
unionization in 1966-8 were followed by decreases of EBIS in the
next years. The extent of increase in EIS in 1976-9 lag behind
the increases of the unionization rate, particularly in compari-
son to the five-year period before. These exceptions make the
anionization rate a weak determinant of EIS. :

Cabinet composition seems a more promising explanation for EIS
development (cf. figure 2¢). Under cabinets with social democrats
EIS did not only increase, but it rose sharply (1968-9, 1976-7
and 1977-8 being rather marginal exceptions). During the interim
periods cof centre-right rule EIS clearly stabilized or even
decreased, with EIS increases of 1975 and 1976 as the only
important exceptions. Except for these two years, EIS rise in
Belgium between 1961 and 1981 is completely explained by cabinet
¢colour. We may consider cabinet composition as a rather strong
determinant for Belgian EIS,

One could easily get the impression that there is an inverse
relationship between unemployment and EIS development in Belgium.
Instead of preceding with an one-year interval, the unemployment
rate follows EIS development with a one-year time-lag, since
1963. This finding suggests that unemployment can hardly explain
EIS. Contrary to the Netherlands, this picture does not change if
one takes into account the general unemployment level. Even after
unemployment has risen beyond 5%, in 1975, EIS continues to
increase. Only a slight reaction of EIS then becomes visible.
Economic growth rates can hardly explain EIS development in
Belgium either (cf. figure 2d). On the whole, economic growth
declines after 1974, and once again EIS reacts only slightly.

Comparing the findings on Holland and Belgium, a remarkable
outcome is that in both countries different (sets of) factors
determine EIS, and therefore union power {cf. section 2},
Economic factors in Holland, political in Belgium. However we
could not disentangle the separate effects of the econonic
factors in Holland and the political in Belgium,




4, Two interpretations

a. The first interpretation

The conclusions, which differ so greatly for the two countries
suggest two diverging patterns of union influence, the concept
which denotes the potential power of the unions and which depends
on union force. The differences are in line with the existing
literature on industrial relations in Belgium and the Netherlands
{cf. Windmuller, Slomp/van Mierlo). The conclusiong give rise to
two alternative interpretations. One in which union force is not
considered to be a factor of general importance for union
influence, and one in which union force acts as an important
factor for the potential union power but in the background only.

In the Netherlands the system of industrial relations has been
centralized, The central federations of employers organizations
and wunions decide on labour conditions either under direct
supervision of government or in direct contact with government.
Until the end of the 6F's there was some form of guided wage
policy in which government was advised by the employers' and
workexs' federations about the desirable increase in wages. In the
7¢'s that system has been subsisted by collective bargaining at
the sectoral level, but heavily coordinated at the central level
within +the organizations. Central level contacts between the
unions and employers' associations became less important and less
freguent. The ocutcomes of sectoral negotiations have been closely
watched by government, which was ready to interfere in case ‘it
thought wage increase would endanger the national economy. Both
under the guided wage policy of the 50's and 68's and during the
period of guided free bargaining in the 70's technocrat reports
on the economic situwation, including some forecasting, have
exercised a remarkable degree of influence. The findings affirm
this picture. <Changes in EIS seem to be dependent on changes in
economic growth and unemployment which suggests that the ocutcomes
of collective bargaining are dependent on economic conditions, or
better that all parties involved -government, unions and
employers- are completely guided by economic conditions.

This gives a considerable amount of influence +to the
governmental institutions that report on the economic situation,
Their findings have the force of law for government, independent
of its composition and, as a law, frequently are imposed wupon
employers and unions. This readiness to use economic data as a
motive to interfere in collective bargaining, and the relative
lack of opposition to the frequent government interventions have
been explained by the position of cocalition cabinets in a pilla-
rized society. Governmment already had learned from
pillarization, that technocrat devices are suited to solve
political problems in case of societal dividedness, and allowed
government to act as an independent agent.

The Dutch situation offers a remarkable contrast to that in
Belgium, countries that are rather similar in many respects. The
absence of a third pillar in Belgium (in Holland the protestants)
has turned pillarization into polarization, between catholics and
socialists. Because of the higher conflict potential of any
government interference in such a situation until 1975 government
only interefered in collective bargaining if it was asked to do
so. Its involvement was not technocratic but “pragmatic®™, i.e.
not taking into account the economic conditions but the relative
positions of unions and employers and its own preferences and
accounting the avarage out of them. In this much more politicized
pattern of collective bargaining unions use all force they have



and the "partners" they have in government to get favourable
outcomes in the process of collective bargaining. WNot economic
conditions but political conditions are crucial for union
behaviour. Unicns are right in evaluating political conditions as
crucial, the political color of the coalition pattern a more
politicized one, in contrast to the de-politicized and economy-
based model of wage bargaining in the Netherlands.

Labelling the Netherlands an "economic model" and Belgium a
"political model" gives rise to a paradox. For in Holland there
has been large government interference, and in Belgium almost
none, at least until 1975. The solution is that Dutch cabinets
acted taking into account solely the economic situation. 8o the
economy rules, partly through non-partisan government
interference, In Belgium cabinets more or less supported one of
the labour market parties without directly interfering in favour
of this particular labour market party. Apparently government
gave a back-up to the bargaining position of one or the other.

k. The second interpretation,

This first interpretation, on the whole, does not consider
union force to be a precondition of union influence. Only for
Belgium it assigns a possible effect to union force, although
cabinet composition may be regarded the maijor factor. The second
interpretation focuses on the possibility of a structural effect
of the unionization rate, but only of its general level. It would
offer some other explanation for the diverging role of cabinets.
The low level of the unionization rate in the Netherlands allows
government to make a rather sharp distinction, between objectives
of labour unions and interests of employees. It even provided
cabinets with the opportunity to define those interests
themselves. That condition makes it possible for cabinets to take
an active stand in decision making on 1labour conditions. It
allows them the active accomcdation of the objectives of
employees' and employers' organizations, defending the interests
of one labour market group against the other. Especially when the
overall labour market situation gives cne group advantages above
the other, governments tend to soften the effects of the labour
market imbalance upon the defensive group.

In Belgium the level of unionization has been far above that
of the Netherlands since the Second World War. If this' level is
taken as a measure of structural union force, and if a larger
union force tends to diminish the room 1left for autonomous
government policy making in the field of labour conditions,
Belgian governments should have less such room. Indeed, until
1975 Belgian cabinets abstained from interfering in collective
bargaining. 1Its role was confined to playing that of a referee,
it interfered only at the common request of both the parties
concerned. For the rest, it had to choose sides, for or against
the demands that unions and employers' federations brought
forward. The option of a wholly autonomous position did not
exist in Belgium, in contrast to the Netherlands, because the
distinction Dbetween employees in general and union members in
particular is not politically relevant. In this respect in
Belgium the only that matters is whether the christian dJdemocratic
and the social democratic unions strife for common purposes or
not, at a certain point of time. If not, cabinets tended to
promote the objectives of the catholic unions only (against
employers as well as against the socialist unions). If the unions
showed a considerable degree of unity, cabinets had to choose
from two alternative options: to support the unions or to support
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the employers' federations. The ocutcome defended on the
composition of the cabinet. Belgian cabinets have bheen partisans
in central bargaining and in conflicts on the labour market,
indeed., 1In short, not only characteristics of the political
system but also the existing structural union force might ke part
of an explanation of government behaviour.

The two alternative interpretations 1lead to diverging
theoretical evaluations of union force as a precondition of union
influence and union power. They also 1lead to diverging
predictions regarding the effective role of unions in the nearby
future.

5. Conclusions
a, The concepts reviewed

The findings cof section 3 throw some light on the value of
the concepts union force and union influence. Aabout the third
concept, wunion power, no conclusion can be reached, Possibly its
operaticnalization 1is open to criticism as it is too narrow or
failes to include a more direct knowledge of collective
bargaining and decision making in industrial relations. The
method applied does not allow that kind of conclusion,

The concept of union force was defined as a combination of 4
dimensions and several subdimensions., Its operationalization, for
practical purposes, was limited to one subdimension only, the
rate of organization. The other subdimensions were included only
as far as they were quantifiable and also would have any effect
in Belgiam and the Netherlands. Such a narrow use of the concept
of union force probably diminishes its value. As argued, at least
the degree of division among union organizations should be taken
in consideration as it might have effect on union fotce., In the
case of Belgium the concept, operationalized that way, offered
some clue to the degree of union power, operatiocnalized as the
direction of change in EIS. In the Dutch case union force did not
offer any indication whatsoever of the degree of union power. For
both countries the concept seemed less important than the
combination of union force and the political or econonic
conditions, which was labeled union influence. In the Netherlands
economic conditions, the rate of economic growth and that of
unemployment were related to the degree of union power. In
Belgium the political conditions, the participation of social
democrats in government were more important. For other countries
possibly a combination of such conditions should be taken into
consideration in comparative research of union power.

The importance of the political or economic conditions, one of
the outcomes of the research, makes the concept of union
influence preferable to that of union force. One of the reasons
for this preference is that the operationalization of the
concept of union force will glways be a narrow one, without some
of the subdimensions distinduished in section I. Of course, a
more including operationalization should be tried, but is hard to
treach. This is due both to problems of quantification and to the
problems that arise when non-quantified subdimensions have to be
related to the rate of organization, which is gquantified by
definition., The second reason to prefer the concept of wunion
influence 1is the importance of the political and economic
conditions in our research on union power. At least for Helland
and Belgium the concept of union influence - in contrast to that
of union force - was a reasonable or even a good indicator of the
power unions can wield. That union influence tells us more than
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union force should not surprise. Economic and social conditions
have most effects on these subdimensions of union force that were
hardest to quantify, such as the rate of mobilization. Only if
such dimensions could bhe better quantified and be included not
only in a wider definition of union ferce than is applied in most
of the existing literature, but also in a wider
operationalization than we have used, the concept of union force
would@ have autonomous value.

b, Union force and labour power in Holland and Belgium in the
99°'s

Forecasting the role of labour unions in the near future could
be based on the two interpretations discussed in section 4.
Implicit. assumption is that the basic features of the Belgian
and Dutch fields of social forces remain unaltered. That is, the
rates of wunionization remain more or less the same, in the
Netherlands economic factors continue to preponderate, as in
Belgium the factors of a political character. This set of
assumptions does not seem unrealistic. Since 1988 the rate of
unionization is stabilized (as in Belgium) or slightly decreasing
(as in the Netherlands, though to the lowest level since 1945)
This particular assumption will come under tension only if the
unity between private and public sector unions is broken. In that
case, the growth of the latter no longer can compensate for the
decline in rank and file of the former, as actually did happen in
the Netherlands. However, such a situation is not likely at this
moment. As to the preponderance of the specific set of factors,
this belongs to the traditions of politics in both countries, not
Likely to disappear on a short term,

In the first interpretation union influence in the Netherlands
and Belgium 1is considered to be the product of economic and
political conditions respectively. In the Netherlands the general
level of unemployment and the rate of economic growth are most
relevant. Economic experts generally expect a continuation of the
high unemployment level for the next ten years. As to economic
growth the general expectation is that it haslastingly recovered
from the depths of the early 1988's. As to the union influence a
contradictory picture arises from these expectations. A high
level of unemployment contributes to the stabilization on the
present low 1level of the 1labour wunion influence, : whereas
continuing economic growth contributes to the increase ¢of union
influence, as reflected in EIS. The solution, most probably, lies
in government behaviour. If its first aim will be the reduction
of unemployment, as might be the case when social democrats re-
enter, and if it leads to the restauvration of a situation of
- "full employment™ (less than 3% unemployment), an increase of
union influence 1is to be expected at the end of the next ten
years,

However, if its first concern lies in maintaining economic
growth rates, as might be the case with liberals in office, and
reduction of the unemployment levels is not reached in a "market
conform™ way, union influence will not recover from its present
low. In Dboth cases government behaviour is steered by economie
considerations, - but a more or less non =partisan technocratic
option 1is not open anymore. The coexistence of economic growth
and high unemployment, never seen before since 1945, will compell
Dutch cabinets to give priority to one economic desirability
above the other. The traditional economic model of the
Netherlands will thus become more politicized, without becoming
as politicized as the Belgian tradition. The end of technocracy
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gives rise to what might dubbed a politico-economic model., More
than before union influence will become dependent on cabinet
composition, Next to this general prediction, a more specific one
might be added., If the prediction is correct that the Netherlands
will be ruled by centre-right coalitions in the years after 1986
{as is argued in Geul/Nobelen/Slomp 1985), ¢the then given
constellation of economic and political conditions gives rise ¢to
the expectation that union influence, as reflected a.o. 1in EIS,
will stay low. The influence of Belgian unions, in the first
interpretation, is considered to be mainly dependent on politicai
conditions ("political model™). Projecting this finding into the
future one may expect a restauration of union influence under
cabinets with social democrats, and a stabilization on its
present low level in ‘case of centre-~right cabinets. 3As latter is
to be expected (cf. ibid.) union influence in Belgium will not
increase either.,

In the second interpretation union influence is dependent on
the combination of the general level of unionization and the
composition of cabinets, A low level of unionization gives room
to cabinets to decide on its own in matters of wunion concern
(Netherlands), whereas a high 1level of unionization forces
cabinets to choose sides in distributional conflicts, and to
become partisan in the struggles (Belgium). In both countries
unions are dependent on cabinet composition for their influence,
thus, albeit in a diifferent way. With social democrats in
office, the Belgian unions have won a decisive lead in their
confrontation with employers, for the time being., Whereas in the
Netherlands the wunions still have to wait the cabinet's
evaluations of the economic situation and prospects before they
can be certain to have won an important supporter. In case of
centre~-right cabinets Belgian unions automatically are put into
the defensive, whereas Dutch unions might be surprised by the
support from the side of government authorities, especially those
belonging to the left wing of christian democracy. Again, if our
expectations as to cabinet composition in both countries are
correct, 1i.e. rule of centre-right coalitions, the unions better
do not hope for a more influential role in the time ahead. 1In
Belgium, because the composition of cabinet alone forbidsit, in
the Netherlands, because a centre-right coalition will not
contain left-wing christian democrats {as theyseem to have left
the political stage in the last years almost completely).

Different arguments, different lines of reasoning. But they
lead to only one conclusion. BStarting from an empirical analysis
of Belgian and Dutch union power since 1968, Most probably, union
influence will remain low, in a comparative historical
perspective, in the Benelux area during the decade ahead.
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Adapting to c¢hange: the case of the trade uniens
in the Netherlands 1

By: - Drs. J.C. van Ham *
Drs., J. Paauwe **

Prof.Dr., A.R.T. Williams *#+*

1. Introduction

Since 1980, we have been observing the decline of trade union
membership. This phenomenon is not restricted to the Netherlands but
can also be seen in France, West-Germany, Italy, Great Britain and
the United States of America.

It is said that trade unions have had their hey-day and they will
increasingly lose their attraction for members and would-be members.
Already there have been predictions telling us that, around the year
2000, membership rates in the US will only be about 10%. At the
moment this is 19%, in 1980 it was 23%.2 As far as the Dutch
situation is concerned a confidential study of the Industrial
Workers Union FNV, is said to predict that if the present policies
should be continued then today's membership of 220.000 will drop to

127,000 by 1990.°

What is remarkable is that some have maintained that as membership
declines, so will the power and influence of trade unions.
Remarkable because in our social system trade unions fulfil
functions which cannot adequately be performed by any other bodies

and which furthermore are in few ways directly dependent on the

* Social Research Department, Dutch Philips Companies, Eindhoven
*k CHNV Research Department, Utrecht

**%* Professor of business psychology, Erasmus University, Rotterdam



number of their members,

In this paper, we will elaborate this argument by pointing out that
£hese functions can be described as falling into two categories.
Firstly, those concerned with the protection of individuals against
companies, emplovers' organizations, government bodies and other
institutions {section 2},

Secondly, the role that trade unions fulfil in the general
functioning of our economic system (section 3},

Naturally the decline of membership has an effect on trade union
finances. That is why, after a short investigation into the causes
of the loss of members (section 4), we shall put forward some
possible solutions to such monetary problems.4 These solutions
involve adaptation of the organizational structure and working
methods (section 5},

Finally we make some tentative concluding comments (section 6).

2. Protection of members interests

One of the most important original tasks of a trade union was the
protection of the interests of members against those of other
possibly conflicting groups. Generally the individual is not
sufficiently able to defend himself against or to resist
organizations and institutions far more powerful than he. Only by
bringing together many such individuals, can workers form a real
countervailing power.5

We do not bhelieve that any of the other possible alternatives -
legislation, personnel management and works councils - can be said

to form a real countervailing power on behalf of employees.

Legislation
Cnly those laws which are simple and comprehensible, whose breakage

is accompanied by meaningful penalties and which have an adequate
inspection machinery, can be considered powerful. The majority of

the laws in the Netherlands aimed at the protection of individuals

against large organizations, lack one or more of these essential
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pProperties. Examples are the 'Works Council Constitution Act', the
'"Working Conditions Act', working environment legislation, and
others. Furthermore it appears from research that when individuals
litigate with large companies and institutions their chances are
against winning such a lawsuit. This is a consequence of the fact
that large organizations have more resources, they ¢an engage

superior lawyers and they have more staying-power as well.6

The personnel management function

Although there is some vagueness about the actual functions of
perscnnel managementj-we maintain that they cannot be expected to
protect the interests of employees because their primary concern is
with the styling and maintenance of an exchange relationship between
the individual and the organization. The individual contributes hisg
labour to the organization and the organization gives him in return
a variety of benefits, both in a material and an immaterial sense
such as pay, job security, a safe and sociable workplace, career
development etc.

We see the personnel managers major pre-occupation as being with
advising management with regard to the development and if necessary
adjustment of this delegate exchange balance. As such it will be
impossible for him solely to protect employee's interests. In
addition of course, even if this were to be possible, few personnel
managers possess the necessary authority to form a realistic

countervailing power to management.

Works council

A gimilar lack of power results in works councils not being able to
offer enough counterweight for the optimal protection of the
employees interests. This lack of influence is not so much caused by
insufficient legal powers as by the 'temporal' nature of the works
council in that council memberz are only elected for a restricted
Lerm, by a lack of expertise when compared to management and by'the
difficulties of maintaining good contacts with their electorate.

A recent study showed that the works council only acts effecti#ely
in formal and procedural matters, and unfortunately such subjects

are seldom of any interest to the ordinary employee. On all matters
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of major importance to him, for example hours of work, workplace

\ . . 8
automation eteg,, the trade unions will he called in.

3. The contribution of trade unions to the general functioning of

our social-economic system

Evidence from some international research shows how trade unions
have contributed to the efficiency and effectiveness of the
social-economic system.

Freeman and Medoff 9, Harvard peolitical economists, conclude the
following, based on regearch in the US: "On balance unionizaticn
appeats to improve rather than to harm the social and economic
system ... Uniong are associated with greater efficiency in most
settings, reduce over all earnings inequality, and contribute to

rather than detract from economic and political freedom”.

It has been shown that even Japanese unions, although sometimes
thought to be weaker than the unions of the West, have managed to
reduce over all earnings inequality between blue-collar and
white-collar workers and are able to offer their members effective
Protection against any sharp management practices.

They also play an important role in decision making at company level
through their membership of consultative conmittees. In fact,
researchers sujgest that they have made a major contribution to the
efficiency of the large japanese companies thanks to their usze of
countervailing povznrer.l[I
Although comparable studies of the Dutch situation are unknown to
us, we may assume - also because of the frequent participation of
trade unions in the various branches and institutions of our macro
social-economic system - that their contribution is very
important.ll
Furthermore, we may point to their function in the realization of
consensus without having to involve a complex variety of smaller
groups, and through their disciplined presentation of the eligcited
opinions and interests. On the level of specific industries and

individual businesses they also contribute to the realization of
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social consensus through the instjtutionalized system of
consultation and bargaining.

We can thus conclude that trade unions fulfil a critical function in
current society which no other body, or legislation, is equipped to
do. It is time now therefore to consider why, given their importance

to society, they are currently losing members.

4. Causes of the decline of membership

The (possible} causes of the decline of membership are the
following:12

High unemployment. Large-scale unemployment results in a lower rate
of unionization. We should like to point out here that whereas the
threat of unemployment may result in a higher rate of unionization,
actual unemployment results in a decline in membership rate. This is
confirmed by statistical data bearing on the British situation while
data related to the Netherlands also show a time-lag between the
mutations in the amount of unemployment and the rate of

unionization.13

A shift in the sectors of employment. Membership rates have been
influenced by a decline in numbers employed in the more traditional
trade union orientated industries such as shipbuilding and mining
coupled with a growth of employment in new sectors (such as
'high-technology! businesses} where until now it has been difficult
for unicnism to get a firm footing. Closely connected with this
development is a shift in employment opportunities from blue-collar
to white—collar jobs and a shift from large to smaller-scale
organizations. Again, both areas where unions have yet to organize
effectively. '

Changing working patterns, Until recently the greater part of trade

union membership consisted of workers with 40-hour weeks and
permanent employment. A strong bond and identification with the job
could thus come inte existence, which - together with the
concentration of large numbers workers in large organizations -

resulted in high membership rates.

Today, however, we see far more differentiated working patterns,
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part-time jobs, mini-max contracts, the use of temporary employment
agencies and the temporary engagement of workers, as and when
necessary, are all becoming more common. These patterns result in
work taking a less central place in life and the increasing
reduction of working hours may also result in a decline in personal
involvement with the job and its environment, so that the demand for
unionization will be even less. ' ;

The regqulation of unemployment benefits. In countries such as

Belgium, Sweden and Denmark, unemployment benefits are provided
through institutions which are considered actually to be a part of
the trade union. This has led to the stabilisation (Belgium) or even
increase (Denmark, Sweden) in union membership. In the Netherlands,
such involvement of uniogs with the provision of unemployment
benefites occurs eonly in the building industry and accordingly that
sector has a higher rate of unionization than others in the
Netherlands.

Internal factors. A number of internal factors could also be

responsible for the decrease in the attraction of unionism to
members and potential members. For example, in the Netherlands there
have been several mergers through which smaller and more
professicnally focussed unions merged into a lardger whole. These
mergers make it harder for members with a specific professional
background to identify with or to be involved in the new larger
union. The more the membership decreases, the harder it is to find
enough active members at any one workplace to keep the union point
of view in froant of their colleagues and thus the less opportunities
there are for recruitment.

Changes in values. We believe there has been a decline in the

numbers joining the trade unions for ideological reasons or because
of a desire for solidarity with a particular social group. In
contrast individuals now seem to join for more materialistic and
Pragmati¢ reasons. This means for the union officlials that members
can no longer bhe adéressed as a group or collectivity and that they
can noe longer be convinced on the basis of moral arguments alcne.
It also implies that the group of permanent members who have joined
the union because of moral or idelogical convictions (who also
remain members regardless of the actual policy of the union) is

becoming smaller and smaller.



5. Changes in the organization

To sum up the above mentioned causes, we may conclude that the
possible target-groups of trade unions have undergone considerable
change. There are fewer people employed in easily unionizable
sectors (such as industry} and fewer people have full-time jobs and
long-term contracte. There are more people entitled to unemployment
benefits, there are alsc fewer individuals who join trade unions for
primarily ideological reasons and there are alsc more part-time
workers and more highly gualified people employved in new sectors
which are often branches of industry in which the distinction
between employer and employee is becoming increasingly blurred. It
is these growing groups of workers and otherwise active individuals
who, on the basis of a calculated weighing of the pros and cons,
might opt for a benefit-package attuned to their personnal needs and
interests. Here, membership of a union is not so much central as is
the price to be paid and the services to be received. There ig a
worid of difference between members and clients of trade unions and
we believe the opportunity for growth lies primarily within the
latter category. It is in order to serve the interests of this group
that trade unions must change their structure and methods. Our
recommendations, which follow below, for changes in the organization
structure and procedures are based partly on that distinction
between members and clients.

From a functional to a customer focussed organization. At the

moment, many trade unions have a functional structure of tasks.
There are separate departments or policy groups for pay and'
conditions, labour market problems, participation issuesg, social
policy affairs, education, etc.'” This functional division of

tasks is not related to the specific interests of any particular
potential member target group. Therefore, we argue for an
organization structure which focusses on the customer in the sense
that every target-group (eg., part-time workers, old-age pensionercs,

unemployed, disability beneficiaries, highly qualified, etc.} will

have its own project team looking after ite specific needs within
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the trade unions. Our aim is to create a project based structure, in
which every project team will aim at serving the interest of a
specific target-group and at developing a package of benefits and
facilities aimed specifically at the needs of this group. Every
project team will also be responsible for financing part of its own
activities.

Exposure in the mass media. At the moment in the Netherlands trade

unions are associated in the public mind with matters like rising
unemployment, declining social security, strikes, failed wage
demands, etc.; gloomy news, not because the media thus presents such
matters, but because they are very complicated. Trade unions are

geldom presented in a clear positive context.

Furthermore, trade unions are mentioned in the news too often. They
seem to hold views on almost any subject:; and so can easily be seen
to resemble a political party. Such. exposure meets with similar
interest as a weather forecast, which appears every day and which
may be read but which does not personally concern the average reader.
It would be preferable not to be in the news so often, and then only
in connection with issues which are close to the interests of -
members or of groups targetted for membership and ideally of course,
where trade unions can be seen in a positive light. Of courge it isg
important for trade unions to be concerned with matters like the
reduction of unemployment and the continuation of adequate social
security, members would expect nothing else. But, the chances of
achieving major success are small in these areas. That is why,
begides these, trade unions should be heard publicly on other
matters of concern to members or potential members where clear gains
can be made,

For example: automation agreements, provision of retraining
faciiities, maintenance of purchasing power, obtaining additions to
sickness benefits and the realization of pension improvements.

In addition extra positive publicity can be gained from the
introduction of additional services for members such as rapid
answering of questions and problems, legal assistance, cheap traﬁel,

holiday arrangements, insurances, pension benefits, etc.



From member to ¢lient. As was said before, because of the new

target-groups it is important to distinguish beween union members
and union clients. On the one hand, there are the members who join
the union (and remain} prompted by moral and ideclogical motives,
for whom the present functional union structure is especially suited
because they want wide participation. On the other hand, there are
those who consider membership from a more pragmatic point of view,
who will only become "clients™ when they actually need the union.
For example in cases of disagreement with employers about pay and
conditions, threat of dismissal, amalgamation, c¢losure,
reorganization, ete, And as soon as the difficulty in question is
resolved satisfactorily, they are likely to resign their membership.
The union will have to prepare itself for such temporary membe'rs.l5
For example the structure of subscriptions must be adapted.
Permanent members contribute year after year, while clients are
likely to contribute only for a short peried but during that short
time are also likely to make use of specific and often expensive
union services,
In order to recompense the more or less permanent members for their
loyalty there are various possibilities:
— Exemption from subscription after five years or the return of part
of the annual contribution via a gystem of bonusses.l6
- FPree access to individual advice and help. For example mediation
in working conflicte, legal assistance, ete.).

- Large reduwctions in the price of the general benefits like cheap
holidays, travel, insurances, pensions, etc.). '
Clients could contribute like normal members when they join but have
to pay a further contribution if they use the individual advice and
help service within one or two years. They too will have immediate

access to the general benefits-package but really large price

reductions here will take place only after five years membership.

Financing. Hopefully making a financial distinction between long and
short service members in this manner will go some way to solving

trade unions lncome problems.

Other ways to improve the income situation would be to increase the



_10_

efficiency and speed of member service through automation, and
ceasing to provide some specialist services in-house. In this
cantext, many organizations have found it cheaper to hire in
external experts as and when needed and often have noted that this
also provides service of a better quality. Hopefully, again such

improvements would make a union more attractive to new members.

However, even after all such savings have been made and potential
members attracted, there may still be a deficit. In such
circumstances we feel that a strong case should be made for
government subsidizing the union. In the same way as every
individual experiences the educational system, so every individual
sometime during his life will be in receipt of income, be it wages
or benefits. And as our society spends a lot on the educational
system, so should it also collectively pay for the smooth running of
the wages and benefits allocation system. This can only be
guaranteed by strong trade unions through their contribution to an
active pay and conditions policy and implementation, and their
participation in the tripartite meetings which ensures the smooth
running of the general social economic system.

Uniong have a right to be subsidized by society because they help
pProduce "collective goods". They do this at two levels. Firstly at
the national level through their c¢ontribution to general societal
well-being as we have just outlined. And secondly at local level
through reaching agreements on wages and working conditiong from
vhich all involve subsequently benefit, irrespective of whether they

have actually paid their union dues or not.17

Thuz trade unions incur extra costs for the benefit of society in
general, collective goods ~ for which they receive no income. Thus
they cannot be expected to compete on a cost basis with normal
profit-making organizations in respect of their provision of member
services without some government subsidy. '
Therefore we maintain government has no choice but to accept their
responsibility for the common well-being and to ensure the

continuation of our social-economic system. If unionism were to lose

its countervailing power, it would mean a serious undermining of our
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social-economic structure, since the three sided negotiating - and
bargaining structure is an essential component of it. If one of the
partners contracts out of it, the system and therefore also the
structure will stop functioning. Another kind of society will come
into existence and another kind of social-economic structure. The
question is, of course, whether we want this to happen and whether

indeed we can afford it.

6. Conclusion

After a survey of the various functions of unionism in our society
and a short outline of the factors causing the present loss of
members, we have offered several suggestions for adapting unions’
organization stracture and procedures, An adaptation which, in our
opinion, is necegsary because of the changes in the environment of
trade unions.

Looking back, we realize that we may have given our opinions rather
too bluntly, but as a contribution to the discussion, we hope thisg
is permissible. Because of our emphasis on, on the one hand specific
benefits for specific target groups and, on the other hand the
provision of an attractive general benefits package, we can imagine
that questions may have been raised in some of your minds concerning
where we would place the concept of solidarity. Solidarity iz, of
course a very important element in the policy of the Dutch trade
union movement. We do not believe solidarity should mean that z
union has to reduce the differences between all its different
target-groups to the same denominator by means of laborious
compromises. We do believe that in the future, the concept
"solidarity' will chiefly derive its contents from the pPrinciples
underlying the union's actions, and from how each individual's point
of view is respected and shown understanding.

Finally, we would point out that some of our suggestions have
already been realized. For example, there are separate secretarial
departments for foreign workers and for women in some Dutch trade

unions. Why could not a comparable procedure be applied to other

categories of members? Furthermore, there are unions {such as the
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Dutch ACOM and the british AST™S and EETPU) which have asked
themselves, painstakingly, what the needs of their (potential)
members would be, and which then have adapted their general and
gpecific benefits packages accordingly and have thus managed to hold
on to and in some cases even incCrease their membership.

Trade unions will be able to perform their functions {as described
in sections 2 and 3), only if firstly they can adapt themselves to
the changing ¢ircumstances and secondly if they are given sufficient
room by emplovers' organizations and the govermment. IF not, new
{splinter) groups will emerge probably less professional and less
conscientious than trade unions today. Should trade unions lose
ground still more, then there will be danger of our society becoming
increasingly splintered and anarchic and our social-economic system

becoming harder to contrel.

Jan van Ham
Jaap Paauwe

Roger Williams

September 1985
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appreoach based on target-groups, in which a service-~package has

to be developed for every target-group.

In Belgium this system has already functioned for many vears.
Annualiy trade union members receive back about two thirds of
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DE LA CONFEDERATION EUROPEENNE DES SYNDICATS, LORS DE LA

- CONFERENCE EURCPEENNE ORGANISEE PAR LE CENTRE EUROPEEN
"TRAVAIL =1 SOCIETE”
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LE ROLE DES SYNDICATS DANS LA DECENNIE A VENIR

2.

L'HISTOIRE DU MOUVEMENT SYNDICAL EST SEMEE DE VICTOIRES ET DE
DEFAITES, DE PAS EN AVANT ET EN ARRIERE, D'AVANCEES ET DE RECULS,
HEUREUSEMENT PLUS D'AVANCEES QUE DE RECULS, SINON NOUS SERIONS
ENCORE DANS LA SITUATION SOCIALE DU SIECLE PASSE. L'HISTOIRE NE
MANQUE PAS DE MONTRER QUE., LORSQUE LES OUVRIERS ONT YOULU ASSURER

LA PROMOTION DE LEUR INTERETS., ILS SE SONT TRES SOUVENT HEURTES A
UNE REPRESSION FEROCE, FAUT-IL RAPPELER CE QUE SIGNIFIE. POUR LA
CLASSE OUVRIERE., LA DATE DU 1=r Mal ? Les lERs MAI DES ANNEES 1890,
1891, 1892 ET 1893 FURENT TRES TUMULTUEUX ET PARFOIS SANGLANTS.
D’uNE MANIERE GENERALE ON PEUT AFFIRMER QUE LES GRANDES CONQUETES
OUVRIERES SE RATTACHENT TOUJOURS A DES LUTTES SOCIALES D’'UNE AMPLEUR
CONSIDERABLE : RIEN NE NOUS A ETE DONNE EN CADEAU, TOUT A DU ETRE
CONQUIS : LES REFORMES OBTENUES NE SONT POUR LES SYNDICATS PAS DES
ABOUTISSEMENTS., MAIS DOIVENT ETRE CONSIDEREES COMME DES INSTRUMENTS

-....—-—"-\
MENANT A DE NOUVELLES CONQUETES.



3.
L'ACTION OUVRIERE S'EST DONNEE COMME BUT L'EMANCIPATION QUVRIERE

ELLE S'EST DONNEE COMME OUTIL LE SYNDICAT ET COMME MOYENS LA
REVENDICATION, LA NEGOCIATION, LA DEMONSTRATION ET SI NECESSAIRE

LA GREVE. LE SYNDICAT CONSTITUE LE PORTE-PAROLE ET LE REPRESENTANT
DES INTERETS COLLECTIFS DES TRAVAILLEURS ET LE MOYEN D’ACTION
PERMETTANT AUX MASSES LABORIEUSES D’ASSURER A TOUS LES NIVEAUX.

SOIT LA DEFENSE DES ACQUIS, SOIT L'AMELIORATION DE SA SITUATION,

LE SYNDICALISME A LONGTEMPS EXISTE AVANT D'ETRE RECONNU ET SI NATUREL
QUE CELA PUISSE MOUS PARAITRE DE NOS JOURS, L'IDEE DE REPRESENTATION
DES INTERETS NE S'EST IMPOSEE. DANS LE DOMAINE PROFESSIONNEL, QuU’AU
TERME DE LONGUES LUTTES. AJOUTONS QUE LA RECONNAISSANCE LEGALE DES
SYNDICATS, COMME REPRESENTANTS DES TRAVAILLEURS DANS L'ENTREPRISE.,

NE DATE QUE D'IL Y A QUELQUES ANNEES AUX MIEUX DE QUELQUES DECENNIES.

A CET ENDROIT ET AVANT DE VOUS DONNER UN APERCU DE LA SITUATION
TELLE QUE NOUS LA VOYONS AU SEIN DE LA C.E.S,, JE DOIS VOUS FAIRE
UN AVEU. AU MOMENT OU LA PROPOSITION FUT FAITE D'ORGANISER CETTE
CONFERENCE, J'ETAIS ASSEZ SCEPTIQUE PUISQUE JE ME DEMANDAIS &1
QUELQU'UN QUI YCIT LE MOUVEMENT SYNDICAL DE L’EXTERIEUR POUVAIT
EFFECTIVEMENT COMPRENDRE TOUTE LA DYNAMIQUE, LA VITALITE, LA
DIVERSITE D'OPINION ET DE REACTION D'ENVIRONNEMENT CULTUREL,
SOCTIAL ET ECONOMIQUE INHERENT A CE MOUVEMENT.

POUR BIEN M'EXPLIQUER, JE VEUX VOUS DONNER DEUX EXEMPLES,

PREMIER EXEMPLE : AU SEIN DU MOUVEMENT SYNDICAL QUI SE COMPOSE
DE MILLIONS ET MEME DE DIZAINES DE MILLIONS D'ETRES INDIVIDUELS,



5.
NOUS SOMMES D'UNE FACON PERMANENTE OBLIGES DE RECHERCHER, A LA
FOIS LE MAXIMUM DE DEMOCRATIE INTERNE ET D'EFFICACITE VERS
L’EXTERIEUR. EN D'AUTRES TERMES, IL EST PARFOIS DIFFICILE DE
CONSULTER LA BASE - DONC LES MEMBRES INDIVIDUELS - SUR TOUS LES
DETAILS D’UNE QUESTION SI ON NE VEUT PAS RISQUER DE REAGIR TROP
TARD, C'EST-A-DIRE : APRES QUE LES DECISIONS SOIENT PRISES.
D'UN AUTRE COTE, SI ON EST OBLIGES DE REAGIR AVANT QUE LE
PROCESSUS DE PRISE DE DECISION NE SOIT TERMINE, ON RISQUE QUE LES
DIVERGENCES DE VUES SOIENT PORTEES DEVANT LE GRAND PUBLIC ET
CECI REDUIT BIEN ENTENDU L'EFFICACITE ET LA CREDIBILITE Dy
MOUVEMENT SYNDICAL. EN EFFET, TROP SOUVENT., L‘OPINION PUBLIQUE

N'ARRIVE PAS A FAIRE LA DIFFERENCE ENTRE DISCUSSION DEMOCRATIQUE
ET DIVERGENCE DE VUE PROFONDE METTANT EN CAUSE L'UNITE D'ACTION
ET L'UNITE D'ORGANISATION EVENTUELLEMENT.

DEUXIEME EXEMPLE : EN TANT QU'ORGANISME DEMOCRATIQUE, NOUS

DEVONS DONC RECHERCHER LES REPONSES AUX ASPIRATIONS DE LA GRANDE
MAJORITE S1 PAS LA TOTALITE DE NOS MEMBRES. CECI SIGNIFIE QUE

NOUS DEVONS, A LA FOIS,OPERER AVEC UN MAXIMUM D’OBJECTIVITE ET

DE TOLERANCE PUISQUE DANS TOUT CE PROCESSUS DE FORMATION DE

VOLONTE DEMOCRATIQUE NOUS DEVONS BIEN ENTENDU - DANS TOUTE LA
MESURE DU POSSIBLE - RESPECTER LES DIFFERENTES AFFINITES POLITIQUE
ET IDEOLOGIQUES., CECI, ENCORE UNE FOIS, AFIN DE NOUS PRESENTER

DE LA MANIERE LA PLUS UNIE POSSIBLE VIS~A-VIS DE L’OPINION PUBLIQUE
ET BIEN SOR AUSST VIS-A-VIS DE CEUX AUXQUELS S’ADRESSENT NOS



7.
REVENDICATIONS ET NOS PROPOSITIONS, TOUT CECI EST PARFOIS

COMPRIS COMME UNE VOLONTE DES DIRIGEANTS SYNDICAUX D'UNIFORMISER
ET DE COLLECTIVISER A TOUT PRIX, OR. SI NOUS NE REUSSISSONS

PAS DANS CETTE PROCEDURE, NOUS SOMMES ACCUSES DE NE PAS ETRE
CAPABLES DE NOUS METTRE D'ACCORD ENTRE NOUS.

SI ON CONSIDERE EN PLUS QUE CES REALITES SONT PARFOIS INCONSCIEMMENT
OU INTENTIONNELLEMENT REFLETEES D'UNE MANIERE TOTALEMENT FAUSSE

PAR LA PRESSE ET LES MEDIAS, ON PEUT S’IMAGINER LA DIFFICULTE

QUE NOUS AVONS DE NOUS PRESENTER EFFECTIVEMENT TELS QUE NOUS SOMMES
ET TELS QUE D'AUTRES VEULENT BIEN NOUS VOIR,

CECI DIT, JE VAIS DONC MAINTENANT VOUS EXPLIGUER CE QUE NOUS PENSONS
DE LA CRISE ACTUELLE ET COMMENT NOUS POURRONS LA SURMONTER.,

8.
LA CES RELEVE LE DEFI DU NOUVEAU

[A ConrFEDERATION EUROPEENNE DES SyNDICATS (CES), REGROUPANT 44 MILLIONS
DE MEMBRES DES 35 CONFEDERATIONS AFFILIEES DANS 21 PAYs DE L'Europt
DE L'OUEST A TENU SON DERNIER CONGRES AU MOIS DE MAI DERNIER A MILAN
EN ITALIE, LORS D'UN CONGRES IL EST NECESSAIRE DE PROCEDER A UNE
VERIFICATION NON SEULEMENT DES POLITIQUES. MAIS AUSSI DE L'ETAT DE
L'ORGANISATION. C’'EST CE QUE LES DELEGUES DE LA CES ONT FAIT EN
DISCUTANT LE RAPPORT D'ACTIVITES, EN ANALYSANT LE DOCUMENT PRESENTE
SUR “LE ROLE DU TRAVAIL., DES TRAVAILLEURS ET DE LEURS SYNDICATS

DANS LA SOCIETE DE DEMAIN” ET EN ADOPTANT LA RESOLUTION GENERALE ET
DES RESOLUTIONS SPECIFIQUES QUI SERVIRONT DE GUIDE D'ACTION POUR

LES TROIS ANNEES A VENIR.



CHOMAGE, CRISE ECONOMIQUE, CRISE DES INSTITUTIONS POLITIQUES SE
REFLETENT DRAMATIQUEMENT SUR LE MOUVEMENT SYNDICAL. LE MOUVEMENT
SYNDICAL N'EST PAS UN CORPS SEPARE DE LA SOCIETE, IL EN EST,

AU CONTRAIRE. L'UN DES ORGANISMES ESSENTIELS, TOUTES LES DIFFICULTES
SE REPERCUTENT SUR LUI ET PROVOQUENT UN MAL-ETRE DIFFUS : QUELQUES
CONFEDERATIONS AFFILIEES A LA CES ONT PERDU DES MEMBRES: IL Y EN A
D'AUTRES QUI ONT VU LE NOMBRE DE LEURS MEMBRES AUGMENTER., EN BREF,
ON PEUT AFFIRMER QUE LE TAUX DE SYNDICALISATION EST RESTE STABLE,
C'EST-A-DIRE QUE LE NOMBRE DES AFFILIES SYNDICAUX PAR RAPPORT AU TOTAL
DES TRAVAILLEURS ACTIFS N'A PAS VARIE, ON ASSISTE A UNE CERTAINE
DESORIENTATION, MEME SI ELLE N'EST QUE MOMENTANEE, FACE A CE QUI
CHANGE AVEC UNE RAPIDITE INCONNUE JUSQU®ICI DANS L'HISTOIRE DE
L'HUMANITE. BREF. NOUS VIVONS UNE CRISE DE TRANSITION, COMME IL Y EN
A EUES D’AUTRES.QUI TOUCHE TOUT UN CHACUN ET N'EPARGNE PERSONNE.

10,
DEVANT CES FAITS. ON PEUT PRENDRE DEUX ATTITUDES TRES DIVERSES

- OU SE REFERMER SUR SOI, POUR DEFENDRE CE QU'ON A OBTENU AU PRIX DE
DURS EFFORTS ET LUTTES : C EST UN COMPORTEMENT COMPREHENSIBLE.
HUMAIN . MAIS D_ICTE PLUS PAR LE SENTIMENT QUE PAR LE RAISONNEMENT.

- OU ACCEPTER LE DEFI DES DIFFICULTES ACTUELLES : IL FAUT ALGRS
UTILISER L'IMAGINATION POUR RECHERCHER DE NOUVELLES REPONSES ET
STRATEGIES A OPPOSER AUX PROBLEMES QUI SE POSENT A NOUS, D' AUTANT

PLUS QUE LES SOLUTIONS CORRECTES DANS PAS MAL DE DOMAINES ET SOUS
BEAUCOUP D'ASPECTS SONT ENCORE INCONNUES POUR LE MOMENT.

