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ABSTRACT:

According to the Marxist theory. of'stéte-capitaliém,

the function of -trade unions is tfansfo:med by a process

.

.Qf_bufeaucratisatién.%rom rep&esentation of workers ﬁo
administraéiéﬁ ovef,the wérkers. We'attemptéd to trace
oné.éspect 6f'the process by content énélysis of Master
égreeﬁents dating f£rom the first contract of 1937 to the

latest of 1976 and drawn up by the UAW with a particulér
- . - . ' - ‘
Sautomotive corporation. The variables whereby bureaucrat-

te . ) d C o \ ’
isation was nleasured were the length oﬁ*gontracts, the g

number of steps in the grievanceé procedures, the power of
organizat%gnal units involvgd in the procedures, the duties

' > ". N : R . -
of chief stewards and the development of collaborative

. . .. o3 . .
clauses, including provisions for management rights, due

check-off, union sedurity and no-strikeés.

-

" Aamong our main findingsg we recordéd an increase in
the steps of the grievanéé procedure ﬁrom an_iﬁitial‘five
to a maxiﬁum of eight steps that then stablized “at six,. 
while the,power‘of'brganizational units involved in these
steps increased steadily over all the cont?acts.

A similar steady increase was noted for the duties

of the chief steward, which constrained his access to

.
-
-

workers and increased his accountability to the foreman

L}

) . .. N L s e .
for union activities. We found a sxm111ar~;ncrease and
expansion of collaborative clauses outlining the rights

and obligations of both parties.

: . iii ' '



We interpreted_our findinés to,reflect a,growing

bureaucratlsatlon of the union Wthh entalled for workers

.

and thelr chlef stewards a contlnuous loss of autonomy.

On the whole our data therefore tended to suoport the

Marxist conclusions_concerning the function-of't:ade unions

ih sthte capitalist’society.

iv
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INTRODUCTION

. -

.. Trade unions in the mass orqductmon 1ndustr1es have .
come a long wav.from the early days of the CIO (Commlttee -

for Industrlal Orcanlzatlon),ln the late thirties and early @
r.

'fortles. They have evolved from rledgllng groups seeklng

recognltlon in soc1etv to hage bureaucracies that are gen-

. erally recognlzed as legitimate 1nst1tutlons whose purpose
is to reoresent workers in their deallngs with emplovers.-‘
Although a mlnorltv of works in North America are members
of unions,_trade unions are a 51gn1rlcant factor in almost

Ay

all emolover - emplovee relationships as well as labour

r

leglslatlon in both the U.S. and Canada. (. erght Mllls

has stated 1n 19

that unions are now recognized as

part of the.insfitutional machinery of Amerlcan spciety

(Mills, 1971 405: N _ )
. The organization of rworkers under indpstrial unions,

zn collective struggle. againstrtheir'emolovers, is described -
by several writers as a serilous threat leadlng to radlcal
soc1al change ln soc;etv (Brecher, Costello, 1976- 81 ‘
Aronowrtz, 1974: 227). -The early CIO organlzlng period of

the late thirties is, descrlbed by C. L. R. James as a- threat *
to the employers' control of productlon (James, 1969: 40).

. Unlike tﬁe craft unidns which had long predominated
"the labour scene,'and which-retresented the interests of

highly skilled tradesmerr, the CIO was striving "for £fund-

amental changes in the industrial relations system (Galenson,

-

A4



1960 XVII).

Some persoectlves on, trade unions' view them as

-t evolvrnq lnto olav1ng not onlv a. more llmlted role, but
s

.