(PENSEZ AUX ENORMES POSSIBILITES, MAIS AUSSI AUX GRANDS DANGERS QUE

REPRESENTENT LES BIOTECHNOLOGIES),

Lors DE SON CONGRES, LA CES A FERMEMENT OPTE POUR LA SECONDE VOIE,



11,
J'EN ARRIVE A

LA SITUATION ECONOMIQUE ET SOCIALE

DANS LAQUELLE DOIVENT AGIR LES SYNDICATS. ACTUELLEMENT., LES IDEES
DOMINANTES SONT CELLES DU LIBERALISME DEFENDUES PAR LES EMPLOYEURS

ET LES PARTIS DE DROITE., LA POLITIQUE POURSUIVIE AUX ETATS-UNIS SERT
DE MODELE A PAS MAL DE RESPONSABLES POLITIQUES ET D'EMPLOYEURS EN
EUROPE ET TOUT EST FAIT PAR LES FORCES DOMINANTES POUR QUE LES POLITI-
QUES MISES EN OEUVRE SOIENT DU TYPE AMERICAIN, PoOUR CEUX-LA. LA
CONFIANCE ET LA CROYANCE AVEUGLE DANS LES LOIS DU MARCHE PRIMENT TOUT,
PEU IMPORTE LES COUTS SOCIAUX., L'ABANDON DE REGIONS ENTIERES OU LE
CHOMAGE CROISSANT. L'ESSENTIEL EST D'IMPOSER UN AUTRE MODELE DE
SOCIETE, UNE CONCEPTION PRODUCTIVISTE ET TECHNOCRATIQUE DE LA
RESTRUCTURATION,

12,
LES ACQUIS DE LA PROTECTION SOCIALE SONT REMIS EN CAUSE. DE MEME QUE

LES GARANTIES COLLECTIVES DES TRAVAILLEURS : AU NOM DE LA COMPETITIVITE
DES ENTREPRISES EUROPEENNES SUR LES MARCHES EXTERIEURS., TOUTES LES

ENTRAVES QUI NUIRAIENT A LA PROFITABILITE DES ENTREPRISES DOIVENT ETRE
ELIMINEES. ON S’EFFORCE DE FRAPPER LE POUVOIR D’ACHAT DES SALAIRES,

D'AFFAIBLIR LE POUVOIR CONTRACTUEL DES SYNDICATS. TOUT CELA FAIT
PARTIE D'UNE STRATEGIE QUI VEUT FAIRE CROIRE QU'UNE LIBERALISATION
TOTALE DU COMMERCE ET UNE UTILISATION EFFRENEE DES NT NOUS AMENERA
UNE SOCIETE GARANTISSANT UNE DISTRIBUTION JUSTE D'UNE ABONDANCE TELLE
QUE NOUS N’AURIONS PLUS BESOIN D'ORGANISMES COLLECTIES POUR GARANTIR
LES DROITS ET NIVEAUX DE VIE INDIVIDUELLE,
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NOTRE SYNDICALISME D’AUJOURD'HUI S’'EST DEVELOPPE DEPUIS LA 2E GUERRE

MONDIALE DANS UNE PERIODE ECONOMIQUE DE FORTE CROISSANCE DE + 6 & ET

DE GAINS DE PRODUCTIVITE IMPORTANTS, QUI ONT PERMIS D’OBTENIR DES
AVANTAGES APPRECIABLES POUR LES SALARIES : POUVOIR D'ACHAT ELEVE,
PROTECTION SOCIALE ASSUREE., CONGES PAYES ALLONGES, ETC.,.,

LES INEGALITES ETAIENT PLUS FAIBLEMENT RESSENTIES, CAR LE PLUS GRAND
NOMBRE BENEFICIAIT DE LA CROISSANCE QUI., PLUS EST, GARANTISSAIT LE
PLEIN EMPLOI DANS LA PLUPART DES PAYS ET DES TAUX DE CHOMAGE FAIBLES.
DANs D'AUTRES. PENDANT DES ANNEES, L’'ACCENT A ETE PLUS AXE SUR LA LUTTE
POUR LA DISTRIBUTION ET LA REDISTRIBUTION DES RICHESSES CREEES ET MOINS
SUR LA PRODUCTION DE NOUVELLES RICHESSES., AUJOURD'HUI, NOUS VIVONS
DANS UNE PERIODE DE CROISSANCE RALENTIE, OU IL Y A MOINS A DISTRIBUER
ET 0U LA LUTTE POUR LA DISTRIBUTION DEVIENT PLUS DURE ET PLUS DIFFICILE.,
L DEVIENT INDISPENSABLE DE DEVELOPPER PLUS DE PROPOSITIONS QUI
TOUCHENT A LA PRODUCTION ELLE-MEME ET AUX MECANISMES DE LA REPARTITION,

14,
SI LES SYNDICATS VEULENT OBTENIR UNE VERITABLE INFLUENCE SUR

L’ECONOMIE ET LA POLITIQUE INDUSTRIELLE.

NoUs NOUS TROUVONS DANS UNE PHASE DE RESTRUCTURATIONS INDUSTRIELLES
QUI INFLUENCENT CONSIDERABLEMENT LA COMPOSITION SOCIOLOGIQUE DES
SYNDICATS, LES SECTEURS DE LA SIDERURGIE., DU CHARBON., DES MINES.

DU TEXTILE ET DE LA CONSTRUCTION NAVALE. POUR N'EN CITER QUE QUELQUES
UNS. ONT SUBI DES RESTRUCTURATIONS CARACTERISEES PAR DES DIMINUTLONS
DRASTIQUES DES EFFECTIFS. CES SECTEURS CONSTITUAIENT JADIS ET
CONSTITUENT LA FORCE ET LE FER DE LANCE DU MOUVEMENT SYNDICAL,
PARALLELEMENT AU DECLIN DES SECTEURS TRADITIONNELS, ON ASSISTE A
UN-DEVELOPPEMENT SANS PRECEDENT DU SECTEUR DES SERVICES:; ET C'EST LA
DANS LE SECTEUR TERTIAIRE PRIVE QUE LE SYNDICALISME EST BIEN PLUS
FAIBLE ET CONNAIT DES DIFFICULTES POUR S’ IMPLANTER,
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CERTES, IL NE FAUT PAS GENERALISER., MAIS ON PEUT AFFIRMER QUE LE

SYNDICALISME SE TRANSFORME QUANT A LA SOCIOLOGIE DE SES ADHERENTS

ET DE SES MILITANTS : LE PLUS SOUVENT TRES INDUSTRIEL. FONCTIONNAIRE
ET MASCULIN, RAREMENT FEMININ, ENCORE TROP FAIBLE DANS LE SECTEUR
TERTIAIRE ET AVEC UNE FAIBLE PERCEE DANS LES PETITES ET MOYENNES
ENTREPRISES (PME}., 1L EST OBLIGE DE REORIENTER SES EFFORTS DE
RECRUTEMENTS. NOTRE PRATIQUE SYNDICALE D’AUJOURD’HUI EST L'MERITIERE
DES ACTIVITES SYNDICALES D'HIER ET D'AVANT DHIER : ELLE EST TROP
SOUVENT ENCORE COPIEE SUR LE MODELE DES GRANDES ENTREPRISES DE

L* INDUSTRIE, CECI APPELLE DES ACTIONS SYNDICALES FORTEMENT DIFFEREN-
CIEES PUISQU'ELLES SE TROUVENT CONFRONTEES A UN TOUT AUTRE PATRONAT,
CEPENDANT, LA TENDANCE A L'ADAPTATION SE FAIT JOUR : LORS DE NOS
CONGRES ON CONSTATE UN RAJEUNISSEMENT RAPIDE DES CADRES, LA PRESENCE
DE FEMMES AUGMENTE DANS LES ORGANISMES DIRIGEANTS. LES APPROCHES SONT
BEAUCOUP PLUS VARIEES., PLUS REFLECHIES,

16,
LES SYNDICATS DEMONTRENT PAR LA QU'ILS SONT CAPABLES DE RENOUVELER
PROFONDEMENT LEURS CADRES ET LEURS PRATIQUES POUR RESTER A LA HAUTEUR
DU DEVELOPPEMENT.

PUISQUE : SI LES QUALITES DES CADRES D’'AUJOURD’HUI ONT CHANGE EN VUE
D'AFFRONTER AVEC SUCCES LES NOUVEAUTES ENVAHISSANTES DU CHANGEMENT
DANS LES PROCESSUS PRODUCTIFS ET ORGANISATIONNELS DE L'ENTREPRISE,
L RESTE NEANMOINS QUE LE DEVOUEMENT AUX EXIGENCES DE L’ ORGANISATION
ET DES TRAVAILLEURS RESTE LE MEME.

CEPENDANT : LE ROLE DES SYNDICATS DANS LA DECENNIE A VENIR EST NON
SEULEMENT DETERMINE PAR LES RESTRUCTURATIONS INDUSTRIELLES, MAIS AUSSI
PAR L' INFLUENCE DES CHANGEMENTS TECHNOLOGIQUES SUR LA COMPOSITION DE
LA CLASSE OUVRIERE ET SUR LES MODIFICATIONS DES COMPORTEMENTS OUVRIERS,



17,
LA SITUATION DE LA CLASSE OQUVRIERE N'EST PAS DEMEUREE IDENTIQUE ET

UNIFORME AU COURS DU TEMPS ET LES SYNDICATS ONT TOUJOURS SU s’y
ADAPTER, (E QUI EST NOUVEAU, CE N'EST PAS LE DEVELOPPEMENT TECHNOLO-
GIQUE., MAIS SON VOLUME ET SA RAPIDITE JAMAIS CONNU DANS L'HISTOIRE,
LE DEFI N'EST DONC PAS DE S'ADAPTER. MAIS DE S’ADAPTER DE LA BONNE
MANIERE ET ASSEZ VITE,

SI LES DIVERSES CATEGORIES QUI COMPOSENT LE MONDE OUVRIER DANS LES
ORGANTISATIONS TRADITIONNELLES DU TRAVAIL SE SENTENT LIEES PAR LE
SENTIMENT D'ETRE EXPLOITEES, IL EN EST DIFFEREMMENT AUJOURD'HUI DANS
LES NOUVEAUX SECTEURS DES TECHNOLOGIES DE POINTE ! L’EXPLOITATION EST
MOINS RESSENTIE, CAR ELLE DEVIENT MOINS VISIBLE ET PLUS SOPHISTIQUEE.
LA DIVISION ET LA PARCELLISATION DES TACHES ETANT PLUS POUSSEES.,

LE TRAVAIL CONSISTE SOUVENT DANS L'EXECUTION DE TACHES QUI DEMANDENT
CHEZ UN GRAND NOMBRE DE TRAVAILLEURS PEU DE QUALIFICATION ET UNE
HAUTE QUALIFICATION CHEZ UN PETIT NOMBRE.

18,
AINST , LA CLASSE OUVRIERE SE RECOMPOSE EN DEUX CATEGORIES DE SALARIES :

AUX OUVYRIERS DE PRODUCTION AYANT UNE TACHE ESSENTIELLEMENT D'EXECUTION.
S"AJOUTENT LES OUVRIERS D'ENTRETIEN HAUTEMENT QUALIFIES,

EN CONSEQUENCE. LE SENTIMENT D’APPARTENANCE A UNE MEME CLASSE PEUT
S'AFFAIBLIR,

LE HAUT NIVEAU TECHNIQUE DES OUVRIERS D'ENTRETIEN ET DES TECHNICIENS
LES FAIT ACCEDER A DES REMUNERATIONS PLUS ELEVEES ET SOUVENT DES
INTERETS CATEGORIELS CEDENT AUX INTERETS DE SOLIDARITE ENTRE TOUS LES
TRAVAILLEURS., DE PAR LES CONDITIONS DE TRAVAIL DIFFERENTES, ON ASSISTE
A UN ECLATEMENT DU SALARIAT OU LA SOLUIDARITE EST SOUVENT MOINS BIEN i
VECUE ET ENTRAINE DES COMPORTEMENTS DIFFERENTS.

LES MUTATIONS INDUSTRIELLES ET TECHNOLOGIQUES ONT DIVERSIFIE LES
CONDITIONS SALARIALES ET ONT FAIT APPARAITRE UNE PLUS GRANDE AFFIRMA-
TION A L'IDENTITE INDIVIDUELLE, LA VIE DU TRAVAILLEUR SE VOIT AINSI

SEPAREE EN DEUX COMPORTEMENTS BIEN DISTINCTS
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LE TEMPS DE LA PRODUCTION OU DOMINENT LES MOTIVATIONS SYNDICALES

ET LA VIE PRIVEE OU LES MOTIVATIONS PRINCIPALES SONT CELLES DE

LA SOCIETE DE CONSOMMATION,

MAIS IL N'EST PAS DIFFICILE DE DEMONTRER QU'AU FOND LA DEPENDANCE

DES TRAVAILLEURS DE DECISIONS PRISES PAR D'AUTRES N’A PAS FONDAMEN-
TALEMENT CHANGE., ET ILS S’APERCEVRONT RAPIDEMENT QU'AUSSI BIEN EN
DEHORS QUE DANS L'ENTREPRISE, IL Y A DES INTERETS COLLECTIFS QuU’AUCUN
AUTRE ORGANISME NE PRENDRA EN CHARGE SI LES SYNDICATS NE S'EN OCCUPENT
PAS.,

LES SYNDICATS DOIVENT. A CETTE FIN, RECHERCHER DAVANTAGE LE CONTACT
AVEC LES TRAVAILLEURS AUSSI EN DEHORS DE L’ENTREPRISE.

EN DEPIT DE TOUS CES DEVELGPPEMENTS., A NOTRE AVIS, LE PROBLEME N°1
DU MOMENT EST CELUI DE L'EMPLOI ET IL EST A CRAINDRE QU'IL NOUS
OCCUPERA ENCORE PENDANT TOUTE LA DECENNIE QUI VIENT,
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NOUS SOMMES CONVAINCUS QUE LONGTEMPS ENCORE LE TRAVAIL.DANS LE SENS

TRADITIONNEL DU TERME.RESTERA LA BASE DE LA PRODUCTION NECESSAIRE
POUR SATISFAIRE LES BESOINS DE NOTRE SOCIETE. ET POURTANT. LE TRAVAIL
SERA ENCORE LONGTEMPS LE PARAMETRE DES REVENUS DIRECTS ET DIFFERES
DES TRAVAILLEURS ET DE LEUR FAMILLE.

FACE A UN CHOMAGE SANS CESSE CROISSANT., LES CHOIX DES SYNDICATS DANS
LA BATAILLE POUR LE REDRESSEMENT ECONOMIQUE ET LES RESTRUCTURATIONS
INDUSTRIELLES SONT DONC CLAIRS : L'AMELIORATION DE LA QUALITE ET
L"AUGMENTATION DU VOLUME DES PRODUITS ET DES SERVICES EN MEME TEMPS
QUE L'AMELIORATION DES CONDITIONS DE VIE ET DE TRAVAIL DES HABITANTS
DE L'EUROPE, CONSTITUENT LE FACTEUR PRINCIPAL POUR LE RETABLISSEMENT
DE LA COMPETITIVITE DES ENTREPRISES EUROPEENNES., EN AGISSANT AINSI.
ON REDUIT LES GASPILLAGES AINSI QUE LES DESTRUCTIONS INUTILES ET

ON PREND COMME POINT DE DEPART LES BESOINS. COMBIEN GRANDS, DES
EUROPEENS POUR LA RELANCE DE L'ECONOMIE,
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LEs BESOINS DE 30 MILLIONS DE NOUVEAUX PAUVRES EN EUROPE NE DEVRAIENT

LAISSER PERSONNE INDIFFERENT !

EN AGISSANT POUR AMELIORER LES CONDITIONS DE TRAVAIL, L'ORGANISATION
DU TRAVAIL, LES SYNDICATS REDUISENT L‘INSATISFACTION. LE FREINAGE

DE LA PRODUCTION ET L’'ABSENTEISME,

C’EST UN FACTEUR DE PROGRES DE LA QUALITE DE LA PRODUCTION ET DE LA
PRODUCTIVITE,

MALs SI LES SYNDICATS SE PRONONCENT POUR UNE MODERNISATION DE
L'ECONOMIE ET POUR LES RESTRUCTURATIONS INDUSTRIELLES, RAPPELONS

QUE CELA NE DOIT PAS SE REALISER SUR UN MODELE TECHNCCRATIQUE ET
AUTORITAIRE. L'OPTION EN FAVEUR DE LA MODERNISATION DOIT ETRE CONCUE
SUR LA BASE D'UN TYPE DE DEVELOPPEMENT AUTHENTIQUEMENT EUROPEEN
FAVORISANT L'EMPLOI POUR TOUS, LA QUALITE DES EMPLOIS. DES PRODUITS ET
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DES SERVICES ET PRENANT EN CONSIDERATION LES SPECIFICITES AINSI QUE

LES ACRUIS SOCIAUX DE L‘EURCPE.

Nous VOULONS ET NOUS DEVONS MAITRISER LE CHANGEMENT TECHNOLOGIQUE

LA REVOLUTION TECHNOLOGIQUE EN COURS, ACCOMPAGNANT LES RESTRUCTURATIONS
INDUSTRIELLES POSSEDE LES POTENTIALITES NECESSAIRES POUR LE PROGRES
RAPIDE DU BIEN-ETRE COLLECTIF ET INDIVIDUEL DE TOUTE UNE SOCIETE,

LES TECHNOLOGIES AVANCEES PEUVENT ETRE UTILISEES POUR DIMINUER LES
TRAVAUX PENIBLES. AMELICRER LES CONDITIONS DE VIE ET DE TRAVAIL,
AUGMENTER LA PRODUCTIVITE ET AINSI REDUIRE LE TEMPS DE TRAVAIL ET
AUGMENTER LE TEMPS DES LOISIRS,

SI ON PEUT AFFIRMER QUE LES NOUVELLES TECHNOLOGIES ONT DES EFFETS
CONTRADICTOIRES SUR LEMPLOI, IL FAUT DIRE QUE JUSQU'A PRESENT ELLES
ONT ETE UTILISEES PRINCIPALEMENT POUR DES RATIONALISATIONS ET DONC
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A LA DESTRUCTION D'EMPLOIS. UNE POLITIQUE DE RELANCE ECONOMIQUE

QUI SE BASE SUR LES BESQINS ENORMES EXISTANT EN EUROPE UTILISERA
LES NOUVELLES TECHNOLOGIES POUR LA SATISFACTION DES BESOINS. PORTANT
SUR LA CREATION D’'EMPLOIS. AJOUTONS QUE LES TECHNOLOGIES NON
CONTROLEES PEUVENT DEVENIR DES INSTRUMENTS DE SURVEILLANCE., ET AINSI
DE LIMITATION DES ESPACES DE LIBERTE ET DE DEMOCRATIE.

L'ENJEU EST ENORME :

LES TECHNOLOGIES PEUVENT ETRE CREATRICES OU DESTRUCTRICES D'EMPLOIS.
ELLESPEUVENT DEQUALIFIER OU AMELIORER LES QUALIFICATIONS, CREER DE
NOUVELLES CONTRAINTES SUR LES CONDITIONS DE TRAVAIL. LES CONDITIONS

DE VIE, ELLES PEUVENT AUSSI ELARGIR LES ESPACES D'AUTONOMIE ET

D' INNOVATION, LES MUTATIONS TECHNOLOGIQUES AFFECTENT TOUS LES DOMAINES:
ECONGMIQUE, TECHNOLOGIGUE ., CULTUREL. ORGANISATION DU TRAVAIL.

24,

Tous LES ACTEURS SONT TOUCHES : L'ETAT. LES ENTREPRISES, LES SYNDICATS. .
UN FORT SENTIMENT D' IMPUISSANCE SE DEVELOPPE DANS NOTRE SOCIETE

IL EST VRAI QUE NOUS SOMMES FRAPPES PAR LA MULTIPLICITE DES DECOUVERTES
TECHNIQUES ET PAR LA CREATION D'UN MILIEU TECHNIQUE QUI ECHAPPE A

NOS SENS, DE LA VIENT LE SENTIMENT SI REPANDU QUE LE MONDE TECHNIQUE
NOUS DEPASSE ET NOUS IMPOSE SES LOIS, CEPENDANT. SI NOUS NE FAISONS
RIEN, C'EST LA SEULE LOGIQUE DU MARCHE., CE SONT LES ENTREPRENEURS,

LES GRANDS DECIDEURS QUI EXERCERONT LA PERCEE ESSENTIELLE. SI , AU
CONTRAIRE, NOUS SOMMES CAPABLES DE MANIFESTER NOTRE VOLONTE COLLECTIVE,
EN L'ARTICULANT AVEC LES DESIRS INDIVIDUELS EXPRIMES PAR LES SALARIES,
ALORS UN AUTRE AVENIR SERA POSSIBLE,

UN AVENIR QUI SATISFAIRA AU MIEUX LES ASPIRATIONS DE CHACUN DANS UNE
ORGANISATION COLLECTIVE,
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NOUS NE VOULONS ET NOUS NE POUVONS PAS [GNORER LA VOLONTE D’ IDENTITE

PERSONNELLE DE PLUS EN PLUS FORTE DES SALARIES., CETTE VOLONTE SE
TRADUIT DANS L’ENTREPRISE. PAR DES DEMANDES D’HORAIRES DE TRAVAIL
DIFFERENCIES, D'AUTONOMIE DANS LA GESTION DE LEUR TRAVAIL. DE FORMATION
INDIVIDUELLE, DE CARRIERE PROFESSIONNELLE. DE CODECISION SUR LES
PROCEDES DE TRAVAIL, ETC. CECI CORRESPOND D'AILLEURS A UNE VIEILLE
REVENDICATION SYNDICALE,

MAIS LES ASPIRATIONS DE CHACUN APPELENT DES SYNDICATS UNE DEMARCHE
COLLECTIVE FAISANT TOUTE LA PLACE AUX PROJETS INDIVIDUELS. CERTES,
CES PROJETS INDIVIDUELS PEUVENT RENDRE LA RECHERCHE DE COMRPOMIS
COLLECTIFS PLUS DIFFICILE, CAR NOTRE PRATIQUE SYNDICALE ACCORDE LA
PRIORITE AUX DEMANDES COLLECTIVES QU'IL EST POSSIBLE D’UNIFIER DANS
DES REVENDICATIONS SIMPLES. VALABLES POUR TOUS.

26,
LES ASPIRATIONS INDIVIDUELLES (ET NON INDIVIDUALISTES) DE CHACUN

DOIVENT ETRE PRISES EN CONSIDERATION DANS UNE DEMARCHE COLLECTIVE,
CAR NOUS NOUS SOMMES PRONONCES PGUR UNE ADAPTATION PERMANENTE DE
L"ORGANISATION DE TRAVAIL ET DE LA GESTION DES ENTREPRISES.

MATS, N’GUBLIONS PAS QUE L’INTRODUCTION DE CERTAINES FLEXIBILITES
DANS L'ORGANISATION DU TRAVAIL PEUT ENTRAINER AUSSI DES CONTRAINTES
NOUVELLES : PLUS DE TRAVAIL DE NUIT ET DE DIMANCHE, HORAIRES DECALES
DETRUISANT TOUTE VIE FAMILIALE., ETC...

VOILA POURQUOI LES SYNDICATS PENSENT QUE L'ELABORATION D’ INSTRUMENTS
CADRES FIXANT LES LIMITES POUR LES DROITS ET OBLIGATIONS DE CHACUN
SERAIENT CERTAINEMENT D'UNE GRANDE UTILITE. AFIN D'EVITER L UTILI-
SATION DE LA DISCUSSION SUR LA FLEXIBILITE POUR AFFAIBLIR LA
PROTECTION SOCIALE DES TRAVAILLEURS. E£T CE SONT JUSTEMENT CES
GARANTIES COLLECTIVES DE PROTECTION SOCIALE. CONQUISES GRACE A LA

SOLIDARITE ENTRE SALARIES ET AU MOYEN DE LONGUES LUTTES.
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QUI CONSTITUENT AUJOURD'HUI LA COLONNE VERTEBRALE DU MOUVEMENT

SYNDICAL, ET ELLES CONSTITUENT LA BASE MATERIELLE RENDANT POSSIBLE
L'ASPIRATION A PLUS D’ INDIVIDUALITE,

ENFIN, LA DIMENSION INTERNATIONALE QUI FAISAIT TOUJOURS PARTIE DE
L'ACTION SYNDICALE GAGNE EN IMPORTANCE PAR LA CONCENTRATION ECONOMIQUE.
AINSI, LES ENTREPRISES MULTINATIONALES METTENT LES SYNDICATS DEVANT

DE NOUVEAUX PROBLEMES : EN UTILISANT AU MAXIMUM LES LEGISLATIONS
NATIONALES ELLES REUSSISSENT A CONTOURNER TRES SOUVENT LES PROTECTIONS
ETABLIES ET EN CAS DE CONFLIT., TRANSFERENT LA PRODUCTION D’UN PAYS

A L'AUTRE. LES SYNDICATS SE SONT DOTESDE MOYENS COMMUNS POUR UNE
CONFRONTATION EURGPEENNE AVEC LES EMPLOYEURS., MAIS CELA PRESENTE DES
LACUNES. CES MOYENS SE SITUENT ESSENTIELLEMENT A UN HAUT NIVEAU AVEC
UNE STRUCTURE D' INFORMATION, DE CONSULTATION ET DE REPRESENTATION

DES CONFEDERATIONS AFFILIEES ENVERS LES PARTENAIRES RESPECTIFS :
GOUVERNEMENTS, INSTITUTIONS SUROPEENNES., EMPLOYEURS,
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CEPENDANT, IL EN VA DE L’ACTION SYNDICALE EUROPEENNE COMME DE L'ACTION
SYNDICALE NATIONALE CAR UNE VERITABLE CONFRONTATION N'A PAS LIEU ET
L'ACTION RESTE A UNE JUXTAPOSITION DE POSITIONS OU D'INTENTIONS

SOUVENT FAUTE D’ INTERLOCUTEURS VALABLES. SANS INTERLOCUTEUR COMMUN
DANS LES ENTREPRISES EUROPEENNES., L'ACTION SYNDICALE DE LA CES

NE TROUVE PAS DE DEBOUCHE, LUNICE. L'ORGANISATION DES EMPLOYEURS.
REFUSE  SYSTEMATIQUEMENT TOUTE NEGOCIATION. EN FAIT., ELLE SE PRESENTE
COMME UNE ORGANISATION "BOITE AUX LETTRES” SANS MANDAT QUI RENVOIE

TOUT AUX ORGANISATIONS NATIONALES. LE PATRONAT,ENSEMBLE AVEC LES
PARTIS CONSERVATEURS. FREINENT L'ADOPTION DE LA DIRECTIVE VREDELING

SUR L'INFORMATION ET LA CONSULTATION DES TRAVAILLEURS DANS LES -
SOCIETES MULTINATIONALES. MAIS AU DELA DE CETTE PROPOSITION DE
DIRECTIVE., POUR SE REALISER EN PROFONDEUR, LA SOLIDARITE EUROPEENNE

A BESOIN DE POUVOIR SE CONSTRUIRE ET S’EXERCER A UN NIVEAU TRES CONCRET
QUI EST CELUI DES ENTREPRISES,
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4) IL FAUT DEFENDRE CES REVENDICATIONS VIS-A-VIS DE CEUX QUI ONT

A DECIDER,

5) IL FAUT ORGANISER LES ACTIONS NECESSAIRES AFIN D'ARRIVER A LA
MEILLEURE SOLUTION DES PROBLEMES.

QUE CES TACHES SOIENT COMPLIQUEES PAR UNE CRISE éboNOMIQUE ET SOCIALE
QUI !

- FAIT CROITRE LES EGOTSMES DE TOUT GENRE.

- REDUIT DONC LE REFLEXE A LA SOLIDARITE

- INFLUENCE NEGATIVEMENT L’OBJECTIVITE DES DEBATS
SEMBLE EVIDENT.

32,

SI ALORS CETTE CONFERENCE PEUT CONTRIBUER. PAR DES ANALYSES ET DES
ETUDES OBJECTIVES ET SERIEUSES, A FACILITER CES TACHES, ELLE AURA
OUVERT UNE VOIE A UNE COLLABORATION UTILE QUI FAIT ENCORE TROP DEFAUT
ENTRE LES ACADEMICIENS ET LA MASSE DES TRAVAILLEURS,

SI LA VOLONTE EXISTE. CETTE COOPERATION PEUT ETRE FRUCTUEUSE POUR TOUS.
JE LE SOUHAITE ET JE REMERCIE WORK + SCCIETY DE L’AVCIR ORGANISEE.
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On sait combien le rdle des syndicats varie considérablement d'up pays 3 un autre,
aussi bien dans leur poids que dans leur mode dTaction (1). Mais les racines de
ces différences ne sont pas claires. Et, corrélativement, les possibilités pour
les syndicats des divers pays de s'inspirer de l'exemple de leurs homologueé étrar

gers restent un objet de doute.

On se propose, dans le présent texte, d'apporter des 8l&ments d'é-
claircissement 3 cette question, & propos de trols pays : la France, les Etats-
Unis et les Pays-Bas, On cherchera 3 montrer que les différences d'actions syndical
dépendent &troitement de différences nationales beaucoup plus gé&nérales en matid:
de r&gulation sociale. Les principes directeurs qui régissent la gestion des con-—
flits et la coopération, aussi bien entre pairs qu'entre dirigeants et dirigds,
aussi bien dans le syst®me politique que dans la marche des entreprises, aussi
bien dans les rapports "techniques" que dans les rapports "sociaux”, varient forte-
ment d'un pays 3 un autre. On a diverses formes de "pacte social”, qui se tradui-

sent dans tous les aspects de la vie sociale.

La recherche empirique sur laquelle on s'appuiera n'avait pas pour
objet d'expliquer les différences nationales d'action syndicale. Il s'agissait
d'&claircir les processus qui régissent les différences nationales de fonctionne-
ment des organisations, de gestioﬂ des entreprises et de productivit&. Cette re-
cherche s'est appuy&e sur une comparaison fouillée de quatre usines techniquement

trés voisines, situdes dans quatre pays différents (2)}. Ces diverses questions

s e - s

(1) ef. P. ex. G, Martinet, Sept Syndicalismes, Seuil 1979.

(2) X1 s'agit de 4 usines métallurgiques appartenant ou ayant appartenu 3 un méme
groupe industriel et situées respectivement en France, aux Etats-Unis, aux
Pays-Bas et au Camerocun., Cette recherche, 3 laquelle ont participé A. d'IRI-
BARNE et JP SEGAL, a &t& menSe avec le concours du Ministére de la Recherche
et de la Technologie (Programme : vie sociale dans l'entreprise) ainsi que
de 1'entreprise concernde,



ont pu étre &claircies en partant d'une analyse des différences de mode de régu-
lation entre les pays concernéds (1). Il est apparu aprés coup, que les interpré-
tations ainsi obtenues paraissaient susceptibles d'8tre &tendues aux différences

nationales d'action syndicale.

Nous commencerons par synthétiser les domnées que mous avons obtenuc
sur les différences entre formes de régulation sociale dans les trois pays. Puils
nous examinerons les typesd'articulgtions qui s'&tablissent dans chacun d'eux e
tre la pression de la hiérarchie et la résistance de la base. Et nous verrons
enfin comment 1'action des syndicats s'inscrit dans chacune de ces logiques, en
utilisant les données de notre enquéte, et plus encore des donndes plus générale:

sur les modes d'action syndicale dans les pays concernés.

T La variété des modes de régulation sociale :

1. Une socigté ne peut survivre que grice i un ensemble de processus

-

qui permettent & ses membres de vivre ensemble, Il s'agit 3 la fois de gérer les
conflits, parfois sév2res, qui opposent les individus et les groupes, de manidre
2 limiter les dommages qu'ils font subir aux protagonistes et d'orgeniser une
certaine cocopération. Pareille régulation s'effectue, dans une certaine mesure,
4 de multiples niveaux, de micro sociétés (famille, &quipe de travail, etc...) &
la socidté internationale . La collectivitd nationale représente en la matiére

un niveau privilégi&, marqué par 1'existence d'un certain "pacte social".

L S A e T oy T . S o e e . R e e

(1) Les ré&sultats obtenus sont en cours de publication. Divers textes gont ac-
tuellement parus ou & paraltre ; dans une perspective de gestion:
Ph, 4'IRIBARNE "La gestion i la frangaise” Revue Frangaise de Gestion, n° 50,
Février 1985 ; dans une perspective €conomique : Ph. d'IRIBARNE, "Régulation
sociale, vie des entreprises, et performances Economiques', & paraitre dans
la Revue Economique ; dans une perspective de sociologie comparative des or-
ganisations :Ph. d'IRIBARNE, "National culture and the way organizations run,

@ French-Dutch plant”, Communication & la conférence de Lund “organizational
symbolism and corporate culture" June 1984.




Lesmodes de régulation privilégiés varient d'vne société & une autre (1)

~es contraintes imposées aux individus et les libertés dont ils disposent

n€ sont pas partout identiques. Parfois 1'accent est mis sur la ritualisa-

tion d'affrontements qui demeurent ouwverts, tout en Joyant'leurs effets
destructeurs limités. Une place plus ou moins large est alors laissée & la
viclence directe physique oun verbale, ou encore & des sortes de jeux CcOmpé-
titifs qui prohibent cette violence. Parfois les affrontements sont plus
radicalement €touffés, soit en séparant les combattants {gr8ce & 1'attribu-
tion & chacun de territoires slirs, matériels ou immat&riels), soit en les
fondant dans un groupe ol les sorts des uns et des autres sont totalement
liés. De son caté, 1e respect des ntraintes fait plus ou moins appel,
suivant leg socifétés, & la révérence partagée pour des pfincipes ou pour
des hommes, complétée par la pression informelle des pairs et par 1'action

4d'une avtorité organisée,

les Caractéristigues du pacte social influencent 1*ensenmble des rela-
tions entre les individus et les groupes internes & une méme collectivité
nationale. Cette influence passe par 1a spécificité des lois comme par
celle des moeurs. Les ues et les autres établissent une frontiére & la

fois spécifigue et fortement sacralisée entre 1e légitime et 1'ill&gitime.

Elles influencent 1a ranidre méme dont 1'identité Ges individus se structure
et ce gu'ils attendent ge 1'existence, Ainsi peut-on penser, plus les af-
frontements restent largement. ouverts (tout en &tant ritualisés), plus les
catéogories dn supfrieur et de 1*inférieur tiennent une place fondamentale
dans 1°identité des individus. Plus au coﬁtraire, la séparation des terri-
toires compte, plus l'identité Yepose sur la différence et 1'auvtonomie.
Tout cet ensemble, qui affecte les divers aspects de la vie sociale, de

la socialisation Primsire au fonctionnement des institutions publigues (2},
Pése d'un grang poids pour borner le champ des relations possibles & 1'in-

lérieur &'une sociéts,

(1} Ce fait a été au centre de 1'ceuvre des Péres fondateurs de la socio-
logie {Montesquieu, Durkheim, Weber). Il a suscité d'innombrakble tra-
vaux é'anthropologie politigue (cf. G. BALANDIER, Anthropologie Poli-
tigue, PUF, ISB4) et culturelle.

{2) formant un ensemble & la fois “social® et "culturel™ sans gue l'on
puisse séparer les influences de 1'un et 8e 1'autre aspect, ni consi-

Gérey Yue 1'un détermine 1'autre de fagon unilstérale. On est devan:
des phénoménes "systémigues™.



Le fonctionnement des entreprises s'en trouve en particulier affecté,

¢ Tous les niveaux (3e 1'équipe de travail €lémentaire aux rapports

€ntre une holding et ses filiales). Les stratégies des divers acteurs,

aussi bien dans leurs rapports de coopération horizontale que dans leg

Tapports hisrarchiques, Jes ‘types de compromis qu'ils &laborent, dépen-

Sdent en effet gdes voies dans lesquelles ils cherchent & s'aifirmer, et
de ce qui est 3 lewrs yeux lé&gitime. Certes,f}E;$E§“6§T¥§§ulétion_pronre<5
collectivité nationale & laquelle 11s appartiennent ne d&termine pas stric~
tement tout cela. Mais, sans les spécifier complétement, il tend & limi-

ter les plages de variation ouvertes & certains bParamétres. Ainsi, il

pourra mettre 1'accent sur 1'organisation de jeux compétitifs prohibant

la violence directe, méme 5'il ne spécifie pas les regles vtilisées pour

désigner les vaingueurs dans chague jeu particulier. Ou encore, il pour-

ra faire jover wn ré&ie décisif & la révérence envers les chefs méme s*il
Ne spécifie pas totalement 1a maniére dont ceux-ci sont choisis. Des cpé-
cifications différentes pourront conduire & des fonctionnements &'entre-
cultures d'entreprises” différentes).

aires avront

Prises différents (margués par ges "
Et les stratégies ges acteurs et en particulier des gestionn
ainsi diverses marges de liberté {elles pourront par exemple se montrey

Plus ou moins coopératives)., Mais, & 1'intérieur @'une mBme collectivité

nationale, 1a manizye commune Sont les caractéristiques du pacte social

borne le champ des relatjions bossibles, sera & la source de certaines

ressemblances entre les divers ionctionnementsa'entreprises. engendrant per

18 un effet "sociétal® {1).

(1) Un tel effet sera Plus ou moins prononcé sujvant qu'on a affaire &
e sociétédont la culture laisse plus ov moins la place & des
"sous—cultures” diversifiges régissant dec groupes entre lesguels le
lien social peut &tre relativement liche (cf. 1l'opposition classique
en la matiére entre 1'Inde et la Chine).



2. On peut chercher 3 caractériser leg différences qui apparaissent ¢
la matifre entre la France, les Pays-Bas et les Etats-Unis. Dans chacun des ces
lieux, le type de régulation des rapports sociaux marquant 1'usine gue nous avon:
étudife a semblé remarquablement en harmonie avec les données concernant les ins-
titutions et la culture des pays dont nous disposions par ailleurs. Et il a paru
possible de schématiser les spécificités de chaque type de régulation en s'ap-

pPuyant sur cet ensemble d'é&lements (13.

Lorsqu'on compare la France aux Etats-Unis et aux Pays-Bas, certai-
nes caractéristiques prennent, par contraste, un relief particulier dans chacun

de ces pays.

En France comme aux Etat-Unis, 1'accent est mis sur une ritualisa-
tion des affrontements qui laissent une large place au plaisir de la lutte, mais
les styles de ritualisation différent. Ce ne sont pas les mémes types de régles
du jeu qui s@parent le licite de 1'{illicite. Aux Etas~Unis, on tend 3 utiliser de
régles dans le sens striet du terme, définies de manidre précise et prises i la
lettre. Celles-ci, en méme temps qu'elles bornent rigoureusement.les conduites 1&
gitimes, laissent le champ libre i ce qu'elles n'interdisent pas'; on peut dé&fend:
ses Intéréts jusqu'au bout, dés lors qu'on le fait dans les r&gles. Un autre type
de séparation entre le licite et 1'illicite prévaut en France. On s'y contente
plus facilement d'un respect plutdt approximatif des régles explicites, et chacun
interpréte celles-ci & sa fagon. Mais on ne peut aller "au bout de ses drolts”,
11 faut user de ceux-ci avec mod8ration, en ménageant autrui d'une maniére qui

n'est pas précisément codifiable, mais reléve d'un certain esprit.

e e e e s ——

(1) Ces schémas ~-nstituent des mod&les théoriques permettant de rendre comnte d'y
grand nombre d'observationsayant porté tant sur le fonctionnement des diverses
usines que sur les valeurs exprimées par les membres de leur personnel, Ils
sont indirectement validés par la mani&re dont ils permettent d'interpréter
ces observations. Un nombre limité de ces dernidres seront présentées dans
la suite de ce texte. D'autres sont présentées par ailleurs dans divers tex-
tes parus ou i paraitre (cf. les textes déj3 cités "National cultures and the
way organizations run : a fremch-dutch plant" et "La‘gestion a2 la frangaise",
ainsi que "le syst&me d'action francais™), - : '



Aux Pays-Bas l1'sccent est moins mis sur la ritualisation des affrontements que
sur la recherche de consensus et d'harmonie. L'agression directe, méme verbale,
est fortement réprouvée, et les situations compétitives 3 enjeu fort sont &vitée:
la défense des positions particulidres ne doit pas &tre poussée au point de compre
mettre la réalisationd'accords ay sein du groupe de pairs. En contre-partie, le
groupe se doit de prendre en compte 1'avis et les intérBts de chacun, méme de cey

qui sont tré&s minoritaires.

IT Trois types d'articulation . entre la pression de la hiérarchie et la ré&sista:
P

ce de la bage :

Ces diverses formes de régulation ﬁarquént 1'ensemble des relations entre indivi-
Vus et entregroupes, les relations horizontales comme les relations hiérarchique:
les relations qui se nouent autour d’enjeux "techniques" (1) comme celles qul se
nouent autour d'enjeux "sociaux". Elles marquent em particulier les formes d'équ-
libre qui s'&tablissent entre les pressions de la hiérarchie et les résistances

de la base. Partout celle-ci se soumet pour une part et se défend pour une autre,

mais suivant des logiques distinctes.

L'usine américaine est marqude par la régle et le contrat aussi bier

dans les pressions subies par la base que dans la résistance qu'elle oppose.

Les rapports entre l'encadrement et les ouvriers sont minutieusemer
réglés par un accord d'entreprisé passé entre la direction et le syndicat. Cet
accord ménage 3 la direction de grandes prérogatives en matiére‘d'organisatioﬁ de
la production et de sanctions. Elle peut notamment exiger des heures supplémen-
taires, licencier en cas de réduction de production, sanctionner en cas de faute.

Mais simultanément 1'accord enferme strictement 1'action des responsables dans

T e e -

(1) Que 1'on a analysés par ailleurs dans "Régulation sociale, vie des entrepri-
ses et performances &conomiques".



des régles visant 3 &viter 1'arbitraire. A ce titre une "seniority", définie
avec un luxe de détails permettant de tout prévoir, tient une place centrale
dans les questions d'affectation, de licenciements économiques, de congés, de
répartition des heures supplémentaires, pendant que les sanctions associfes aux
diverses fautes possibles sont aussi minutieusement définies que les circonstan~
ces qui les justifient. Les parties veillent jalousement au respect a la lettre
de cet accord, La direction utilise effectivement les prérogatives qu'il lui re-
connait (allant par exemple jusqu'id procéder i des licenciements diselplinaires
pour des motifs qui vus - de France paraissent bien minces). Le personnel ouvrier
fait pour sa part respecter ses droits en ayant recours 3 des %rievances proce-
dures™ mises en ceuvre de manibre quotidienne (2 & 3 fois par jour en moyenns
pour le poste principal : les contestations liZes aux questions d""overtime™) et
qui débouchent avec une fréquencenon n2gligeable sur des actions en justice, Au—
cune gréve n'est permise pendant la durde de la validité du contrat. Pareil &vé-
nement, ol les parties s'affrontent sans la m&diation d'une régle définissant

€e que chacun peut exiger et attendre, ne se produit que lors de la négociation
triennale de 1'accord d'entreprise ; on sort alers briévement de la régulation par

la r&gle pour &tablir les bases qui permettent d'y revenir.

Le rgle de la ragle n'apparait pas de maniZre aussi spectaculaire
pour les 'salaried people” (personnel d'encadrement et enployés) qui ne sont ni
syndiqués, ni couverts par un tel contrat, Mais on retrouve, en ce qui les con-
cerne, le méme effort pour délimiter pr&cisément les droits et les devoirs des
divers écheldhs de la hi&rarchie. Le supérieur dispose d'une trés grande marge
de liberté pour fixer les attributions et les objectifs de ses subordonnés, et les
sanctionner (y compris par des mesures de rétrogradation et de licenciement). Mais
pour Etre percues comme légitimes, ces sanctions doivent &tre strictement lides 3
1z maniére dont les objectifs préalablement fix&s ont &té& atteints, Il n'est pas
Légitime (et les supérieurs amdricains évitent de le faire) de demander des compte
sur des points vagues, discutables, ou non prévus 3 1'avance. Par ailleurs les gu-
bordonnés ont une grande marge de liberté dans le choix des moyens utilisés pour
atteindre les objectifs qui leur ont &té fixés. Eux aussi sont sous la pression

et bénéficient de la protectionde la régle et dJu contrat, au moins moral.



Dans 1'usine frangaise la r&gle est loin de fournir le méme ins-
trument de pression et de protection. La codification des conduites est moins
poussée ; ainsion ne trouve ni définition Scrite des fonctions, ni régles &quiva-
lentes & celles de 1'usine américaime en matidre d'attribution des postes, d'heu-
res supplémentaires etc..,.De plus, méme quand la ré&gle existe sur le papier, elle
est appliquée de fagon beaucoup moins rigoureuse gue dans l'usine américaine,
les sanctions officielles me sont guére appliquées, mais il existe des sanctions
occcultes. L'oppeosition aux régles en vigueur tend & prendre beaucoup plus que
dans 1l'usine américaine, la forme d'"arrangements"” avec les régles qui sont tour-
nées sans 8tres remises ouvertement en cause. Les rapports de force ne se concen-
trent pas dans les moments ofi celles des régles qui ont un caractére contractuel
sont é&tablies. Tls sont présents de maniire plus continue dans une série d'ajuste
ments locaux et précaires 3 cdté des régles, dérogeant & celles-ci, ou les inter

Rrétant avec des compromis provisoires entre des personnes particulires,

L'équilibre qui tend 3 s'établir entre la pression de la hidrarchie
et la résistance des subordonnés est un gquilibre subtil largement informel (1).
D'un cBté 1'autorité des responsables doit beaucoup 3 la révérence qui s attache
& leur personne, et cette ré&vérence est & la mesure de la distance symboligque qui
les sépare de ceux qu'il dirigent, Ils possédent un pouvoir discréticennaire consi-
dérable. Mais d'un autre c6té& leur statut mSme leur interdit de trop "descéndre"
dans ce qui reldve des affaires de leurs subordonnés et donc de contrdler ceux-ci
de prés. Et le devoir général de modération fait que leur capacité& 3 remettre en
cause la.situ§tion de leurs$ subordonnés (sanctions, changements d'affectation
reste trés limit&e en dehors des périodes de crise mettant en jeu des intéréts

supérieurs essentiels.

De son c8té l'usine des Pays-Bas se singularise par la place qu'y

tient la recherche de consensus, Non seulement les procédures de concertation son-

(1) Déjd bien mis en &vidence par Michel Crozier dans Le Phé&nomdne Bureaucratique,
Seuil 1953,




trés développées mais, 4 1'tonnement des cadres frangais, "il est trds rare
qu'une réunion se termine sans qu'on ait un accord et qu'on s'y tienne”. Cette
logique de consensus ne tend pas seulement & &liminer les marques les plus ouver-
tes d'agressivité qui sont courantes en France ("gueulex”, "se facher", manier
lfironié), Elle a également pour effet de limiter fortement 1'application brutale
des r&gles qui est en faveur aux Etats-Unis ; la gsolidarité ds groupe tend 3 1l'empor-
ter sur 1'évaluation fine des mérites propres A chacun et sur la responsabilité

personnelle.

Les rapports hidrarchiques g'inscrivent dans un tel fonctionne-
ment. La hi&rarchie ne peut que modérément s'appuyer sur la régle (ainsi 1l est:
pratiquement impossible de sanctiommer un ouvrier, et il n'est pas question de
contrBler 1'authenticitd des absences pour "maladie"). Et elle ne peut compter-
non plus sur quelque révérence &tayant un pouveir discrétionnaire. Il lui faut sans
Teldche consulter, expliquer et convaincre. Mais elle ne re?contre gué-—
re d'opposition active. Elle n'a pas & affronter de gréves., L'acceptation des
consignes, des ordres, des mutations i 1'intérieur de 1'usine, des contrSles, ou
du chBmage partiel, parait &tonnante aux yeux de cadres frangais. Et on ne retrouv
pas non plus 1'activitéd procé&durisre qui marque l'usine américaine. Les &checs de
la recherche de consensus se traduisent par diverses formes de démobilisation et
de retrait (qui constituent un moyen d'é&chapper sux tensions sans se battre). Le
turnover et 1'absent&isme, trds variables , suivant le "climat" qui régne dans les
divers services et &quipes, peuvent atteindre des niveaux trés élevés (dans le
service principal de fabrication, 1'absent&isme maladie est cing fois plus &1é-

V& que dand le service &quivalent de 1'usine fancaise (1).

111 La diversit& de la présence et de l'action syndicale ;

Chaque type d'articulation entre les pressions de la hiérarchie et
les défenses de la base conduit 3 un mode particulier de présence et d'action syn-

dicale. L'importance globale de 1'action des syndicats, leurs orientations idéolo-

(1) De 1l'oxdre de 15 ¢ contre 5 Z.
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ilques, et leurs modes d'action concrets,s'en trouvent rofondément affectés,
glq 2

Des syndicats inégalement présents

La lutte collective et organisée des travailleurs comnstitue la rai-
son d'8tre de 1'action des syndicats. Suivant que la maniére dont les travailleurs
promeuvent leurs int&réts reldve plus ou moins de la lutte (1) et suivant que cet-
te lutte est plus ou moins collective plutdt qu'individuelle, organisée plutdt
qu’'informelle, les syndicats tendront 3 occuper des places tr2s variables. A cet
égard les situations de la France, des Ftats-Unis et des Pays-Bas, se présentent ¢

maniéres bien différentes.

Sipar opposition aux Pays-Bas, pays de recherche de consensus,la Franc
et les Etats-Unis paraissent des pays de luttes, les différences entre les terrair
ol celles~ci sont mendes ne peuvent gu'avoir de grandes répercussions sur le réle

des syndicats,

En France les rigles, les accords, n'ont qu'une importance limitée.
De toute maniZre leur respect est tr&s relatif. Et les efforts fait individuelle-
ment par chacur pour améliorer sa position 3 cSté des régles ou en les tournant,
tiennent une grande place par rapport aux efforts faits collectivement pour ren-
dre leur contenu plus favorable. Ce caractdre trids général de la soci®té& Francais
se retrouve em particulier dams lesrelations professionnelles, et limite le r&le
Joué par les gyndicats .
Ainsi en matidre de salaires 11 existe certes des négociations collectives, condui
sant & 1'&tablissement de régles, et ces négociations font intervenir les syndi-
cats. Mais leur fruit n'a qu'un rdle trdg limit&. Ainsi que 1'analyse J.D. Reynaud
(2). "A proprement parler, la n&gociation ne détermine pas les salaires en France.
Elle fize les minima, enregistre et régularise les pousséeé économiques, encadre

la discussion d'entreprise. Mais elle n'a rien de comparable au contrat par le-

quel les salariés américains fixent de manidre formelle le prix de leur travail

—

(1) Nous avons parlé dans la 2e partie de "dé&fense" et non de "promotion" des in-
téréts des travailleurs. Il ¥ a 13 sans doute un ethnocentrisme frangais, 1ié&
au rSle des luttes dans la maniZre dont cette promotion se fait en France.

(2) J.D. Reynaud les syndicats en France, Seuil 1975, PP 206.207.
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(et sans lequel ils refusent de travailler)}. En régle générale le salaire effec-
tif n'est pas nfgoci&. "Cette situation, est lide 3 1a place des stratégies. in-
dividuelles. "En bonne période (...) les salariés veulent gagner davantage et la
voie courte de .la guerilla est beaucoup plus immé&diatement prometteuse a cet &gard
que la voie longue d'un renforcement des négoziations..."(l). Et "les syndicats

volent ainsi se perpétuer les raisons principales de leur faiblesse" (2).

Ce qui est vrai pour les salaires 1'est Egalement dans de nombreux
domaines touchant & 1'organisation du travail, et aux conditions de travail. Ce
qui en la matigre est en général fixé aux Etats-Unis par des régles établies par
négociation avec les organisations syndicales et dont celles-ci contrBlent quoti-
diennement 1'application fait 1'objet en France d'"arrangements'” individuels aux-
quels les syndicats ne sont pas partie prenante. Aussi les syndicats v sont trés
absents de la vie quotidienne des ateliers. Cette situation, qui est apparue de

maniére frappante dans notre enquéte, se retrouve beaucoup plus largement (3).

De plus la manidre dont les actions-c?llectives elles mémes s'inscr:
vent dans le jeu frangais de pressions et de contre pressicns ne favorise pas le
rdle des syndicats, Ainsi les gréves francailses sont souvent moins des moyens
d'obtenir des accords formels que des manifestations d'un sentiment qu'on a "dépas-

s€ les bornes".

' "De tous ces pays, la France est celui oi la gréve est la plus diffu-
se , la plus 1iée sans doute, & wma protestation éphémére, la moins articulde 3 ur
processus de négociation"” (4). ¢ . Martinet évoque 3 ce titre "un facteur typique-
ment francais (...) qui est celui des &normes variatioas de la combatiiité ou-

vrigre (...). La France reste sur le plan social comme sur le plan politique, le

S L it ke e e e Al ke e s e e o e e e

(1) 1btd P. 215,216
(2) Tbid P, 215

(3) Ibid P. 245.246, J.D. Reynaud souligne qu'en France le droit qui intervient
en cas de rupture de contrat de travail, ne régle gudre la maniZre de vivre er
ensemble, ' '

(4) cf. . Adam et J.D. Reynaud, Conflits du travail et changément social,PUF 1978,
B, 22,
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pays des "&motions" et des “journées" (1). Ceci se traduit en particulier par le
fzit que la durée moyenne des gréves est beaucoup Plus courte que dans la plupart
des autres pays et en particulier qu'aux Etats-Unis (2). Si le nombre da Journées «
gré&ve par salari8 est du m@me ordre de grandeur qu'outre Atlantique (3), leur dif-
férence de rdle fait qu'elles ne supposent pas du tout la méme organisation, Auss
elles ne font pas intervenir les gyndicars de la m@me - fagon, Ainsi pour J.D. Reynat
si la France ignore le probléme des "gréves sauvages", ce n'est pas "parce qu'il

Yy a davantage de discipline, mais parce qu'il n'y en a pas du tout {4).

Dans ces conditions on ne peut s'étonner que le syndicalisme franga
apparalsse comme "le plus faible des syndicalismes européens” (5).
Aux pays-Bas 1'action syndicale s'inscrit dans un contexte trés dif
férent, marqué de maniére trag générale et pas seulement dans les relations profe

slonnelles, par la recherche de congensus.

Le rOle des syndicats tend i se concentrer sur les points qui relé-
vent le moins facilement du consensus, parce que les rapports entre employeur
et salariés sont en ce qui les concerne "de somme nulle". "Les syndicats ont comm
role de défendre 1'individu et les d&fenses primaires comme la rémunération {(6)

Les salaires sont concernés au premier chef.

Un a en matigre de salaires des négociations entre eﬁplcyeurs et or

—— - ——

(1) @.Martinet Sept syndicalismes, op. cit P. 137.
(2} J.D. Reynaud op. cit P. 164,

(3) Sur la période 1962-1974 205 journdes pour 1000 salarifs, sans compter 1968 o
931 en le comptant contre 516 aux Etats-Unis, ¢f. Adam et Reynaud p, 22.

(4) cf. J.D. Reynaud op. cit p. 167,
(5) cf. P. Marinet op. cit p. 125.

{6) Entretien avec les responsables des affaires sociales de 1'usine néerlandai.
se oll nous avons enquété ,
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ganisations syndicales, i 1'&chelon national (négociation des conventions collec-
tives de branche ) et & l'échelon local qui conduisent 3 des décisions effective
ment suivies d'effet, Le rlle de "défense” des syndicats apparait bien 3 cet égar«

comme trés Iimportant.

Par contre dans les multiples domaines oil plutot que de "d&fense"
a8u sens strict des int&réts des travailleurs, il s'agit d'une recherche de consen
sus sur des int&rets communs, le rSle des syndicats parait trds limité. Ce sont

alors par d'autres organes que la voix des salari8s se fait entendre.

Le conseil d'entreprise prévu par la loi joue 2 cet &gar? un grand
p F p

réle.

On discute sur des sujets sur lesquels il n'y a pas de conflit" (1), Ce
conseil intervient par exemple en cds de grosse réorganisation, et dans la nomi-
nation des membres du conseil de surveillance. Ses liens avec les gyndicats

sont limit&s. Dans l'usine ofi nous avons enqudtd Bes membres, désigné€s & bulletin
secret, appartiemnent traditionnellement 3 1l'encadrement. Et "il v a une fraction
(des syndicats) au conseil d'établissement, {1 y a une section avec un petit - com
té, mais qui n'a aucune valeur juridique (,..) le représentant n'a pas de protec-

tion particuliére, mi de décharges de service " (2).

‘Deplus dans cette usine,(et on peut penser que ce n'est pas un cas
singulier) un trés prand nombre de commissions, de comitds, etc...non légalement
obligatoires rassemblent des représentants des divers niveaux de la hiérarchie. II:
n'ont i prendre aucune décision ou délib&ration ayant une valeur juridique, mais
constituent des instruments de 1'&laboration du consensus, Ces commissions, oi le:
syndicats n'interviennent pas, traitent aussi bien des questionsd'organisation techni

que, que de clagsification des postes, des conditions de travail, etc...De son cd:
la concertation informelle entre niveaux hiérarchiques, individu 3 individu ou

T o S e ——

(1) Déclaration du président de 1'usine néerlandaise oit nous
avons enquété (cf. Le Monde dosslers et documents n° 102 Juin 1983),

(2) Entretien avec le responsable des affaires sociales,
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en groupes) est trds poussée .

Par ailleurs les d@failllances de ce mode d'ajustement par consensus
conduisant pourl’essentiel 3 des modes d'expression des tensions qui, relevant du
retrait ot don de la lutte, ne font pas intervenir les §ZEEEcgts, Dans 1'usine
oll nous avong enquét&, il n'y a jamais eu de gréve, pendant que l'absenteisme et
le turnover sont trés forts. Et cette situation refléte des caractéristiques na-
tionales. Ainsi le nombre de journées de gréve par salarié n'atteint pas pour 1l'er

semble du pays le 1/10 du chiffre américain (1).

Au total le r8le 3 la fois important 3 certains. &gards, et en méme
temps limité, dessyndlcats néerlandais s'inserit bien dans un mode naticnal de ré-

gulation sociale.

On a d&jad &voqué le rile des syndicats américains en contrepoint de
celui des syndicats frangais. Ce rSle est intimement 1ié i la place des contrats
d'entreprise et du "bargaining system", lui m€me 1ié 3 la place générale de la ré-
gle et du contrat dans le mode de r&gulation américain. Les syndicats constituent
1'instance qui n&gocie le contrat et veille 3 son application. Ils paraissent lar-
gement vus par les salari8s comme correspondant & des sortes de "lawyers" travail-

lant & leur service de manidre fort utile, mBme s'ils sont cofiteux 2).

Une diversitédfidéolqgies et de modes d'action

Les tendances idéologiques des divers syndicalismes nationaux s'ins-

crivent elles augsi dams chacun des types de régulation,

Les aspects anarchistes et révolutionaires de 1'iddologie des syn-

dicats framgais (3), leur répugnance & la "collaboration de classe" se concilient

(1) Pour 1la période 1962-1974 26 journées pour 1000 salariés contre 516 aux
Etats=-Unis.

(2) Nous avons eu des remarques d'ouvriers en ce sens dans 1'usine am3ricaine oii
nous avons enquété , cf, aussi G.Martinet op. cit. p. 176.

(3) cf. P Martinet op. cit .
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bien avec le r8le en tout &tat de cause limité et précaire, des accords qu'ils ont
4 passer avec le patronat. L'id&al de "1'usine aux travailleurs" (1) s'inscrit par.
faitement dans un mode de régulation qui met 1'accent sur 1'autonomie de chacun. D
plus le rBle de 1'autorité comme instance de régulation séparée et révérée dans un.
soci&t& néanmoins marquée par des valeurs égalitaires, tend i eréer i son égard de
relations extrE@mement ambivalentes. L'idéclogie révolutiomnaire, jointe & un dis-

cours souvent critique et i des explosions sporadiques de mécontentement sert 3 ce
titre de compensation aux marques de respect (impensables aux Etats-Unis et plus

encore aux Pays-Bas) dont bén&ficient les représentants de 1'autorité.

Aux Pays-Bas au contraire, ce qui vu de France, apparait comme une
"coop&ration de classe", s'inscrit dans un mode de régulation oii la recherche du
consensus a un caractére beaucoup plus général, et ofi 1'inégalité des fonctions va
de pair avec une égalité fondamentale des personnes (l'autoritf n'y b&né&ficie pas

marques de révérence ),

L'idéologie américaine de lutte au sein du systéme s'inscrit de son
cOté dans un mode de régulation mettant de manidre générale 1l'accent sur la confro:
tation régie par des régles que tous respectent. Et elle est permise par le fait
que 13 encore, il n'y a pas d'inégalitéfoncidre entre personnes (et pas seulement

entre fonctions) séparant les dirigeants des dirigés.

On peut de méme analyser les différences entre les modes d'action syn-

dicale que 1l'on observe dans les trois pays (2).

I1 n'est sans doute pas nécessaire d'insister plus sur le rdle cen-
tral du contrat d'entreprise dans 1a stratégie des syndicats am8ricains. Les gré-
ves sont des gréves de longue durée, lides pour l'essentiel au renouvellement des

contrats. Les syndicats se livrent au jour le jour 3 une activité procéduridre

(1) Ibid p. 128-131,

(2) On pourrait également analyser les rapports entre les syst@mes nationaux de ré-
gulation et les objectifs de 1'action syndicale (stabilité de 1'emploi, niveaux
des salaires, etc...). Il faudrait pour cela analyser les rapports entre les sy

té&me de régulation et 1"importance des divers types d'enjeux dans la vie des in
dividus . Pareille analysecdéborderait le cadre du présent texte.



16

intense (“grievance procedures') lide & 1'application des contrats. Cette activitd
fait intervenir des experts syndicaux qui "font carriZre" dans le syndicat (1), Dar
ce mode d'intervention 11 est essentiel que les salariés soient représentés par ur
interlocuteur pouvant s'engager au nom de ses troupes, et donc 3 la fols unique

et faisant ré&gner un forte discipline,

Dans la perspective nderlandaise de recherche de consensus, le plura-
lisme syndical n'a pas dinconvénients. Au contraire 1l permet la confrontation d'ur
large ensemble de points de vue, et la prise en compte, essentielle dans un syst &me
de recherche deconsensus, des points de vue des minorités. Par ailleurs la recherc!
de consensus par la discussion d&tourne d'un usage de la gréve comme moyen d'actio:
Un climat d'information réciproque et objective marque les relations entre le pa-
tronat et les syndicats. Ainsi, dans 1'usine oii nous avons enquété, "'chaque trois
mois 11 y a une réunion de la direction avec les représentants de chacun des quatr
syndicats. L3 on commence toujours par une petite explication de la situation &co-
nomique méme s'il n'y a pas de problémes majeurs. Gette réunion a pour but de main-

tenir des contacte structurds" (2).

En France on a, pour revenir aux analyses de J.D Reynaud, une "né&goci:
tion permanente”, oli "il faut voir non une approximation des formules contractuel-
les, mais une formule différente" (3), la rencontre des parties crée moins la 18pis
lation détaillée de leurs rapports que”les principes constitutionnels de leur conv:
vance" (4). 11 s'agit bien sur de créer une sorte de modus vivendi conflictuel, oii
chaque partie garde les mains libres (5), mais oli, dans la droire ligne du systéme
de régulation francaise, chacun &vitd d'aller "trop loin". On a des négociations
morcelées, traitant les problémes 3 chaud avec des résultats dont le statut juri-

dique est souvent vague et la p&rémmité douteuse (6) mais qui évitent aux conflits

LTy ——

(1) cf. G. Martinet, op. cit p. 176 sur "l'union business',
(2) Entretien avec le responsable des affaires sociales.
(3) Ibid 177-178.

(4) J.D. Reynaud op. cit p 229.

{5) 1Ibid.

(6} cf. Christian Morel La gréve froide, stratégies syndicales et pouveir patronal.
Les &ditions d'organisation 1981.
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de dégénérer.

Par ailleurs les rapports des syndicats 3 1'Etat, reflétent bien
les rapports ambivalents i 1'antoritd que 1'on trouve dans la société francaise.
La difficulté 2 se mettre d'accordpar des négoclations entre partenaires rend son
intervention indispensable (1). Il bé&néficie d'une référence qui permet d'agir par
son autorité propre, et non en simple serviteur de la loi. Et simultanément il est

brocardé et on g'en mé&fie (2).
Conclusion

Les particularismes nationaux en matidre de réle d'idéologie et de mode d'ahtion
des syndicats ne relé&vent pas seculement de traditions se limitant au champ propre
des rapports entre patrons et travailleurs., Ils refl&tent des caractéristiques bea
coup plus générales des formes de régulation (de "pacte social) propres aux diver
ses sociétés., Si 1'on prend l'exemple de la France des Pays-Bas et des Etats-Unis,
les modes de régulation que l'cn a pu mettre 4 jour en &tudiant d'avtres catégorie:
de phénoménes, et en particulier la coopération horizontale entre divers services
d'une méme entreprise, se retrouve remarquablement dans les différences de présgenc
et daction syndicales. Aussi dans chaque pays il parait illusoire, dans ce domaine
comme dans d'autres,de vouloir imiter directement ce qui parait séduisant ailleurs.
Chaque action syndicale ne peut se d&velopper sans tenir soigneusement compte des

spécificités de la soci&té oil elle &'insdre.

[Py ——

(1} cf. J.D. Reynaud op. cit. P 195-197 "cf. aussi p 180-181 sur le déroulement
des négociations,

(2} cf. G. Martinet op. cit. p 160,
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The British Miners' Strikes of 1974 and 1984:

A Comparigon of the Role and Stratepy of the Miners' Union

M. Jackson

Introduction

The National Union of Mineworkers (NUM) has a unigue place in the
history of industrial relations in Britain. It had a central role in
the General Strike of 1926 and in the 1930s the militancy of the miners
appeared to overshadow all other groups: in some years miners alone
accounted for more than 40 percent of all strikes in Britsin. In 1974
the miners’ strike triggered a general election and the defeat of the
Government , In the popular image the miners were the key group in the
labour movement. They not only had a history of militancy but they hed
defeated a government. They seemed to have enormous industrial Strength
and the capacity to withstand pressures that would make other groups
capitulate. In the context of the ecarly 1980s, then, with the
background of the defeat of a number of major groups in public and
private sector strikes, the miners appeared to be thg last major point of
resistance to both Government policy and the gErowing stfength of
employers. The 1984/5 miners' strike, thus, was of real significance,
not simply to the miners but also to the whole labour movement and
arguably to the whole of industrial relations in Britaip. This paper
seeks to examine the reasons for the result of the 1984/5 strike and to
compare it with the very diFferent outcome in 1974, The aim of such a
comparison, in part, is td enable the events of 1984/5 to be better
understood: the aim is also to be able to point to more general lessons

for the distribution of power in industrial relations.



The 1974 and 1984/5 strikes: an outline

The 1974 British miners' strike wes a relatively short affair,
lasting for only a matter of weeks. However, it was part of a longer
period of industrial action which started in November 1983 and thet
action itself needs to be seen in the context of earlier disputes in the
industry. In practice, the most logical starting point for a narrative
is probably Naovember 1971 when following a breakdown of negotiations over
wege levels the NUM called First an overtime ban and then a ballot over
strike action. The ballot resulted in a narrow majority (S9%) in Favour
of a strike which started in January of the following year. The strike
led to considerable industrial disruption (by the middle of February over
1.2 million workers had been laid off because of disruption to power
supplies) and eventuzlly a Committee of Inquiry was set up (the
Wilberforce Inquiry) which recommended wage rises significantly above
those previcusly on offer. The strike ended on 28 February 1972,
essentinlly on the terms recommended by the Hilberfofce Inguiry.

The miners epparent success in 1972 was fnllowed by demands for
further signficant rises In the 1972 and 1973 wage rounds. In July 1973
the Union's annual conference approved & call for wage increases of
between £8.50 and £13, Such increases were well above those allowed
under the Government’s existimg p;y policy (by this time Phase Three of
the Counter Inflation Programme was being discussed and eventually
approved). The totel cost of the wage demand in a year wds put at sbout
£138 million. The respone of the employers, the National Coal Board
{NCB) was to offer a package of wage increasee which would have cost
about £42 million. The Coal Board's offer was rejected and in November

1973 the NUM's national executive committee called for an overtime ban.



At the start of the overtime ban coal stocks stood at 35 million
tonnes’' (2 millions more than at the start of the 1972 strike) but the
Government swiftly introduced a State of Emergency which brought in a
whele range of regulations designed to save power (display advertising
and floodlighting were banned, government buildings were ordered to cut
fuel consumption by a teath and the general public were urged to make
voluntary reductionrs in their use of power). These restricktions were
followed in December by the announcement that industry was only to be'
sliowed to work & "three day week” from the end of the year.

The 1974 strike itself did not start until more than a month of the
new year, and the '"three day week’, had passed. A strike ballot was
held on 31 January and 1 February which resulted in an 81% vote in Favour
of strike action (B6% of members voted). The strike was called from 10
February. In the meantime, the Government announced (on 7 Febeuary)
that it was calling a General Election (on 28 February): in the
announcement of the election it was made clear that the coal strike was
one of the main issues.

The miners refused to call off their action and the General Election
took place not simply under the shadow of the strike but elso with the
strike (and the issue of *who governs the country') as uppermost. In
the event the Conéervative Government was defeated and replaced bj a
Labour administration. The new Government guickly settled the strike.
The total cost of the settlement was estimated at £103 million. In so

far as one can ever say who has won or lost a strike, the miners were

seen by most to have won.
The 1984/5 strike also fits into a background of earlier
developments, but ones of a very different kind. Whereas the 1974

strike was preceded by a growth in industrial militency buoyed by
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increaging demand for coal, the.1984/5 strike was preceded by an apparent
reluctence to take industrial action in many coalfields and & decline in
the demand for coal. The decline in the demand for coal led the Coal
Board to look for ways of reducing capacity and concentrating production
in *more economic pits’', When Norman Siddall succeeded Dereck Ezra as
chairmen of the NCB in 1982 he encouraged managers to put marginal pits
forward for closure through the ‘review procedure’ and in his yeer ss
chairman Siddall saw twenty pits closed and about 4 million tonnes of
capacity lost.

Such developments brought alarm within the NUM and in October 1982 a
special delegate conference decided to call a national ballot on strike
action: the ballot linked two issues, the latest pay offer and pit
closures, The ballot resulted in & defeat For the strike move: 87
percent of miners voted but there was a 61 percent vote against strike
action. Six months later, in March 1983, the issue was revived. The
South Wales area of the union was on strike over the closure of the Ty
Mawr Lewis Merthyr colliery but a netional ballot on strike action again
resulted in a defeat for the move with, once more, 61 percent voting
against strike action.

The issue of pit closures, though, remained high on the agenda. It
wa§ discussed at the union's ennual conference in July 1983 when a
resolution was passed instructing the national executive to begin
campaigning against pit closures and to hold another strike ballot at an
appropriate juncture. In September 1983 Ian MacGregor took over as
chairman of the NCB and his reputation from his stewardship of the
British steel industry only served to increase anxjety over the issue.

In November 1983 a special delegate conference of the miners’ unjon

agreed on an overtime ban in protest against & 5.2 percent pay offer.



Pit ¢losures conﬁinued. though, to be the dominant issue, and the
announcement of the closure of Cortonwood colliery in South Yorkshire and
& further 4 million tonne cut in capacity for 1984/5 (with the loss of 20
pits and 20,000 jobs) led to strike actionp in Scotland, Yorkshire, South
Wales and Kent. This action (under rule 41 of the union) did not
reguire a national ballot but had to be endorsed by the National
Executive. Such endorsement guickly followed and the strike spread into
netional action. |

Throughout the strike a number of attempts were made to neegoLiate a
settlement. At the centre of these negotistions was the issue of
'uneconomic pits’. It was often portrayed simply as a dispute between
the NCB which wanted to be able to close down pits which were not
profitable and the NUM which only wanted pits.to be closed down when
their reserves became exhausted. In practice, neither position was as
simple as that: the NCB recognised that the profitability of a pit, at
least in the short term, was not the only factor to be taken into
account, while the NUM recognised that the notion of ‘exhaustion' in
practice implied an economit element. Yet neither side was willing to
g0 far enough to meet the other's requirements, perhaps because of the
atmosphere of mutual mistrust.

In the discussion on 'unecoﬁomic pits’ reference was frequently made
to the strategy agreed for the Industry in 'Plan for Coal’. The union
pleced considergble emphasis on this agreement believing that it
justified their opposition to pit closures. The Coal Boyrd for their
part saw the need to negotiate a new agreament for the future of the
industry which reflected changed market conditions. In fact, the Plan
for Coal, over which so many of the exchanges between the two sides

during the strike centred, is not just one but a series of documents
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during the strike centred, is not just one but a series of documents



which date back to 1974 but extend to include 'Cosl for the Future'
published in 1977. In these documents, the expansion of capacity is
assured and the question of pit closures is touched on but the issue of
‘uneconomic pits' was never really fully dealt with.

The strike itself was both bitter and violent. The mass picketing
at a number of pits was the centre of attention by the police and the
media. The failure of some miners, particularly in Nottinghamshire, to
support the strike, meant that the 'rights of working miners® became a
major public issue. The striking miners were accused of intimidation
and the police were accused, amongst other Lthings, of usging unnécessary
force and provoking vioclence,

As the strike progressed into 1985 the main tactic of the Board and
the Government came to be seen to be to try to widen the gap between the
working and striking miners and to persuade more men to return to work.
For a period the major centre of attention became the numbers giving up
the strike: both sides recognised the propogands importance of such
figures and the effect that they could heve on the morale of those
remaining on strike. At the end of the day the *drift back to work®
became the critical factor, The NUM executive was forced to recongise
that strikers were returning to work even if they disputed the NCR's
figures and in March 1985 ordered a return to work. However, it is
significant, and an indication of the bitterness that surrounded the

strike, that the return to work was not based on a negotiated settlement.

The 1974 and 1984/5 strikes compared

The 1974 and 1984/5 strikes clearly ended with very different

results. in the former the miners, and their union, apparently defeated



not simply their employers, the NCB, but alsc the Goverpment; in the
latter the miners were apparently defeated after one of the bitterest and
longest national strikes in Britain's history. There are obviously many
points of comparison between the strikes but all of them could not be
covered in the space allowed in this paper. The points of comparison
that will be referred to will be those that are seen as being of

particular value in helping to explain the different conclusions to the

two strikes.

1. Personalities

Reporting of industrial relations in the media, and particularly
reporting of strikes, often dwells on individuals. Frequently such a
conéentration on individual personalities leads to a gross over-
simplification of issues. Nevertheless, it is difficult to resist the
view that personalities, and differences in personality (and style),
played at least some role im the strikes under consideratiosn. As far as
the NUM is concerned the dominant personality is usually the President
(and the General Secretary as in many other British unjons). In the
1974 stfike the union was led by Joe Gormley, seen as a 'centre-right!
condidate when he took over the leadership. In the 1984/5 strike the
union was led by Arthur Scargill, popularly seen as on the "left’' of the
labour movement. The different political stanceé of the leaders is
important for the politicel views of Arthur Scargill were used by his
oppbnents as a way of attecking his policy and questioning his motives.
More importantly, however, it was not only the political opinions of the
twe men that differed but elso their leadership styles. Arthur Scargill
was much more ¢learly leading the union's policy and the strike jn 1984/5
than Joe Gormley had been in 1974. Gormley has been porirayed, probably

correctly, as being reluctantly drawn inte strike action: many have



argued that Scargill sew strike action as inevitable and the only way to
halt what he believed to be the destruction of the industry.

In the case of the NCB there were elso differences in leadership
style between the 1974 and 1984/5 strikes. In 1974 Dereck Ezra was the
chairman of the NCB while in 1984/5 that position was held by Ian
MacGregor. The latter was seen publicly as much more aggressive (in
some eyes determined): his personality for a while dominated the
presentation of the Coal Board case. In 1974, of course, the chairman
of the NCB plsyed an important role but in the public perception it was
overshadowed by Government ministers: the Coel Board was more clearly
seen to be acting under Govermment policy and therefore the personality
of the Coal Board chairman seemed less crucial.

The simple presentation of the personality diFferences sees the main
protagonists in 1974 as being much less strident and dogmatic than those
in 1984/5. Such stereotypes cen be dangerous for they inevitably
present an over-simple picture. Yet this perception of personalities
was important. Not simply was each side's leader held up as a ‘bogyman’
by the other much more in 1984/% than in 1974 but part of the object of
the 1984/5 strike on the Govermment's part seemed to be determined by the
need to ensure that Arthur Scargill did not win and could not be seen to
havg won . The creation of the public perception of the personslities
made compromise more difficult on both sgides. Of course, this does not
explain the different outcomes of the strikes, nor does it entirely
explain differences in their conduct, for the 1974 strike was bitter and
keenly fought. Nevertheless, the personalities and differences in this
area between 1974 and 1984/5 are an important factor in understanding

events.



One gpecific aspect of the two strikes, which can be linked to the
personalities on the union side, though it has & broader scope, is the
way union policy developed in relation to consultation with members.

The 1974 strike was based on a ballot of the whole membership in Favour
of the strike whereas in 1984/5 no such national ballot was held. The
rationale for not holding & ballot in 1984/5 was based on two Factors.
First, it was ¢laimed that a national bsllot wasg unnecessary, as the
strike could proceed under rule 41 which permitted individual areas to
reach their own deciciions (subject to epproval by the national
executive) and then seek support From others. Second, it was claimed
that certein union members, particularly those in ’safe’ areas, should
not be allowed to vote other members out of their jobs. The strategy
adopted over the ballot im 1984/5 was not simply a reflection of the
personality and stance of the leader Arthur Scargill: however, it
clearly was less in tune with the personality of the 1974 union leader,
Joe Gormley, and it is difficult to emvisage him having supported such a
strategy.

Some would see the decision over the ballot as having particular
significance for the outcome of the strike. Indications from opinion
polls and the like all suggest that had a ballot been held there would
have been & majority in favour of strike action. Such & ballot result.
early in the strike might have avoided the splits in the miners*' ranks,
particularly the decision of many Nottinghamshire miners to continue
working, and while it ig difficult to determine whether this would have
led to a different outcome, it clearly would have strengthened the impact
of the strike considerably. Explanations for the failure of the 1984/S
miners' leaders to hold a strike ballot vary but s popular one is that

defeat of calls for strike action in three earlier ballots meant that the
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leaders did not want to trust future action to such a device, However,
the miners®leaders were defeated in a strike ballot in the early 1970s
befor the 1974 strike: a ballot in 1970 only showed 55 percent in favour
of strike action and at that time such a majority was insufficient to
allow & strike to be called {(later the rules were changed to ensble a
strike to be called if a ballot produced $5 percent in favour), The
question, then, of the approach of union leaders, and their views,
particularly about the right of union members to vote others out of a
job, still needs to be considered as an explanation alongside the
suggestion that the miners' leaders simply miscalculated the views of

their members because of their previous defeat.

2. Economi¢ environment

The 1974 strike was less influenced by thg general economic
environment than by the specific circumstances facing the coal mining
industry. The dramatic rise in o0il prices which was to spark off a
major economic crises significantly improved the market position of
coal ., Earlietr trends which saw & reduction in coal output were reversed
as the British government, like others, sought ways of reducing
dependency on oil. Coal was now seen to have a price advantagé: in
1974 it was estimated that the Céentral Electricity Generating Bosard was
paying about ép or 7p a therm for oil wherasas the average cost of coel
was only about 3p a therm.

The 1974 strike was not simply concerned with changed market
conditions, but these developments were critical in persuading the miners
end maybe more impértantly public opinion, Lhat they were bargaining from
strength. This view was reinforced by the Government's reaction, in
particular the 'three day week’. If the miners could have this kind of

& _
impact (and it should be remembered that two years earlier a miners*
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strike had led to mass lay-offs in British industry) then it was
difficult to see them being defeated.

A great deel had changed by 1984, Unemployment had risen to over
12 percent and while it is difficult to quantify the impact of the
worsening economic conditions on the willingness to strike most
commentators have suggested thet it reduced the willingness of workers to
accept the costs and risks associated with such action. Fear of
redundancy and unemployment in the mining industry led some to militahcy
but led to defeat in earlier nﬁtional ballots on strike action. It is
also arguable that worsening economic conditions were one of the ressons
why the miners received relatively little practical support from the rest
of the union movement. Of course, the Trade Union Congress and
individual unions passed resolutions supporting the miners, and some gave
donations to support the strike action. Some unjons also gave more
direct support; for exemple the rail unions sought to halt the movement
of coal. The bulk of the union movement, though, expressed their
support verbally rather than through direct action.

The changed general economic conditions, however, were possibly legs
erucjal than the more specific changes in the fortunes of the British
coel mining industry. UK coal consumption reached a peask (129.4 million
tonnes) in 1979 and production féll from 130.1 million tonnes in 1980 to
119.3 million tonnes in 1983. Coal stocks stood at 58 milllion tonnes in
19832. The level of stocks was important in its own right for it meant
that it was going to take much longer for the miners to recreate the
impact of the 1974 skrike. Allied to the decision of some miners to
defy the strike call and continue producing coal the high level of stocks
provided the basis for the Goverment's complacency about the industrial

congequences ¢f the miners' gtrike. More generally, the level of coal
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stocks, along with other indicators, suggested that the fortunes of the
industry were declining. The sttempts to increase coal production of
the 19705 had been replaced by measures to reduce capacity.

One possible explanation for the 1984 miners' strike uses the changed
economic circumstances of the industry as e central factor. It could be
argued that the strike, in part at least, was the result of the failure
of the miners' leaders to realise that changed market circumstances had
significantly weakened their bargaining position. This would suggest
that the miners, encouraged by memories of the 1974 strike, and the
public perception of the miners as the one group that the Government
could not defeat, conducted megotiations and the strike itself with an
inadequate sppreciation of the reduction in their effective power. OF
course, these changed conditions, so this view would argue, were
recoghiged bﬁ the opponents of the miners who were convinced that on this
occagsion the miners could be defeated. These different views on the
balance of power could help to explain both why miners and the Coal
Board/Government were willing to engage in strike action in the first

instance, and why the strike in the event lasted so long.

3. The legal environment

The Conservative Government of 1970-1974 started its administration
with a commitment to 'reform industrial relations', which meant the
introduction of more legal coatrols, particularly on the activities of
trade unions and the conduct of strikes. The Industrisl Relations Act
of 1971 wes an important break with previous policy and was seen at the
time by many as a t;rning point in British industriel relations,
reversing what until then had been the dominant *voluntary' tradition,
The 1971 Act, though, was less effective then many had forécast. Trade

unions were able to avoid some of the worst penalties by disowning the
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actions of their members and the imprisonment of & number of dockers’®
leaders led to 8 pudblic outery and the virtuel sbandonment of the
legislation. The 1974 strike, then, took place against a background in
which the trade union movement wes seen to have defeated a major attempt
to curd their powers. The picketing which was so effective during the
strike took place, to all intents and purposes, unhindered by the law.
The experience of the 1974 strike, particularly the picketing,
incensed many on the 'right' of the political spectrum in Britain: it
increased their determination to have more 'effective' industrial
relations laws and was an important part of the background to the
industrial relations legislation of the 1980s. The moves made by the
Thatcher Government in industrial relations were designed both to avoid
the mistakes of the earlier era and to more effectively curb trade union
power. They had some public support (the 'winter of discontent' has
been seen as one of the reasons for the defeat of the Labour
administration in 1970) though there is a debate over the detail of this
matter. In practice they were far more effective than the 1971
legislation had been. They attacked union funds, rather than
individuals, and they made it difficult for unjons to escape the
consequences of their actions, say be disowning the actions of their
members. Two efents during tﬁe strike serve to emphasise these
points. The first was the move which for a while looked like resulting
in the miners' leader Arthur Scargilil being committed to gaol. Such g
prospect had some attractions for some supporting the miners for they
drew parallels with geoling of the 'Pentonville five' {the dockers®
leaders) that led to the effective defeat of the 1971 Industrial
Relations Act. Scargill, however, was not gaoled as an anonymous donor

apid his fine. The other event is the sequestrating of the miners®
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fundg, The NUM, like other unions, went to considerable efforte to
anticipate and Frusktrate any moves Lo seguestrate their funds but the
problems of doing so, and of continuing to finence the union
organisation, were enormous. Donations to support the miners’® strike,
for example, which were am important part (probably the most importent
part) of the general labour movement's support of the strike had to be
channelled into special accounts to try to avoid the legal restrictions
on the miners' funds.

The industrial relations legislation, and the way it was operated,
formed an important part of the background to the 1984/5 strike, It led
to the South Wales area of the union being deprived of control of its
funds and then similar action being taken against the national union (the
South Wales action was taken under the secondary picketing provisions of
the 1980'Employment Act while the action against the national union was
taken by ‘working miners' on the basis of the law of contract), The
industriel relations legislation was an indication as well of the
reduction in the power of the union movement in Britain (the threat to
destroy the 19805 legislation in the fashion of the early 1970s action
had failed), an indication which had its effect on morale and therefore
the willingness of the movement to directly support the miners' case.

Iﬁ practical terms, though, ind#strial relations legisiation was possibly
less important than the operations of the police to control picketing.
The highly centralised operation (which is unusual in Britein given the
emphasis on local police forces) frustrated many attempts at picketing.
The important point is that this operation was conducted for the main
under the general legal code , not under the industriel relations

- legislation.
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4. The socio-economic position of the miners

In most countries coal miners, historically, have been amongst the
most strike prone groups. Some of the classic studies of sterike action,
like those of Kerr and Siegal, have noted and sought to explain this
phenomenon. Included in such explanations have been references to the
nature of the occupational community and the solidarity this engenders.
Certainly no examination of the position of the coal miners cen ignore
such factors: there is no doubt, for instance, that 'community
solidarity’ and the support of miniqg areas played a part in the
successful outcome of the 1974 strike compared to the more difficult
progress of the earlier strike by power workers (in theory power workers
could have an even more direct effect on industrial production than the
miners).

In fact, there have always been variations in degrees of militancy
between different parts of the British coal mining industry. Areas like
‘Scotland, South Wales and Yorkshire have always been more militant thap
the Midlands, and frequently than Burham and Northumberland. This
suggests that discussions of the 'mining community” need to be aspproached
carefully for mining communities differ and there are other factors to be
taken into actount than simply matters like geogfaphical isolation.

One of the other factors tha£ is often raised is the extent to which
the nature of some traditional occupational communities hag changed.

This discussion could include questions about Lhe extent to which they
have been affected by changes in economic standards and aspirations. In
such a discussion it is relevant to refer, for example, to the increasing
propenzity of "home ownership' amongst many groups, One must assume,
and there is detailed evidence to support the contention, that many

miners have taken advantage of the opportunifies afforded by recent
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legislation in Britsin to enable them to¢ purchase the house they were
renting from a local authority. Such changes in residential status can
be linked to other metters like the impact that long term commitments of
this kind have on, say, the willingness to take strike action.

It would be foolish to discount such developments, though it is
difficult to measure the extent to which they have had an effect on the
particular outcomes of the 1974 and 1984/5 strikes. The areas which
refused to support the strike in 1984/5 stood by the general decision in
1974: but they have always been amongst the less militant ereas (in 1974
the votes in Favour of strike action varied from Yorkshire's 90 percent
te 77 percent in Mottinghamshire, 73 percent in the Midlands, 70 percent
in South Derbyshire and 61 percent in Leicestershire). Further, in the
areas that supported the strike in 1984/5 there was ample evidence of
community support. Significant funds were raised by local efforts and
there is 1ittle doubt that without them the strike could not have been
susteined for ags long. One of the actions of the current Government has
been to remove the ability of strikers to claim social security payments
from the state. They can still c¢laim some help if they have dependents
but this change of policy undoubtedly created Financial pressure
particularly though not exclusively on single men. There is anecdotal
evidence that pressure of financial commitments forced some miners to
abandon the strike: moves by the Coal Board, like the offer of a
"Christmas bonus’ were designed to tempt some men who were in financial
diffiéulties back ko work. There is other evidence, though, that in the
areas that supported the strike most miners simply accepted that

commitments could not be met, and creditors, often reluctantly, accepted

that this was the case,
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Conclusions and General Implications

There is a view that one of the crucial factors determining the
outcome of the strike in 1984/5 was the failure of the NUM leadership to
hold a ballot. The argument is put that if they had held e ballot end
been successful then the problem of ‘working miners' would not have
arisen. Miners in areas like Nottinghamshire would have respected the
nationel voie. If this had been the cese then, to continue the same
line of argument, the union would have had a resl opportunity of
repeating their 1974 success because they would have been able to have
put fer more pressure on the Coal Board, and crucially the Government.

There sre & number of assumptions in this position. Twe might be
mentioned. The First is that the ’*working miners’ would have obeyed a
strike cell if it had been supported by a national vote. It is
obviously impossible to be sure about this point: on balance it seems
likely that the assumption is correct and such statements were certainly
made by miners in Nottinghamshire. There must, though, be & chance that
had some areas voted against a strike, despite a pational vote in favour,
they would have tried to remain at work. The idea cannot be tested on
the 1974 evidence for then all geographical areas voted in favour of
strike action.

The second assumption is thai the miners could have had the same
impact in 1984/5 as they had in 1974 with a well supported strike.

There is no doubt that the impact would have been greater but it is not
¢lear that it would have been the same as in 1974. Coal stocks gave
more of a cushion in 1984/5 and oil was not in short supply in the way it
had been in 1974. The way in which the Electricity Generating Board
switched from burning coal to 0il showed that the miners could not

control energy supplies to the same extent in 1984/% as they had in 1974.
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If the guestion of the ballot is crucial then the general lessons to
be learnt from the 1984/5 strike are limited: they are really ones of
tactics and approach. However, if the other factors that have been
mentioned are more important then the general lessons are more
extensive. The change in the economic and the legal environments
between 1974 and 1984 guggest a weakening of union power that is by no
means restricted to the miners. The evidence of British industrial
relations in the last five or so years offers Plenty of examples to
support such a contention. In a number of cases union leaders have had
thei? calls for strike action turned down by their members: in other
cases major naticnal strikes have ended in defeat For the union concerned
(particularly, though by no means exclusively, in the public sector).

In both types of instance the deteriorating economic¢c position, and the
changed legal environment, can be seen to have played a role.

If, however, the problems of trade unions are restricted te such
matters then it is by no means clear what implications they have for the
long as opposed to the short/medium term. Economic conditions change
and while it is difficult at the moment to envisage a return say to the
levels of unemployment of the 19608, such an eventuality cannot be
discounted. In a similar feshion, legal conditions can change: in
Britain there is little doubt that they would with the return of a Labour
Government. If, then, the problem is one of the currept economic and
legal conditions then one cannot necessarily predict an enduring change
in the power of trade unions.

The other Factor that was mentioned in comparing the 1974 and 1984/5
strike of course has longer term implications. If, for example, the
attitudes of union members and their willingness to take strike action is

altering, say because of changes in their social and economic position,
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then the implications for trade union power could be enduring. In
practice, it is difficult to show thak this was the critical Ffactor
affecting the relative Failure of the 1984/5 miners' strike: changed
economic and legel conditions seem a much more convincing explanation.
It may be, though, that as yet the miners are not the best example to
test such e thesis end that other groups, where more significant changes

have taken place, need to be used for such s purpose.
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1. Introduction.

During the period between the second world war and the outbreak
of the crisis in the first half of the 197¢0s the relationship
between the state and the labour market organisations in Denmark
was mainly characterised by the fact that the increasing state
intervention in the reproduction process of the society was fol-
lowed by an extension of the relations between state and organi-
sations. Dependent on political point of view either the state
was accused of ‘interfering in the interest sphere of the organi-
sations and deprive them of their power and influence in the SO-
ciety or the organisations were accused of a too strong influence
on government policies which caused an undermining of democracy
because the parliamentary decision making processes lost in im-

portance in favour of corporative decision making structures.

My evaluation of how relations between state and trade union mo-
vement have developed during the crisis contains an investigation
of three important areas in the political debate since the begin-
ning of the 1970s, i.e. unemployment policy, incomes policy and
attempts to implement structural reforms which limits the employ-
ers' right to manage: the trade union movement's cdemand for eco-

nomic democracy (ED).

Although relations between state and trade union movement take
place in a very complex and flexible manner, I shaill try to draw
up some general trends to see to what extend "gquangos" have in-
fluenced the political decision making process within the state,
Further, I shall point out some general reasons for the develop-
ment of the relationship between state and trade union movement.

2. Unemployment policy.l

An important part of the wellfare-consensus since the second
world war has been the fight against unemployment, By means of
macroeconcmic measures the state was supposed to stimulate effec-
tive demand in case of rising unemployment figqures. As a supple-
ment to this, an "active labour market policy" was impliemented to
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avoid lacks of balance within and between the labour market seg-
ments. The selective labour market policies in the 1%6o0s were
mainly aimed to further the geographical and gualificational mo-
bility.