E also a qualltatlvelv dlfferent role in their deallngs with .
both employers and workers. Bv and large they were no
longer seen as a threat to the hlerarchv of. oroductlon in -

.

our socretv. Trade.unions have been viewed as performing

-

- Lo

the chler role of guaranteelng a stable work force (Brecher,
| . Costello, 1936: 82; William Serrin, 1974: 156 Aronowtiz,
. -1974: 218} . In.retUrn, unions,receiVe-certaih concessions
from the'employer in.the’area of monetary and job security

- v

(chke, l97l. 270). .
The.early drganizing-days of the CIO have been seen

as a time when workers dealt with issues on the shop floor

by the use of direct action. Along with tﬁe'growth,end |

. changing‘role of trade unions, forms of direct action such
as wildcats and sit-downs have been replaced‘by-etrﬁctural
" charmels of dealing with conf llct.. This was brought about
by an institutionalization of conflict which created the
structural potential for a. loss of worker control over their
.unions. Trade'uqions, tbroogh.struggle, achieved_recoéhition

. as legitimate institutions to give a voice to worker grievances,

+thereby it was hoped <defusing the situation by creeting

utionalized channels for working class discontent
(Faber, 1976: 39). The trade union was described .as being
like management, being "managers of discontent” (Mills,

1971: 9). : ) o ¢



union contracts that- might result in a Shlft of power away

-

from the workers on the shop | floor to the union. This has
been described as ‘the process of bureaucratlsation in the-
.trade union. : s . . : '

We were concerhed with® the transformation in the role

of the trade Unlon -.as reflected in the utnion contract IEC\\

self. A content analvs;s was done of the Master Agreements
» o

between the unlon and company in order to trace the possxble

.growth of bureaucracv that might 1mplv the separation of

. the union from it's rank and file membership.

- .
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T THEORY AND REVIEW OF THE LITERATURE

The theory for this thes;s is based on.a: Marxlst
Iperspectlve that attempts to explaln the development
- and eventuaiztransformatlon o trade. unions. rAs the
‘theory .of state dapitalism, ix postuyates a;general; ' ,.k{¢‘
tendency in allfcagitalist-societies te"develot economies
_‘primari;y centrolled'aad regtlated b&ﬂthe state. Tts

\‘

major tenets have beén expressed én the writings of
Cs L. R,.James (1969) and (1971); Rava Dunayevskayat(l973);
3Jﬁdith Alien;_Martin Glaberman and George P. Rawick (1977);.
Robert Eugene Wicke (1971) ; and Sevmeur Faber (1976).

Thls theory sees trade unlons as having. developed out
of the neees of the workers as a-ferm of collective struggle
against the authoritarian structure of the Qorkplace, and
then becomiqg an-;nstrument in opposition to the worker. In
James' words, "By a ;emorSeless'logic . ... representatioa
‘ ef'the proletariat £32ns into its opposite, administration
over the proletariat" (James, 1969: 94). From their
.perspective, trade unions, which initially expressed the
workers' needs andéd experiences, are seen as becoming paFt
of the state apparatus, in its function as controller over T
the werkforce.- '

The period of transit?on from monopoly tQ sState _‘\g_
capitalism is viewed as taking place.approximately during
Worlq War I (Glaberman and'Rawick,01977: 196; %llen: 21). At

this" stage of capitalism, societies began to face the crisis

*

o —4-
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of'sociai'contiol.pver the working cIass and of the

. -
-

lncreaSLng demand for surplus capital. Beginning in the

oerlod of WWI and acceleratlng in the depre551on of the agv

' } -
'1930's‘was the shift from mon?@oly to state capltallsm.

-

N o . LA W L
According to this view, the total economy of state

capitalist society, especially ‘after the great depression

of the“l930's, meant‘a drifting away érqm"a laisséz-faire
type of capltallsm to one involving greater planning and
control by the state. ‘Lenin in 1918 spoke of Germany as a
state capitalist society in the last stage oftcap;talism,
destribing it_as fqllows:'“:It is inconceivable without
?ianned state organisat%gggiwhich keeps ten of millions of
Qeople to the strictest‘ebservaﬁce of a unified standard -

in production and distribution" (Lenin, 1970: 694).