Labour market organisations were deeply involved in the reforms
of the 1960s consisting of the creation of a number of new labour
market educations, a state organised labour exchange system, and
a reformation of unemployment insurance (in the last part of the
decade}. The administration and supplementing of the legislation
was handed over to tripartite bodies which got an extended autho-
rity.

State interventions in the labour market were built on recognized
common interests petween capital and labour to further labour

market mobility or on an achieved compromise between labour mar-
ket parties.

General economic-political interventions.

The outbreak of the crisis meant changed conditions for this re-
lative consensus about economic and labour market policies. In
1975 the social democratic government tried an expansive finance
policy but in 1976 it had to make a U-turn because the deficit on
the balance of payments had grown from D.Kr. 3.2 milliards in
1975 to 13.1 milliards in 1976. The fight against unemployment
got a second priority and this has been the case ever since.
Shifting social democratic governments, on the other hand, have
not been committed to an extremely tight finance policy: the de-
ficit of the public finances has been steadiiy growing which
might have caused a reduction in unemployment growth - not least
because the increasing supply of labour found employment in an
expanding public sector until 1983.2

Scepticism to the social democratic finance policy was especially
widespread among conservative and liberal parties and in 1982 the
social democratic minority government was not able to find a ma-
jority in parliament for next year's budget. The government re-
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signed and a cecalition government of conservative and liberal
parties took office with a finance policy which contained plans
of cuts in public expenditure of 6-8% a year.

Because of the crisis, the ¢gap between tha macroeconomic objec-
tives became too big: the balance of payment could not be consi-
dered simultaneously with a stimulation of effective demand to
reduce unemployment effectively. This gross negligence of wor-
kers' interests was followed by growing tensions bhetween the go-
vernments and the trade union movement and peoclarization within
the labour market because of the high unemployment. The impotence
of the state to manage the crisis in an effective and consensual
way became the most serious defeat for social democracy after the
second world war and fertilized the soil for the blooming of a
neo-liberal strategy which became the new fashion among conserva-
tive and liberal parties in Denmark though they did not commit
themselves to all the facets of Thatcherism.3

The formation of the conservative-liberal government in 1982 was
the logical result of the lack of ability among social democrats
to cope with the crisis. With social democratic governments the
trade union movement had rich opportunities to influence on the
governments' policies, but the change of government in 1982 por-
tended new relations between trade union movement and the state.
Tripartite consultations have only taken place when the govern-
ment has been forced to it and the National Economic Board (D@R),
which is a consultative tripartite body in the creation of the
economic policy, has lost a great part of its influence to the
benefit of the civil servants of the Treasury who have a neo-li-~
beral orientation.

Special policies to reduce unemployment and its social consequen-—

ces.

Abandonment of an effective fight against unemployment via gene-
ral economic-political means has been followed up by various spe-
cial measures aiming at a limitation of the most serious social

consequenses of higher unemployment. The measures have been di-



rected towards the most wvulnerable groups among the unemployed.

The special measures for young people began in 1975 where both
local authorities and the government started community projects
and training initiatives. A legislation was passed in 1977, and
the tendency has been that employment projects have lost in prio-
rity and short term training and subsidies for employment of

young people in the private sector have gained in priority.

Table 1. Unemployment in Denmark.

vear registered registered long term
unemployed unemployed unemployed
under 25
vears
1000 persons 1000 persons 1000 persoens
1973 21,8 5,1
1974 50,5 6,0
1975 125,6 26,2
1876 133,2 30,2
1977 163,86 34,5
1978 190,7 42,9
1979 161,8 45,1 18,4
1980 183,8 : 55,0 14,7
1981 243,0 69,7 30,6
1382 262,8 73,1 51,0
1283 283,0 76,4 64,1
1984 276,3 70, 4 61,9

Remarks: The figures including 1978 are full time unemployment
insured. From 1979 the fiqures show all unemployed cal-
culated into full time unemployed.

Long term unemployed shows persons entitled to a job
offer at the long term unemployment job offer scheme.

Source: Statistiske meddelelser and AD's drsberetninger, various
years.

Until 1982 the special measures for young people were mainly or-
ganised and financed by local government, but the introduction
of the job creation scheme in 1982 meant that the state via re-
gional labour market boards took over the dominant role.
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The schemes are characterized by being more in the field of soci-
al policy than in labour market policy, a fact which is underli-
ned of the labour market organisations' absence from the decision
making processes at the creation and administration of the sche-
mes in the 1970s. So, the organisations have criticised the ac-
tivities of the local governments very sharply. Especially the
Danish Employers' Organisation (DA) scepticiém to local govern-
ment employment projects is clear and although the organisations
got a firm hold of the administration of the job creation scheme,
DA's scepticism did not diminish. On the contrary it might be
said that it was DA's "merit" that the job creation scheme was
abolished by the conservative-liberal government in 1985. On the
other side, however, LO's interest in a reduction of youth unem-
pPloyment has been growing significantly and its support for the
Job creation scheme has been quite unambiguous - apart from a
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wish that job creation not only was an opportunity for young un-

employed but instead an attempt to create more "normal” jobs.4

The disagreements between LO and DA is most explicit in the case
of the early retirement scheme from 1978, which gives elderly
members of an unemployment fund a possibility to withdraw from
the labour market on the basis of a benefit which initially cor-
respond to the level of UB and later scaled down. The early reti-
rement scheme was initiated by the trade union movement, but be-
cause of g¢pposition from DA the legislation had to await a poli-

tical compromigse in parliament.

The job offer scheme for long term unemployed from 1978, which
gives long term unemployed, who are about to loose entitlement to
UB-after 2% years of unemployment, a right to a job coffer (state
granted) o¢f 9 months duration (in 1982 limited to 7 months if
employed in the public sector) was established almost without
cocperation from the labour market organisations. The scheme was
designed in the Ministry of Labour and was approved by DA while
LC was far more sceptical because it was believed that the scheme

might undermine the unemployment insurance system.

However, the organisations got a certain influence on administra-
tion of the scheme and concurrently with the escalation of the
problem of high unemployment - and because LO's fear of an abo-
lition of the unemployment funds (see later) has diminished - Lo
has become a dedicated defender of the scheme, which espeéially
is obvious during the attacks on the scheme from the conservati-
ve~liberal government. On the other hand the cuts in the scheme
are massively supported by DA's argumentation that it does not
result in a satisfactory training to secure the long term unem-

ployed a job without grant.s

Ever since 1907 when the unemployment insurance system was made,
it has been a thorn in the side of DA. The system with voluntary
membership of unemployment funds with close connections to the
trade unions - the leadership in u-funds is identical with that

of the trade unions and they are often localised in trade union
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offices - and financed by means of contributions from members
and emplovers supplemented by public grants, supports trade union
organisation. DA's acceptance in the 1960s of the fact that the
system not only was mailntained - DA wanted an abolishion' of u-
funds and that. unemployment insurance joined other social bene-
fits -~ but the level of UB increased and made universal with a
heavy granting from the state, is only due to a simultaneous re-
form where the right to run a job exchange was taken from the
u-funds and given to job centres.

DA's criticism of the high level of UB and the relatively (com-
pared to other countries) easy terms for entitlement to UB has
since the beginning of the 1970s characterized the debate on un-
_employhent policy, and LO has been forced to swallow much bitter
medicin to keep up with the attacks from DA. Until 1979, however,
the level of UB was defended successfully and the access to UB

was made easier, but since then things have been deteoriating.

Table 2. Level of UB compared to wages.

1974 1976 1878 1980 1982 1984
Skilled male workers 59,1 63,4 64,3 60,6 60,7 57,7
Unskilled male workers 68,2 72,3 72,9 68,9 68,3 64,5

Unskilled female workers 77,4 79,9 80,4 76,2 76,3 71,8

Average maximum UB’
a day. D.Kr. not
deflated. 131 184 225 264 317 335

Source: Own calculations from DA's statistik for arbejderlen og

Arbejdsdirektoratets Adrsberetninger, various years.

It is significant that the changes in unemployment insurance
during the 1970s and 1980s have taken place without engaging the
tripartite bodies. They were certainly consultated under social
democratic governments, but this happened always after a politi-
cal compromise between the government and other parties. Never-
theless, the trade union mcvement has had relatively big influen-
ce on the legislation which often has been designed to consider

" the interests of the trade union movement. After the conservati-
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ve~-liberal government took office in 1982, the influence of the
quangos has been further diminished and it is not the trade uni-
ons but DA who are considered.

Through its influence on u-funds the trade union movement has
excellent possibilities to influence the administration of the
unemployment insurance, but the intensified interest conflict
about the insurance system has meant a seriocus limitation of the
liberty of action for the u-funds and an increasingly restrictive
administration which weakeness the unemployment insurance as an
instrument for recruitment of trade union members. The criticism
of the system has involved a debate about its financing, and the
present government plans a reform to diminish the high degree of
state grants and to put a heavier burden upon the members of the

u—funds.6

A general evaluation of the selective unemployment policy might
conclude that the state via political procegses in parliament has
been crucial to the formation of the policies while the labour
market organisations and the guangos have played a minor role.
However, the organisations and the quangos have got a certain
influence on the administration of the selective unemployment
policy until 1982,

The legislation has been designed considering the existing di-
stribution of power in industrial relations. The state has not
introduced anything which might act as a limitation on the em-
ployers' right to manage, to hire and fire. The state has not
undertaken powers which go beyond the labour market organisati-
ons' mutual agreements on fundamental relations. Instead, the
market mechanisms have been manipulated marginally to further the
incentives to make the employers to take some more on the pay~
roll,

Unemployment policy during the crisis does not show any fundamen-
tal changes in the relationShip between state and organisations.
However, it might be stated that state intervention in the labour
market has increased and that this has not taken rlace through



9.
decisicns in corporative bodiés.

I shall venture to assert that the increase in significans of
the parliamentary processes during the period is caused by the
absence. of recognized common interests and escalating conflicts
between labour and capital in the field of unemployment policy.
The precondition to a higher influence for corporative decision
making processes is an achieveable agreement between labour mar-
ket organisations either as a consensus or the creation of a com-

promise. Escalating antagonisms have not made this possible.

This is underlined by the survival of a high organisational in-
fluence on directing job centre activities. A flexible market for
labour power is still in the interest of both LO and DA. The
class compromise of the 1960s on an active labour market policy
is still alive, which can be seen from the fact that the crucial
influence on the legislation about job centre activities in the
1970s and 1980s has come from the guangos. The only majbr modifi-
cation of this is the conservative-liberal government's cuts in
job centre budgets which hollowed DA's and LO's aim of a better
service to improve the conditions for better adjustment within

the labour market.

3. Incomes policy.

Unemployment policy in Denmark has not intruded upon the basic
industrial relations, but you-miqht be tempted to conclude that
this 1is the case with the incomes policy during the 1970s and
1980s. Let us start with a few words about +the institutional
background.

The organisation of labour and capital in Denmark took place
during the last two decades of the 19th century. After a peried
of escalating conflicts, the decisive tug-of-war in 1899 ended
up in a compromise between LO and DA who mutually recognised
each other as legitimate representatives of opposed interests and

the trade unions recognised formally the employers' right to ma-



10.

nage. The most important relations between the two parties became
to enter into collective agreements about the conditions of ex-

change of labour power.

Collective agreements are normally biannual and they are legally
enforceable. Disputes and conflicts during a period of agreement
are settled by a special court, the legitimacy of which is built
upon the exisence of “free"” collective bargaining. Sovernmental
regulations and institutions connected with collective bargaining
and observance of the agreement are based upon main agreements
between LC and DA.

S0, the governments have been very careful with interventions in
collective bargaining: since the second world war until the be-
ginning of the 1970s governments have only intervened in collec-
tive bargaining 3 times, namely in 1946, 1956 and 1963.7

In the labour market organisations, government interference in
the baigaining process traditionally is looked upon as a serious
attack on the autcnomy of the labour market. Nevertheless, go-
vernments have dictated the contents of the agreements in 1975,
1977, 1979 and 1985, and stipulated the limits of wage increases
in 1981 and 1983 {where the government abolished the cost-of-1i-
ving adjustment, too). These state interventions have taken place
after a breakdown in negotiations between LO and DA or because
the negotiated agreement has keen rejected among DA's members
(1977). ‘

The many state interventions in the collective bargaining has had
the consequence firstly that the organisations have lost some of
their status, because the question might be put what organisati-
ons are worth when they cannot cope with their most important
task. Secondly, the legal system of conciliation and arbitration
has been threatened because the respect for the dictated agree-
ments both among the organisations and the-members is much smal-
ler than it would be if they were the result of a "free" collec-
tive bargaining process.8 In short, the state interventions have
caused a loss of legitimacy for the organisations and an under-
mining of the industrial relations system. 9
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Such a dogmatic interpretation has to be modified a little bit
because the relationship between state and organisations is very
flexible and pragmatic. Thus, in the tactical game in these bar-
gaining processes, expectations of the governmental interventions
have been inveolved, and the interventions of the social democra-
tic governments have not taken place without some sort of accep-
tance from LO just as DA in 1985 played on an interference from

the conservative-liberal government to the benefit of DA.lo

Thirdly, the many interventions in collective bargaining during
the crisis have forced the organisations to realize that the au-
tonomy of the labour market is very limited. The governments'
crisis management is interfering deeply into the interest sphere
of the organisations. Even in 1981 and 1983, where LO and DA suc-—
ceeded in making an agreement, this happened under threat of a
tightened finance policy if wages turned out to be too high to
improve the competitiveness of Danish products. Under pressure
from the governments, the declining attitude of DA and the need
to get back the lost legitimacy, LO has accepted very low wages -
real wages fell seriously after the 1981l~agreement.

Figure 2.
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LO's loss of legitimacy up till 1981 was to some extent conpensa-—
ted because social democratic governments succeeded in quite ac-
ceptable general agreements from the workers'® point of view. On
the other hand the collective agreement from 1983 was a dubicus
victory for the trade union movement because it generally spoken
was a dictate from the conservative-liberal government - a 4%
limit for increases in wages and abolition of the cost-of-living
adjustment. The ability of the conservative-liberal government
to implement an effective income policy was confirmed in 1985,
where the intervention resulted in the lowest wages during the
crisis (2% annually with an expected inflation of 5%}, and where
the trade union movement chose to yeld to the government's dicta~
te to avoid chaos in industrial relatiens - despite the highest
indignation among trade union members for many years. 11

4. The missing link: structural reforms.

Even 1if LO at the compromise in 1899 recognized employers"
right to manage, it has not been in the minds of the reformist
labour movement that the last word was said in this matter. The
trade union movement has tried to limit or undermine the power
and authority of the employers with the intention of raising the
workers' influence in their workplace. A number of measures with
- this purpose have been established: the shop steward system,
which gradually has been extended,l2 boards for collaboration
(from 1947), agreements and legislation for job security, and

workers' representatives in the board of directors.l3

These agreements and legislations have not in reality modified
the employers' right to manage. In the late 1960s the trade union
movement started a new attempt to get influence on the develop-
ment of the society: Economic Democracy was proposed as a way of
reaching democratic socialism some time in the future, The poli-
tical sphere in society was democratised long ago in Denmark.-
The eéconomic sphere was now in concern.

During the first years of the 1970s the trade union movement's
proposal about ED was designed, and in 1973 the social democrats
introduced it in parliament as a bill about the establighment of
a fund into which the employers should contribute in proportion
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to the amount of money they paid in wages. Opposition from other
parties and some other political circumstances resulted in the
fact that ED never became law. Since then it has been included
a number of times in social democratic minority governments' ne-
gotiations with other parties, but has always slipped out at an
early stage. In 1978 LO tried to negotiate ED as part of the col-
lective agreements, but DA simply refused to negotiate before
ED was removed from LO's introduction ~ what LO did in December
1978.

To further the climate of negotiations, the propcecsal of ED has
been changed since: among other things the contribution to the
fund is changed to be in proportion to the employers' profits
and the central fund has got a lower priority, but the bourgeois
parties and DA are firmly committed that eventual ED-experiments

must be voluntary and attached to the single firm.14'

It is obvious that intentions of a democratization of the econo-
my will not be realised by means of a closer relationship be-
tween the company and single employees via a distribution of part
of the profits among the employed. The trade union movement has
still wishes of establishment of a central fund, but because of
changed issues during the crisis, LO has altered its argumentati-
on for ED. In the beginning of the 1970s it was motivated with a
general demand for democratizing the economy, but after 1975 ED
was presented as a precondition for a continued acceptance of
incomes policy. The high uneﬁployment and falling investments
were used as ancther motivation for ED, which were supposed to
support the neccessary structural changes through creation of
new jobs and productions.

If the trade union movement had succeeded in carrying through ED,
the loss of legitimacy because of incomes pelicy, the loss of
influence in unemployment policy, and the increasing undermining
of trade union interests would be compensated for. So, the absen-
ce of an ED-reform throws the trade union fight for its interests
in relief: the massive state interference into trade union inte-
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rest sphere has incfeasingly weakened the trade union movement
in their relations to the employers and its own members, and even
if the ED-reform might be considered as a very moderate demand,
it has nevertheless showed up to be too ambitious.

5. Changing relations between state and trade union movement.

Undoubtedly, the feeling in the Danish trade union movement is
widespread that pressures from both the employers directly and
the conservative-liberal government are very strong, and that
the dialogue hetween the organisations directly and to the state
during the last 3 years has been seriously reduced. At first
sight the isolation of the trade union movement iz due to the
change of government in 1982. Although this change in political
powers is important, there must lie something behind.

If the period from the late 19505 until the beginning of the
1970s 1s a phase in the relationship between state and organisa-
tions, where cooperation were extended without major conflicts,l5
the period from 1974 till 1982 might be characterized as inflic-
ted with growing tensions and conflicts between state and organi-
sations, but where the trade union movement after all managed to
influence government policies because of close relations to the
social democratic governments. After 1982, however, the conserva-
tive-liberal government has phased dewn the influence of the
quangos and avoided further consultations with the trade union
movement, but the trade union movement itself has also shown a
lack of interest in dealing with the government to avoid an in-
tegration in the legitimation of the policies.

Without doubt the parliamentary decision making processes have
had bigger importance in the areas of unemployment and incomes
policies during the crisis compared to the intensions and the
traditions from the 1960s, where a strengthened network of quan-
gos were built and where DA and LO had an opportunity to regulate
wages autonomously. The reason why an increasing state interven-
tion took place (and the diminishing influence from the quangos)
is that the crisis has led to a significant increase of the con-
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fliets in society. So, it is only in quite few areas that LO and
DA do agree and in these areas is their influence on the legis-

lation visible.

The incomes policy has been a serious intervention in the inte-
rest sphere of the organisations because the dictation of limits
for increase of wages and undermining or abolition of the cost-
of-living adjustment has taken place before the break-down of
the negotiations between LO and DA. These state interventions do

not make it easier for the organisations to compromise.

The only recognized common interests between capital and labour
which have survived the crisis, are the aim of active labour mar-
ket policy: to improve the geographical and qualificational mobi-
lity of labour. In all other areas an agreement between LO and DA
has been built upon a compromise despite confiicting interests.
During the crisis, the gap between the points of view of LO and
DA has been growing and the compromise has not been within range,
This is what gives room for more parliamentary state intervention
within the labour market.

During the crisis state intervention has not in any sense moved
beyond traditional limits, Employers' right to manage has not
been modified. On the contrary, state intervention has respected
the existing relations of power and to a great extent acted pa-

rallel to existing conventions and rationalities.

The respect for the employers' right to manage is the main cause
that an effective unemployment policy has ndt taken place in Den-
mark. It is the employers who decide if the schemes to reduce
unemployment shall be reasonably successful. If the power of the
employers’' is not reduced, the only chance for a successful la-
bour market policy is that the employers' interests are respec-
ted, their organisations sworn in and accept the interventions,

In relation to this, the power of the trade union movement is
much more modest. The trade union movement's pessibilities for
influence are biggest under governments sympathetic to the uni-
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ons' interests, and in cases where an agreement with the employ-
ers is obtainable. The conservative-liberal government's suspi-
cion of the trade union movement has resulted in diminished pos-
sibilities for the trade union movement to get access to the de-
cision making processes, and it has shown itself as powerless to
the provocations from the government. The confrontations between
trade union movement and the state have during the last ‘years
been comprehensive, but after the bursts of anger, things have
quickly turned back to normal.

With above mentioned limitations, trade unions in Denmark will
still be a considerable force in future: with an industrial
structure of mainly small enterprises, "no union companies” will
play a marginal role in the reproduction process of the society.
The relationship between state and trade union movement will pro-
bably not change very much, unless a government takes power which
desists from incomes policy and instead fight the trade unions
actively and directly (as in GB).

With the low wages, which probably also will be a reality in fu-
ture, and the rapidly growing conflicts, the demand for ED will
be stronger, and it will probably be a reality in Denmark in the
foreseeable future (with or without a central fund). This will
strengthen the trade union movement, which, considering its
strong commitment to the ideology of collaboration, will not re-
strict the flexibility and prosperity of capital.

-l



Notes:

1.

10.

A more detailed analysis can be seen in Jens Lind: Arbejds-
lgshed og velfzrdsstat, Aalborg 1985.

From 1973 to 1983 employment in the private sector fell by
about 200.000 persons, while employment in the public sec-
tor {mainly local government) has been expanding with

200.000 persons during the period.

The political and economic strategy of the conservative-li-
beral government is compared to that of the Thatcher-govern-
ment in Jens Lind and Lone Krogh Petersen: Storbritannien:
et larestykke i privatisering, pp. 48-70 i Grus no. 13, 1984,

See Lene Dalsgaard: Jobskabelse - brikken, der mangler,
Aalborg 1985.

This general experience with the job offer scheme is due
to the fact that employers right from the stayt have not
Deen interested in employing long term unemployed: it is
DA's own members who have undermined the possibilities for

a success of the scheme.

Despite recurrent increases in members' and employers' con-
tribution, in 1983 the government financed 3/4 of the expen-
ses for UB.

See Flemming Ibsen and Henning Jergensen: Fagbevaegelse og
stat, Kbhh. 1979,

The many uncofficial strikes are significant signs of this,
see Margit GCroth: Arbejdskonflikter, pp. 63-80 in Margit
Groth a.o.: Arbejdsmarkedet, hvad sker der?, Kbh. 1981.

See Jesper Due and Jgrgen Steen Madsen: Overenskomstsyste-
mets sammenbrud, Kegbenhavn 1980,

In Erling Juul Rasmussen: Socialdemokratiet og indkomstpoli-
tik, pp. 174-236 in Tage Bild and Henning Jorgensen: Fagbhe-
vegelsen og Krisen, Kgbenhavn 1981, the relations between
incomes policy and the general strateqy of the labour move-
ment is analysed.



1E.

12.

13.

14.

15.

The legislation resulted in massive strikes and demonstra-
tions, which among other things included picketing at the
Danish parliament (the MP's could not get in),

After the change of the main agreement in 1981 there is a
possibility to enforce an employer to re-employ ‘an unfairly
dismissed shop steward, but this is not likely to happen
in practice, see Hanne Petersen: Tillidsreprasentanternes
beskyttelse, Kegbenhavn 1984. -

See the analysis of the various measures in Ann Westenholz:
Industrielt demokrati, pp. 100~116 in Margit Groth a.o., op.
cit,

See Kirsten Bregn and Torben Grennebzk Hansen (eds.): @kono-
misk Demokrati, S@F 1984.

See Henning Jegrgensen: Arbejdsmarkedets parter og sfatén,
PP. 169-189 in Margit Groth a.o., op. cit,
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LES SYNDICATS FACE AU POUVOIR :
L'EXPERIENCE FRANCAISE DE L'APRES 1981.

Denis SEGRESTIN
Conservatoire National des Arts et

Metiers. Paris.

Avec l'arrivée de la gauche au pouveir en mai 1981, le mouvement
syndical francais a vu son horizon politique bouleversé. Globalement favora-
bles aux partis engages dans la nouvelle majorité présidentielle et parlemen-
taire, les grandes confédérations ouvriéres faisaient une expérience sans
précédent, tout au moins depuis 'les origines de la Cinquiéme République
: non seulement le nouveau pouvoir s'affirmait porteur des aspirations de
la classe ouvriere, mais en plus, les syndicats de gauche se.retrouvaient
dans une situation de proximité objective et inattendue avec l'appareil
d'Etat, en mesure de peser directement sur I'initiative gouvernementale
et parlementaire.

Pour étre. radical, ce changement ne faisait pourtant a certains
égards que cristalliser des tendances qui sont a l'oeuvre dans toutes les
autres dérmocraties de I'Europe de 1'Ouest. Ainsi, si 'on remonte aux origines
de la crise économique, on peut observer que partout, depuis dix ans, les
syndicats ont fait expérience d'une certaine prise de conscience de la respon-
sabilité gestionnaire qui leur incombe, par deld l'apreté des combats sociaux
et les régles obligées de la pratique revendicative. Dans ioute I'Europe,
la “pédagogie de la crise”" a en quelque sorte préfiguré le processus d'implica-
tion politique dans lequel se sont trouvés plongés -bon gré, mal gré- les

syndicats francais en 1981.

D'une autre manidre et plus fondamentalement encore, ces éveénements
allaient de pair avec un phénoméne général, hérité de la période de croissan-
ce continue de I'aprés-guerre et des formes contemporaines de la démocratie
économique : phénoméne judicieusement désigné comme celui de "I'expansion

politique du syndicalisme" {{) pour rendre compte de l'imbrication progressive

(1) Cf. A. PIZZORNO, "les syndicats et l'action politique", Sociologie du
travail, avril-juin 1971. .



que le message é€tait requ 3 la base : de 1982 & 1984, il révéla la progression
constante de FO et de la CGC (l'organisation des cadres) au détriment
de la CGT et de la CFDT.

En ce qui concerne la CGT et ta CFDT, la lecon fut d'autant
plus sévere que les événements de 1981 avaient pris l'une et l'autre A contre-
pied. Deux évenements majeurs, antérieurs aux élections presidentielles,
les avaient mises en effet en état de “vacuité stratégique" : d'abord la
rupture de P'Union de la gauche en 1977, ensuite la mise en oeuvre de la
nouvelle ligne, dite de "resyndicalisation", de la CFDT, aprés I'échec de
la gauche aux élections législatives de 1978. Ces évérements furent en
1981 a l'origine d'un chassé-croisé suffisamment paradoxal pour désorienter
les salariés, et vraisemblablement une partie des militants syndicaux eux-
mémes : engagée de longue date du cdté du Parti communiste pour I'applica-
tion d'un programme politique de gauche, la CGT est en mai 198 dans
la position ambivalente d'une organisation qui exprime naturellement sa
satisfaction, mais qui est déliée de tout engagement politique réel et tentée
de servir de "veix critigue" & un Parti communiste momentanément neutrali-
sé. La CFDT, au contraire, est prise au piege du pragmatisme réformiste
affiché apres 1978 comme manifestation d'indifférence refative aux enjeux
électoraux : elle se retrouve sans 'avoir voulu dans la situation de "syndicat
du pouvoir... Situation dont elle se défendra trés vite et trés vigoureuse-
ment, mais qui contribuera encore longtemps a ce flottement général des
repéres d'une vie sociale naguere réglée par un tout autre modéle de division

du travail entre les syndicats.

Mais I'héritage le plus sérieux de la situation qui s'est ainsi trouvée
créée par les événements de 1981 n'a peut-Btre pas encore été évoqué.
Il consiste dans la disparition de toute dynamique d'alliance entre les organi-
sations, a fortiori de toute perspective d'unité intersyndicale, prés de vingt
ans aprés l'accord historique "d'unité d'action” scellé entre Ja CGT et la
CFDT {en 1966}. Tout se passe comme si la situation nouvelle d'ambivalence
a I'égard du pouvoir avait contraint chaque syndicat a un retour aux sources
de sa propre indépendance organisationnelle, qui vaudrait aussi réaffirmation

de son identité dans un horizon perturbe.



Evidente du c6té des confédérations associées aux combats histori-
ques de la gauche, cette quéte d'indépendance n'en est pas moins manifes-
te du cété des syndicats “"réformistes”, attachés & ne pas donner prise au
soupgon perpétuel de constitution d'un "front syndical d'opposition" au pou-
voir en place. Le résultat est particulierement saisissant : objectivement
encourages en cela par le rééquilibrage de leur représentativité (FO peut
désormais prétendre a une sorte de parité avec la CGT et la CEDT), les
syndicats frangais unanimes ont maintenant complétement renoncé a toute
forme d'action nationale qui supposerait l'addition de leurs potentiels miti-
tants. Quand des alliances tactiques s'imposent dans la négociation {(elles
ont été nombreuses en }984-85, méme si elles ont continuellement laissé
a l'écart la CGT), chacun s'emploie aussitdt a annuler leur signification

stratégique.

Le risque assumé n'échappe a personne. Il y a la un danger grave
d'émiettement de la représentation syndicale et un facteur de plus de décom-
position des solidarités dans un mouvement ouvrier resté par ailleurs forte-
ment imprégné de la thématique unitaire. Néanmoins, la tentation est forte
d'analyser cette évolution comme un processus irréversible, dont chaque
partenaire aurait pris son parti. Le syndicalisme francais est maintenant,
depuis 1931-82, entré pour de bon en pluralisme. Tous les tabous qui le
retenaient encore sur ce plan ont brutalement sauté, le dernier en date
étant celui de la syndicalisation des enseignants, enjeu massif s'il en est
: FO d'abord, la CGT ensuite, ont annoncé leur intention de rompre le
modus-vivendi ménagé autour de la FEN (autonome depuis 1947), et de
prendre leur part de la représentation syndicale dans ce secteur. Ainsi,

c'est I'ensemble de ['échiquier syndical qui est en voie de recomposition.

L'effet en retour du "mirage politique”

Au dela du prix payé pour leur implication initiale dans le change-
ment politique, les syndicats frangais savaient aussi dés le début qu'il leur
faudrait faire face d'une maniére ou d'une autre aux incertitudes du combat

politique engagé par la gauche. Tous étaient conscients des difficultés



et préparés a d'inévitables déconvenues. Avec des nuances, il y avait une
pedagogie commune a toutes les organisations qui affirmait haut que “le
pouveir politique n'était pas tout” et gque "rien ne se ferait sans Paction
des travailleurs". La confiance placée dans les "partis de la classe ouvriére”
s'accomnpagnaient naturellement d'une grande vigilance, encore accrue par

les rigueurs de la crise et le poids du chémage.

Mais la encore, I'expérience a sans doute été plus rude qu'il n'était
prévisible. On sait que "l'état de gréce" fut de courte durée. Le premier
plan de rigueur mis en place des 1982 s'accompagnait presqu'immédiatement
d'un blocage des salaires et d'un appel a la solidarité collective, qui devait
se traduire par exemple par la remise en cause des acquis en matiere de
Sécurité sociale et d'indemnisation du chémage. Deux années plus tard,
les conséquences politiques de cette inflexion se trouvaient consacrées
par le départ des communistes du gouvernement, le PCF ne tardant pas
a dénoncer un retour rampant a la logique capitaliste de la droite et &
ses errements : dégradation du pouvoir d'achat, désindustrialisation, chdmage,
répression, amplification de la campagne idéologique visant 3 faire croire

a la "fatalité de la crise".

Fatalité ou non, force est de connaitre qu'en la circonstance,
le défi imposé par la désillusion politique a été durement ressenti, et sans
doute plus durement encore dans les syndicats que dans les partis, quel
que fut au départ le degré de scepticisme opposé par le mouvement syndical
au discours sur le changement. Du ¢6té syndical, on pourrait dire que I'effet
en retour de l'espoir politique associé aux évenements de 1981 a été d'ordre

a la fois pratique et intellectuel,

L'effet pratique s'est mesuré a l'incapacité des syndicats 3 intervenir
de fagon réellement significative dans le cours du changement. Sommaire-
ment, et en cumulant tous les niveaux de lintervention syndicale dans
la vie économique et sociale, il apparaftrait A l'analyse que les syndicats
ont objectivement de moins en moins pesé sur les grands choix nationaux
au cours des quatre années écoulées : apreés la grande période de réformes,
ifs ont progressivement donné I'impression d'une action menée "au fil de

l'eau", bailotée par la conjoncture et par les décisions imposées de I'extérieur



par le patronat et les pouvoirs publics, sans que ['initiative économique
et pelitique apparaisse jamais sérieusement mise en balance par la capacité

d'action collective des travailleurs.

L'action revendicative a bien slr continué, mais elle n'a pas réelle-
ment influencé la décision politique. Les épreuves de portée politique tentées
par les syndicats contre le gouvernement pour atténuer les effets de la
crise n'ont pas passé le cap du deuxiéme plan de rigueur, au printemps
1983, Par la suite, le mouvement social a semblé se réduire i des actions
sectorielles sur les salaires, & une grande journde unitaire d'action des
fonctionnaires pour le pouvoir d'achat (mars 1984). Les initiatives significa-
tives de mobilisation prises en [984-85 - presqu'exclusivement du fait de
la CGT - ont été des échecs. En matiere de négociation, 'activité a été
considérable, comme on le reverra plus loin. Mais cette activité a été beau-
coup plus dominée par les contraintes de la crise qu'elie n'a cherché 3
les dominer. En 1984-85, le débat proprement politique entre les syndicats
et le gouvernement a pratiquement perdu la totalité de sa substance, aban-
donné a la seule CGT et a des appels incantatoires & une "gréve générale"

-toujours différée- pour un authentique changement.

L'effet intellectuet est, a terme, le plus important, car pour &tre
concomitant de cette régression de la mobilisation et du débat, il n'est
pas sir qu'il ne survivra pas aux difficultés du moment. Il consiste dans
le reflux accéléré de la confiance dans I'Etat et dans la valeur des interven-
tions macro-économiques pour résoudre les problémes sociaux. En abandonnant
le débat politique, ou -ce qui revient a certains égards au méme- en le
caricaturant a ['extréme, lés syndicats tendent aujourd'hui en France 3
faire l'aveu d'une démobilisation politique générale, atteignant méme la
frange militante la mieux fidélisée. Conscients des limites d'impact de
mesures aussi importantes que les nationalisations de 1982, et dans l'incapaci-
té ol ils se trouvent de transformer vraiment l'expérience, les syndicalistes
de terrain baissent les bras et donnent priorité a ce qu'ils peuvent réellement
mafitriser.

Au sommet, presque tous les dirigeants veillent au risque de "démo-
nétisation" du débat syndical en luttant contre les relents d'idéologie &tatique.

"Ceux qui laissaient croire qu'il suffisait de changer de gouvernement pour



resoudre les problemes sont en train de le payer cher", explique le secrétai-
re géneral de la CFTC, J. Bornard. En écho, E. Maire (CFDT), au congrés
de juin 1985, accuse le courant minoritaire de la Centrale de "céder au
mirage de la voie royale des changements politiques". Méme a la CGT,
restée pourtant accrochée a I'idée qu'une alternative politique de gauche
est possible, les documents préparatoires au prochain congrés indiquent
que le syndicat "ne s'engagera plus comme il s'est engagé dans le passé",

étant apparu "trop politisé".

Be tout cela ressort ['impression genérale que !a encore, le choc
de 1981 et les difficultés qui ont suivi ont engagé un processus sans retour.
La "déprime™ politique du syndicalisme n'est pas qu'un effet secondaire
de la crise de confiance qui affecte le pays. Elle annonce sans doute la
mise & jour d'une culture politique artificiellement retardée par les effets
de polarisation idéologique induites par le régime. De facon plus soudaine,
plus conflictuelle, plus cruelle qu'aiiieurs, la France accomplit le parcours
des pays européens qui ont déja fait I'expérience de la singuliére impuissance
des Etats face a la crise. Ebranlé par le nouveau rapport des syndicats
au pouvoir, l'espace de respiration idéologique du syndicalisme en restera

sans doute durablement affecté.

2 - LA CONVERSION A LA RESPONSABILITE ECONOMIQUE : EFFORTS ET
DEBOIRES.

Au niveau micro-économique, et pour tout ce qui concerne le
champ de la neégociation collective, ['expérience d'implication politique
du syndicalisme consécutive aux événements de 1981 n'avait pas le chractére
radicalement nouveau qu'on vient de voir. Car elle ne faisait & certains
égards que renforcer et précipiter des tendances qui étaient apparues des

les origines de la crise économique, en France comme ailleurs.

Dés cette épogue en effet, les pratiques de classe traditionnelles
s'étaient trouvées en butte au ralentissement de la croissance et au chdma-

ge, imposant aux syndicats des attitudes plus constructives, plus soucieuses



de cohérence et de prise en compte des contraintes conjonturelles. Tout
en s'en défendant parfols au niveau des principes, les syndicats en étaient
arrivés a assurer jusqu'a un certain point la crise de l'emploi, a se préoc-
cuper concrétement du devenir des entreprises ou des branches d'activité

menacées, a avancer des propositions ou "contre-propositions" industrielies.

Cette expérience de la responsabilité économique conduite tout
au long des années 70 n'était pas allée sans déconvenues. Partout, y compris
dans les branches placées dans les positions les plus critiques comme la
sidérurgie par exemple, la mobilisation sur les thémes gestionnaires avait
en realité posé d'énormes difficultés, Loin d'intégrer spontanément la problé-
matique de la reconversion, de la formation, du changement, les luttes
avaient manifestement continué de procéder d'un repli sur la défense "en
I'état" des usines et des sites industriels. L'enjeu était déji celui d'une
véritable conversion de la culture ouvriére et du ressort de l'action collecti-
ve, ¢t assez naturellement, il avait fait apparaitre la distance séparant
des appareils syndicaux confrontés a la gestion du changement-et une base

condamnee a les subir.

Un pari politique

Aprés 1981, c'est d'un certain point de vue cette méme expérience
qui s'est rencuvelée, a une autre échelle. Le risque était d'autant plus
grand que dans le nouveau contexte politique, le pari engagé par les organisa-
tions sur ce terrain de la responsabilité économique allait rapidement s'identi-
fier a l'enjeu central et officiel de la période pour les instances naticnales
des organisations. Du moins " est-ce ce qui est apparu dans la conduite de
la négociation interprofessionnelle : poussés dans leurs retranchements
par le poids de la crise de l'emploi, par leur mouveau rapport au pouvoir
et par les insuffisances manifestes de l'intervention publique en matiére
économique, les syndicats ont entrepris d'explorer par eux-mémes une nouvei-

le voie du changement.

Le modéle le plus accompli de cet engagement nouvéau a é1é
la tentative menée au travers de la négociation sur la flexibilité des condi-
tions de t'emploi (juin-décembre 1984). Logique avec elle-méme, la CGT
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avait pris dés le départ ses distances : liée par ses prises de position officiei-
tes sur la viabilité d'un autre type de politique industrielle de nature a
restaurer le niveau de l'emploi, elle allait se cantonner dans une attitude
de stricte défense des acquis. Indiscutablement au contraire, les autres
organisations posaient un acte politique. Délaissant les exercices de pure
et simple solidarité (la renégociation en baisse des modalités d'indemnisation
du chdémage par exemple, de maniére a garantir a tous des prestations
minima), les syndicats prenaient au mot le discours patronal sur la nécessité
d'un assouplissement des conditions de I'embauche et du licenciement et

s'efforcaient de définir le cadre de négociation intégrée au sein duquel

I'objectif patronal de déréglementation pourrait redevenir socialement
acceptable, et réellement partie prenante d'un projet global de modernisation

économique et sociale.

A la lettre, il est paradoxalement exact qu'au fil des discussions
de l'année 1984, le contenu du projet soit devenu relativement insignifiant,
bien plus modeste en tout cas que ne ['ont été d'autres expériences ou
projets de "dérégulation sociale” en Europe ou aux UL.S.A.. Rapidement,
le patronat abandonnait l'idée des "emplois a contraintes allégées". Les
gains sociaux, surtout, apparaissaient singulierement limités : face aux
ouvertures concédées au pouvoir économique (sur les conditions de l'innova-
tion technique, sur la durée du travail, sur le travail a statut précaire,
sur les seuils d'application du droit social dans 'entreprise), les organisations
ouvriéres n'obtenaient que des avantages alé€atoires (une certaine capacité
a anticiper les décisions patronales d'équipement technique et de licencie-
ment collectif, notamment). D'ol, pour une part, I'échec final sous la pres-
sion de la base.

Mais, fondamentalement, l'enjeu était ailleurs. Plutdt qu'une opéra-
tion classique de troc, la négociation sur la flexibilité consistait a placer
le syndicat en position de responsabilité directe sur le terrain économique,
face aux directions et aux pouvoirs publics. L'engagement en question,
privilégiant "l'obsession du chémage' contre les détours d'une alternative
macro-économique, tendait symboliquement a légitimer une forme d'interven-
tion syndicale nouvelle et sans préalabie en matiere d'emploi, de restructura-
tions, de changement technique. Selon une formule d'E. Maire {(CFDT).
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il s'agissait. une fois reconnu aux entreprises "le droit de s'adapter aux
évolutions”, de "mettre les forces sociales au centre du changement et

du reglement des modifications sociales".

Dynamique politique par excellence, alternative d'une autre dynami-
que, et qu'on est pas surpris, sur toute cette période, de retrouver au coeur
de la stratégie de la CFDT en particulier (méme lorsqu'il s'agit de discuter
du pouvoir d'achat des fonctionnaires, par exemple ). Plus remarquable,
peut-étre, est le fait que Force Ouvriere s'y scit associée, au motif de
la sauvegarde "a tout prix" de la politigue contractuelle. Sauvegarde qui,
en vérité, valait pour la circonstance le prix d'une véritable transformation

du statut politique du syndicalisme.

Un phénomeéne de rejet

Quoigu'il en soit, les obstacles ont été les plus forts face 3 ce
changement-la. 1ls étaient, ils est vrai, fort nombreux, et pas tous étrangers

au contexte de 'aprés-81.

Parmi eux figure évidemment le déficit de la "matiére premiére
de la negociation", caractéristique d'une période de montéé du chémage
et de disparition des surplus de la croissance. Durant toute la période considé-
rée et pas seulement a propos de la flexibilité, le patronat francais a pu
ainsl  se permettre de mettre la barre trés haut, au point de contraindre
les syndicats a signer des "accords blancs" pour lui (sur I'indemnisation
du chdémage, notamment).’

On peut cependant observer que la difficulté d'une opération comme
ceile de la flexibilité s'est trouvée globalement accrue par le mode d'inter-
vention choisi par les nouveaux pouvoirs de gauche dans les relations profes-
sionnelles. Par un de ces effets pervers caractéristiques des sociétés com-
plexes, le simple fait que le pouvoir d'Etat se soit initialerrient, en matiere
sociale, octroyé a lui-méme un droit d'initiative légale, de méme qu'il

s'est donné par la suite une légitimité autonome d'intervention dans les
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affaires des entreprises nationales par exemple, condamnait la stratégie
de négociation intégrée qu'on a décrite. L'ordonnance de 1982 sur la réduc-
tion de la durée du travail -suite a une négociation avortée- n'a-t-elle
pas inculqué aux partenaires le soupcon que I'Etat pourrait toujours venir
fausser la régle du jeu contractuel 7 (1). Et les lois Auroux qui ont immédia-
tement suivi n'ont-elles pas, par leur importance-méme, oté dentrée de
jeu du champ du négociable la véritable monnaie d'échange potentielle
de la flexibilite ? (2}

De méme, quand il s'est agi de prendre le virage des restructura-
tions industrielles {dans la sidérurgie, les charbonnages, la construction
navale, mais aussi dans l'automobile), le gouvernement socialiste n'a pas
su ou vouly jouer le jeu d'une véritable responsabilisation syndicale., En
tranchant par lui-méme par dessus les syndicats (dés le départ chez Talbot,
aprés un long processus de maturation chez Renault), i a donné I'impres-
sion soit de prétendre assumer par lui-méme la légitimité sociale, soit
de couper court a la negociation pour des raisons d'efficacité. 1l a pu ainsi
renforcer le patronat dans son intransigeance et, plus encore, susciter ses
doutes sur l'opportunité qu'il y avait pour lui d'accompagner un subtil proces-
sus de "pédagogie de crise" a gquelques mois d'une échéance électorale pour

le moins incertaine.

Mais, par dessus tout, on le sait, le phénomene de rejet est venu
de la base, des travailleurs eux-mémes. D'abord parce que la faiblesse
du mouvement social faisait défaut a l'autorité syndicale. Une faiblesse
singulierement alimentée en l'occurence par la défection et I'hostilité procla-
mée de la CGT ; et aussi par l'absence, plus manifeste gue jamais, d'une
quelconque forme de relai entre ce qui s'élaborait au niveau des centrales
et ce qu'en percevaient les militants : dysfonction énorme qui permit de
laisser entrevoir que les confédérations signeraient bien l'accord conclu,
avant qu'on se fut apercu que la grande majorité des syndicats de base

n'en voulaient pas.

(1) L'ordonnance en question constituait une intervention étatique d'autant
plus remarguable qu'elle inaugurait a sa maniére la pratique de la flexibili-
té : elle autorisait en effet des modalités de dérogation a la ioi en
matiére d'heures supplémentaires, de travail de nuit pour les femmes,
etc.

(2) Remarque dle a Frangois Sellier, qui en a fait le théme d'une contribution
au journal Le Monde en date du ler mars 1985.
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Il reste que le probléme n'a pas €té seulement, et de loin, qu'un
probléme institutionnel. Sans doute les militants n'ont-ils pas vu et pas
voulu voir l'enjeu proprement politique de 'experience d'implication gestion-
naire menée par leurs organisations. De méme que les contre-propositions
industrielles n'avaient pas mobilisé avant 1981, de méme les travailleurs
sont-ils volontairement restés sur le seuil de la conversion engagée ainsi
aujourd'hui par le haut. La désillusion politique leur a pour ainsi dire suf-
fi : une désillusion qu'ils entérinent par une attitude générale de retrait
et de scepticisme, et qQui n'est pas préte de se transformer en contribution

volontaire & la solidarité et au changement,

A ['évidence, le parcours. implique bien plus qu'une "pédagogie
de la négociation". les dirigeants syndicaux affirment volontiers que "la
priorité a l'emploi n'est pas encore regue par un grand nombre de salariés",
phénomeéne amplifié par la place qu'occupent dans les structures syndicales

% les travailleurs les plus qualifiés et les mieux protégés. Mais méme cela
n'y suffirait pas : c'est tout un itinéraire culture! qui est en cause, pour

lequel les conditions ne sont pas, aujourd'bui, réunies.

3 - LE RENFORZEMENT INSTITUTIONNEL DU SYNDICALISME : LA CHANCE
ET LE RISQUE.

Depuis 40 ans, tous les pays européens se sont de plus ou moins
bon gré accomodé d'une “expansion politique" de leur syndicalisme, ¢'est-a-
dire d'un enrichissement progressif des formes d'échange entre les syndicats
et la puissance publique, corrélatif de l'accroissement des responsabilités
de I'Etat en matiére éconcmique et sociale. La participation des syndicats
a la chose publigue et a la négociation des régulations professionnelles
a eu pour contrepartie l'affirmation de la Iégitimité du syndicalisme a
tous les niveaux de la vie économique. Le syndicat s'est "institutionnalisé”.
En France, cette évolution a eu ses caractéres propres. Les inclinations
révolutionnaires du mouvement ouvrier, le conservatisme du patronat, la
faible représentativité des organisations ont freiné le processus, au point
qu'il a fallu attendre 1968 pour que le syndicat ait officiellement droit
de cité dans l'entreprise. Mais ces mémes facteurs ont fait aussi que les
progreés du droit syndical sont venus par a-coups, au moment des grandes
avancées du mouvement social, et qu'it a été dautant plus difficile de

les remettre en cause.
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Le bon creneau de |'expansion politique 7

[l était tout naturel que la victoire de la gauche en 1981 marque
sur ce plan une nouvelle avancee, surtout si i'on se souvient que sous le
septennat antérieur, la nécessité d'un développement des prérogatives syndica-
les avait déja été mise & l'ordre du jour, sans que les réalisations soient
a la hauteur des projets {en particulier sur la question du pouvoir dans
'entreprise). Pour l'essentiel, deux types de mesures ont €té menées a
bien. Les premieres ont consisté a consacrer la place de la représentation
syndicale dans une série d'instances tres diversifiées dans leurs attributions,
mais ayant en commun de ne pas &tre de caractére revendicatif : les juridic-
tions du travail, la Sécurité sociale, les Conseils d'administration des entrepri-
ses nationalisées. Les secondes, plus proches du terrain et plus conformes
a la vocation initiale des syndicats, ont visé a renforcer les droits collectifs
dans |'entreprise : renforcement des prérogatives des Comités d'entreprise
et des Comités d'hygiene et de sécurité, obligation annuelle de négocier
les salaires et les conditions de travail dans l'entreprise, création de Conseils

d'atelier.

A cBté de leurs fonctions directes -souvent mal connues, voire
dédaignées par la base-, les premiéres mesures ont surtout frappé par leur
fonction indirecte. En conduisant a l'organisation de procédures é€lectorales
coordonnées au plan national, elles ont engendré en effet de nouvelle formes
publiques de validation de la représentativité des syndicats dans le pays,
et par conséquent une nouvelle définition de la légitimité syndicale, plus
liée au vote qu'a l'effectif des adhérents, a la mesure de la présence institu-
tionneile du syndicat plutdt qu'a celle de sa capacité de mobilisation a
la base. '

La Coniédération Force Ouvriere, relativement défavorisée au
plan de la présence militante dans les entreprises mais portée par un courant
favorable dans les élections, est ['organisation qui a pour le moment le
plus profité de cette transformation tendancielle de la légitimité syndicale.
Elle s'en est d'autant mieux accomodée que le primat qu'elle a toujours
entendu donner a la "politique contractuelle” au sommet y trouve évidemment
sont compte : au renforcement instutionnel par la voie électorale répond
un renforcement de la capacité a jouer sur le registre de la concertation
et de la negociation au sommet pour la traitement des grands dossiers

économiques et sociaux. S'agissant d'une organisation peu encline a la com-
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promission ideologique avec le pouvoir -quel qu'il soit- et restée officielle-
ment allergique au partage de la responsabilité économique directe, c'est
en quelque sorte cette voie-ci qui constitue i'axe véritable du développement
politique du syndicalisme, la seule qui soit susceptible de renforcer valable-
ment sa position de partenaire de la régulation économique et sociale.

Des risques specifiquement francais

Pour aucune organisation, il n'y a pourtant de voie royale de I'ins-
titutionnalisation. Tous les syndicats ont objectivement profite de la multi-
plication des occasions de concertation qui a suivi I'évolution de la réglemen-
tatlon. Aucun ne saurait néanmoins aujourd’hui en faire un bilan eclair ni
assurer qu'il va forcément dans le bon sens. Renforcement de la capacité
a négocier au plan national, dans I'entreprise ? On en a déja dit la fragilité,
compte tenu de la pression de la conjoncture et de la modestie de la marge
de manoeuvre qui est laissée aux acteurs sociaux. Accroissement du pouvoir
syndical ? Sans doute, mais si on le rapporte a la crise d'identité que traver-
se le mouvement ouvrier et au courant de désyndicalisation engagé depuis
maintenant dix ans, on est fondé a penser que cette tendance pourrait
devenir redoutable.

Les avatars de la négociation nationale en France depuis 1981
montrent a quel point est mise en veilleuse aujourd’hui fa logique du "rapport
des forces” -si centrale dans le discours et l'action des syndicats il v a
seulement dix ou quinze ans- et combien pourrait é&tre préjudiciable une
situation od le droit a intervenir dans les affaires économiques et sociales
n'irait plus de pair avec une quelcongue prise directe sur les mouvements
collectifs. L'échec des initiatives centralisées (pas seulement & propos
de la flexibilité, mais aussi au sujet de la durée du travail, des restructura-
tions...) tend a faire la preuve que les directions syndicales ne gagnent
rien a apparaitre comme de simples instances de régulation accolées aux
instances gouvernementales et patronales : 'optimisation stratégique et

organisationnelle ne compense pas la défection militante.

Franchissant le stade de l'énoncé des riques, des théses récentes
ont présente ces tendances comme I|'amorce d'une véritable perversion

oligarchique de la démocratie (). C'est sans doute aller trop loin, car

(1) Ci. Gérard Adam, le pouvoir syndical, Paris, Dunod, 1983. L'allusion
a Il'oeuvre de Roberto Michels n'est pas imputable 3 cet auteur, mais
a nous-méme.
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cela suggere que le renforcement des prérogatives institutionnelles du syndi-
calisme serait en soi la cause du mal. Or le mal est plutét dans la faiblesse
chronique de la syndicalisation, doublée du reflux de !'activisme militant
et de la difficuité ol se trouvent les organisations de saisir les réalités
de la classe ouvriere d'aujourd'hui. De plus, et a considérer le processus
d'institutionnalisation dans toutes ses composantes, il nous semble que la
discussion vaudrait d'étre déplacée en tenant compte de la spécificité du

cas frangais.

Dans ses aspects généraux, il se pourrait d'abord que le probléme
posé aujourd'hui ne fasse que rendre compte d'une dysfonction trés ancienne
du systéme francais des relations professionneiles, mais qui avait été masquée
par un certain €tat du discours militant et des pratiques d'action. Depuis
toujours en eifet, les syndicats frangais, notoirement divisés et peu représen-
tatifs, se sont caractérisés par la faiblesse de leur emprise sur la collectivité
des travailleurs et, corrélativement, par leur incapacité relative a s'engager
dans la négociation. Dans le passé, néanmoins, cette incapacité était voilée
par le principe du “refus de |'engagement contractuel” opposé au nom de

I'idéologie révolutionnaire du mouvement ouvrier (1).

Or, maintenant que l'espace de respiration idéologique du syndicalis-
me s'est réduit, et affirmée la responsabilité économique des dirigeants,
fa dissimulation est simplement devenue interdite ; avec elle, plus impérative
est devenue la nécessité pour les organisations de faire la preuve non seule-
ment de leur représentativité, mais aussi de leur capacité a fédérer et
a engager de véritak{les acteurs sociaux.

Au niveau de l'entreprise d'autre part, le probléeme est peut-étre
plus simplement celui du statut du syndicat par rapport a la base. Le syndi-
cat a-t-il ou non vocation & é&tre en position d'intériorit€é par rapport aux
collectivités de salariés ? Pourrait-il se satisfaire d'étre un relai externe
aux groupes sociaux qui sont censer le mandater ? Peut-on ou non admettre
que le lieu ou se posent les problemes n'est pas forcément celui ol ces

problémes sont le mieux résolus ? Sur ces points, la situation francaise

(1) D'autres pays européens ont bien entendu rencontré des problémes compa-
rables. Voir par exemple le cas des syndicats britanniques confrontés,
dans les années 70, a la volonté gouvernementale de leur imposer leur
participation officielle a la régulation des relations professionnelles
{Cf. Henri Hatefeld, "Quelques ouvrages récents sur le syndicalisme
en Europe et aux USA, Revue francaise de sociologie, [-85).
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est vraisemblablement moins claire que dans la plupart des pays voisins.
D'un c8té en effer, les syndicalistes continuent en général de professer
une doctrine intangible de "l'endogénéité" du syndicat par rapport aux commu-
nautes de base ["le syndicat, c'est les travailleurs”") ; mais d'un autre, tout
le systéme de représentation pousse -et de plus en plus 7- a mettre les

élus en position d'extériorité par rapport a la base.

II est frappant en particulier que les récentes lois Auroux puissent
assurer la présence syndicale dans !'entreprise sans pour autant garantir
la capacité de ses représentants a avoir prise sur la situation et les proble-
mes réels des salariés. D'ou a cet égard la nécessité d'une prise de conscien-
ce et d'une mise a jour des stratégies, comme celle qui affleure par exemple
aujourd'hui a la CFDT au travers d'un effort -incertain- de réhabilitation
du statut de l'adhérent par rapport aux élus et aux instances intermédiaires

du syndicat.

Au niveau de l'entreprise également et pour finir, relevons que
le processus d'institutionralisation du syndicalisme fait probleme d'un tout
autre point de vue : il risque d'entériner et d'aggraver la situation fonciére
d'inégalité dans laquelle se trouvent les salariés au regard du droit social

et des relations professionnelies.

Selon gqu'ils se trouvent dans une entreprise ou les syndicats sont
ou ne sont pas implantés, ot la totalité des “droits nouveaux des travailleurs”
est ou non appliquable et appliquée, les salariés ne tireront pas, a l'évidence,
la mé€me profit des changements en cours. Les nationalistions ont, entre
autres facteurs, renforcé les sources de l'inégaliteé, la plus importante restant
toutefois, et de trés loin, le clivage entre les petites entreprises et les
grandes. En France, un salarié sur deux travaille désormais dans une entre-
prise de moins de cinguante salariés : en dessous de ce seuil, le fait syndi-
cal ne signifie souvent plus rien. Dans ces conditions, et a un moment
ou la négociation nationale marque le pas, le danger est bien que le renfor-
cement des prérogatives syndicales ne cristallise cette dualité au lieu de
la réduire. Il est des syndicalistes pour estimer que c'est la que réside
le probléme majeur pour des organisations qui ne sont pas seulement en
quéte de representativité, mais aussi d'une véritable solidariteé au sein du

corps social.
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4 - LES ENJEUX DE L'AVENIR.

Quoigu'il arrive maintepant au plan politique, les quatres années
qui viennent de s'écouler n'auront pas été qu'une simple péripétie dans
la vie du mouvement ouvrier frangais. Tout ce qui précéde montre plutdt
que cette expérience de face a face entre le pouvoir d'Etat et le syndicalisme
aura été l'occasion d'une épreuve de vérité irréversible et qui, en dernier

ressort, ne concerne pas que ce pays.

En plus des options et des prises de conscience qui ne pourront
pas &tre annulées par d'éventuels bouleversements électoraux, ce que nous
avons observé est que la situation créée par le pouvoir socialiste a, pour
le syndicalisme, accélére des mutations qui €taient en fait déja en question
auparavant (notamment du fait de la crise), et mis a jour des problémes

qui se posent aussi ailleurs,

Globalement, le poids des probléemes qui ont surgi semblent avoir
été bien plus marquant que les progrés réalisés. Mais en méme temps,
les enjeux de l'avenir se sont clarifiés. Pour l'essentiel, et au vu de ce
qui précede, il nous paraissent &tre de deux ordres, sur chacun desquels
nous ne ferons qu'esquisser ici quelques commentaires : d'abord, la prétention
du syndicalisme & accompagner, voire a conduire le mouvement social,
ne doit pas é&tre abondennée, mais au contraire confirmée et réellement
mise en pratique. D'autre part, et si telle est bien 'ambition du mouvement
syndical, il faudra que celui-ci s’attache a trouver de réels movens d'un
ressourcement de I'action collective a la base. L'avenir politiqgue du mouve-
ment ouvrier, nous semble-t-il, en dépend lui-méme beaucoup plus directe-

ment que de I'énoncé de projets généraux sur I'avenir de fa société.

Un syndicalisme de mouvement social

Pour trouver sa place dans le débat politique national, pour assumer
efficacement ses responsabilites économiques, pour éviter les piéges de
I'institutionnalisation, le syndicalisme doent nous avons rendu compte ici
n‘a pas d'autre perspective que d'affirmer sa vocation a avoir réellement
prise sur la société, sur les mouvements et sur les acteurs collectifs qui

I'orientent et qui font le changement.



- 19 -

Pour paraftre évidente, cette proposition n'en est pas moins soumi-
se a debat, chez les sociologues notamment. Ainsi Alain Touraine, dans
un livre récent (1), en est plutdt A considérer que -constat étant dressé
de la mort d'un mouvement ouvrier véritablement porteur de sens dans
la société-, l'issue naturelle et positive pour le syndicalisme est désormais
de rentrer dans le rang de la régulation socio-économique ; de renoncer
a étre acteur de [histoire pour s'accepter comme agent de plein exercice
dans le systeme politiqgue. Pour Touraine, les signes s'accumulent selon
lesquels I'essor du syndicalisme se mesurerait désormais a sa capacité d'af-
franchissement a l'égard de l'ancienne conscience de classe ouvriere, pour

lui permetire de jouer pleinement son r8le institutionnel,

Cette thése ne nous parait pas pouvoir 8tre retenue. Car a en
juger par l'exposé présenté ici, on ne peut a notre avis qu'étre sensible
aux errements que se préparerait un syndicalisme délesté pour de bon des
forces et des pesanteurs qui sont a l'oeuvre dans la société, Ce que révéle
I'expérience décrite, ce sont précisément les colts et les risques d'une
irruption en politique non suffisamment asservie a ['état réel du mouve-
ment social. Certes, if est juste d'observer que I'épreuve s'est déroulée
dans un contexte qui privait les appareils de toute véritable marge d'initia-
tive au sommet, face aux pouvoirs politiques et économiques. Mais a supposer
que la conjoncture autorise un jour a la restauration du pouveir syndical
dans la négociation, on ne voit toujours pas quel destin pourrait subsister

pour un syndicalisme désaisi de toute référence au mouvement ouvrier.

Au deld de !'expérience décrite, ceci est pour nous une lecon de
'histoire. Etudiant la part’ prise en France par les professions fermeées
(les "corporations") dans P'histoire syndicale du pays {2}, nous avons pu véri-
fier qu'il faut toujours compter avec cette loi universelle de la dynamique
du mouvement ouvrier qui lie intimement développement des acteurs sociaux
et développement des mécanismes de régulation. Dans un contexte de con-
science et d'action "de classe", trois composantes sont méme toujours en
présence : la définition d'espaces de négociation olu chaque partenaire ait

sa place (c'est la perspective des systémes) ; la promotion des intéréts

(1) Le mouvement ouvrier, Paris, Fayard, [984,

(2) Denis Segrestin, Le phénoméne corporatiste, Paris, Fayard, 1935,
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spécifiques des travailleurs {c'est la perspective des acteurs) ; la reproduc-
tion. enfin, des identités collectives qui forment le tissu de la solidarité

(c'est, si I'on veut, la perspective des représentations sociales).

Aucune voie n'est ouverte pour un syndicalisme qui serait exclusi-
vement rapporté a la perspective des systémes. Et méme, si devait étre
isolée la perspective des acteurs par rapport a la perspective des représenta-
tions sociales, le risque serait grand d'une désagrégation rapide du mouve-
ment, d'un éclatement centrifuge du syndicalisme. D'od notre hypothése
que la dérive des l'institutionnalisation politique du syndicalisme 3 I'écart
du mouvement social n'a pas & proprement parler de signification historique
: elle ne peut étre traitée que comme la manifestation d'upe crise, comme
un état de désadaptation momentanée appelant en dernier ressort le retour

a la dynamique initiale du mouvement ouvrier.

Ainsi, par dela les effets de crise, le renforcement du "pouvoir
syndical" suppose bien le renforcement de i'assise socie-politique -des syndicats,
plutdt qu'il n'est susceptible de s'y substituer. Le syndicat doit, pour' survi-
vre et se développer, rester un organe "fondateur de vie sociale” (1).
lul reviendra demain encore de contribuer i la production de véritables
acteurs sociaux, c'est-a-dire a Il'affirmation d'agents de changement dotes
non seulement d'intéréts a défendre ou d'aliénations 2 surmomer, mais
encore d'une "scéne sociale” qui les rende visibles et opérants, et d'une
certaine capacité a apparaitre signifiants de !'avenir de la société toute

entiére.

Le nécessaire ressourcement de |'action collective

Dans les conditions qu'on vient de voir et pour assurer leur légiti-
mité politique, les organisations syndicales doivent prioritairement s'attacher
au ressourcement de l'action collective & la base. L'urgence n'est pas en
effet de reconstruire des projets généraux crédibles pour la société & venir,
mais plutdt de faire que les pratiques concrétes d'action et de negociation
retrouvent autant que possible\ le contact avec les mécanismes de régulation
qui déterminent effectivement la vie des salariés et avec les problémes
qu'ils posent, compte tenu des changements qui affectent la vie des entrepri-

ses et les conditions de travail.

(1) Jean-Daniel Reynaud, Préface & Gérard Adam, Le pouvoir svndical,
1983,
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'y a lieu de penser que souvent, cette exigence obligera les syndi-
cats a rompre avec la mémoire collective et avec les tendances tradition-
neiles de la pratique de classe pour privilégier les nouveaux enjeux et les
nouveaux lieux au travers desquels se perpétuera, demain, une dynamique

vraie pour l'action collective.

Parmi les nouveaux enjeux, celui de la formation par exemple,
dont Frangois Sellier explique a quel point elle se trouve actuellement
en France insupportablement subordonnée aux problémes de salaires et
de classifications, par comparaison avec I'Allemagne fédérale notamment
(1), et bien que les évolutions techniques en cours autant que les aspirations

profondes des salariés la mette de toute évidence en avant.

Enjeu aussi que celui de la banalisation, a la base, de formes de
"négociations intégrées” similaires A ce qui s'est joué au sommet sous le
couvert de la flexibilité. Les conditions économiques de la crise obligent
aujourd'hui, dans les entreprises, a lier les salaires, le niveau de l'emploi,
la productivité et la durée du travail. Mais de plus en plus aussi, le change-
ment technique obligera demain de la mé&me maniere au croisement des
discussions sur la technologie, I'organisation du travail, la formation, et

la participation collective a la gestion.

En ce qui concerne les lieux, si l'entreprise est amenée 3 jouer
un réle déterminant, ce n'est pas seulement parce qu'elle rapproche ['action
syndicale des salaries. C'est aussi parce qu'aujourd'hui, avec les problémes
de l'emploi, des restructurations, mais aussi avec les pratiques patronales
de segmentation de la main d'oeuvre, elle est devenue le lieu d'une demande
effective et forte de régulation nouvelle, et en mé&me temps un des lieux
ou peuvent concrétement se reconstruire les collectivités de travail et
les solidarités du monde du travail. L'entreprise n'est pas forcément seule
dans ce cas : parfois, au niveau des secteurs professionnels, et notamment
telle ou telle branche relativement étrangere a I'histoire du syndicalisme
ouvrier {(comme les branches du secteur tertizire : I'assurance, la banque,
les services}, on voit réunies les conditions de l'invention de formes d'action
et de negociation nouvelles, directement rapportéés a la vie des salariés.

et qui rappellent la dynamique initiale du mouvement ouvrier.

(1) "Du mouvement ouvrier au syndicalisme réel", Esprit, juin 19%%4, pp.
29 a 4l.
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De facon hautement caractéristique, les lois Auroux francaises
ont méme montré récemment, avec l'introduction du Droit d'expression
des salariés, que le ressourcement du mouvement syndical pouvait méme
partir de la cellule élémentaire de travail, de l'atelier ou du bureau pris
chacun dans leur singularité. En dépit des limites et des difficuités inévita-
bles de Pexpérience, l'intérét de celle-ci réside bien dans le fait qu'elle
restitue tous les éléments du spectre de l'action collective : participation
efficace a la régulation économique et construction de véritables "acteurs
sociaux" en situation, en relation d'interdépendance avec la hiérarchie et

I'environnement de travail...

L'hypothése que nous faisons est celle-ci : un tel ressourcement
de I'action collective a la base ne peut évidemment pas prétendre a résou-
dre par lui-méme les problémes du devenir du syndicalisme dans la société.
Pourtant, c'est bien a ces niveaux-ld que s'opéreront -ou que ne s'opéreront
pas- les mutations neécessaires a une clarification des rapports du syndicalis-
me a la politique et a la société. En initiant de nouvelles formes de relations
entre les délégués et la base, en concourant peut-&tre 3 corriger progressi-
vement les inégalités des travailleurs 3 l'égard du fait syndical, voire a
résorber les facteurs de la division intersyndicale, ils referont la trame

du "syndicalisme de mouvement social™.

Cette exigence du ressourcement du syndicalisme a la base a-t-elle
quelque rapport avec les débats qui ont agité le mouvement ouvrier italien
depuis 15 ans ? Est-elle une exigence qui concerne d'autres nations européen-
nes ? Jusqu'a quel point contredit-etle la norme classique des relations
professionnelles qui tend a réserver I'intervention syndicale pour les formes
spécifiquement macro-économiques de la régulation, et a la placer du méme
coup en dehors du droit de {'entreprise (1} ? Autant de questions qui pour-
raient alimenter la discussion et en fonction desquelles l'on pourrait vérifier
si l'expérience frangaise des annfes passées ne fait que mettre en lumicre
les symptdmes d'une crise générale du syndicalisme, ou si au contraire,
elle préfigure en quoique ce soit les mutations qui s'imposeront en Europe

dans la décennie a venir.

(1} Voir les implications de la "codétermination" en Allemagne I[édérale
{A. Sturmthal, Left of Center : European Labor since World War II,
litinois University Press, [1983).
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LE ROLE DES SYNDICATS DANS UN MONDE EN MUTATION;
TENDANCES ACTUELLES ET PERSPECTIVES
DAVENIR
par

Georges Spyropoulos

Les syndicats comptent parmi les institutions essentielles de la
societeé industrielle. Or, depuis gquelques années, on- assiste & une
véritable rernise en question de la conception traditionnelle du
syndicalisme et de son rile dans les saciétés industrielles. "Malaise
syndical”, ‘"crise du syndicalisme", "déclin ou ré&gressian. des
syndicats”: tant la litérature spécialisée que les mass-media {presse,
radio, télévision) abondent d'analyses et de commentaires qui vont
dans ce sens. M&me si ceux qui prétendent que le syndicalisme serait
en train de perdre sa raison d'dtre sont peu nombreux, les analyses de
l'évolution du phénoméne syndical dont on dispose insistent, en régle
générale, sur les difficultés croissantes que rencantre actuellement le
syndicalisme, s'interrogent sur son champ d'intervention et soulignent
la nécessité de repenser les objectifs des syndicats, les modalités de
leur organisation et de leur fonctionnement, ainsi que le cadre de
l'action syndicale. Cependant, les avis divergent en ce qui concerne la
gravité, les causes et les manifestations de la crise actuelle et les
futurs - possibles ou souhaitables -esquissés vent du maintien, voire
du renforcement, du syndicalisme jusqu'a son dépérissement
progressif,

Bien que les analyses sereines et fortement documentées ne
manguent pas, ce qui caractérise le débat en cours - notamment au
niveau des mass-media - c'est son caractdre souvent passionné,
polémique, quelque peu confus et, surtout, tendant & des
géndralisations basées sur des extrapolations abusives. Vue
Pimportance de l'enjeu, on est en droit d'espérer que les passions et
les polémiques apaiseront et qu'une plus grande sérénité
caractérisera, dans les années A venir, le débat sur le réle des
syndicats. L'objet - et P'ambition - de cette conférence organisée par
le Centre européen "Travail et Société" est précisément de
contribuer a la dépassionalisation du débat en faverisant les échanges
de vues entre acteurs sociaux -syndicalistes, employeurs,
fonctionnaires publics nationaux et internationaux - et observateurs
sotiaux - universitaires, spécialistes des questions du travail, journa-

listes - dans un climat de sérénité et de confiance mutuelle.
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Les orateurs qui m'ont précédsd dans cette tribune ont montré la voie
3 suivre si l'on veut quun véritable dialogue s'instaure sur la question
qui fait l'objet de nos délibérations. Les débats de demain, au sein des
quatre sessions paralitles, nous permettront d'approfondir ce dialogue
en le structurant autour de quatre grands thémes: répartitim du
pouveir au niveau national, changements intervenus dans les relations
sociales sur les lieux de travail, implicaticns pour les syndicats des
changements intervenus dans la composition de la main-d'osuvrs.
enfin, role des syndicats dans l'internationalisation de l'économie.
Mon exposé liminaire n'a pas pour ambition de faire la synthése des
communications présentées sous chacun de ces quatre thémes. Ce
sera le réle de nos quatre modérateurs de le faire demain rnatin. Mon
ambition est plus modeste: c'est de vous proposer, en guise d'intro-~
duction, un cadre de référence dans lequel pourraient venir s'inserire

les débats de la conférence,

lon analvse portera essentiellement sur 1'évolution du réle des
syndicats dans les sociétés industrielles & I'économie de marché et,
plus particuliérement, celles d'Europe occidentale. Dans une premieére
partie, je rappelerai briéverment les changements intervenus dans le
centexte économique, technologique, politique, social et culturel dans
lequel évolue le syndicalisme. Les répercussions que ces mutations
multiples ont eu - ou peuvent avoir -sur les syndicats seront analysées
dans la deuxiéme partie de man exposé, consacré 3 une présentation,
4 grands traits, de ce qu'on appelle communément la "crise" du
syndicalisme, Enfin, dans une troisidme - et derniére - partie
jévogquerai brievement le réle futur des syndicats dans la socidté
industrielle et post-industrietle. .

. Les mutations en cours

Institution essentielle de la société industrielle, le syndicalisine est le
reflet de la société dans laquelle il évolue et dont il fait partie
intégrante. Pour mieux comprendre les problémes auxquels les syndi-
cats sont confrontés, il faudrait donc placer leur étude dans le
contexte économique, technologique et socio-culturel dans lequel les
organisations de travailleurs prennent leurs racines. Le syndicalisme
est en crise - tout comme tant d'autres institutions de nos socidtes

contemporaines: I'Etat, I'église, !'sntreprise, entre autres - dans la
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mesure ou le changement économique, technologique et social plus
général l'ablige & changer 3 son tour. Avant done de passer en revue
les principales manifestations de cette crise, il importe de s'arréter
brigvement aux mutations qui, dans un passé assez récent, ont influé
sur l'action syndicale. Ce faisant, je distinguerai, pour la clarté de .
'exposé, entre mutations économiques, techniques et sociales, tout
en restant conscient du caractére artificiel de cette distinction. En
effet, ces mutations influent les unes sur les autres et teur influence
sur le mouvement syndical s'exerce souvent conjointement et simul-
tanément. Je ne ferai qu'effleurer ici cette relation de cause & effet
en mettant l'accent sur les facteurs extérieurs au syndicalisme qui
influent, par contrecoup, sur le fonctionnement des syndicats., C'est
dans la deuxieme partie de mon exposé que j'exarninerai plus & fond
Uinfluence exercée par ces facteurs -isolément ou simultanément -sur

l'évolution du syndicalisme,

Parmi les mutations en cours, j'évoqueral celles ayant trait aux
changements intervenus dans cing domaines: les structures et les
techniques de la production, la crise éconamique, la composition de la
population salariée, et, enfin, les attitudes et comportements indivi-

duels.

Structures et techniques de la production

Les lieux de travail dans lesquels le syndicalisme trouve sa base et
pouss¢ ses racines ne sont plus ce qu'ils Staient. Sous la pression de la
crise économique et de Iaccélération du progrés technique, les
branches industrielles gui constituaient traditionnellement. le fer de
lance des syndicats - en particulier les industries manufacturiéres:
entreprises sidérurgiques, automabile, textile, par exemple - traver-
sent une crise plus ou moins prefonde et sont souvent en ré'gression.
Fermetures d'usines, restructurations, licenciements collectifs, ch6-
mage technique: les syndicats sont conscients de l'effritement de leur
base; leur pouvair de négociation tend a s'affaiblir. Par ailleurs, la
décentralisation industrielle et le développement des petites et
moyennes entreprises industrielles travaillant en sous-traitance
ajoutent de nouveaux défis au mouvernent syndical habitué a agir au
sein de grandes unités de production occupant plusieurs centaines ou
milliers de salariés.
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Parallélement, les secteurs de l'activjté écenomique oft I'implantation
syndicale était généralement faible ou, dans certains cas, inexistante
- les administrations st les services, les banques, les assurances, les
supermarchés, l'hotellerie et la restauration, etc, - conmaissent un
essor sans préceédent. Malgré les progrés de la syndicalisation dans
ces secteurs, le pari est loin d'6tre gagné car les pertes d'effectif
enrégistrées dans les industries manufacturisves ne sont pas entidre-
ment compensées par les progrés de la syndicalisation dans le secteur

des services.

Souvent, la croijssance rapide du secteur tertigire est imputable ay
développement du secteur public: administration centrale et collec-
tivités locales, sécurité sociale, services publics de I'éducation et de
la santé, ete. Si l'on prend en considération le secteur public
industrigl et commercial, il est permit d'affirmer que, presque
partout, I'ttat est devenu de loin le principal emplayeur (1), Si les
pregres de la syndicalisation dans ce secteur sont considérables, les
modalités d'organisation et d'action syndicales présentent de nettes
différences avec celles du secteur privé, ce qui demande de ia part
des syndicats, un effort d'adaptation et rend pius difficile la recher-
che de l'unité syndicale,

Enfin, ainsi qu'on le verra dans la suite de cet exposé, le développe-
ment des entreprises multinationales - qui est 3 Vorigine de profonds
changements dans les structures traditionnelles de la production -
représente un autre facteur important qui influe sur 'arganisation et

'action syndicales.

Qu'il s'agisse du secteur industriel ou du secteur tertiaire, l'accéléra-
tion du progrés technique bouleverse les conceptions traditionnelles
d'organisation de la production et du travail. 'Aprés la vague de
l'automatisation des années soixante, des innovations technologiques
spectaculaires, notamment dans le domaine de la micra-électronique,
de la biotechnologie, des matériaux nouveaux - céramiques et fibres
en particulier - représentent des transfarmations des techniques de ia
production véritablement révolutionnaires. De ce fait, I'adaptation au
' changement technologique a pris, au cours des derniéres années, une
importance croissante. Occasion priviligiée d'améliarer la producti-
vité, l'introduction de nouvelles technologies influe directement sur
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le niveau et la nature de 'emploi. La maitrise sociale du changement
technologique constitue sans aucun doute un nouveau défi pour le
syndicalisme. Il suffit, pour s'en convaincre, de consulter la volumi-
neuse littérature consacrée aux implications des mutations technolo-
giques pour le syndicalisme et la négociation collective {2). Surpris
par la profondeur et la rapidité du changement technologigue, les
syndicats ont, dans un premier temps, adopté une attitude défensive
et ont souvent eu tendance & oppaser un refus systématigue au
changement. Plus récemment, ils ont nuancé leur position st évolué
dans le sens du dialogue et de la néqociation, sans parvenir cependant

a reprendre ['initiative dans ce domaine,

Crise économique

Sans nul doute, la mutation la plus importante dans le domaine
economique aura été la détérioration de |a situation économique. La
crise actuelle, vieille de plus de dix ans et qui est sirement plus
structurelle que conjonctuelle, oblige 3 considérer les problémes du
travail en rapport avec ceux qui sont liés 3 I'emploi et en termes de
compétitivité et d'efficacité de I'appareil productif. Baisse des taux
de croissance, flambée du chémage, inflation pasent aujourdhui
lourdement sur I'économie de la plupart des pays industriels 3
€conomie de marché; elles ont d'ailleurs progressivement gagné, par
le jeu de l'interdépendance internationale, les pays en développement

et les pays 3 économie planifide.

Etroitement liée aux changements intervenus récemment en matidre
de structures et de techniques de la production, la crise éconornique a
frappé de plein fouet le syndicalisme. De toute évidence, la montée
du chdmage a affaibli le pouvoir de négociation des syndicats et a
ramené lattention sur la sécurité de l'emploi et le maintien du
pouvoir d'achat. La réduction de la durée du travail -revendication
centrale et permanente des syndicats - est de plus en plus envisagée -
y compris par les syndicats - en fonction de ses répercussions sur
Pemploi. Le relatif optimisme de la fin des années soixante et du
début des années soixante-dix qui avait permis aux syndicats d'occu-
per le devant de la scéne en élévant la question de I'humanisation du
travail au rang d'enjeu politique, fait actuellement place & une
préoccupation plus immédiate du ca(t des amséliorations et de saon
incidence sur la compétitivité des entreprises (3).
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Un autre facteur qui influe encore plus directement sur l'évolution
des syndicats mérite mention: c'est l'opinion - trés répandue dans les
milieux employeurs et dans certains milieux gouvernementaux -
suivant laquelle les effets de la crise actuelle auraient &té beaucoup
moins marqués si les colts du travail étaient moins élevés et si les
systémes de protection sociale eurcpéens étaient moins généreux et
mains rigides. C'est le grand débat sur la "flexibilité”" de l'smploi et
du travail et sur la "déréglementation® - ce nouveau reméde en 'vcgue
- dont an trouve des échos, presque quatidiennement, dans la presse,
la radio et la télévision (4). On sait que ce désir d'assouplissement a
inspiré les politiques adoptées par plusieurs pays, notamment euro-
péens, au cours des derniéres années. De plus, face a un syndicalisme
sur la défensive, on assiste & une offensive patronale. Sans aller
Jusqu'a parler "d'effondrement du droit du travail®, comme certains
observateurs n'ont pas hésité a [l'affirmer (5), on assiste a une
véritable mise en cause des institutions et des mécanismes sur
lesquels reposaient jusqu'a présent les systdmes sociaux des socistés
industrielles. La legislation du travail et les systémes nationaux de
sécurité sociale et de protection sociale - qui connaissent des
difficultés financidres grandissantes (6} - subissent les assauts de
ceux - et ils sont noinbreux et influents - qui considérent que ces
systémes sont trop généreux, trop colteux et constituent un facteur
de rigidité et de bureaucratisation. ['enjeu, on le voit, est fondamen-
tal pour I'avenir de nos sociétés en général, et pour les syndicats en
particulier. 1l restera selon toute vraissemblance, et pendant long-
temps, au centre du débat social, débat dont lissue est pour le moins
incertaine, mais qui sera, & n'en pas douter, déterminant pour Pavenir
du syndicalisme.

Composition de la population salarige

L'évolution de la population salaride est un troisidme facteur qui
influe sur le mouvement syndical. Les mutations intervenues dans
l'ordre économique et dans les structures et les techniques de la
production que je viens d'évoquer ont entratné des changements
profonds dans la composition et la nature de la main-d'oeuvre. En
Y'espace d'une dijaine d'années, la physionomie du monde du travail a
été profondément modifide. '
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Traditionnellement, le travailleur affilié a un syndicat évoquait
Iimage de l'ouvrier manuei de I'industrie, du col bleu et de I'homme
aduite. Il en est tout autrement aujourd'hui, natamment en Europe, o
le secteur manufacturier ne contribue plus que pour un cinquiéme qu
tout au plus paur un quart du volume total de l'emploi. La partie de la
population active occupée dans l'agriculture a dgalement fortement
diminué tandis qu'on assiste - ainsi que je I'ai déja fait abserver - &

un accroissement considérable du secteur des services.

Parallelement, de 'nouveaux acteurs” (7) apparalssent. Certaines
catégories de travaitleurs qui n'ont pas, par le passé, montré une
grande propension & l'activité syndicale représentent désormais une
portion croissante de la population salarise. Il en est ainsi de l'entrée
massive des femmes sur le marché du travail (8), D'autres catégaries
de salariés se trouvent, dans une situation analogue a celle des
travailleuses: ce sont les travailleurs agés, les travailleurs migrants,

les minorités ethniques et parfois les jeunes travailleurs,

Enfin, un troisidme phénomeéne est venu s'ajouter aux deux précédents
en modifiant profondément la base du recrutement des syndicats: il
s'agit du développement, & cotd d'un marché organisé du travail, d'un
marché paralléle de main-d'oeuvre "périphérique” et de travailleurs
marginaux, appelés parfois "les nouveaux prolétaires" (9). Comme on
sait, la caractéristique commune des travailleurs termporaires, des
travailleurs au noir ou clandestins, des travailleurs a temps partiel,
des travailleurs & domicile est la précarité et l'insécurité de leur
emploi ainsi que le faible taux de syndicalisation. L'accroissement dit
nombre de ces travailleurs de "seconds zone" constitue 2 I'évidence
une menace sérieuse pour la sécurité de I'emploi et des revenus des

autres salariés représentds par les syndicats.

Les changements dans la composition et la nature de la main-d'oeuvre
que je viens d'évoquer seront-ils durables? Certaines études récentes
font allusion & un possible renversement des tendances actuelles d'ici
a la fin du sigcle, qu'il s'agisse du secteur de la production ou du
travail des femmes (10). En attendant que I'évolution actuelle se
confirme ou se renverse, les syndicats devraient, me semble-t-il,
considérer les données actuelles comme acquises et s'efforcer de s'y
adapter.
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Attitudes et comportements individuels

Un dernier facteur qui influe sur ['‘$volution du syndicalisme a trait
aux changements intervenus au cours des anndes récentes dans les
attitudss et les comportements des travailleurs. En effet, le poids du
syndicalisme dans la vie économique et sociale ne dépend pas
uniquemnent du nombre, plus ou moins grand, de ses adhérents; il est
€galement fonction de la capacité des syndicats de s'adapter 2
I'évolution des mentalités, aux nouvelles attitudes et comporternants
face au travail et & la vie du travail. Or, méme si on n'est pas
d'accord - et c'est mon cas- avec les alarmistes qui parlent de "crise
du travail”, de "perte de l'éthique du travail” ou encore d™allergie au
travail" (11), force est de constater que nos socidtés contemporaines
s'interrogent sur le travail et sa finalité. Les conditions matérielles
et psycholagiques du travail -ce qu'on appelle parfois la qualité de la
vie de travail- acquiérent une importance accrue 2 une épague de
mutations structureiles et technologiques rapides. "Un degré d'in-
struction plus élevé, une mellleure éducation, une socisté plus
tolérante, l'influence des grands moyens d'information et la possibi-
lité pour tous de communiquer & tout instant sont parmi d'autres des
facteurs qui, dans tous les pays, .... sont aujourd'hui en passe de
changer la mentalité des travailleurs "(12). Pour certaines catégories
de travailleurs (par exemple, les techniciens qualifiés), les objectifs
classiques des syndicats -assurer la sécurité de I'emploi et défendre
les intéréts collectifs- peuvent parfois avoir moins d'attrait que les
possibilités d'épanouissement personnel lides 3 la réussite profession-
nelle individuelle. Par ailleurs, de plus en plus nombreux sont ceux qui
-notamment parmi les femmes et les jeunes- se contenteraient, dans -
certaines conditions, d'un revenu plus modeste -par exemple, dun
travail a temps partiel-, en vue d'élargir l'espace du "ron-~travail",
c'est-a-dire le temps de la libre activité et du loisir.

La mesure dans laquelle les syndicats -mais ceci est également
valable pour les chefs d'entreprise- tiendront compte de ce qui a
changé dans les attentes et les comportements des travailleurs en
revisant leurs stratégies pourra étre décisive pour I'avenir du syndica-
lisme. Les dirigeants syndicaux en sont de plus en plus conscients,
Pour ne citer qu'un exemple, aux dires d'Edmond Maire, secrétaire
général de la CFDT, qui se référait récemment 2 1™éclatement du
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salariat" et 4 la coupure sociale entre les groupes d'age, “il n'y a plus
de revendication unifiante qui réponde 2 la diversité de ces conditions
salariales ... La conception traditionnelle, qui reduit le combat
syndical & la seule lutte pour le pouvair d'achat, reste encore vivace
dans bien des tétes. £t c'est un nbstacle majeur pour un syndicalisme
de transformation™ {13).

Cette esquisse rapide du contexte €conomique, technique et social
constitue le point de départ de mon analyse de I'évelution du
syndicalisme. Clest 2 cette analyse qu'est consacrée la deuxiéme

partie de mon exposd.

IL Les implications pour les syndicats

Secoué par les changements intervenus dans 'environnement externe,
le syndicalisme se trouve ainsi dans une sorte de croisée de chemins.
Aux facteurs externes, déja évoqués, il faudrait d'ailleurs ajouter les
facteurs de changement internes aux syndicats: attitude des affiligs,

nature de l'action syndicale, réle déterminant des dirigeants. etc.
(14).

It est évident que les manifestations de la crise du syndicalisme -ainsi
que les rémeédes a lui apporter - varient énormément d'un mouvement
syndical & l'autre, d'un syndicat a l'autre. La typologie syndicale ast
trés diversifiée et plusieurs critdres doivent atre gardés constamment
a l'esprit lorsquon s'efforce’ d'esquisser & grands traits I'évelution du
syndicalisme: principes régissants l'organisation et le fonctionnement
des syndicats, formes de ['action syndicale, relations entre syndicats
et partis politiques, degré d'intervention de V'Etat, systéme national
de relations professionnelles, etc.

Compte tenu du peu de temps dont je dispose, je suis obligé d'étre
sélectif, je choisirai donc, A titre d'exemple, trois manifestations des
mutations du phénoméne syndical ayant trait, dans I'ordre, a la
représentativité des syndicats, aux orientations idéologiques du syndi-
calisme et a 1'évolution de l'action syndicale.
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Représentativitd des syndicats

Tout d'abord, la représentativité des syndieats. Y-a-t-il, comme
certains l'affirment, crise de représentativité? Clest impossible de
répondre & cette question par un oui ou par un non. Un premier

facteur de représentativité a trait au taux de syndicalisation. En

Europe occidentale, ce taux varie du simple au triple, voire au
quadruple (15). C'est dans les pays scandinaves et en Belgique que ce
taux est le plus élévé: plus de 70 pour cent de la population active. A
linverse, on trouve les taux les plus bas - 15 & 25 pour cent - dans le
sud de I'Europe: Espagne, France, Gréce, Portugal. Les autres pays de
la Communauté européenne se situent entre ces deux extrémes avec
des taux de syndicalisation allant de 30 & 60 pour cent. Ce qui est
significatif pour mon propos, c'est que le taux de syndicalisation est,
depuis quelque temps, soit stationnaire, soit méme dans gertains cas
en baisse de plusieurs points: c'est le cas, par exemple, en Espagne.
en France, en Irlande et au Royaume-Uni ol des pertes sensibles ont
eté enregistrées au cours des ¢ing dernidres années. Les effectifs des
syndicats ont également quelque peu reculé en République fédérale
d'Allemagne, en Belgique, en Italie, aux Pays-Bas et en Suede. Aux
Etats-Unis, I'AFL-CIO reconnait que, en comparaison avec les anndes
soixante et soixante-dix, le syndicalisme a reculé de 15 pourcent et
ne représente actuellement que 19 pour cent de la population active
(16). Dans quelques autres pays, en revanche, comme ['Autriche et la
Suisse, les effectifs syndicaux sont restés stables; le Danemark et la
Norv&ge ont méme, semble-t-il, enregistré de nouvelles hausses des

taux de syndicalisation.

Quoi qu-il en soit, il est incontestable que, dans I'ensemble, on assiste
& un recul des effectifs syndicaux. Méme si on reconnait gue la
flambée du ch8mage explique pour une part ce recul, force est de
constater que les difficultés que connalt actuellement le syndicalisme
pour recruter de nouveaux membres dans les secteurs en expansion
sont la manifestation d'une crise plus profonde. Certes, le pourcen-
tage global de syndiqués dans la population active est un indicateur
trés partiel de la puissance des organisatidns syndicales. Par exemple,
le faible taux de syndicalisation n'empéche pas les syndicats d'exercer
une réelle influence sur la prise de décisions du fait que leurs
effectifs sont concentrés sur quelques secteurs clés de lindustrie et
des services publics. "La conjoncture économigque peut bien faire

reculer ici et 13 les effectifs syndicaux; presque nulle part elle
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n'affaiblit I'influence des organisations syndicales. qui au contraire a
progressé dans heaucoup de pays, notamment en France" (17). II n'en
reste pas moins que l'affiliation & un syndicat constitue le meilleur
indicateur de représentativité et de crédibilité du mouvement syndi-

cal.

Un deuxigéme facteur de représentativité a trait aux structures -

unitaires ou pluralistes - du mouvement syndical. L3 ol l'unité

syndicale prévaut, comme dans les pays scandinaves, en République
fédérale d'Allemagne, en Autriche, en Irlande, et au Royaume-tUni.
les chances qu'ont les syndicats de surmonter la crise économique,
sociale et institutionnelle actuelle sont, me semble-t-il, beaucoup
plus grandes que dans les pays a pluralisme syndical da a des clivages
d'ordre idéalogique, religieux ou politique, comme par exemple en
Belgique. en Espagne, en France, en Gréce, en Italie et au Portugal.
l.es divergences de caractére idéclogique et politique entre las
organisations syndicales en présence constituent un facteur de vul-
nérabilité, de concurrence et d'affaiblissement évident du mauvement
syndical. C'est peut-&tre pour cette raison que des efforts ont éte
entrepris au cours de derniéres années dans certains pays européens -
tels que l'Irlande, 'ltalie et les Pays-Bas en vue de surmonter les
rivalités idéologiques des organisations syndicales. Par ailleurs, la
tendance & la consclidation des structures syndicales, & la fusion des
syndicats, 4 la centralisation et & la concentration des structures
syndicales - observée dés la fin de la deuxiéme guerre mondiale -s'est
accentuge vers la fin des années 70 et le début des années 80 dans les
pays scandinaves, en Amérique du Nord et surtout au Royaume -Uni
(18).

Enfin, troisidme facteur de représentativité, la composition du mou-

vement syndical est en train de se modifier profondément en raison

de la désindustrialisation, de la crpissance rapide des secteurs des
services et de l'arrivée massive des femmes sur le marché du travail.
D'ores-et-déja, les travailleurs non-manuels représentent, dans de
nombreux pays, 40, 50 pourcent, voire davantage, de l'effectif
syndical (19). L'augmentation du taux de syndicalisation dans le
secteur public et la fonction publique constitue, peut-8tre, l'évé-
nement le plus significatif de l'histoire syndicale des dix derniares
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années (20). 1l en est de méme de la montée des syndicats d'ingé-
nieurs, de fechniciens et de cadres (21). Cette arrivée massive de
nouveaux acteurs sur la scéne syndicale est en train de modifier le
visage traditionnel du syndicalisme. Pour sauvegarder leur représen-
tativité et leur pouvoir de participation aux décisions, les syndicats
doivent faire un effort sans précédent d'adaptation & cette nouvelle
donnée. Car l'apparition sur la scéne syndicale de ces nouvelles
catéqgories de travailleurs contient en elle potentiellement le risque
de tendances centrifuges qui pourraient, si I'on n'en prenait garde,
pravoquer l'éclatement du mouvement syndical en une multitude
d'organisations catégerielles, jalouses de leur indépendance les unes &

I'"¢gard des autres,

QOrientations idéologiques des syndicats

Cect m'améne & mon deuxigme exemple de mutations du syndicalis-
me, celui relatif 3 l'évolution des orientations idéologiques des
syndicats. On sait que, contrairement aux syndicats américains, plus
pragmatiques, le mouvement syhdical européen a une longue tradition
d'orientation idéologique et politique, profondément enracinée dans
les moeurs de ses dirigeants. Révolutionnaires ou réformistes, d'inspi-
ration laique ou confessionnelle, les syndicats européens ont eu - et
continuement d'aveir - des liens plus ou mains étroits avec les partis
politigues qui leur sont idéologiquement proches (22). En fait, il
n'existe pas de mouvement ouvrier qui ne soit pas en méme temps lig
a des forces politiques, qu'elles soient révolutionnaires ou réformis-
tes. Cependant, les valeurs et les caractéristiques traditionneiles des
syndicats ouvriers, porte parole de la classe ouvriére et ayant des
fidélités politiques bien établies, sont en train de perdre de leur
empire. '

Sans aller jusqu'a affirmer que les syndicats européens sont actuel-
lements en train de jeter par dessus bord leur idéologie et leur
appartenance politique, j¢ me bornerai 2 constater que la crise
actuelle incite les dirigeants syndicaux a se remettre en question, en
procédant & de nouvelles analyses qui tienment davantage compte des
mutations techniques, économiques et socio-culturelles intervenues
au cours de la dernigre décennie. Ce qu'on nomme recul du syndica-

lisme fait le plus souvent référence au déclin de la conscience
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ouvriére, c'est-a-dire au déclin du mouvement ouvrier et des idéalo-
gies mettant en cause le mode de gestion sociale de la production
industrielle. Ce qu'on dit meins souvent, c'est que ce déclin - qui est
incontestable - s'accompagne, dans la plupart des pays industriels
occidentaux, par des progrés notables de linfluence économique et
politique des syndicats. Mais je reviendrai tout 3 l'heure & cette
question lorsque j'aborderai le troisidme et dernier -point de ma

démonstration, celui relatif 4 I'évolution de I'action syndicale,

Un dernier mot a propos du déclin des idéologies traditionneiles. Les
dirigeants syndicaux savent pertiremmeit que la puissance et la
crédibilité des syndicats ne sont jamais définitivement acquises et
que le réle du syndicalisme dans la société n'est pas immuable. Cette
évolution de 1a réflexion au se’In des syndicats concernant le réle du
syndicalisme dans la société d'aujourd'hui et de demain constitue
peut-2tre un des traits les plus caractéristiques des annédes quatre-

vingts.

Evolution de l'action syndicale

Dans quelle mesure la crise actuelle conduit-elle 4 des modifications
de l'action syndicale? Celle-ci pouvant prendre des formes multiples,
je limiterai mon propos & quelques exemples ayant trait succéssive-
ment & la fagon dont se prennent les décisions au sein des syndicats, a
la participation accrue des syndicats & 1'¢laboration des politiques
nationales, & I'dvolution de la négociation collective, & l'action
syndicale dans les entreprises et enfin, & Paction syndicale interna-
tionale.

Le débat sur la démocratie syndicale a fait coulé besucoup dlencre

depuis que les syndicats ont fait leur apparition {23). Au fur et &
mesure que les syndicats renforgaient leur position en tant qu'institu-
tion essentielle de la démocratie industrielle, le fomctionnement
démocratigue des syndicats retenait de plus en plus 'attention. Méme
si des voix s'élévent encore parfois pour dénoncer les "abus" du
pouvoir syndical, on sait que, en régle générale, les dirigeants
syndicaux doivent rester & l'écoute de la base s'ils veulent garder la
direction de leur organisation. Plusieurs commentateurs ont mis
récemment l'accent sur l'impartance du réle qui incombe aux diri-
geants syndicaux dans l'adaptation du mouvement syndical aux muta-

tions de san environnement.
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L'expérience récente montre.que le syndicalisme résiste mieux 2 la
crise actuelle lorsqu'il combine étroitement capacité de pression
politigue au socmmet et militantisrﬁe a la base, ainsi que le démontre,
entre autres, le systéme de relations professionnelles pratiqué en
Republique fédérale d'Allemagne (24) et en Suéde (25). La présence
de spécialistes et dlexperts dans les appareils syndicaux - tant
décriée-est une réaction naturelle et saine du syndicalisme face 2 la
complexité croissante des problémes & résoudre. Plus un syndicat
accorde de l'importance 2 la participation, & l'élaboration de politi-
ques nationales et & la négociation collective, et plus les experts

prennent le pas sur les militants.

Plusieurs commentateurs ont récemment attiré l'attention sur le
danger que représente pour les syndicats une certaine désaffection de
la base 2 Pégard d'appareils syndicaux accusés d'avoir perde leur
crédibilité ou d'stre éloignés des préoccupations des adhérents (26).
Est-ce que cette tendence a la baisse de la combativité - constatée
dans nombre de pays europdens - risque de durer? Ne serait-elle
plutdt une conséquence de la conjoncture maussade actuelle? Apres
tout, le temps n'est pas si lointain ol l'on assistait - ¢'$tait au début
des années 70 - & une montde du militantisme, & une multiplication
des conflits et & une pression accrue de la base. Quoi qu'il en soit,
quelle soit conjoncturelle ou permanente, la démobilisation de la
base est un signe que les appareils syndicaux auraient tort de ne pas
prendre suffisarnment au sérieux.

Une deuxiéme tendance qui se dégage en matitre d'action syndicale a
trait au phénomene de participation accrue des syndicats a la prise de
décisions au niveau national. Plusicurs observateurs de la scene
sociale ont souligné le paradoxe qui consiste a ce que la consécration
du syndicalisme en tant -qu'interlocuteur valable en matiére de
politique économique et sociale intervienne précisément en période
de crise du syndicalisme, de désaffection de la base et de contesta-

tions fréquentes concernant sa représentativité.

Aux dires de certains, associé de plus en plus étroitement aux grandes
décisions en matiére économique et sociale, le syndicalisme cesserait
progressivement d'étre reformiste ou révolutionnaire pour devenir
ainsi gestionnaire, voire corporatif ou, comme on dit parfois, néo-

corporatif (27). Je pense qu'i! s'agit 13 d'une conclusion un peu trop
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rapide ou en tout cas quelque peu schématique, car elle oublie que la
capacité des syndicats d'influer sur les décisions au niveau national -
donc, d'exercer une pression politique efficace - n'exclut nullement
une action syndicale, plus traditionnelle, au niveau de la négaciation
collective et des conflits, en pariicuiier au sein des entreprises. Ainsi
que je l'al déja fait observer, c'est laolily a conjonction de ces deux
formes d'action syndicale complémentaires que le syndicalisme ré-

siste mieux i la crise actuelle.

S'agissant de la négocliation collective, troisidme exemple de l'svolu-

tion de laction syndicale, on constate, un peu partout, un affaiblis-
sement du pouvoir de négociation des syndicats, conséquence des
difficultés économiques et de l'augmentation du chémage. De méme,
la fréquence et l'ampleur des gréves ont généralement diminué dans
les pays industrialisés. Cependant, si les mouvements d'ensemble
deviennent notoirement difficiles - il suffit pour s'en canvaincre de
jeter un coup d'oeil aux événements técents en France et aux
Royaumne-Uni - . la pression locale, notamment dans les entreprises,
se reldche peu. La guestion de savair s'il existe une relation de cause
a effet entre l'avénement de 1'Etat providence moderne et l'affaiblis-
sement du pouvoir de négociation des syndicats mérite cependant de
retenir l'attention. Il est en tout cas certain que les grands progrés
que Ia législation du travail et les systdmes de protection sociale ont
faits dans la plupert des pays européens asu cours des 30 & 40
derniéres anndes - obtenus d'ailleurs souvent sous la pression des

syndicats - sont venus tempérer la nécessité de l'action syndicale.

L'¢tude de l'évolution de la négociation collective au cours de la
derniére décennie permet de déceler deux tendances qui, toutes les
deux, influent sur la nature de l'action syndicale (28). 1l s'agit, d'une
part, de la tendance & la décentralisation de la négociation qui
traduit un désir d'assouplissement et d'adaptation aux situations
locales. Analysée dans un grand nombre de travaux (29), cette
tendance intéresse la quasi-totalitd des pays industrialisés; elle
entraine un renforcement du pouvoir des représentants syndicaux

locaux et contribue ainsi & !a décentralisation du pouvair au sein des
syndicats.

Une deuxiéme tendance, moins nette peut-gtre mais non moins
significative de l'évolution actuelle, a trait 3 Fimportance accrue

accardée par la négociation collective aux aspects qualitatifs des
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conditions de travail: qualité de la vie de travail, contréle social des
innovations technologiques, redistribution du travail et de P'empioi,
ste. (30). I y a 1& quelque chose de profondément novateur qui
cherche 3 s'y exprimer. Tout laisse 3 croire qu'il s'agit la d'une
tendance qui risque de s'amplifier dans les anndes a venir; reflétant
une évolution profonde des espdrances et des camportements des
travailleurs. elle constitue un défi tant pour les chefs d'entreprises
que pour les syndicats.’

La tendance a ramener de nombreuses négociations au niveau de
I'entreprise ou de I'établissement risque, dans certains cas, de porter
atteinte aux organisations syndicales centrales, surtout lorsque
Finitiative des revendications se situe au niveau de I'équipe, du
groupe de travail. d'ure catégorie de salarids. On sait, par ailleurs,
que sur les lieux de travail i'organisation syndicale se heurte souvent
4 la présence d'autres instances de représentation des travailleurs,
indépendantes du syndicat et, paur cette raison précisément, encou-
ragée par certains employeurs. De plus, les nouvelles formes d'organi-
sation du travail résultant des innovations technologiques, notamment
dans les grandes entreprises, appellent une nouvelle définition du
réle des syndicats: une équipe semi-autanome, ce n'est certes pas un
groupe de travailleurs indépendants, mais c'est bien une nouvelle
distribution des responsabilités, des pouvoirs, des contréles qui re-
mettent en guestion le réle traditionne! du délégué syndical.

Enfin, dernier exemple de I'dvolution de I'action syndicale, l'interna-

tionalisation de 1'économie pose de nouveaux défis au syndicalisme,

l'obligeant & adapter son action & des contextes éconormiques et & des
structures de production entidrement nouveaux (31). @u'il s'agisse de
la Communauté économique europésnne et de 1'OCDE oy des sociétés
muitinationales, l'élasticité croissante des frontidres nationales, les
mouvements migratoires et, bientdt, 1a liberté de circulation des
travailleurs dans 1'Europe du Marché Commun, obligent les syndicats
a revolr leurs structures et 3 inventer de nouveaux modes d'action.
Qu'en sera-t-il & l'avenir? Est-il permis de prédire un déplacerment du
pouvoir syndical du niveau national vers le niveau supranational? Est-
il concevable que des conventions collectives puissent un jour é&tre
conclues a des niveaux supranationaux? Par ailleurs, du fait que les
entreprises multinationales meénent des stratégies autonomes, en
grande partie indépendantes des pouvoirs politiques nationaux, les

structures traditionnelles du pouvoir syndical - les confédérations
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nationales et internationales - et 'action syndicale classique - gréve,
négociation, participation - se sont avérdes peu adaptées. C'est sans
doute du cdté des organismes spécifiques que constituent les secréta-
riats professionnels internationaux (trade secretariats) - ceux de la
metallurgie, de la chimie. des employés et techniciens, des industries
agro-alimentaires, par exemple - qu'il faut aller chercher les sighes
d'une nouvelle efficacité. L& aussi, on assiste donc 3 une nouvelle

définition du réle du syndicalisme (32).

III . Perspectives d'avenir

Jen viens & la troisieme et dernidre partie de mon exposé: quel
pourralt &tre le role futur des syndicats en Europe? Je serai extréme-
ment bref, car je n'ai pas l'intention, & ce stade de nos travaux. de
répondre & cette question. Mon exposs limingire a été congu unigue-
ment pour lancer le débat en vous proposant quelques points de
repére concernant les causes et les manifestations de la crise
actuelle du syndicalisme. Quant a I'avenir, je me bornerai 3 faire
quelques remarques rapides dans l'espoir qu'elles retiendront ['atten-
tion des participants lars de la discussion qui s'engagera dans la suite
de nos travaux.

L.a premiére remarque sera pour insister, encore une fois, sur la
vitalité du phénoméne syndical. Malgré la crise actuelle - qui le
frappe autant que d'autres institutions de nos socistés -, le syndicalis~
me survivra dans 1'Europe de demain, bien que san visage puisse - ou
méme doive- changer. Ceux qui paurraient &tre tentds par le réve
d'une société industrielle ou post-industrielle sans syndicats ou avec
des syndicats dociles et “assagis” sont des nostalgiques d'un passé
définitivement révolu. La garantie de la liberté et de I'indépendance
syndicales reste et doit toujours rester un préalable 4 toute discussion
sur le rdle des syndicats. Le travail salarié a &té 2 l'origine de
I'apparition et du développement du syndicalisme. Les transforma-
tions que connalt le travail humain appellent un syndicalisme de
transformation, nan sa disparition. D&ja2 nécessaires 2 l'aube de
I'industrialisation, les syndicats deviennent indispensables dans nos
sociétés contemporaines, de plus en plus complexes et secouées par
les mutations écenomiques, technologiques, démographiques et socio-

culturelles que j'évoquais dans les deux premidres parties de rmon
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expose. Plutdt que de s'interroger sur leur survie ou de s'éterniser sur
les raisons de leur déclin, il faudrait donc s'efforcer de metire
davantage l'accent sur les adaptations nécessaires de l'organisation et
de l'action syndicales.

Ma deuxieéme remarque sera pour rappeler que c'est, bien entendu.
aux travailleurs et 3 leurs organisations syndicales qu'il appartient. en
tout premier lieu, de se prononcer sur le rale futur du syndicalisme. 1l
est cependant naturcl que leurs interlocuteurs habituels - les respon-
sables gouvernementaux. les cadres dirigeants d'entreprises, les spé-
cialistes des questions du travail - émettent des avis a ce sujet et
formulent des suggestions, comme il est naturel que les syndicatistes
emettent, de leur cot€. des avis concernant ['Svolution de !a fonotion
sociale des entreorises ou celle de la politique économique et sociale
meneée par le gouvernement. Clest dans cet esprit que j'at formulé
man propre diagnostic et c'est dans ce méme esprit, j'en suis
convaincu, gue vous souhaiteriez aborder cette question au cours de
nos délibérations,

nfin, ma troisiéme remarque sera pour dire que s'agissant du rale
futur des syndicats et de I'évolution des relations professionneiles, les
situatlons décrites par ceux qui s’exercent 2 la futurologie n'‘ont
jamais €té aussi contrastées (33). Ces ébauches de l'avenir, tantot
pessirnistes et tantOt optimistes - et dont on trouvera trace dans
certaines communications présentées a cette conférence - ne sont
pourtant pas inutiles: méme si la réalité sociale n'dpousera en fin de
compte aucun des canevas ainsi proposés, cerner les futurs possibles
dans un domaine aussi complexe que celui de Pévolution du syndicalis-
me reste une démarche utile, car elle peut éclairer les acteurs en
présence lors de la définition de leurs objectifs et stratégies respec-
tifs. Dans l'ére de turbulences dans laquelle nous vivans, on aurait
tort de ne pas tirer profit de la moindre lumieére, fat-elle faible et

hésitante.

Je m'en tiendrai, pour ce moment, a ces quelques constatations
générales. Je préfére, en effet, ne pas préjuger de nos débats.
Lorsque [heure de la synthése arrivera, 2 l'issue de nos travaux,
j'aurai sOrement l'nccasion de sourmnettre a votre réflexion quelques
propositions basées sur les idées qui émergeront des débats de cette
conférence. Laissant les recommandations pour l'action future aux
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acteurs en présence - et en premier lieu aux syndicalistes eux-mémes
-, J'ai T'intention de centrer ma synthése sur les principales lacunes
des études consacrées au phénoméne syndical dont nous disposons et
de suggérer quelques pistes de recherches & suivre dans les années 3

venir.

Genave, aot 1985,
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National Level Workers Committees within the Israel labour
relations system

By: Joshua Stauber *

PREFACE

The basic theories in industrial relations neglect the
differences between trade unions and Workers Committees.
Those theories describe both sides as one actor -

"The Workers" (Dunlop, 1958).

On the other hand, Friedman {1974) relates to the issue

in a sequential model which describes two ideal types of
trade unions: "economical” and "political™. The first aims
to achieve better conditions to its rank and files and the
latter emphasizes the need of change in the structure of
the society.

The differences between trade unions and Workers Committ=u-
ees in the western world are not so acute as in Israel.

The linkage and the obligations of the local delegate to
the trade unions are much stronger in the western world
than in Israel, where the members of the Workers Committ=
ees are not obliged even to be members of the Histadrut -
the General Federation of Trade Unions (Shirom, 1983}.
Therefore, Friedman has located the Histadrut, as central-
ized federation near to the "political"pole and the Workers
Committees near the "economical® pole. Shirom (1983) defines
the phenomenon as "the doubled structure of workers
representation in Israel".

* The study was carried out under the supervision of
Professor A. Shirom and submitted as a final assignment
towards M.A. degree at the Tel-Aviv University.



THE PARTIES:

a) The Histadrut:

The General Federation of Workers, the Histadrut, is
situated in a center of the economic, soclial, cultural
and political life. It is also playing a dominant role
in the industrial relations system.

Around 80% of the labour force in Israel is organized
in the Histadrut. Besides, the economical organizations
of the Histadrut are employing around 15% of the
Israell labour force which produces as much as 20% of
the GDP.

The Histadrut leaders saw themselves as partners to the
founding of the State and emphasized the fact that the
Histadrut is an overall organization and not only a
trade union. It took care of national aims like
creating employment, absorption, health care,
education, culture, national economy and so on. Despite
de-centralization tendencies the Histadrut is, still, a
centralistic body which tries to congider the needs of
the national economy not always considered by trade
unions.

Non-formal ties between the leadership of the Histadrut
and the ruling (until 1977) labour party strengthened
its national orientation. The two formed a political
exchange relationship: a moderate industrial policy for
participation in the national decision making. The
Histadrut was able to act upon national and pragmatic
considerations {(to meet the needs of the national
economy in the long run) even at the expense of the
workers well-being in the short run. (Shirom, 1974 ;,
Fisher, 1978; Reshef, 1981). T

b) The trade unions within the Histadrut-

The central leadership was, in fact, forced to form a
specifictrade unions{it started to do so only 24 years
after''its foundation). On one hand, the leaders under-
stood the importance of democratization and de ~central-
ization of the system but on the other hand, they were
afraid of tendencies towards tco much independence of a
stronger trade union which could always try to secede



as, for instance, the secondary school teachers have
already done (Tocatly, 1979; Ofek, 1984).

The trade unions also had to cope with the direct
demands of the workers. Namely, they had to manceuvre
between "economical® (worker) and "political"
(Histadrut) needs.

Ofek (1984) makes a difference between trade unions
which have more "political"characteristics and those
who have more "economical" ones. 0Ofek {1984) elaborates
Friedman's (1974) model by his claim that also within
the Histadrut there are "political" trade unions
(mostly on industrial branch level) and "economical®
ones {(professicnal and on one employer basis).

C)} Workers Committees:

The members of Workers Committees are elected directly
by the workers at the plant, unlike the election to the
Histadrut leadership which is based on party system.
According to the Histadrut instructions the Workers
Committee alone cannot be a formal representative,
During the 1960's the local Workers Committee started
to form a National Level Workers Committee abbreviated
as NLWC affiliated to a big national working place. By
doing so, they have strengthened their power, militance
behaviour and separatistic tendencies from the
Histadrut. Those trends enforced the leadership of the
Histadrut to deepen the de-centralization and democrat-
ization processes (i.e. participation of chair persons
of big NLWC's to the central Committee which governs
the Histadrut). They have also recognized that the NLWC
has a strong influence in the working place while the
Histadrut has relatively little influence on the
committees (i.e. the increasing numbers of wildcat
strikes appointed against the Histadrut (Reuveni, 1974),

THE INTER-RELATIQONSHIPS BETWEEN TRADE UNIONS AND NLWC

?ew studies (Galin and Harel, 1978; Tocatly, 1979)
suggested that NLWC have taken (and also gotten)
authority (formal and non-formal as well) in fields
which in the past were only in the hands of the trade
unions. Moreover, it is also difficult for the trade



unions to impose control on the NLWC. The system is
voluntary and the contrel can be made upon good
relationships and not by punitive instructions (Marsh,
1963; Goodman and Whittingham, 1969). A well known
example is the case of El-Al Airlines in which the
Workers Committees repeatedly did not obey the
Histadrut orders. But when the company management had
decided to fire a few Workers Committee members for
breaking the rules, the Histadrut firmly opposed the
decision. Reshef (1981) makes a distinction between a
weak Workers Committee and a stronger one. The first
needs the help of the Histadrut most of the time. The
latter needs it in times of economical recession or
when it is getting into deadlock in a bargaining
procedure. The Workers Committees see the Histadrut as
a moderator. Sometimes they would like to he supported
by its experience in collective bargaining, its
economical resources and organizational ability.
Batstone et al (1976} have found those relationships
rather co-operative and friendly despite certain
conceptual differences. The prevailing opinion about
conflicting relationships between militant Workers
Committees and trade unions is mostly derived from the
unbalanced cover of such disputes by the media. It
seems that the two have an ambivalent pattern of
relationships. Shirom (1983) defines it as “exchange
relationships" in which the two are mutually benefiting
from one another. The Workers Committees are enjoying
the various services supplied by the Histadrut which,
sometimes, even ignores wildcat strikes. Therefore the
Workers Committees are trying to co-operate and to act
without breaking the rules of the game. As the NLWC
became bigger and stronger they needed the Histadrut
less than before. The alienation of the NLWC from the
Histadrut framework (Shirom, 1971) was defined by Ofek
(1984) as "organizational secession tendencies". This
development has created a stronger “conflict role" for
the trade unions within the Histadrut. Crouch (1979)
mentioned those constrains which force the trade unions
to manceuvre between hig political aims (to strengthen
its national influence by withholding the rank and
files from action) and the economical ones (achieve-
ments which will strengthen its position among the
workers). In Israel the trade union have to meet



the demands and needs of various Workers Committees and
different groups of workers and besides it is not
pernitted to break away from the Histadrut overall
policy. The NLWC hardly share such a conflict.

Their leaders pointed out that in the first place they
are representing the workers who elected them and they
have nothing to do with long run considerations.

This study examines the inter-relationships between the
Union of Civil Servants (UCS), a trade union having
"political"™ characteristics* and the NLWC affiliated
with it and having "economical" characteristics. The
study hypotheses dealt mainly with the associations
between the power of the NLWC and the gquality of its
working ties with the UCS.

THE RESEARCH SYSTEM

Twenty-three NLWC's were identified in the Civil
Service. Five structured guestionnaires were filled for
each NLWC. (Its two central officers, two UCS officers
and a management spokesperson who interacts with the
NLWC). All together 115 questionnaires were completed.

FINDINGS

A. Teble no.l: Pirson correlations
(According to UCS officers)

2 3 4 5 6
1 .88 L60% .06 .66 BT*
2 - -56* --12 075* 061*
3 - .20 . 60 .16
4 - 06 03
5 - LB1%*
[ -
* P, (05

* A review analizing the industrial relations system in

the Civil Service and characterizing the UCS as

"political” trade unions is available upon request.




1. NLWC power

2. NLWC influence on the internal labour relations
system

3. UCS influence on the internal labour relations
system

4. UCS obligation to the Histadrut

5. UCS satisfaction from its relationships with the
NLWC

6. Frequency of mutual connections

As the power of the NLWC increases:

1. the influence of the UCS on the internal labour
relations system is also increases.

2, UCS becomes more satisfied with its relationships
with the NLWC.

3. The mutual connections become more freguent.

B. Table no.2: Pirson correlations
(According to NLWC officers)

2 3 4 5 6
1 .81* .09 20 -13 ba*
2 - .12 .04 .23 YA
3 - .54* .H5* .04
4 - L O6* 20
5 = -_\-_,].1
5 -
*pg.05

1. NLWC power

2. NLWC influence on the internal labour relations
gsystem '

3. UCS influence on the internal labour relations
system

4. NLWC obligation to the Histadrut

5. NLWC satisfaction from its relationships with the
ucs .

6. Fregquency of mutual connections



As the influence of the UCS5 on the internal labour
relation system increases:

10

2.

3‘

in

o

The NLWC becomes more satisfied with its relation-
ships with the UCS.

The NLWC obligation to the Histadrut is alsc
increasing.

It was also found that there is no correlation
between the UCS influence and its frequency of
connections with the NLWC.

The obligation of the NLWC towards the Histadrut is
relatively low (X=3.43 out of 7) compared with its
obligation towards the UCS (X=5,42 out of 7)

Additional findings (by_ non-structural interviewes):

UCS officers often silently agree with informal
demands and activities taken by the NLWC. It was
explained by the necegsity to stick to the overall
pelicy and in the same time not to lose ground among
the workers.

Consequently, the NLWC officers tended toc make a
difference between the UCS as a formal trade union
and the UCS officer who mostly shows them sympathy
and understanding. As a result, the NLWC tend to
co-operate with the UCS officers, often at a non-
formal level.

Most of the strikes in the Civil Service were
defined formally as "wildcat actions". But both
sides officers have clarified that at an informal

level most of those actions were supported silently
by the UCS officers,

DISCUSSION AND SUMMARY

The literature reviewed has described the NLWC
members as mainly obliged to the workers who elected
them and therefore will pay most of their attention to



their "ecconomical" interests. Nevertheless, the UCS is
finding itself in a "role conflict" position derived by
the need to meet the demands of the Histadrut and
various groups of workers as well. As '‘a result, the
stronger NLWC tend to act independently. By doing so
they are harming the UCS status within the specific
organization (Galin and Harel, 1978). The findings have
shown that as the NLWC have more power the influence of
the UCS also increases. In other words, a stronger NLWC
which co-operates with the UCS, helps to strengthen the
latter's status within the organization. It seems that
the UCS officer would prefer to co-operate with a
stronger NLWC (despite the need to cope with
independent activities). Therefore, the findings alsc
show positive correlation between NLWC power and UCS
satisfaction from the interrelationships. So it comes
to the conclusion that the UCS is in an inferior
position to the stronger NLWC.

There is a gap between the need of the UCS officer to
carry out the Histadrut general policy and the need to
co-operate with the stronger NLWC, having special
demands and high potential for independent activity.

To bridge this gap he creates informal patterns of
relationships and always manoeuvres between the two
basic needs. UCS has to comply with the situation
aiming to prevent a disconnection. Moreover, Friedman
(1980) claimes that even the Histadrut leadership
sometimes complies with such situations.{(since 1977,
when Labour ceased to be a ruling party, the leader-
ship of the Histadrut adopted few of the attitudes and
ways of activities mostly exercised by a trade union
with "economical" characteristics).

We suggest to add to Friedman's model (1974) a dynamic
dimension. It may fit a trade union such as the UCS
which constantly moves between the "political" (in a
formal way) and the "economical" (in a informal way)
polars of the sequence.

FUTURE PROSPECT

The Histadrut is going to face a decline in its power.
More workers will prefer to leave the organization
seeing it as out of time and not capable to meet their
needs (especially in the high-tech industries which are



growing rapidly in Israel). Many others will identify
themselves not with the Histadrut and its ideoclogy but
with a trade union which has to deal with the direct
"economical” needs of a particular group of workers.
Those tendencies will enforce the trade union to adopt
its own seperate policy aiming to meet those demands
and become less dependent on the Histadrut. The latter
also will give them more autonomy if it does not want
to.face growing secession tendencies and increasing
dissatisfaction among trade unions and Workers Committ-
ees leaders,

Consequently, there are researchers (Lutenberg, 1978)
who suggest that the system should, immediately, be
decentralized before it is too late. We suggest that
democratization measures be taken but gradually and in
a moderate way, especially in the complex industrial
relations system in the Civil Service. The "exchange
relations" enables the system to keep going on while
the UCS appears as a responsible and compromising
factor among the NLWC and the managements as well. If
the power of the UCS is taken from it, the militant
NLWC will directly confront the public employer.

In summary, the Histadrut will consider its actions in
a more "eccnomical" way and will allocate more
authority to trade unions and Workers Committees. In
general, one may suggest that there is a comprehensive
shift of the industrial relations system towards the
"economical" polar. The trade unions seem to become
another pressure group within the social life, and is
ne longer an ideological labour movement., Nowadays only
the Workers Committees and part of the trade unions are
purely “economical” oriented, and they are going to
lead the Israel industrial relations system unless the
"Histadrut is able to lead and control the change.

The Histadrut leadership is fully aware of the
mentioned problem and it is ready to take far-reaching
steps to meet the challenge. Although, it is rather
difficult to change ways of thinking and organizational
frameworks in such a big and complex multi-
organization.
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CHANGES IN THE ROLE OF THE TRADE UNIONS IN HUNGARY:
EFFECTS OF CHANGES IN THE SYSTEM OF ECONOMIC MANAGEMENT
AND TN THE ORGANIZATIONAL STRUCTURE QOF INGUSTRY

The aim of this peper Is to analyse past trends and future

prospects on the role of Hungarian trade unions.

As to the past trends, thres phases can be distinguished

within the past forty yesrs dealt with here. The first period,

from 1847 to 1967, was characterized by the centralized system

of economic control and managementy in this system the role of
trade unions was tp formulate opinion, to prasent propcsals
and, first of all, to defend workers’ interssts, mainly those
of individual workers. The second phase, beginning in

1968, was influenced first of all by the new economic mechanism,

by the decentralization of control and management, and by the
growing indspendence of the enterprisss. The rols of trade
unions increased considerably in this system. Measures
influencing workers’ renumeration and working conditions, or
prejudicing the interests of a greater group of workers could
not and cannot even now be taken without the consent of trade

unions. The third phase started in the early eiphties with

the new wavs of economic reformg. The main aim of this new

reforms is to rely to an even greater extent on market forces

and to alter the organizational structure of industry. This
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means the abolition of monopolies, the increass in the num-
ber of firms and of seml-independent organizational units,
and tha introduction of a great variety of organizattonal
forms,

These later changes assume and thus wish to promote

an increase in the role of trade unions and the community

of workers. Starting form the so-called right of consent
introduced et the time of the first wave of reforms and to
be explained later on a definite progress can bse observed
~ following the second wave of reform - tpowards the workers*
sffective cooperation in and responsibllity for management,
i,8. towards - to use the expression common is Western
literature - industrial democracy. This change, howzver,
raises some questions as to the futures the greater participa-
tion of the workers and of their organizations and representa-
tives aims on the one hand at defending and preserving their
own direct and immediate interests, and on the other hand
at a greater role in the managament of the firm where they
ars employed. This double effort is not free form problems
and conflicts, and the final ocutcoms cannot yet bes foressean.
The changes to be described here have always been

induced by the inhsrent force of egconomic changss but

theoretical dsbates have glso plaid an important role. We
shall try te point in thé following to both of these fac-
tors. The first changes wers always introduced in the sys-
tem of economic managsment and in the orpanizational struc-
ture of industry, and these changas were only followsd by
tha changes in the rols of trade unions., We shall describe
the events in the same order. Finally, all these changes

influence and are also influenced by the distribution of
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powsr within society; we shall also point shortly to these
aspects.

Although this paper deals first of all with the changes
in the role of trade unions that were taking place in the pest
forty years and are to be expected in the future it would be

misleading not to cite the constant elements of the picture.

The economic system has 6een and remaine built on the principle
of state property; the crecatest part of werkears and employees
are trace union members; the trade urions are perticipating

in the political processes and have a share in the political
power: the right of the trade unions are established by the
constitution and the law; the conflicts of interests are ex-
pected to be solved by arbitrage and cooperation; and finally
the trade unions are not only interested in safeguarding the
workers’ interests in the narrower sense but also in promoting
the general social and political development of the country,
It must also be emphasized that the authors of the presnet
paper are not trade uniom representatives but economists
interested in the reform of the system of eccnomic ccocnirol and
management and who are therefore emphasizing first of all the
economic and systemic aspects of the problem,

In the first section we shall describes the céntralizad
system of eéunnmic management and the role of trade unions at its
time. In the second and third sections we shall deal with the
first wave of reforms.and its effects on the trade unions’
functions, while the last and most voluminous two sections
will deal with the second wave of reforms and the ensuing
changes in the role of trade unions and of the other insti-

tutions representing workers’ interests.
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The Centralized System of Economie Management
and the Role of Trade Unione in Ite Time

The centralized system of economic management can only bLe
described here in a very summary way. It was introduced in
Hungary at the end of ths 40’s within a very short time, and
its main features were similar to thosas of the economy of
the Soviet Union and of the other European socialist
countries. The introduction of this system, as {t is generally

known, was motivated, among others, by the rslative economic

backwardness and by the need of rapid escanomie development

and indystrislization of these countries., Ths most important

elaments of this system were the centralization of economic
decisions, the central allocation of resources, and a strict

central control of firms.

The firms executed in this system central decisions

end instructions, and their sphaere of authority coverad
only the cholce of the means used to fulfil the targets;

in fact even this choice. of the means was greatly rastricted

by various regulations. The production plan was prescribad
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by the centre, and firms could only sell their own products
or buy tha necessary matarials on the basis of central

allotments., This system of management led directly to the

dacreasa of the number of enterprises because, of course,
central planning was easier if the anumber of entsrprises

was smaller. All the decisions within the entsrprise ware taken
by the enterprises dirsctor on the basis of the so-called
principle of ons-man responsibility what means that the
director made the dacisions himself within the bounds
datermined by the very detailad central orders.

The system of wage determination was also strictly

centralized. Diffarent kinds of labour wers categorized

on the basis of their so~called complexity, and the wags
rates pertaining to the individual categories wers also
centrally defined. The wages fund was also centrally
allocated and one of the most important slements of central
planning was the balance of the incomes and the expesnditures
of the population that was supposed to ensure squilibrium
on the consumer goods market. The firms could ensure
consistency betwaen the lavel of production and wages payed
out by the extension of the piece-wagse system and by the
modification of tima norms of certain tasks.

As a result the power structure pertaining to this
system was also strictly gentralized. The director was
appointed and relieved of his office by the ministries,
it was also the ministries who could give instructions as
to the level and composition of production and as to ths
details regarding the fulfilment of production plan. The

role of trade unions could only be relatively limited in

this system; trade unions and workers’ communities had only



-5

the right to formulate their opinion and to present their
proposals with respect to problems concarning the activity
of the enterprise as a whole. The trade uniona’ duty was st
the same time the representation of the interest of the
workers, and it was also the trade union that administered
walfare funds. This system corresponded to the principle

of the absclute predominance of global social interasts;

@ principle which left only an insignificant rols to partial
interests, and which - in the case of a conflict of interassts -
emphasized the primagcy of the interests of ths socciety as a

whole.

The First Wave of Reformas

The reform of the Hungarian system of economic manage-

L]

ment started in _many respect already in 1957, but ths most

deoisive step was only taken with the lat January 1968.

We may not be too far from truth by saying that some changes

in the economic situation gave the crucial impulss to the

introduction of the reform. The growth rate was slowing

down in the mid-sixties, and also the rate of incrasasae of
labour productivity became moderate. The investment per unit
of output,i.e. the incramental capital-output ratio was
permanently increasing. The belief became general that it
became impussigla to ensure further growth by directing
psasants into industry becauss these labour forcs reserves
had become exhausted, or,; simultaneously, by increasing the
capital stock in a quantitatively sense, mors or less on

ths same technological level, It became clear that adjust-

ment to domestic and foreign demand and to changing market

conditions, an acceleration of technological development
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and greater sconomic flexibility in general was neadsd.
Thera was also a general agreement that these aims could
only be achisved by expanding the independence of firms.

A few words can only be devoted to the theoretical
aspects of this first wave of reforms. Many publications
argued that the strictly centralized form of economic decision-
making is not the only possible form of ths socialist economic
system, and that a greater role of the markets and of commodity
production is compatible with socialism or can even promote
better the atteinment of soclalist i1deals. This way of
thinking is very close to the Lange-Lerner thasis well
known ie Western economic litsrature.

The essence of the changes introduced in 1868 was

the abolition of the so-called esystems of plan specification

and of the system of technical-material aupply. According

to the system of plan specification the plan of all the

individual units of the economy constitute a hierarchical
system. The production plen of the national economy as &
whole is equivalent to the sum of thoss of the separate
ministries, while the production plans of the ministries
are equivalent to the sum of those of the enterprisss under
their control., In the same way, the employmant and wages
fund plans of the separate firms add up fha total availabls
labour faorce and the taﬁal wages fund and so forth.

The system of technical-material supply is closely

of
~ connected to this system hisrarchical planning. On the one

hand it cnmpriséé thousands of material balances in physical
units, where the supply side contains production and imports,
and thse demand side the domestic demand and exports, and

where the two sides must be in gquilibrium. On the othar
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hand, this system governs trade in such a sense that firms
may only sell and purchase if they have the nscessary allot-
ments made by the government instances on the basis of these
material balances. It is therefore centrally determined to
whom a cartain firm can sell a certain product, and from whom
another firm can buy it, Because of practical reasons this
system did not work exactly in this way in every detail but
the essence is well sexpressed by this description.

The reform introduced in Hungary with the 1st January,
1968, abolished thess two fundamental elements of the elassical
system of economic planning and management. Since this time
Hungarian firms do not have centrally approved production
plans: they can define their production plan, the quantity
and composition of their production themselves., The system
of technical-material supply was abolishaed at the same time:
enterprises can ssll their products to whom they wish and
buy their material inputs from whom they wish., Right after
the introduction of the new system and aven in the following
longer period the trade chénnals were still officially
prescribed for the gratest part of trada: wholessle firms had
a certain kind of monopoly in many cases, but the sacond

wave of reforms abolished most of these restrictions.

Thess rsally revolutionary changes could be introducesd

from one day to the other without any greater difficulty.

The planners accumulated stocks P¥ materials which wers
considered to be in short supply, and thess stocks proved
to be adequate at the time of the introduction of the new
system. The two most important steps dealt with just now

were followed by others, such as the introduction of free
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prices for many products and the liberalization of foreign

trade. This asystem worked undisturbed and led to an increase

of production and productivity; certain, though only tem-
porarily restrictions were introduced at the time of difficulties
following the second oil-price hike and the credit crisis.

This change did not lead to any modification in the or-

ganizational atructure of industry and trade - it was rather

the further asentralization of the organizational structure

introduced just bafore 1968 that made the 1958 reforms pos-
sible. In the middle of the 60s, i.s. immediately before the
introduction of the reform, a graat wave of centralization

took place in the Hungarian industry. Great enterprises were

formed by fusing several formerly independent firms, and
so-called trusts were formad which amalgamated in many cases
whole industrial branches into a single horizentally integrated
trust - almest intoc a single enterprigse. The independence of
firms belonging to a trust was very limited: the trust

could reallocate the capital equipment and profits of the
enterprises under its control. This organizational structura

was in obvious conflict with the {deals of the reform, as

market relations can hardly prevail and competition can
hardly eaxist in an industry that consists of a single firm.
Nevertheless, this system snsured a gradual, flexibls trangi-
tion from the centralized to the decentralized system.

There wers in this time no fundamental changes within

the firms. The directwur’s one-man responsibility remained

the fundamental principle in the managemant of firms. In a
thaoretical sense all the dacisions had to be taken by the

director; it was only the director who could take decisions;
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if lower-lavel managers of a firm ware in fact able to take
decisions they could only do so on the delegated authority
of the director.

The dirasctors’ subordination to the ministries

remained also in force. They wsre appointed and reliavsd
of their duties by the ministries also in this time. The
ramungration and promotion of the directors remained also
in the competsnce of ths same authorities. The dependence of
managers and thus of firms persisted therefore in actual
practice, even if in a2 theoretical ssnse they wers completely
indspendent as to the formation of their production plan and
business policy. It can again bs argued that it was just
this situation that made & smocth transition to the new sys-
tem possible, but it is again doubtless that this situation
was in conflict with the very spirit of the new sconomic
mochanism which aimed at increasing the Iindependence of the
firms and the role of market forces as much as possible,

No matter how limited the independance of the diractors
was even after 13968, the 19868 reform introduced fundamantal

changes in the power relations within the socisty. The power

of directors - in spite of all restrictions - definitely
increasad in their relationship with the ministries, i.e.
the supsrior authorities, with other firms, i.e. horizontal-
ly, and also within the firm. The dependence on the superior
asthorities dafinitely decreased, esven if some important
elamants of this dependence sur;ived. The horizontal power
position definitely improved, as the firms fresed from the
system of technical-material supply could buy and ssll or

could make or refuse a contract es thasy wished etc. Finally,
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the dirsctors’ powar of disposing within the firm also
increased as several restrictions were released what
increased the dirsctors’ possibilities of free disposal.

The main beneficiaries of the changg were therefora the

managsrs or rather the enterprise directoers - a rather narrow

group , after all, as the numoer of firms did not reach one
thousand within the whole manufacturing and mining, ang, in
addition, the indapendence of fi1rms belonging to trusts was

very limited. The recogniticn of this problem might have plaia a
great part in the extension ot the rights of trace union

representatives,

The Traae Unions after the First Wave of Reforms

+he introduction and growing importance of the so-called

right of consent gf trade unions and of shaop stewards was the

first step aimed at solving this problem, The meost
important relsvant regulations appeared already in the law

Ii. of 1496/, the Labour Coge, but a longer period had to

elapse till what had been written thers could really influence

or rather determine svents. Sevsral trade union rssolutions
wers nesded for this,tﬁa most important of them being thea
resolution adopted at the 21st Trade Union Congress

in 1873 which dealt with the enforcement of the Labour Code,
i.e. with a more resolute assartion of the rights incorporated
in it. In 1976 a further resolution was passed concerning

tha right of industrial trade unions to formulate their
opinion about the decisions of the ministries, This means

that in certain specific casses the ministries are obliged

to ask the opinion of the competent trade union.
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Tha second part of Labour Law deals in a detailed form

with the workesrs' participation in the managamaent of the

firm. It proclaims that "the community of workers has the
right to formulate opinion on and to present proposals for
solving significant problems pertaining to the competence
of enterprise managemsnt and affecting intsrests of the
community of workers’. In certain specitic casas this com-
munity has even the right to taks decisions and to control
their fulfilment. lhe right of decisionmaking and control
extends, howsver, only to welfare quaestions and to problams
of similar character, As to the management of the anterprises
the community of workers only retained its right to formulate
opinion and to pressent proposals -~ a right that existed
already in the system of centralized managemant described
earlier.

In actual practice those paragraphs of the Labour Law
ware the most important which stated that the trade union

or its representative had the pright of consent in problems

concerning the wages, remuneration and social benefits of
workers. At the beginning thne mere wording ot this “"pight of
consent” was a great problam in the everyday practice as it
was not clear enough what would happen in case of lack of
consent. After a rapid davaiopment it bscams clear that no
dacisions concerning wages, remunsration, smployment and
working conditions can pe reached without the consent of
trads unions or at the same time without the agraement of

the workers’ community because the trade union repressntative

must ask and follow the opinion of his constituants.
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" To sum up what has been told above, the right of consant

is not a right of vete, but 2 right of active participation

in decision-making. This arrangement introduces to the

entarprise and sven workshop lavel the consensus policy

applied by the Hungarian goveranment on a national

leval with undeniable success since aecades. lo spsak somathing

also of the actusl practice, andalthough this i3 not complistely
conform to Tne accepted principies, in case of wage satting

and similar matters management usually tries to promots
efficiency and differentiation according to perfermancs,

while the tradas union reprsssntations try to promote sccial

aspacts and equality but a compromise acceptable to both

parties almost always emerges. In thaory, if no compromise

can be attainsd at a lower levsl, the nigher level raepresen-
tatives of management and trade unions have to discuss the pro-
blem and to arrive at a consensus, but this procedurs is very
rargly used in actual practice. Lonssnsus can almost aiways
be attained at the workshop, or enterprise level, and workaers’
wishes and interests can be asserted, sven if tha power
position of the director or of the other managers is usually
stronger than that of the trade union repraesentatives.
Disraegarding here some other functions of trade unions,
such as the protection of individual workers’ intsrests and the
management and distributlon of welfare funds, we are going

to discuss the right of veto of trade union representatives.

Thare is namely a legal provision that trade union represen-
tatives may interpose their veto against the director’s
decisions regarding working conditions of individuals, of

groups of workers or of the whole community. Such veto has



_13_

a delaying force: the measures of the director cannot be

carried ' through befors an inquiry and dscision of the competent
authority. Such a right of veto can only be exsercised, however,
in case of problems regarding employment and working conditions
and not in case of dissent with respect to problems of businsss
and managamant. Trade unions have therefore ample possibilities
to protect the interests of workerss it seems impossible to
discuss here in mora detail the further 1sgal provisions such
as their possibility to initiate inquiries and other legal
proceedings, and their right to be consulted by the management
hefore taking measuras influencing the employment and working
conditions of greater groups of workers.

Even this short summary shows in a convincing way that

the firet wave of reforms led to a very definite extension

of the rights of trade unions and thus of workers., All thase
rights dgalt with here concern, howsver, the protection of
workers’ interests but - apart from formulating opinions

and making proposals - dgo not give any opportunity ta

take part in decisions regarding business and managament.

The changes in progress aim at the creation of such pos-
sibilities, and arse dirasctly connected with the second wave

of raforms.
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The Second Wave of Reforms

The second wave of reforms, in progress now, and

aiming at the sxpansion of democracy, was also preceded by

serious economic problsms. Plannaers did not recognise in

time that - after the first oil crisis - the growth process
slowed down for a longer time and all over the world, and
trisd to maintain the growth and welfare poliey targets sat
previously, at the tims of rapid world-wide economic ex-
pansian. The Hungarian economy has thersfore maintained its
previous growth rate and the standard of livinz could develap
until the end of 1978 Just as it did previously, but

- owing to the deterioration of the tarms of trade - this
could only be financed by foreign credits. It was only in
anc after 1979 that the economy shifted to a new and much
slower growth path. From this time it became even more ob-

vious that world markst prices must play a greater role even

in the domestic economy, and that it is only by a groater

independenus of the enterprises and by their mors direct

adaptation to international standards that such circumstancas
can be created that allow at least the approximation of the
previous growth rates.

It has also been generally acceptad that under the

new and mora difficult conditions not only a further increase

in the role of markets and a greather independence of firms.

is nsaded, but also & greater participation of the worksra

in the firms” affairs. Only a greater rols of the markets

can ensure that firms fesl the changes in world markat
prices and conditions immediatsly, and shape their business

policy accordingly. This can only be attained if the inde-
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pendence of the firms increases, and if the incomes of
workers and managers mainly depends on ths firms’ success
on the markets. 1t is also necessary that workers
have & wider knowledge aﬁout the affairs and the position
Iof the firms, and participate in their shaping to greater
extent. It should be made obvious that their incomes and
private fortunss depend on the income and success of the
enterprises; only such a situation can lsad te higher
productivity and creativity. Finally, the deteriorating
position of the budget rendsrs the increase of welfare
expensas financed from the central hudget or even their
maintenance increasingly difficult., This makes it inevitable
that enterprises take upon themsslves a greater part of

walfare expenses what means that the interconnection

between the firms' results and tha individual wslfare

becomes even closer. The state of the economy lsads therefore
to some form of industrial democracy.
The increase of the indspendence of and democracy

within firms was preceded by a serious theoretical desbates.

In this dsbatesra great role was plaid by the idea that the

-owners* functions must be clearly distinguished from

the functions of the managers and also from the functions of

the state'administration}-According to this opinion the
ownars’ function is to formulate the long-term stratagy

of the firm and the appointment of the managers, the managers’
function 1is to lead the day-to-day business of the firms,

and the state administration's function fs the control

of compliance with the law and the safequarding of general

national interest. It was easy to realizs that the pwners'
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functions were not appropriately fulfilled in the prasent

system. This role ought to have been fulfilled by the
ministries, but, on one hand, their way of thinking was
necessarily that eof government agencies and not of propriestsors,
and, on the other hand, they were always overburdened with
day-to-day work, As a result, longterm interest in increasing
the value of property, characteristic of the way of thinking
of propristors, was lost, and the current short-term pro-
blems came into the centre. Such a way of thinking characterizes
also the aentarprise managears.

The first proposal to solve this problem was to form.

separate agencies to exsercise the function of owners. Thess

agencies would have worked on a line simiiar to some Western
foundations, i.e, their’' aim would have been to administer a
part of the property owned by the state with a view of en-
suring its greatest profitability but without entering
directly in any business activity apart from obtaining and
exercising the right of control over some enterprises. These
agencies would therefore be entitled to redistribute wealth
between the enterprises and would be led solely by profit
considerations. They would therefore have followed neither
ssctoral nor territorial principles,

The most important difficulty of the idea was - and this
led to the - rejection of this plan - that this system did

nothing to solve the social problems related to tha

inducement to higher efficiency. The leaders of thase

institytions administering public proparty would not have
bsen owners but officials, who would have inevitably been

gxpossd to political pressures and who would have been
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hardly able to support risky ventures. What is evan mors
important, this system would not have created the rsal
interest in increasing output and efficiency in the workers
of the individual enterprises. To increass the profit or
'pruperty of a distant and practically unknown property-ad-.
ministering agency is not an aim in which the workers’
community could be interested. This system cannot thersfore
be expected to make a wider circle of workers interested in
and responsiible for the lot of their enterpriss,

Owing to these considerations it has bsen decided’

that the right to the administration of the state proparty,

i.8. the ownsrs’” ripghts must in most cases bhe given to the

community of workers and employees of snterprises. The

property remains therefore in the hand of the state, 'i.s.

the princigle of state ownership is maintainsd, but the

state cedes the right of administration of enterprise

property - permanently and irreversibly - to theg community

of workers and employees of the enterprise. This is how

this community ®en be induced to fsel that their financial
conditions depend on their own activity, and that they must
be inferested in promoting the succesa of thelr enterprise.
In this case the functions of the owners, of the managers,
and of the state adminietration can alsoc be separated
properly.

These principlas, howsver, could not be extended
in the same way to the total sphars of all firms. fhere

types of enterprises had to be distinguished: state enter-

prises led by the enterprise council; state en.erprises led
By the members’ assembly, and state enterprisesunder direct

gaovarnment control. The role of ths so-callad trusts had
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to be madified as well, and, of course, the institution of
cooperatives has been maintained. We are going to deal with
all these topics In turn, apart from the cooperatives where
no change has occurred,

The most important new form is the state enterprise

directed by the enterprise council. The enterprise council

comprises the representatives of the management and the elected

delepates of the workers, The director is always a member of

the council. The representatives of management caonsist of

the leaders of the orgaenizational units and of other execu=~
tives delegated by the director, while the delegates of the
workers are elected by the assembly of workers or by the
assemblies of the individual orgenizational units. The enter~

prise council is the organ of the enterprise which makes

strategic decisions and which = preseserving the principle of

the state property and therefore within the scope determined
by the state ~ exercises the most important rights with
respect to operating and maintalining state property. This
function involves that the council elects the dirsctor. The
direction of the day-to-day business of the enterprise is
the right and duty of the director.

The number of council members and the proportians of
represaentation are determined by thé.organizational and
operational statutes of the enterprise, and these statutes
are astablished by the anterﬁriae itself. There are, neverthe-

less, some general rules, and the most important of them is

that the-number of worker’s delegates cannot be less than

half of all council members., There are some other rules
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relating to the proportions of the members delegated from
the enterprise management and reducing the dirsector’s
capability to determine. the composition of the council.
Finally, the mandate of the delegates elected by the workers
is wvalid for a definite period, usually five years; re-
election is possible. The elected delepates must render
account to their electors and may be recalled what pives
some parantes that they really represent workers” interests,

sphere of
The councii’'s authority comprises all the problems of

stretegic importance. Into this sphere belongs

- the determinaticon of the medium-term, i.e, five~year,
ancg the short~term, i.e. annual plan of the enterprise:

= the approval of the yearly balance sheets and of the
profii and loss accounts of the enterprise;

~ considerasble modification of the sphere of operation of
thé enterprises;

= important decisions concerning investmants and loans, the
floating of bonds, and the transfer or acquisition of
organizétional units, money and capital equipment; :

= decislons on the turning organizational units of the
enterprise into an independent enterprises, on creating a
subsldiaries,and on establishing closer cooperation with
other enterprises;

- spproval of the organizational and operationael statutes, and
= within théir - framework » establishment of independent
orgénizational units;

- major decisions concerning employment;
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-« daterminstion of the principles regulating income
distribution within the enterprise;

= election and discharge of the director; evaluation end
general control of his work;

= transfer of the general management of the enterprise to
the members’ or to the delegates’ meeting, i.e. decision
on transposing the enterprise into the second group of
enterprises to ba dealt with later on;

= decisions on de=-merger and merger, and decisions on
other problems whare the autheority of the eouncil is

established by the law,

We have to deal with the rules governing the eslection

of enterprise managers in more detail. The enterpriss manager

is elected and relieved of his duties by the enterprise
council by secret ballet and with a two thirds majority,
This does not mean, however, that the election of the
director pertains completsly into the sphere of authority

of the enterprise council: to the election and discharge

of the director the previous consent of the founder = 1in
most cases a state agency = is needed. The actual process of

election starts with an open competition publicshed in the

Journals, and directors are elscted in most cases for five
year, with the possibility of reelection. Requirements
must be defined in the  tender, and the evaluations of
the director’s work must be based on these stated require-
ments.

The sphere of authority and the duties of the enter~

prise council were discussed here in a detailed form, in
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many cases quoting verbstim the rules. It can be seen

from what has besn written here that decisions of really

strategic importance belong to the sphere of authority of

the councils, at least the half of whose members are electsd
representatives of the workers and employees. It can also
be seen that the director is independent in his concrete.

day-to-day decisions, so he is not subordinated to the

council with respect to the actual, day-to-day management

of the enterprise. His independence is consolidated also

by the fact that he is elected for five years, that a two
thirds majority is needed for his discharge, and that he can
be relieved of his duties « apart from cases defined by law =
if he does not meet the requirements defined when he wes
angaged.

This system is thus a compromiss and the result is

that workers and employees, the professional managers of

the enterprise, and the founders, in most cases state agencies
have all their say in management, and that a certain re-
conciliation and compromise of interests must be atteined.

We shall deal with this very important question, the problem
of the power relations and interest conflicts later on.

The second group of enterprises in the state enter-

prise led by the general assembly or the delegates® meeting.

The property managed by thsse enterprisss is still state
property and this is what distinguishes the state enter~
prises belonging to this group form the cooperatives,

while the technique of management is similar to that of

the cooperatives; the enterprise is directed by the general
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assembly or the delegates’ meeting. In the first cass all
workers and employees, in thes second case only elacted
representatives of the workers and employess take part at
the general assembly or at the delegates’ meeting. The choice
between the two alternatives obviously depends on the num=
ber of workers or the number of the units within and the
territorial division of the snterprise.

What has been told before involves that smaller enter-

prises belong to this circle where the community of workers
€an have a direct control over the affairs of the enterprise.
In the case of these enterprises there exists also a2 manape~
megnt comprising fewer members than the pgeneral essembly:

the manapgement and the director are elected by the general

assembly. The fundamental decisions belong to the sphere

of authority of the general assembly while the smaller decisions

to that of the management; the day-to-day business is led
by the director.

This means that the management and the director depend

in this case on the general assembly or on the delegates’

maeting to a greater extent than the dirsctors of the state

enterprises led by en enterprise council, and the director has
a smaller influence on the composition of the various bodies
than in the case of enterprises controlled by the entere

prise council, This is supported by considerations that

in the cases of these smaller enterprises efficiency may

be better promoted and public interest may not be violated

if the control of the enterprise is practically in the hand



of the community of workers and if the managemant of the
enterprise corresponds in its main lines to that of the

cooperatives.

Let us now turn to the last group of enterprises those

under direct administrative control of the government. To

this sphere belong local government enterprises and public
utilities, further the firms under the control of armed
forces, and finally the enterprises dealing with the
production and processing of primary energy and of rew
materials of fundemental Importence. The management of these
genterprises corresponds essentially to the old system.

The enterprise is directed by the director and the director
is appointed by the fountder - mainly a central or local
govarnment agency. A board of directors can be formed alse
here but its members are mainly the executives of the
enterprise. To compare the importance of the various groups
of enterprises dealt with hers, about 80 p.c. of them
pertain. to the group directed by an senterprise couneil,
and about 20 p.c., to the other two groups sach.

It seems necessary to deal with the so-called trusts,
at least in short, In the o0ld system trusts had a dominant
position as compared with the enterpriseé belonging to
them: they could regroup income and resources among the
enterprises freely. In the new system there is a possibllity
for forming trusts of limited powers. In such a case the
general manager is flanked by a board of directors comprising
the directors of the enterprises belonging to the trust, and

decisions of primary importance can only bs made by this
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board of directors. This means that enterprises are not
agancies of the trust in this system but the trust is

the agency of the enterprises, fulfilling the duty of co-
ordination and reconciliation of interests, but by no means

directing the enterprises as its subardinates.

From the aspect of theoreticel economics the main problem

of the new system is certainly system the redistribution of

capitel amonp enterprises., Giving the cepital into the

hands of the commurnity of workers of an enterprise makes the
enterprise structure mere inflexible and the 7low of capital
between different enterprises more difficult. The gnterprises
organized in such & way tend to use their savings themselves.
This leeds very obviocusly to the problem of the optimsl
aliocaticn of resources. An enterprise relatively wsell endowed
with capital may be in & position to invest even if demand

is not expanding for his products while another enterprise
less well endowed with capital may not find the additional
means to invest even if its markets are expanding. Various

measures to promote capital transfer between enterprises,

first of all the decentralization of the banking system

aim at solving this problem. There is no space for a
detailed discussion of these problems here but. it is
obvious that the leaders of the Hungarian economic reform
process are aware of this problem and try to solve it,
This development of the management and control of

the enterprises goes hand in hand with an fnerease in the

number of enterprisee. In the previous section it has already

been indicated that the efficiency of the first wave of
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reforms and the increase in the role of market conditions
was greatly limited because the number of enterprises did
not change; in fact it decreased somewhat in the years after
1568 as certain dynamic companies ~ using their power
position - were able to'incorporate smaller enterprises. Today,
however, there is a definite tendency and effort tc increase
the rumber ¢f ertercrisee anr too crgeate in such e wav
the conditicns of reel COmpefition.

The efforts aimed at increasing the number of enter-

prises ere many-sicecd. On the one hand trusis were dissolvec.

The trusts - mainlv in the light end food industries - con=-
centrated whole brerches practicslly into a single centfally
cirected enterprise because the independence cf the firms
pertaining to 3 trust was sc limited that ihey were mgre.or
less like like workshops and not enterprises. Under such
circumstances it wes fairly obvious that the warkers of an
enterprise under the control of a trust could hardly feel
that their future and financial welfare was in their own
hands and that they really had some influence 0n the affairs
of thgir enterprise. After dissolving these trusts and
forming really indépendent'antarprises the situation is

obviously different.

There is, apart from this, nearly unlimited possibility

for different enterprises to start joint ventures and to found

subsidiaries. In the first case several enterprises

found for some given economic purpose one new enterprise
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depending on all of them, while in the latter case certain
existing or recently formad sections of certain existing
enterprises obtain limited independence. Finally, workshops

of the existing enterprises have the opportunity to initiate

their disengagemsnt from their enterprisesand the formation

of a new enterprise of their own. Scores of enterprises have

availad themselveé of this possibility.

Finally we have tc deel in short with the system of
wapges conirol as this shows the importance of recent changes.
We can only deal very briefly with this very complicated prob-
lem; a satisfactory description nseds at lsast another paper,
But as trade unions - not surprisingly = are interested in
vages we cannot omit a short analysis.

The rigid central control of wages typical of the

centralized system of economic management was replaced by

the control of average wages already at the beginning of the
first wave of reforms, i,e. from 1957, Even this new system
remained very rigid and was in obvious conflict with the
requirements of efficiency as the enterprise with above-
avérage increaée in productivity could not ettain above-
average increase in wages. Nevertheless, the system proved
to be very important because it helped to avoid a wage=-price

spiral.

The 1968 system introduced profit-sharing and the

dependence of wages on_enterprise profits. This system, in

its original form, strictly separated the two parts
of after tax profits: the developmeni fund and the profit

sharing fund. The fundemental consideration leeding to this
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solution was that enterprises - undar the pressurse of the
community of workers and owing also to the right of consent
ansured to the representatives of workers just at that
time = will be inclined to neglect development, and to distribute
too great a part of profits as profit shares. Excessively
high level of profit shares paid was also made impessible
by progressive taxes of prohibitive character.

This solution of the problem led to certain economic
problems, and was not conform to the efforts aiming at greater
and increasing Independence of enterprises. The system was

therefore modified and enterprises can freely decide now which

part cf profiis is- used to increase investments and psrsonal

incomes, respectively. The system of taxation obviously

influences thisrdecision- even now but the right of
decision belongs to the anterprises. Thus the community of
workers throuwgh their elected representatives has the
possibility =~ although this possibility is limited by the
centra} authoritiss through defining the rules of profit
texation - to influence the decisions on the use of profits,
It is perhaps here that it can be shown in the most obvious

way how the role and responsibility of the members of the

enterprise council, elected by the worksrs, and the rols

and responsibility of the trade union representatives,

elected also by the workers, may be different in the future.

To this we need to discuss here the latest Hungarian dis-
cussions regarding the interest structure within an enter-

prise, in fact interest relations In general.
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The Role of Worker’s Representatives after the Second
Wava of Reforms

We can deal with the role of trade unions under ths new

circumstances - i.e. with the main topic of this lecture -
only in this short concluding section., First we are going to
survey in short the factors influencing the role of trade unicns
and then we shail briefly describe our asgumptions as to their

future role. It must te emphasized that we are expounding
hers our personal views while in the previous sections we wers
descricing actual facts and events mostly without any comments

and views of cur own.

The situstion is determined by the fact that the
twe waves of reforms of ecoromic control end management -
a8 described in some detail previously = have given s

greater role to two types of workers’ representatives.

The first wave = by giving the right of consent and in
some cases the right of veto - increased the role of trade

unions in the defence of worker’'s interests, while the

second wave ~ by creating state enterprises directed

either by enterprise councils or by the general assembly

of employees or the delegates” meeting - gave the right

to the representatives of workers to participate in the
dirsction of enterprises. This second group of representa-
tives has not taken over any function from the trade unions =
its functions were formerly exercised by the enterprise
directors and in most ceses by the ministries- neverthe-

less, this new form of workers’ representation cannot be
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without any effect on the role of the trade unions. The

future rols of trades unions will dspeﬁd on the relative

importance and power position of these two strats representing

workers® interests - at least partly and in a certain sense.-
It is quite clear that the new system created a much

more complicated interest structure than the previous one.

On the one hand the interests of enterprise workers definitely

depend on the position of the enterprise a such, and these

interests are represented = let us focus this analysis on
the most typical form of anterprises, i.e. on the entsr-

prisaes led by an enterprise council = by the elected members

of this council. The primary interest here is the prosperity

of the whole enterprise. In the same time the dirpct interssts

of the werkers are represented by the trade unions. There
may be perhaps a certain tendency that the first group of
interests will be of a somewhat more long-term character
than the second.

Under such circumstances there may be a difference
between direct worker interests represented first of all
by the trade unions and enterprise interests fepresented
also by the members of the enterprise who were slected by
the workers. As it has besn shown previously,the enterprises

are now free to decide which part of the profits is to be
invested and which part is to be paid out in the form of

profit shares. It may be assumed that members of the enter-

prise councils will be perhaps more inclined to take into
consideration long-term enterprise interests and the need to
lncrease the capital of the firm while trade union represen=

tatives may perhaps be more interested in of wages, although

all this is mere puesswark.
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The.intersst structure is made sven more complicated

by the fact that the direct interests of the managers and

of the professional executives of the enterprise also have

a definite role. The menagers’ attachment to the enterprise
may be in many cases of a more shart-term or even temporary
character than that of the majority of workers. The successful
' manager can cbtain & higher position in a bipger enterprise
and can ;*ise to higher position along the socizl ladder of
managers or can obtain a leading position in the state
administration. In the case of many enterprises the managers
are attached to the enterprise for their whole life, but this
is not neccessary. At the same time many workers are
attached to an enterpriss for their whole life. This is
espaecially true in smaller towns or villeges, wheré there

are only one or two enterprises, As a result, the interests
of the executives are not identical with those of the com-
mnity of workers and it cannot even be told that they are
betfer representing the long-term intereéts of the enterprise

than the elected mambers of the council,

The complexity of this situation is also increased by

the actual power positions. It is obvious that = at leaét

at the beginning ~ the power position of the directors and
of the prnfeaéiénal executives is usually stronger than either
that of the repfesentatives of trade unions or that of the
worker representatives of the enterprise council. This follows

dirgctly from the deeper knowledge of details and the wider
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role in the everyday decisions. But it is alsc true that

a few years after the introduction of the right of consent
the trads union representatives could greaatly stroangthen
their position and were sbhle to obtain a very impaortant role
1n decisionmaking regarding wages, remunerations, benefits

and working conditions. It is thersfore highly probable that

15 will not take a too long time until the elected members

of the enterprise council can strengthen their role and

develop their real power.

It must also be mentioned that the trade unions have

taken an active part in the formation of enterprise councils,

As the pearticipation of workers in enterprise councils is 3

new phenomenon, and as it takes a certain time until 4t fully
develops, it is obvious that the already existing forms ¢f workers’
representation must pley here s role at least at the beginning

- £he more so as trade union representatives were always promecting
the reforn of the system of economic control and management,

It is also possible that certain elected members of the enterprise
council are trade union officials, and thus they have to re-
present two different - but, of course, ﬁnt greatly or fundamen-
tally different - interests at the same time. It is also true

that trade uniogn represenfetives are non-voting members of the
entarprise council, and, as a result, they must also represent
workers’ interest duly considering at the same time the interests

of the entsrprise as such.

The complexity of this situation made a certain codification

necéssary. This was made by the 1982. resolution of the Council
of Ministers and the Presidium of the Trade Unions Congress cn
the questions of industrial democracy. This resolution described

ggain the rights of the community of workers and their rapfezen-
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tatives and ensured the conditiaons of their actual raeali-
zation but introduced no fundamental changes in the con-
cepts already described.

However unambiguous the division of roles between the

two kind of workers’ representation in principle is, the
final and actual division of roles depends also on further

developments.

('The 5utcome depends also on the 2ctual power position

the workers’ representatives in the enterprise councils can
attain. If they can strengthen their pesition anc if they
can obtain a decisive role in strategic decisions, it will
be mainly they who promote democratism in the life of Hun-
garian enterprises. But if they cannot strengthen their
adctual position &s compared with the enterprise director ard
the professional executives, the representation of workers'
intereste will remesin primarily in the hand of the trade
unions.

It is possible or even probable that a different

situation will emerge in the state enterprises directed by

enterprise councils and in those directed by the general

assembly of workers or by a delegates’ meeting, respectively.

In the latter caese, as these enterprises are smaller,

workers can follow the affairs better and influence them
more dirsctly. The workers' representatives can be expected
to obtain a really decisive role hers soen. This may lead

to a relatively smaller role of trade unioné here, because

in case of such enterprises it is very evident that the whole
community has to produce what can be distributed, and it is

alse very evident that there is a close connection between

the activity of the individuals and of their smaller groups,
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and the success of the enterprise as a whole. In case of

greater senterprises, however, that are controlled by entere=

prise councils, the workers’ representatives ars most
probably much less able to follow, Influence and contral
the business policy of the firm. It can therefore be assumed
that the actual participation of workers’ reprasentatives
will be smaller, and will develop more slowly. Accordingly,
in these enterprises the relative importance of trade unions
will probably be greater. The same is even mare true for
the enterprisss under direct government control.

Finally, we have to deal with an essential problem:

that of the gptimal allocation of resources. An extensive

literature deals with this problem and states that the sys-
tem based on workers’ self-management makes the enterprise
structure rigid, restreins the reallocation of capital,
decreases the flexibility of the economy, is detrimental to
the optimal allocation of rescurces. and hinders therefore
development in the long run. It seems impossible to go into

detailed discussion of the theorsetical problems here but

it is obvious that the possibility of free entry and the
inducement to capital raqllucation are the most important
means to solve or at least to alleviate these problem. It
can be hoped that the measures on this line will lead to a
situation where the optimsl allocation of resources will

at least be approximated.
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Introduction

The widespread application of new and in particular micro-electronics based
technologies to production and administration was widely predicted in the
late 19705 to bring profound, and possibly negative changes to employment
and skill requirements, working conditions and power relations im the

workplace,

The trade uvion movement in Britain and many European countries sought to
influence corporate decision making over technological change to fulfill
union objectives arouad maintaining or improving job security, conditions
of employment, quality of working life, and union organisation. The method
of intervention pursued by the unions was largely shaped by the existing
industrial relations system, but frequently included extension of the scope
of collective bargaining to include technological change. In 1979, the
British Trades Union Congress (TUC), drawing on Scandinavian union
approaches, called orn union negotiators to sign Technology Agreements with
ewployers that would include both substantive commitments (e.g., on wages oOr

job security) and procedural provisions te enhance union consultative rights.

This attempt to influence the process of technological change and its
employment effects can be seen, in the British case certainly, as a novel
element in union responses to technological change, and one that involved
them in areas far beyond their traditiomal activities and expertise. With
the benefit of five years experience, it is uow possible to assess the

achievements of these union initiatives, to highlight the problems that have

arisen and to discuss the implications for union roles in the workplace,



Trade Union Strategy for New Technology.

In 1978-9% the British Trade Union Congress (TUC) and many indvidual unions
developed policies for dealing with the introduction of microelectronic-based

technology at the workplace. The 1979 TUC report Employment and Technology

has been seen as the most authoritative policy statement. In some respects
this document merely repeated the thrust of post-war union policies on
technological change - for example its calls for government and employer
action to 'ease the transition' by retraining displaced workers etc. However

other elements of the 197% TUC policy represented a radical departure.

In particular, it proposed that unions should seek to influence the process
of technological decision making itself - to safeguard workers against some
of the more negative effects that had been predicted as arising from new
techrology (eg on jobs, health and safety, work pace etc) and to ensure that
the benefits of new technology were 'equitably' shared. A major plank in
achieving these objectives was to be through an extemnsion of the scope of
company/plant level bargaining to include technological development. Specific
safeguards and procedures were to be established by negotiating 'New

Technology Agreements',

It is instructive to examine the origins of this policy. It appears to have
been inspired by Scandinavian inititatives, in particular the agreement om
computer-based systems between the Norwegian union (LO) and employers' (NAF)
organisations ia 1975, and informed by a radical and critical analysis of the

implications of technological change for employment levels, work skills and
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autonomy. However Technolegy Agreements were originally conceived as
operating in the countext of an expansion of industrial democracy, as an
extension of the TUC policy of seeking tripartite 'Planning Agreements'
involving unions, companies and the state. This element seems to have
evaporated after the election of a Comservative govermment with strong

laissez=-faire and anti~union policies.

Five years later, it is clear that the actual achievements of trade unions
have been very uneven. Faced with ambivalence or hostility from employers
organisations to national or industry level agreements, most of the technology
agreements have been concluded at plant or company level. Thus although at
least 400 technology agreements have been negotiated, these represent only

a small fraction of the total number of companies and workplaces. An analysis
has been made of the content and distribution of 240 of these agreements.
(Williams and Steward 1985). These agreeweuts have mainly been negotiated by
four 'white collar’ unions (APEX, ASTMS, NALGO or TASS) individually or in
combination. Manual workers' unions have rarely been involved, In
nanufacturing industries, where 'multi-urionism’ predominates, the technology
agreements that have been signed typically cover only a small part of the
workforce. Ouly in a few, office-based industries have technology agreements
covered most workers in an organisation. In some of these industries, such

as local government and commercial insurance, technology agreements provide
the main avenue for handling change. However, in the vast majority of
workplaces, technological change is being handled without a formal technology
agreement, by means of 'conventional consultative mechanisms'. However, in
many of these companies, workers have established the right to some form of

consultation in advance of the introduction of technological change



(Rush and Williams 1984).

Where technology agreements have been concluded, their provisions have
typically fallen far short of union guidelines, both in terms of the scope
of union iavolvement and the safeguards achieved. The limited achievements
of collective bargaining over technological change must be seen against the
context of the rapidly worsening economic and political circumstances

facing labour, but cannot be reduced to this,

The content and pattern of signing technology agreements reveal sonme
important features about the ways in which union policy was put into
practice, in particular regarding:

the priorities of union negotiators, which in turm were shaped by:

the degree of articulation of union policy,

its compatibility with other elements of union strategy and organisation,
the feasibility of implementing a policy given the particular constraints

of market pressures, employer opposition and limited union powers.

For example, it has been noted elsewhere that the technology agreements
covered the physical environment and health and safety aspects of new
technology far more fregquently, and in a more substantial and detailed
manner, than they dealt with the implications of technological change for
job satisfaction or the guality of working life (Williams and Pearce 1984),
A number of overlapping factors can be identified which facilitated union
influence around health and safety. Union policy on health and safety was
highly developed, it was sustained by union expertise and often expressed

in precise and quantifiable terms; educational and organisational resources



existed for its dissemination; union intervention in this area was supported
by lepgal consultative rights and was perceived as legitimate by many managers,
as well as union repres¢ntatives and workers. These factors did not pertain

to the area of the quality of working life. Intervention in the latter area
peses particular difficulties. For example union objectives around the

quality of working 1ife tend to be more subjective, and depend on the
prevailing conditions in the workplace in question, and are less amenable to

being encapsulated in precise, centrally determined union guidelines,

Within the technology agreements there is evidence of a divergence of
negotiating strategy between those unions organising specific occupations
or crafts (e.g. TASS - the union for engineering technicians, the printing
unions) and unions representing gemeral c¢lerical labour (e.g. APEX, ASTMS
and NALGC, which recruit a wide range of administrative grades). The 'craft'
groups tended to have a lomger tradition of union activity and stronger

organisation.

The main thrust of bargaining by the 'geuneral clerical' unions had been to
establish consultative procedures and provisions for the introduction of
future technological change. A wide range of issues were often covered -
which reflected the content of union policies/ model agreements. However,

the terms agreed were often very weak. It would appear that union influence
over the process of change would be minimal. In contrast the 'craft' unions,
which already possessed well-established consultation rights, sought agraement
on specific items of technological change. These agreements were often more
narrowly focussed, particularly afound the traditional union concerns of pay

and job security, where significant benefits were often agreed. The agreements



were ususally sectional in their objectives - for example wage etc. benefits
were limited to the equipment operators or particular bargaining groups. A
major concern was to maintain the skills, status, autonomy/work regulation and
union organisation of the craft group through the process of technological
change., Thus many of the agreements were concerned to reaffirm lines of
demarcation of union membership and work activity. Some even stipulated
restrictions in the areas of application and use of new technology. These

agreements emphasised the importance of training for users of new technology.

The distinction between the 'craft' and the 'gemeral' union strategies was
not rigid. In a number of cases, 'general clerical' unions had signed
agreements relating to specific items of change - principally relating to

the introduction of word-processors or computer-based administration

systems. However, the main objective of the union in these cases appeared to
be one of momitoring rather than modifying the process of change.

The apparent greater effectiveness of 'craft' unions than 'general clerical'
unions in shaping the process of technological change and its effects on work
is partly related to the greater ‘'bargainiug strength' of the former. However
the possession by the 'craft' groups of strongly articulated occupational
objectives would also seem to play an importaﬁt rale. These enabled the 'craft
groups to derive concrete demands around technological change. (These demands
were, moreover, compatible with the other elements of group strategy and
organisation. Conversely, 'craft' objectives / organisation seem to have
inhibited the take up of the broad policy perspectives contained in TUC and

individual union policies).



The craft union strategy may have been sectarian, and focussed on narrow
economic isues, but it was effective. In contrast, the non-craft groups had
attempted to apply the broader policy approach proposed by TUC and individual

unions, but with much less apparent eFfect.

The strategy of signing techunology agreements can be seen as beset by a

aumber of shortcomings and misapprehersions. The underlying assumption,
-

was that unions could simply extend collective bargaining to influemce

employers' plans for techunological change either by making substantive

a priori agreements about such change and its employment consequences,

or by opening up management planning of change for negotiation.

The limited number of technology agreements signed, indicates the
extent of management opposition to this encroachment in the traditional
spheres of "managerial prerogative'’, and the lack of union power to
negotiate the implementation of their policy particularly given the "
dramatic transformation in the ecomomic and political climate since 1979
and rhe election of the present Comservative govermnment. The subsequent
escalation of unemployment to record levels and the introductionm of
legislation that restricted employee and union rights and intervened in
the internal running of trade unions, have not only altered the balance
of bargaining power in favour of management, but have also been
accompanied by a2 shift in the industrial relations agenda. In 1978, the
extension of industrial democracy was the topical issues of industrial
relations on the agenda and was the subject of a govermment enquiry
(The Bullock Report, 1978). Current union concerns focus on saving jobs

and maintainance of union membership in a hostile environment. In the



face of government and empleyer insistence on the imperative of market
forces, unions sometimes found it difficult to convince their members that
technology bargaining was a necessary aud feasible way of pursuing their

interests.

Where agreements were signed, more progress was made on some issues than

on others. In particular it would appear that:

i) although union negotiators gave a high priority to some issues {(e.g.
employment security figured in most technology agreements) they often lacked
thé bargaining strength to obtain water~tight assurances on these issues.
ii) policies for interventionm in certain wider areas, such as operating
arrangements ard job design, were not sustained by the provision of detailed
guidelines that were technically feasible, politically winmable and
incorporated union objectives.

iii) that union negotiators appeared to be more effective at achieving some
types of demands than others - for example more progress was made in
improving wages than reducing working time. What was most readily achieved
differad according to the form of union organisation and its traditionmal
strategy -~ viz the different areas of bargaining headway by 'craft' and

'¢lerical' groups.

The policy of technology agreements can be criticised for its concentration
on a formal strategy of extending union influence, at the neglect of the
real political, economic and technical constraints. Qur research into
technology bargaining has highlighted the limited achievements of union
negotiators at a time of reduced union bargaining power. However this
research also reveals important opportunities for union influence.that were

going largely untapped.



Negotiation and Management Decision—Making over Techmological Change.

In addition to our survey of new technology agreements, a number of detailed
case-studies have been made of the processes involved in introducing new
technology in the workplace. These have confirmed some of the above findings
regarding the limited union achievements in bargaining over technological
change. However they also highlight certain opportunities for union

influence over the process of techical change.

A set of case-studies was undertaken of the introduction of techmnological
change in firms with well-established union organisation (Williams and
Steward 1984). These focussed on the processes of management decision-making
and its interaction with collective bargaining. It found that unions only
rarely made a2 fundamental challenge to the basis of management decisions
regarding technological chaunge. What was largely absent from the union
response was an alternative vision of how the technology might be introduced.
Partly as a consequence, many of the issues for union involvement operated at
the margins of wanagement plans for technological change; the major issues
subject to negotiation were the distribution of the consequences of
technological change rather than the character of the change itself, and
concerned the relationship between groups of workers as much as the

relationship between workers and their employer.

A number of other studies have noted the same lack of bargaining influence,
and some have suggested that the process of technological change is going

with negligible influence by the workforce and its union organisation,



However such a view would be extremely misleading. Qur case studies

exhibit a notable divergence from this model of economic or managerial
dominance over technological change. In particular it becomes clear
that,‘although trade unions have not been able to articulate and implement
their owa objectives for technological change, winning the consent of
workers to the change remained a central managerial objective, These

shaped managements plans - not only regarding their industrial relations
strategy for implementing change, but in some cases the design of jobs and
even the choice of technology. In all our cases, management had decided to
implement change though consultation, rather than by management dictat - in
coutrast to the model of the "macho manager' that was receiving considerable

publicity in some political circles.

Underlying this 'need for consent' was manafement's reliance on worker
coopergtion and skills in implementing the new technology and achieving
productive goals. The need for consent was not uniform, but wvaried between
groups of workexs and across industries according to the product market, the
technological characteristics of production, as well as its social
organisation. Management's concern to win worker compliance/codaeqt was
focussed on those groups of workers who had strong trade union organisation
as well as possessing the skills and experience nécessary for successfully
implementing and operating the new technology. Conversely, it was least
marked, inter—alia, with low-skill workers or those in plants that were to
be closed. For example, in a Cigarette manufacturing company, the
low~skilled, maiuly‘female ‘crew' received far less consideration than the
groups of predominantly-male skilled, semi-skilled and supervisory workers.

In redesigning operating arrangements for new production equipment, management
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adopted a deliberate strategy of "sharing the costs' of the change equally
between these three groups while ensuring that there would be some promotion

and upgrading opportunities for each group.

The social and technical difficulties of the change being implemented

were very marked in some cases, These in turn determined the 'problem-solving'
load and had important effects on how the processes of decision-making and
mediation over change were conducted. These varied between cases in ways

that could be related to the technological, labour and market ete.

characteristics of production.

For example, in the Cigarette Company, management was able to conduct
detailed advance planning of the introduction of change on a five year time
scale., Conversely, in the introduction of CNC machine tools for batch
production of components for a 'high technology' sector of the Mechanical
Engineering industry, the technical difficulties of production, the
centrality of worker skills to overcome these and the strength of cr;ft
trade union organisation combined to force management to adopt both

decentralised planning of technological change and an incremental process

for negotiation and implementation of change.

Sectional conflicts over technological change based on differences in
perspective and interest were noted not only between sections of the
workforce, but alsc within management - for example, when craft workers
ar one of the mechanical engineering firms studied 'took over'
responsibility for programming CNC machines away from the technician

programmers {members of another union), they gained support from many of
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the engineering managers who had been promoted from amongst the craft
workers. Thig was the only example in the cases studied where the

technology eventually introduced differed substantially from the
arrangements that management had conceived., Many other factors lay

behind management's willingness to assent to this change; operator
programming worked well and eliminated a number of operational problems of
technician programming. Moreover, management did not want to imperil the
manual workers' recent acceptance.of substantial changes in working practices
and staffing levels. A key factor was union strategy, and the fact that the
seaior union representative was aware of the range of operating arrangements
with CNC and had developed a long term strategy to enable the craft union

to sustain and enhaunce its position through a period of technological
change. In two other, almost identical, engineering firms, the craft workers
did not challenge technician programming, This highlights the importance of .
union strategy and policy as a constraint on the ability of the unions to

shape technological change.

Overall, it appeared that although technological c¢hange had many negative
impacts, there were often substantial benefits to workers from accepting
technological change, although these benefits were often sectiomal {for
example by improving the grading, job security or skills of current
employees, at the expense of other workers in the firm, or those outside the
labour market), Trade union policies emphasised the negative aspects of new
technology, and often failed to grasp the benefits available. In some cases,
union negotiators seeking to regulate the rate or counditions of introduction
of technological change found themselves outflanked by their members who were

keen ro get their hands on the new systems.



Problems of union involvement

In the cases examined, the difficulties experienced by the trade uniomns
in developing and implementing their perspective over technological
change were substantial. Weaknesses of union policy and strategy for
technology can be related to organisational problems of access to

expertise, union structure and oriemtation and perceptious of union role.

In most of the cases, the unions lacked an alterpative vision of how techmology
might be introduced as well as the information and other resources that would
be needed‘to sustain and apply that vision, In part this can be attributed to
the tendency for certain forms of technology to predominate - which will be
discussed in the next section - however this was reinforced by weaknesses

in union resources and union objectives. The union representatives did mot have
access to technical expertise and information available to management, and
lacked the time and facilities to develop their own responses., In most cases
they did not have alternative models or criteria to assess or criticise
management proposals for technology. WNaticnal union policy documents might
provide general.descriptions of union objectives regarding technology, but a
concrete policy was in the main lacking. The major exception here was on

health and safety - over which a consistent union intervention was achieved.
Union objectives regarding health and safety are fairly evident and well-
articulated, Moreover it is possible for union organisations to define safety
guidelines on & central basis that will be appropriate to a range of working

situations, whereas it is much harder to codify union objectives for other
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aspects of technology. Such aan approach would require a substantial increase

in uniom resources and expertise and might ouly be possible at local level.

Trade union structure in Britain has some distinctive features which shape
the union strategies that can be pursued. In particular it has a strong
tradition of craft and occupational urion organisation which are often based
round defence of a particular group against iuncursions by other groups of
workers as much as by management. In manufacturing industry in particular,
and in most of the cases-studied, the trade urnion organisation was built
(i.e. divided) around the pre-existing division of labour/technology. The
highly decentralised character of union organisation and activity accentuated
divisions between workers in different companies and in different plants in
the same company. Thus a company would often contain a variety of different
‘bargaining groups' which pursued radically differing strategies for achieving
- their objectives. These differences of approach between different groups had

a long tradition and were deeply rooted in the daily activity of the unien.

Within this fragmented structure and divergent basis of union organisation,
the interests of different groups of workers regarding technological changes
were oftem counterposed. This is particularly problematic where a division of
labour/work organisation established under one production technology is
replaced by another technology embodying a different division of labour -

for example in the introduction of photocomposition te in the printing

industry,

Thus union structure counstrained the policies that the unions were able to

develop and implement (Williams and Steward 1984, Moore, Levie et al. 1984).



- 15 =

One example was the introduction of CNC machine tools in the Mechanical
Engineering industry which affected craft machinists and technician-
programmers who were in different union sections — AUEW Engineering Section
and AUEW TASS respectively. Bryn Jomes (1983) has pointed out that the
division of the engineering workforce between craft and technical unions in
Britain has impeded the development of a union policy that could mediate
between the two groups of workers, such as rhe development of an occupational
ladder between machine operators and programmers. Such a solution has been
adopted in many continental companies, in which technical and manual workers

are not in different unions.

Whilst it is easy to identify & range of 'structural® obstacles that might
frustrate attempts by union representatives to pursue an alternative vision
of the technology, it is not clear that these factors constituted a barrier
in any practical sense on a day-to-day basf;. Althougﬁ union policies for
technological change called for representation and influence by union members
in corporate decison making from the earliest stages, there was considerable
ambivolence amongst union members and representatives about the role that
unions should adopt. This seemed to stem partly from direct assent to the
lires of managerial prerogative (see also Scarborough, 1985), éupplemented,
amongst union representatives in particular, by a desire to remain 'at arms
length' from the managerial function for fear that the union would become

incorporated within management's ocutlook.
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The Model of Technological Change.

The two possibly most wide~spread models of technological change at work
exhibit opposite failings of either underestimating the role of economic and
political factors in technological development or conversely seeing

economic considerations as domimant (Wilkinson 1983). The former approach,
which can be described as 'technologicaf:determinisﬁ', sees techn§103y as
essentially neutral and inevitable in its development, and ignores the social
forces which instigated it and influenced the choices involved in its

application.

Probably the most influential proponent of the alternative aépro&ch wasa
Braverman (1974), who portrayed production technology as essentially certain
in its implementation, aand as s vehicle for employers Lo achieve their
objectives, resulting in the displacement, de-skilling and enhanced
managerial control over labour. Braverman's work has been criticised ss a
form of 'economic-determinism’' and for its failure to adequately consider

countervailing factors to these trends.

However, research at the Technology Policy Unit demonstrates a model of
technological change as being shaped by a complex array of forces. For
example, though employers' economic and political objectives over labour
were clearly evident im the changes being iuntroduced in the case-studies,
management was frequently forced to moderate pursuit of these objectives in
too narrow a way in order to reach some form of accomodation with the

workforce or with sectional interests within the sphere of management.
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Managerial objectives from technology included other considerations than
simply controlling labour. Implementation and operation of new technologies
was often beset by considerable difficulties and uncertainties, The process
of change was subject to a variety of social, political and technical
factors within the organisation. Some of these served to mitigate, and
others to enhance the potential for trade union influence over technological

change.

What was notable in most of the casges was that unions had very little
awareness of the scope for alternative approaches to the design of
technology and associated working systems. Partly this can be attributed to
a (frequently conscious) managerial strategy of presenting their

particular plams for technological development as unalterable, inevitable,
and neutral. Here, a major problem facing union regotiators was their

lack of awareness of the variety of technological and organisational
solutions in existance (in the case of the CNC machine tools, variation

between workplaces a few miles apart).

A deeper obstacle derives from the tendency, arising from the cumulative
nature of technological development, for a single paradigm of technology to
predominate., The choices inherent in technological development and
application are thereby submerged in two ways:

1) by not being expressed in the first place, and

ii) by a process of selection. Selection operates for example where a new
area of application of technology has emerged and a variety of technical and
organisational solutions have been thrown up as part of the learning

process. In most cases, a single technological paradigm tends to predominate.
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However, countervailing factors ¢an be noted including heterogenesus userx
markets and continuing technological change.The existence of alternative
methods of job design around computer controlled machine toocls can be seen as

illustrating these factors (See Figure 1).

Clearly, union strategiles for influencing technology need to be informed by a
deeper understanding of the processes of technological change. A major

for unions ;
problem/is their exclusion from the design and decision making process.
However, opportunities may arise from the uncertainties and difficulties which
mzy be associated with the introduction of advanced technoéologies. Inm
automating complex operations, technologists may need Lo tap the skills and
experience of existing workers; workforce skills and 'tacit knowledge'
(experience that cannot readily be codified) may also be essential in both
implementing new technology systemé and their successful operation. These
considerations create a 'window of influence' for workevrs and their unions.
They forced the managers in our case~studies to seek the consent of the
workforce to change, Technologists have increasingly been forced to seek
'user~involvement' in the application and development of new

technologies ~ especially computer—based systems (Friedman 1985},

In Britain initiatives in 'user involvement' have frequently been conceived
and conducted in ways that have little value as a model for union strategies
for influencing techmological change, For example they secem to have been

conducted in a manner that is divorced from, or at least markedly ambivolent
towards trade union representatives and aspiratioms (see for example Mumford

and Hensall 1979).
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Figure 1: The Case of CNC Machine Tools

The design of Numerical Gontrol (NC) machine tools has been seen as
incorporating Taylorist principles of job design - by transferring
responsibility and control over machining techniques from the craft machinist
to the programmer., NC programme preparation required expensive computer
equipment as well as computing skills, and was allocated to technical workers.
¥oble (1979} notes that the advent of Computer-Numerical Comtrol, in which the
computing power for programme preparation is attached to the machine kool, can
be seen as subversive to the 'Taylorist' technological trajectory of NC
machine tool design, in that it made it feasible for programmiang to be carried
out on the shop-floor and thereby opened up opportunities for craft workers to
retain control over programming. As a result, divergent models of job design/
technological operating systems exist in the arena of computer controlled
machine tools. The control boxes fitted to most current models of CNC machine
tools are designed for techmician programming. However a number of
manufacturers have introduced models designed for shop-floor programming.
(Wilkinson, 1983) Whereas craft workers put up little resistance to
technician programming of NC machine tools, responsibility for programming CNC
machine tools has been contested between machinists and technicians in many
engineering factories in Britain.

Why has this arisen?

* MNoble cites the rapidly falling costs of computing power as making it
economically feasible to have both distributed application of computing

power and more sophisticated 'user-friendly' systems — thus a tension arises
between the existing technological trajectory and future technological
potentials,

* There are important differences in the market for machine tools in terms
of the technical and organisational characteristics of the user firms as

well as the type of production to which they are applied. These have been
systematically investigated - in particular by Sorge et al. (1982). For
example, technician programming is more frequeut amongst larger firms. These
were more likely to have been NC users, and thereby already possessed NC
programming departments as well as Computer Aided Programming equipment and
specialist technician programmers. In contrast, operator Programming was more
frequent amongst smaller firms, which tended to have fewer techanical

resources aund greater flexibility of both labour allocation and
organisational structures,

# Problems of implementing and operating the new technology may be important.
Thus the apparent economic and political benefits for employers of technician
programming have to be offset against possible resistance from stroagly '
unionised craft machinists, and the fact that machinists may have considerably
more expertise than technicians in the unpredictable area of metal-cutting
technology (Williams and Steward 1984).

* There may be genuine uncertainty about the long-term development of the
techrology. One scenario would involve the continuation of present tendencies
for the centralisation ard upward transfer of skills. Conversely, as design
and production engineering functions become more subject to automation,
management may need shop-floor workers who possess some programming as well

as metal-cutting skills.
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Faced with this state of affairs, the chief response of British trade
unionism has been to shua participation altogether, rather than to be
represented on bodies that they feel unable to influence, lest they are

seen as responsible for or bound to the decisions that it takes, However
this strategy, of avoiding the possible perils of participation, also closes
off a potentially valuable avemue through which unions could gain advance
information, and influence decision making over technologipal change from
its earliest stages. Given the appdarently increasing prevalence of
'user-involvement'’, the unions need to go beyond debating whether or nat to
be involved, but address instead the question of which forms of involvement

might yield most opportunities for union influeunce.

Our model of technological change reveals a number of different scenarios
for union and worker influence. An important comsideration will be the
characteristics of the technological change - in particular its 'certainty'
of operation, and the extent to which the potential for choice over-
technological systems exists and is articulated, For example, where a
proposed innovation is well understood and reliable, and operating
arrangements are widely established in the industry, the scope for union
influence may be very narrow. The technology is purchased as an
'off-the-peg' system, to carry out specific requirements. There may be little
difference between available models. An example of this might be a
stand-alone word-processor. The main items for union influence would centre
around adjustments to the labour supply - selection, training, staffing
levels, grading etc, Such matters could be adequately dealt with under

conventional negotiating procedures.



The next distinct situation is where the technology is well knowan, but where
the working arrangements are not established - for exanmple where
technological change has undermined an existing division of labour, or where
there are multiple models for job design/operating arrangements. This opens
up an important area for discussion over job design - but still has a

limited effect on the technology itself,

At the other end of the spectrum are systems where the technology is
complex, uucertain in its effectiveness and Impacts, and where there may be
considerable flexibility in designing such systems (e.g. computer-based
administration systems). These factors will accentuate management's need for
user commitment and may favour a participatory approach, In addition there
may. be considerable potential for workers and their unions to influence the
choice of application/ systems design. However, such involvement places a
much greater load on the union organisation in terms of:

- the wide range of issués being discussed, )

= the need to exert influence from the earliest stages of system development,
~ the need for access to information and expertise.

In short, a pro-active rather than a defensive/reactive union response is
needed. It may be difficult to comduct such involvement through conventional
bargaining channels, and other supplementary avenues may be needed - e.g.
direct gsccess to specialists involved in system design, or through "user-
involvement' initiatives., This situatiom holds the greatest potential for
influence as well as the biggest problems for workers/unions both in
articulating their own requirements of technology and getting them

represented/implemented.
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A Trade Union Strategy for Influencing Technological Change?

The distinctive feature of information technology compared with other waves
of fechnological change is its flexibility of application, A very wide
variety of technological systems and working arrangements are possible, and
substantial scope for choice and amendment exists when the technology is
being implemented in the workplace. It is this feature which enables the
~application of information technology to such a wide range of industries and
work activities where it will have a potentially substantial impact on
working life. Information techunology automates the ways in which human beings
operate, regulate amd administer the process of production. It has a
potential to be used in ways that incorporate existing skills into machines,
that centralise skill requirements and control of production, and leave the
mass of workers with routinised, unsatisfying, low paid jobs with little
prospects of promotion. However alternative outcomes are feasible which
offer the potential for workers to acquire new skills, for certain kinds of
local autonomy for work groups, for a re-integration of workiag activites
(compared to the detail division of labour of conventional mass production),
which could bring improvements in the quality of working life, rewards and

power in the workplace,

The new technologies and working systems currently being developed and
implemented are creating the working enviroaments for the next decade. OQur
research has observed certain social and pglitical processes which give hope
tor a more positive vision of work with new techanology. Whether this is
realised will depend very much on the strategies adopted by the trade

unions.
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We will now raise some of the key issues which trade unions need to consider
in developing a union strategy for influencing technological change. They can
be discussed under the following headings:

union roles, objectives and policies, organisation and resources.

Union roles: the dominant union respouse to technological change has been
defensive, reactive after-the-event, and has focussed on a narrow range of
consequences of change (in particular the 'core' union concerns of wages aund
employment security). To meet the challenge of technology the unions need a
more strategic, 'pro-active', approach that seeks involvement and influence
over key areas of decision-making and design of technology and working
systems. We should not underestimate the difficulties of such a change.

The British trade union movement exhibits considerable 'comservatism'

in favour of traditional methods of organisation and roles. For exampie,

the strength of 'craft' and 'adversarial' approaches in Britain disguises

widespread acceptance that major business decisions including technological

change are a managerial prerogative,

Existing avenues for union policy formatiom and influence tend to embody and
reinforce the narrow defensive approach. The strategic approach would require
extension of the scope of collective bargaining, and a more 'political’
approach to achieving influence. Collective bargaining agendas tend to be
narrow and revolve around a short (annual) time perspective. Although the
coliective bargaining system has demonstrated an immense capacity for

adaptation, other avenues might have a supplementary role to play (e.g.
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‘luser-involvement' groups, or discussions about long~term corporate technology

policy, which might not fit easily withir a bargaining context),

Another element of a pro-active strategy for union influence is the
possibility of a dialogue or alliance with the consumer of the final product
or service, This could be particularly important factor for service workers

in the public sector.

Objectives amd policies: probably the most critical problem facing the trade
unions is the limited articulation of union objectives for technological
development and their incorporation in concrete policies. This reflects the
fact that unions have largely abstained from involvement in decisions over
technological change, as well, in Britain, as questions of job design and the
quality of working life. Policy has been developed in some areas, such as

health and safety, but in other areas is rudimentary.

Union representatives need a critical understanding of the processes of
technological change and the opportunities for choice and influence that
exist., This in turn weeds to be incorporated into policies that can be

achieved in the workplace. These could take the form either of specific

models for technology/working systems, or of more general criteria. The

checklist approach that proved effective around health and safety of VDUs

could be applicable to a broader range of areas (e.g. job design, worker

privacy etc.).

Such an endeavour would require a dialogue between trade unions and
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A.— DIAGNOSIS OF THE SITUATION OF UNIONS IN SPAIN

A.T. Orpanizational strength of unions among workers

l.~ Union membership in Spain is among the lowest in any western

European country (1).

2.~ 8ince the legalization of democratic unions, overall union member-—

ship figures have tended to decline steadily (2).

3.~ Union membership has shown a clear tendency to concentrate among
men, mature workers, employees ifi a few industrial sectors and isolated
branches of the service sector, in the more highly developed and industria-
lized =zones of Spain, and among left-wing voters (3). The profile of
CCOC members shows more polarization than that of the UGT,

4.~ The Basque union, ELA-STV, constitutes an exception to the above-
mentioned trend. Far from falling off, membership has incréased steadily
and the profile of members is less polarized than in other unions (4).

(1) According to the recent study by the International Labour Organization
™ork in the world"” (Gemeva, 1985, Vol. 2, p.9)}, union membership figures
for developed countries are as follows:

Percentapges of union membership Countries
80-907% Finland, Sweden
70-80% Belgium, Denmark
60-~70% Austria, Luxemburg, Norway
S50-60% Australia, Ireland, Italy, United Kingdom
40-50% Federal Republic of Germany, New Zealand
30-40%Z Canada, Greece, Japan, Netherlands
15-30% Spain, United States, France, Portugal

(2) See for example the studies by PEREZ DIAZ, EDIS, ALVIRA and GARCIA
LOPEZ, and CIS, already quoted. '

(3) See for example the studies by TEZANOS and EDIS quoted above.

(4) The latest study by the EDIS team, conducted towards the end of 1984,
on workers' opinions about the AES and union membership, again highlights
the unusual characteristics of the ELA-STV as the only union whose membership
not only has not dropped but, on the contrary, has shown a slight increase.



5.- The proportion of workers who are covered by collective representa—
tion in Spain is lower than in other western European countries: approximate-
1y half the workers who are entitled to such representation have none

because union elections (to comités de empresa) have not taken place.

Coverage has not improved over time: no noticeable increase has occurred

between the first democratic union elections (1978) and the present day

{3).

6.~ A sizeable percentage of the work force (approximately 20-30%
in the 1last elections held in 1982) abstain when union elections take
place in their company (6).

7.— The distribution of union votes in the various elections since
the return of democracy reveals a progressive concentration of the vote
among the major federations (UGT and CCO0) to the detriment of the small
unions (notably those to the far left) and a gradual rise of the UGY
at the expense of CCOD. Owing to this the UGT is now the leading Spanish
union, though support for the two major federations continues to be fairl
evenly balanced. The growing strength of the ELA-STV in the Basque country
and the INGLA in Galicia constitute exceptions of considerable importance
with respect to the trends described (7).

{5) See the studies by EDIS and PEREZ DIAZ quoted above.
(6) EDIS team. Elecciones sindicales 1982. Op. cit.

(7) The results of the elecions according to Ministry of Labour figures

are:

1978 1980 1982
CCoo 34,47 30.82 33,472

UGT 21.7% 29,27 36.7%

In the Basque country (excluding Navarre) the results are:.

1980 1982
ELA/STV 26,6% 20.2%
UGT 19.272 21.5%
CCo0 17.5% 17.1%

In Galicia, the INGA won 18.9% of the delegates.
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8.~ Workers have a far more favourable feeling towards unions than
the membership figures would indicate, This shows that the influence

of unions seems to reach well beyond their members (8),

3.,- Only a relatively small proportion of members take an active
part in wunion activities, such as meetings for instance. The amount of

unpaid union work done by militants at company level is also small (9).

10.~ In recent years workers have been increasingly reluctant to
respond to union calls for strikes and other pressure tactics. Fear of
lack of support discourages some wunions resorting to pressure tactics
as often as they would wish (10).

11,- Workers' appraisals of the performance of unions over the past
10 years are not enthusiastic and there is much criticism, though few
feel able to suggest viable alternatives to the policy followed so far
by the major unions (11). ’

12.,- An "instrumental" wview of unions seems to predominate among
workers rather than a feeling of ideological identification with the
whole of their programs (12).

for were W'ﬁn=fwlhaiﬁhamw Huoee !

(8) For information on union voting and membership and feelings and knowledge
about unions, see the studies by PEREZ DIAZ, CIS and the EDIS team.

(9) See the studies by the EDIS team and PEREZ DIAZ already quoted.

(10) On this subject, see the opinions of ‘intermediate level union leaders
as reported by FISHMAN in his study of company level leaders, quoted
above.

(11) See PEREZ DIAZ, and EDIS team, op. cit.
(12) PEREZ DIAZ, op. cit.



A.IT,~ The structures and resocurces of unions

13.- Taking total membership into account, Spanish unions have fewer
union leaders, both at company level and higher up, and fewer full-time
employees than their counterparts in most western European countries.
Spanish union leaders are also among the worst paid in Europe, relatively
speaking, a fact that wmakes positions of this type somewhat unattractive

to skilled workers in higher income brackets (13).

14.- The qualifications’ of wunjon 1leaders and employees in Spain
are usually below the European average. This is particularly c¢lear at
levels below industrial branches or sectors. Education, occupational
skill and specialized wunion training are less than successful fulfilment
of the union tasks of negotiation, representation and participation would

require.

15.- The personal profile of union leaders at intermed{éte and higher
levels is even more polarized that of the rank and file. The characteristics
of leaders, in terms of age, sex, economic sector and zone of origin,
and political vote often fail to match those of union members and, to
an even greater extent, of voters,

16.- The opinions of intermediate and higher ranking union officials
on political, social and labour matters are generally more radical and

militant than those of members and voters (14).

17.~ The technical and professional counsellors engaged by the unions
(lawyers, economists, engineers) are insufficient in numbers and qualifica—
tions. Lack of financial resources prevents the unions from calling upon
an adequate. number of able, experienced professionals. Economic problems
have forced many unions to cut down on the number of professional advisers
in recent years. The ELA-STV may comstitute an exception to the geéneral
rule,

(13) For the information on this aspect of the situation in Europe, see
CAREW, Anthony.

(14) See, for example, FISHMAN's study, quoted above, in which he examines
the more radical positions of company-level labour leaders in comparison
with company workers as a whole.



18.~ The finances of Spanish unions are at a low ebb. Union dues
are low {(usually a fixed amount instead of being proportional to income)
and the percentage of members who in fact pay is also small. Automatic
deductions from the pay packet are still exceptions and most union members
hand over the money directly to union representatives in the company
or at local level (15). Here again the Basque union, ELA-STV, appears
te be an exception: the dues are high and proportionate to income, and
payment is computer controlled, with the result that the union's Ffinances

are in a healthier state.

19.- Spanish unions are usually lacking in ©buildings and office
space in which to conduct their operations. Delays in the restitution
of property belonging to the former vertical union have apggravated this
state of affairs. Some unions have had to give up their offices because
they were unable to pay the rent.

20.- Spanish unions offer their members a much more limited range
of services, chefly on account of the inadequacy of their human and material
resources. Services are confined to. legal and economic ‘counselling and
representation in collective barpaining and even so difficulties are
experienced in providing adequate facilities. Spanish unions do not play
the role, approaching that of a state organization, that is played by
unions in some European countries (such as Scandinavia or ‘Belgium) din
certain aspects of public assistance and welfare services, The training

facilities offered are meagre and few workers have access to them.

(15) See EDIS team, Las elecciones sindicales 1982. op. cit.




A I11.- The negotiating strenpth of the unions: scope and achievements

21.~ 3ince unions were legalized, the negotiations they have undertaken
have led to a situvation in which many more workers are covered by collective
agreements today than during the last years of the dictatorship (thanks
to the gradual replacement of government-enforced settlements by collective
agreements worthy of that name). Even so0, coverage does not yet extend

to all employees in industry and the service sector.

22.~ Legislation continues to favour universally enforcible agreements
("convenios de eficacia general"™, the terms of which are applicable to
union members and non-members alike). In practice, however, the disproportio-
nate strength of the employers in relation to the unions has often enabled
employers' organizations to impose on all their employees the terms of
agreements of limited enforcibility ("convenios de eficacia limitada®,
based on pacts with a single union and theoretically applicable only
to mémbers of that union). This has the effect of undermining the principle

of "eficacia general™ in collective agreements.

23.~ From 1979 onwards, pay increases granted under collective agree-
ments have meant an overall loss in purchasing power. Though this may
be attributed to the crisis -unions have accepted policies based on social
sacrifice as the price to be paid for improving the employment situation
and providing more assistance to the unemployed-, it is still a factor
of major significance (16).

(16) According to the outline figures given by GARCIA DE BLAS, Antonic
and RUESGA; Santos M. in their article Crisis econdmica y mercado de
trabajo  en Espana  (1975-1084), "Informacidén Comercial Espaficla, Jan-
Feb, 1985, p. 227, the trend in pay increases was as follows:

EVOLUTION OF WAGES AND SALARIES (1975-1983) (Annual increases in %)

m &) - @3 £4). )
Aversge earnings Total labour costs Pay according o “Totel per capica Unit labour
per hour worked per worker e d eollective agreegentg-Efmgneggfign;2£“3388 costs‘

Years NOMINAL REAL ROMINAL REAL NOMINAL EEAL; NOMINAL REAL SOMINAL REAL
1975 286 10,0 . 214 38 250 6.9 1.6 an
1976 30,0 13,1 _ 19.3 38 199 44 ?413 -15
1917 303 4.7 250 04 274 2.5 23.6 1 ¥]
1978 26,6 57 2.1 0.7 20,5 0.6 24 % 42 205- 0.4
1979 23,7 0.9 14,2 ~1,5 14,1 ~-14 197 - 35 16,7 0.0
1980 184 25 154 1.5 15,3 ~0,2 17.9 3.0 123 ~0.5
f981 20,3 50 12.0 ~1.6 13,2 ~1.4 16.2 5.4 128 ~0.5
1982 .1 ~0.3 13,7 0,3 120 -2, 1313 -1.0 108 -23
1953 15,0 z26 1.9 ~01 11.5 -0 13.4 1 9.9 -19

(1) Encuesta de Salarios (INE) and Informe Econdmico del Banco de Bilbao, 1983,

(2) Hinisterio de Economia y Hacienda, "La negociacibn colectiva en...” (years from 1978 vs 1983), Refeks to large
* companies and incluedes. - .

(3) Ministerio de Trabajo y Seguridad Soeial
{4) Contabilided Nacional de Esparia (INE)'

(5) Ministerio de Economia y Hacienda. Programa Econdmice a Medio Plazo 1983-1986. Documentos I and II. Refers-to -
.labour eosts per salt praduced.



24,- In terms of employment, very few agreements at company level
have succeeded in including committments on the stability or growth of
the work force and alwost all those which have done so have, significantly,
been with publicly owned concerns (the state railvays and the telephone
company). Moreover, despite agreements with the central government to
devote public funds to programs aimed at stimulating job creatior or
to increase unemployment benefits, these programs have had little impact
on the overall wuphard trend in unemployment (17). However, new legal
arrangements have made wunemployment coverage available to more groups
of jobless workers.

25.- Issues connected with the organization of work continue to
be absent from most collective bargaining.

26.— Little progress has been made towards the reduction of real
working hours. More has been achieved over the past few years through
legislation than through collective bargaining, the socialist government
having established the forty hour week. Despite statements of principle,

the unions are barely successful in reducing overtime and multiple employment.

27.- Clauses relating to wunion rights and participation (grievance
procedures etc.) have received little emphasis in recent collective agree~

ments. Some companies often fail even to abide by the current legislation,

28.- Collective bargaining has become enormously centralized over
the last ten years: state-wide acuerdos interconfederales and agreements
covering whole branches of the economy =-also state-wide- have become
the chief feature of the process. Regardless of who the parties were,

these centralized agreements have been largely implemented in practice.

(17) See the first item of ‘the second part of the present hypotheses
(B.I) which relates to the new "segmentation" of the labour market.



30.- The leading unions have played a decisive part in the negotiation
of the most important agreements. A recent study (1983) on firms with
over 250 employees (18) reveals that the UGT was a party to 33,7% of
the negotiations, CCOQ to 30.9%, indepentent unions to 11Z, unaffiliated
representatives to 9.9% and unions confined to one autonomous community
to 4.3Z. Worthy of note is the high percentage reflecting the presence
of independent unions who often defend strictly economic goals and are

active within a single branch of the economy .,

3l.- Over a ten-year period, labous disputes have gradually declined
both in terms of the number of hours lost and the number of workers involved.
In the years when no overall agreement was signed (1979 and 1983), a
rise in labour disputes over, collective agreements was registered, causing
both employers and the government to look again at their negotiating
policy. Aside from this, more and more conflicts have tended to arise,
not over collective bargaining, but as a result of the job situation
and, above all, as the upshot of layoffs due to industrial restructuring
and other steps to offset the crisis. Conflicts seem also to be increasingly
concentrated in the public sector.

32.- Unions have met with little success in their attempts to get
expected layoffs due to the process of industrial reconversion stopped
or reduced. Their interventien has, however, managed to obtain fuller
benefits for the jobless in these sectors than are enjoyed by the unemployed
as a whole, and preference in some cases for Ffuture re-employment. A
distinction must be made between the policies of the UGT, CCOO, ELA-STV
and INGA in this field. '

(18) MINISTERIO DE ECONOMIA Y HACTENDA. Direccidn  General de Politica
Econbmica. La negociacién colectiva en 1983, Principales caracteristicas
econdmicas en las prandes empresas. Madrid 1984,
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A.1V.- The institutional influence of unions

33.- The major Spanish uniens (UGT, CCO0 and, to a lesser extent,
ELA-S5TV and 1INGA) have succeeded in securing official representation
on various important state bodies concerned with economic and social
matters, such as the Instituto Nacional de Empleo . (INEM), Institute
de Previsién Social, Instituto Nacional de Sanidad (INSALUD),Instituto
Nacional de Servicios Sociales (INSS), Institute de Seguridad e Higiene
en el Trabajo, Instituto Social para el Tiempo Libre and Fondo de Carantia
Salarial (19). Socialist government promises regarding participation
in other institutions have, however, not been fulfilled. An example is
the Consejo Econdmico y Social that has still not been set ep. Also,
though they are officially represented, the unions complain that insufficient
attention is paid to their opinions within these bodies. They appear

nonetheless to exert a certain amount of influence.

34.— As representative institutions, the unions have been allowed
to use some of the offices belonging to the former compulsory unien and
some state funding has been forthcoming., The most significant 'support
they have received in this respect, though, has been 'recognition, on
the part of both employers and government of their status, as valid and
practically exclusive spokesmen for workers throughout Spain.

(19) The number of wunion representatives, as laid down by the Ministry
of Labour in 1983, is as follows:

Institution Number of representatives per union
INEM 6 UGT, 5 CCOO, 1 ELA, 1 INGA
INPS 53 UGT, 6 CCOO, 1 ELA, 1 INGA
INSALUD 6 UGT, 5 CCO0, 1 ELA, 1 INGA
INSHT 6 UGT, 5 CCOO, 1 ELA, 1 INGA

FGT 2 UGT, 2 CCOO
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B.— FACTORS THAT CONDITION THE PRESENT SITUATION QF UNIONS IN SPAIN

B.I.- The "segmentation" of the labour market

35.~ Spain is one of the OECD countries with the highest unemployment
rates. One out of very five workers is without a job; The active population
even shows a tendency to decrease (20).
twofold:

The consequences of this are

a) Workers with jobs are increasingly worried about losing them
and accordingly are afraid to join a union or take part in union
activities.

b) There is a constantly growing group of unemployed which is difficult

for the unions to organize. Spanish unions have not succeeded
in organizing the unemployed to any degree.

36.— This situation is worsened by gradually receding unemployment
insurance coverage, especially in view of the fact that the strategy

(20) The impact of unemployment in Spain, compared with the ireimander of OECD
countries, can be seen from the following table:

EVOLUTION OF ACTIVITY RATES, EMPLOYMENT AND UNEMPLOYHMENT IN OECD MEMBER COUNTRIES
L A, e

Active populacion Population vich jobs Unemployed  pctivity rate Unemployment rate

a & A

RS P "
WROIs e % WM T [ I R TR T TR TS T P T
. T R S TR R TR T "YRY ) 9T M 1WA MO AN AR LSX Q4 dh wn
agtreate IHG S AM g0 dem N it TA 43 A 027 1A TN ANE A4 14 X WX
Belgium AN L XS 3 Yl 3RS Yem o W 09 i NS Mue WY AL MA MR 4T 147
Canada F AT N T LI et d bV T PR FE L 1] 3 46 & LA WA WA MY 82 SA AN n.n.
onark Taa awn Lape a3 EME awm I N TR O A R
Finland 23 TN M M ux YIS 308 Zak T4 M M 1% NESJIT X BH 1k 32 Al
France LY T TR T 45 MBS AN 2 R O = R % R L M
&, of Germany MHET 26007 ZTAAR 40 et BAD a0 w03 O L LXK 1102 4K D 43 0K 31 KD
Greece 3dam e uxoam Blm o e we M S, & I3 U MU TR LS 120

womr s n b . X] AR

ﬁm Lﬁmnm'mummnm'uasnummmmqum'
Italy h50% 1L Xdm k2 x9S A LML 12w 2 K6 ¥ MUY 412 57 b2 :.7
Japarl SANM A2 S s Sum 3220 51.,\'::.1 ::'; 59y "‘";J I..;ﬁ;l ‘ﬁ :':.I :'{:I :‘::; Ill:ill 'I':; ﬂ‘

X il 153+ L7 139 130 [ [ - 4 - :
et L3 ad sATE A s i sem B m e N maha ol 4 dnus
New Zealand 1M LEx LM el e |2 L £ 1 3 Mmzanslar wxdis o1 02 %7
Horway T T B = B T (@0 ¥t 26 bt 0% 2% 33

4415 A 5 — iy - e A o >

gg;%:gal I e e -0 M a0 e 153 W e 2'.‘?} ';._g:: s :«'ﬂ 3'.: 15 4 t;.j
Sweden NI LIy L w2 AKM A2 42 1 . a3 fag 336 15 18 34
Switzerland 3T 2w AR bd A0 3em o 2me -8 o W % N 49k a3 5 X 1A .
T Wt =6 WA B IS - 0292 253 - L1 T WA X B

u:{‘é:ﬁ Statas e E'.':i\ uls:'nn (A BRIS s MhER 179 43 T w717 BAAY 2t ;O 3 es
Unired Kingdom JEND NS Shat? 11 HMS MM DMT -84 85 0k 2em MN4aSh A2 473 22 X2 ]

*




12

of the wmajor wunions has aimed at producing the opposite effect (21).
In most EEC countries a greater portion of the unemployed are entitled
to benefits.

37,- A large vproportion of those termed unemployed (estimated by
some at one in every three, i.e. approximately 800,000 people) are now
working in the underground economy without either a contract or social
security coverage. For obvious reasons, most of these workers not only
are not interested in unions but avoid all contact with them, Spanish
unions have had no significant degree of success in overcoming the fear
felt by these people, in organizing them or in offering them concrete
alternatives of action to improve their situation (22). With the exception
of Italy and Portugal, no other country among the present and future

members of the EEC has such a widespread underground economy,

38.~ A growing number of workers have temporary conrtracts. There
has been a sharp rise in the hiring of temporary and occasional employees
trainess and probationers and an increasing proportion of the labour

market is now covered by such contracts, though it is less than in most

(21)The gross vrate of unemployment insurance coverage (recipients of
benefits for total unemployment, excluding temporary agricultural labourers
: official registered unemployed persons x 100) dropped from 62,19% in
1976 to 26.37Z in 1984, The net rate of unemployment insurance coverage
(recipients of benefits for total unemployment, excluding temporary agricul-
tural labourers and recipients who were formerly agricultural workers
with permanent jobs : officially registered unemployed persons x 100)
has fallen from 69,217 din 1976 to 37.78% in 1984. Source: Boletin de
Estadisticas Laborales (Ministerio de Trabajo y de la Seguridad Social). '

(22) Calculations based on the latest data from the labour force survey
(Encuesta de la Poblaciébn Activa) indicate that some 170,000 workers
are engaged in the underground economy in the textile and shoemaking
industries, more than 30,000 in chemicals and transport, and 15,000-20,000
in mining and wmetallurgy. The worst affected areas are Catalonia, the

Valencian Country, Madrid, some areas of the Basque Country, Andalusia,
Extremadura and Castile.
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EEC countries. Temporary workers are less inclined to join unions because
they are afraid of losing their jobs and Spanish unions have not managed
to organize this group to any extent (23).

39,—~ Among the population with jobs, the number of employees in
industry and construction work has declined sharply while the service
sector has grown in the same proportion. Jobs in the private sector also
show a clear drop, while the public sector has remained unchanged {with
slight increases in absolute numbers). The number of self-employed persons
continues to be very high, considerably Thigher than in other EEC countries.
All this affects the unions since those sectors that constitute the central
aucleus of the labour movement have declined in importanﬁe: privately
owned industries and construction firms. This phenomenon has not been
offset by union penetration throughout the service and public sectors
where the major unions have. difficulty recruiting members (often the
employees do not Jjoin unions at all or opt for independent wunions
that are active in only one sector). The trend towards fewer self-employed
persons and more wage and salary-earners seems to have been slowed down

by the economic crisis: many former employees who have lost their jobs

'(23) Statistics published by the INEM (Instituto Nacional de Ocupacibn) con-—
firm the decline of permanent contracts in favour of temporary contracts. In
1984 new contracts signed were as follows:

372 seasonal contracts
38% contracts for a particular task or service
6% permanent but discontinuous contracts
(eg. N days per month)
1% part-time contracts
87 full/contracts of indefinite duration
Sz not ascertained '

Thus only 8% of contracts were full contracts of indefinite duration,
The remainder included some form of flexibility.
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owing to reconversion become self-employed, often in the underground

economy, This reduces the possibilities of trade union membership (24).

40,- The phenomenon we have just described is even more apparent
if the losses and gains in manpower over the last few years are broken
down by subsectors. We then find that jobé have been lost especially
in the manufacture of light machinery, the manufacture and transformation
of metals, some mining industries, transport and the wood and paper industry.
On the other hand, optical instruments, education and health (both the
latter nearly always in the public sector) and personal and communications
services to business, have gained. Thus the subsectors in which the labour
movement has its traditional roots have declined while subsectors whexe

unionism is rare or non-existant are growing.

(24) Between 1977 and 1984, 700,000 jobs were abolished in industry and
400,000 in the construction sector, In the service sector the overall
number of jobs remained comstant., In the private sector 1} willion jobs
were lost during the same period, while the public sector grew. The number
of self-employed has remained stable (2 million),
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B.II.- Organization of work and occupational skills

41.- Technological change and improvements in company management
are producing considerable changes in the organization of work and required
occupational skills. The first of these changes is the growing decentraliza-
tion of business. New technologies allow, and sometimes encourage, the
replacement of large factories employing large numbers of workers by
a multiplicity of smaller centres, each with few employees. Splitting
up the work force in this way makes the organization of union activities
more difficult, reduces the feeling of belonging to a larger group of

workers and facilitates the spread of individualistic ideas.

42,- New methods of organizing work tend to make workers more flexible
and wmobile, both geographically and in terms of type of work. As well
as breaking down one of the traditional principles of union action in
Spain (the fight for a permanent, stable job), this also hinders union

organization and weakens the sense of being part of a body of workers,

43.— The introduction of new technologies often tends to produce
a polarization in occupational skills: more workers are to be found at
the upper and lower ends of the occupational scale, while certain intermedia-
te levels, comprising skilled and clerical workers, which formerly provided
a substantial part of union membership and practicaliy all intermediate
and top level union 1leaders, are declining in importance. Spanish unions
have failed almost entirely in attracting members from among the rising,

¥

highly skilled occcupations.

44,- Often new technologies also alter the décision—making proéesa'
in firms. Once a technological or organizational decision has been arrived
at, it is much more difficult and contly nowadays to go back on it. This
raises even more problems for a labour movement like that of Spain, which
is lacking in strength, geared to post facto discussion rather than to
participation in the decision-making process, and possesses no legal
rights of "codetermination™. In this context, the unions are left with
the task of administering the social costs of technological change without’

exercising any influence over it.
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45.~ In terms of the scope of collective bargaining, union intervention
in decisions relating to new technologies and organization of work is

impossible without an overall state-wide acuerdo marco to provide a framework

and without meaningful collective bargaining at company level. In Spain
neither of these requeriments has been fulfilled, partly because the

habit of signing acuerdos marco has itself weakened negotiation at company

level and made it increasingly meaningless.

46.~ Certain forms of technological change raise new questions as
to the forms of action open to unions. The enormous social and economic
repercussions of strikes or stoppapes in some companies where continuous
production processes are in use compel unions to envisage alternative
forms of action. Otherwise they are faced with the risk that employees
in these sectors may ignore strike calls, The Spanish union movement

does not seem to have studied this question seriously.

47.— Rapid technological and organizational change makes the retraining
of workers increasingly important. This may soon receive higher priority
than pay claims since it is likely to become a prime factor in job security.
When redefining their claims strategy, unions must face this new challenge,
yet most Spanish unions appear also to have underestimated the importance

of this new factor.
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B.I11.- Labour lepislation

48.~ Changes in Spanish labour legislation and - its application have
had, and still have,. a profound effect on the labour movement. Of particular
importance has been the revision of the labour contract system designed
to make it easier to offer contracts for occasional or temporary work.
Available evidence seems to indicate that employers resort to these new
possibilities on a Jlarge scale to the detriment of full contracts for
an indefinite period. Not only do these changes contribute to a new
"segmentation” of the labour market (as discussed above) which is less
favourable to unions: they create a new framework for regulation of the

labour market in which unions have a less decisive role to play.

49.- Changes in the legislation on mass layoffs have been less important,
Nevertheless, there are signs in the latests Acuerde Econdmico y Socisal
of moves tending to make it easier to resort to crisis meadsures and to
exclude the unions (and the comités de empresa) from administrative procedu-
res leading up to them. The weakening effect this would have on the unions
is obvious.

50.- Even though legislation presently in force still maintains
the principle of "eficacia general” (general enforcibility) for collective
agreements negotiated by unions with majority representation, in practice
there have been many instances where companies and employers' organizations,
after signing agreements of "eficacia limitada" with minority unions,
have in practice applied the terms of such agreements to all workers
in a particular firm or sector. The fact that this practice has gone
unchallenged by either legal measures or union action means there is
a danger that in future the basic concepcion of collective bargaining
in Spain (majority representation and general enforcibility) wmay be called
into question. The effects on such a development on the strength of unions

would be enormous,

5l.- While new 1legislation has eliminated state interventionism
in the solution of 1labour disputes, no efficient system of mediation

between the parties involved has been set up in its place. This allows

" L]

the employers to fall back on a policy of leaving some disputes to "rot",

safe in the knowledge that there will be no decisive action on the part
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of the relevant authorities to bring about arbitration. This has weakened
the position of the unions and explains why some union leaders regret

the passing of the old compulsofy arbitration system,

52.~ The criteria for wunion representativity established by the
new democratic system strengthen the position of the larger unions (which
in fact number only four: UGYT, CCOO, ELA-STV, INGA) and practically eliminate
the rest. The small range of choices presently open to them may discourage
workers from joining unions and taking part in union action. This is
especially clear if we consider the new professional profiles that are
emerging: 1in these sectors union options available are clearly unsuited
to the clientele, both ideologically and from a purely' union point of

view.

53.- The Ley Organica de Libertad Sindical, on the other hand, provides
for a model of labour relations within the company in which’ union locals
are given a leading role at the expense of the comité de eﬁpresa. The
change was justified on the ground that it reinforced unionism., This
however is 'not necessarily so and indeed the effect may be the opposite
of what was anticipaﬁed. Less participation for the ordinary worker in
union and labour-related activities and a greater professionalization

of workers' representatives at company level,
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B.IV.- Social and cultural values

54.- Little prestige is attached in Spanish society to tasks that
consist of representing and defending collective interests, whatever
the group involved (parties, employers, wunions, consumers' associations
etc.). Membership in associations is consequently low and those who belong
to them tend to be seen as people seeking to further their” own interests

rather than to ensure the collective defence of a group.

55.- In present-day Spain there is a tendency to approach the solution
of labour problems £from an individualistic point of view, Ilargely on
account of the experience of the dictatorship. This individualism was
reinforced by a system of labour relations that pgave the interests of

the individual worker priority over the defence of collective rights,

56.~ Moreover, a conception of labour relations based on state interven-
tionism is still widespread. The fact that, under Franco, the state partly
replaced the non-existant democratic unions has given rise to inertia.
This is particularly clear in the mechanisms for hiring and dismissal
and in labour disputes. As a result it is difficuit for the unions to
gain acceptance as a substitute for the previous state interventionism,

particularly when their powers are so limited both legally and in practice.

57.— Another heritage of the type of labour relations established
ﬂuring.the Franco period is the narrow, corporativist spirit still surviving
among many workers, which consists of attempting to maintain and extend
the advantages accrued by one's own particular sector or company, regardless
of any overall policy dnspired by collective interests, This attitude

hinders the spread of a broader conception of unions based on solidarity (25).

~{25) An example is provided by the analysis of the tendency of Spaniars to re-
main with the same company for a long time. The situation in Spain is even mo-~
re marked than that of Japan is in this respect, :

JOB SENIORITY
B Australia U.8.4, Canada Spain U.K. Japan

Jeb seniority (in %) . ! 1981 1961 1983 (x) 1979 1977
TOTAL ) . 100 1000 100,0 00,0 00 o
Less than 6 month _ 15,1 “18.2 174 L :

Less then 1 year LY y 0,4 13 14N . RR
Between 1 year and less than 5 yvears JU% ns no 26 34 U4
.Between 5 "yeare and less than 10 yearsiZh 15,9 11,1 3.7 219 R N |
Between 10 years and less than 15 yeara gg- 9.6 21 Dy 152

Between 15 years and less then 20 years 42 53 54 170 6.6 2.5
20 years and more . 68 87 94 DB 120 LE
Average senfority _ . . B
Overall average : 6 6.7 70 9 e 1ny
Men - 7.0 73 83 345 2.6 14
Yomen _.4.?, . -5,3 49 k2t 64 - BB

(%) Based on a sample of large companies. Compiled by the Direccifn Gemeral de Poliricae Econb-
mica, Ministerio de Economin y Hacienda. Source: DECD, Perapectives dfemploi. September 1983.
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were secured in exchange for moderate pay settlements in certain acuerdos
marco), the unions failed to reinforce their position through this process
and can into no way claim at the present time to be the sole representatives
of the workers. No durable model of institutional participation has been
established. Instead there have been a series of agreements based on

a particular contingency and wholly reversible at the least provocation,

64.- The leaders of the PCE made grave mistakes in interpreting
the probable direction of the political transition in Spain. The resulting
widespread confusion and bewilderment among CCOO leaders partly explains

their loss of influence,

65.- The action of the socialist government since 1982 may have
caused a drop in union membership in general (and in membership of the
UGT in particular) since it has been unable to keep some of its electoral
promises on labour policy, controversial industrial restructuring processes
have been undertaken and flexibility has been introduced in the hiring
of workers, The attitude adopted by the UGT of critical support for the
government, may have affected its strength among workers, notably in
zones most hard hit by reconversion,

66.- In addition to this, the Spanish left is now undergoing a crisis
.in perspectives caused by the lack of a clear design for society to replace
outdated models. This may have helped to weaken union federations who
claim to be part of a wider left-wing social movement. The absence of
this type of ‘"historical perspective" in the form of unionism defended

by the larger federations may have contributed to their loss of strength.
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B,VI.~ Union practice

67.- The strategy of major unions (UGT and CCOO) over the past ten
years has aimed chefly at helping to fight inflation, to facilitate economic
recovery, to improve the lot of the unemployed and to reinforce democracy.
The practical application of this strategy has brought about dramatic
changes in their former line of action. '

a) Where wages are concerned, it has meant altering the ecriterion
for indexing annual increases to the cost of living: the principle
of "inherited inflation" (last year's rate) is replaced from
1978 onwards by that of anticipated inflation. Partly as a result
of this, unions have been willing to sign agreements that amount

to a loss in purchasing power, contrary to the policy followed
in earlier vears.

b) Where employment is concerned, the principle of unwa&éring defence
of job security has been abandoned and the introduction of temporary
contracts in labour legislation has been accepted. Though there
is still strong union opposition to inecreased flexibility over
mass layoffs, a move in this direction, albeit slow and faltering,

is not entirely to be ruled out,

¢) In contrast with the resistance -displayed - in previous years,
the unions have shown readiness (ofi paper moré than in praétice
and often through Jlack of strength) to negotiate"bn subjects
related toproductivity and absenteeism and have allowed the introduc-
tion of scales of productity in some sectors where they were

virtually unknown (the construction industry, for instance).

d) A still very small group (restricted for the time being to a
few members of the UGT 1leadership) has begun to contemplate the
idea of reforming the state welfare system (the Seguridad Social),
Large reductions in the existing scale of benefits are involved
and the door would be opened to supplementary coverage from the

private insurance and health sector.

These often sudden about-turns may have helped drive away certain

groups of workers {the higher paid categories, for example, in firms
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which could afford to offer increases above those laid down in the acuerdos
marco, or those most firmly attached to traditional principles of union
action). Workers are quite critical of the performance of.unions, as already
described (27), and the fact that they can see no alférnatives does not
make their attitude any more enthusiastic.

68.— What we have just said does not mean that Spanish workers today
are calling for more radical union strategies. Loss of support for CCOO
and, to an even greater extent, for eall more radical labour forces,
would seem to prove this. The evolution of CCOO strategy is also significant
in this respect: all-out opposition to the model proposed by the UGT
and the CEOE has been replaced by gradual acceptance. Today the issues
at stake are the speed with which measures are to be introduceed, trade-
offs that must be secured and the need for union control, rather than
fundamentals. The failure of some CCO0 attempts to mobilize workers against

the Estatuto de los Trabajadores and some acuerdos marco which were signed

without its support, are indices that warrant further investigation.

69.- One of the most serious - pepercussions of the trend towards
centralization in <¢ollective bargaining is perhaps the gradual fall in
the participation of workers at company level. Nepotiations within the
company have become less meaningful and union 1life at this level has
lost vitality. Increasingly prevalent is the idea that the most significant
part of the negotiation is conducted each year by professional experts
in Madrid, far awaj from the individual's place of work, Part of the
support for the ELA-STV and the INGA could stem from reaction to this

very marked centralization of collective bargaining.

70.~ The services offered by most unions are few and of variable
quality. If we accept the idea that workers have an increasingly "instrumen~

tal" conception of unions, this fact could partly explain the unimpressive
membership figures,

(27) See PEREZ DIAZ and EDIS team, op. cit.
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B.VII.- Emplohers' stratepies
/

71.— The attitude of Spanish employers towards the unions has been

one of

slow, rather grudging acceptance., Anti-union behaviour on the

part of employers may today be based on two ideas:

a)

b)

The overall ideological viewpoint of employers (particularly
small employers) im which participation plays a very minor
part in company affairs and unions are seen as trouble—mékers
who set the workers against the bosses, Spanish society's lack
of experience of 'democrgcy may ekplain the survival of these

attitudes to a large extent.

Technological considerations or reasons related to new forms
of organization of work way be used as pretexs for proposing
new strategies for labour relations based on "superseding"
collective representation and bargaining and "returning" to
an individual vrelationship between employer and workers. This
type of anti-union concept (which is present in some large
and medium-sized firms) may have a much greater effect on urnicns

than that described above,