Engels also spoke of the development towards a stage

_of capitalism based on state planning and control, "In

the trusts, freedom of competition changes into its very

Dpﬁosite - into monopoly; and the production without any
- :
f ”
definite plan of capitalistic societﬁ capitulates to the

production upon Saefinite plan of invading-sqcialistic

society . . . 1In any case, with trusts or without, the

official representative of capitalist society — the state -

~will ultimately have to undertake the direction of °

production” (Engels, 1969: 329).

This increased planning, it is argued, took place not

enly over the economy of society as administration over the



mé#ket but_aléd within the, industries themsel&es; This
limpiied the fufther .fationaiisatién of brddﬁction; the
ﬁgctorﬁ laid-ou; fér-the éontinuoué flow of production,
aavaﬁced_gléﬁning for prodﬁction, o?efation_and control
‘(Jameg, l§69:.39).' Aléhgsidg thig incréaséd control tﬂere
'occurrgd thé profeséionalization of méhagement and the .

increasing use of scientific hanégement of Tavlorism.
Montgomery described what he calls the essence of
scientific-manégement as taking control over how the job

mWas dohe:away from the worker and pptting it in the hands
;f management. Accordiné to'himt its driginator, Taylor,
defined this method as “ﬁhe éeliberate gathering in on
the pért of these on managements' side of all the great
mass of traditional knowledge, wﬁich i the past has been
in the hands of the workman, and in ihe physical skill
and knack of the workman, which he [has aﬁquiged through
vears of experience" [Montgomery :8).

fhis has been seen as the separation of the mental
frbm the physical aspects of work. AlLl planning was to‘be .
done from above the workers, in-the hands df management;
There a}sb occurred w;th this ﬁhe increase of discipline
ané control over the worker.. Bccording to Stone, increased
plann;;g and rationalisatién of the procéss of production
has meant a‘greaFer control in reéponse,td/fhe need for a

stable workforce. "Like the creation of job hierarchies,”

she has written, "this transfer of skill was not a fesponse
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to the necessmtles ‘of productlon, but was, rather, a s

™

strategv to rob the workers of thelr power (Stone,

1975: 153) . PO
The equlvalent of Taylorism, especially in the mass
production industries, has been descrlbed by Emma Roths--

chlld in her book Paradlse Lost as Fordlsm. Sﬁe states,

"The new technologv was based on machlnerv, and on the
'rational' reorganlzatlon of work to flt the rhythm of the
new machlnerv N all possible skills were transferred
from human workers Lo machlnes, from oeoole to automatic

...____‘

tools and to the moving assembly line." The workers' joos
were 'reduced to their smallest, fastest, least wasteful
components, dividing and subdividing operations,” (ﬁoths-
child, l§73: 34)}. TFordism as a charaoteristic of planning
and rationalisation of work in state-capitalist societf has
meant the 'rational‘Ireorganization-of work, the transfer
of skills and the sobdivision'of deskilling of‘jobs.

These changes have implied an increasing regimentation
of work and discipline over the workforce. With the impera-
tives in industry of cutting costs evervwhere, this process
has contlnued. The clcéer tepe of corporate leadership, as
exemplified by the robber barons, was being replaced by the
experts who were more interested in lower production costs

and uninterrupted production with its dependence on science

and the rationalisation of production.
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In evolﬁing‘away from laissez-faire.type capitalism,

state capitaliéﬁ required greater control and planning -
for_;he‘fut:§e.. InveStments'inAplants and maéhinery were .
too large toitake_ﬁigh risksg According to Aronowitz )
(Ardnowitz} 19{45 228) one importan£ factor in this planning:
was‘thé need to have a stable laboﬁ; fofcer to maké labourA‘

a known fa&tor iQ‘the cost of produétion; In turn, the nature
of labour discigline is seen as changing from one of power
agd’symbolic man;pulation to: the devélopment of rationalistic

swontrols as a part'of the work struéﬁure (Fabef, 1976:. 40) .-

("

Wicke has described two primary structural changes
occurring in.state capitalist society. The nature of control .
over the market has changed to increased rationalisation of

the economic system rather than, "control by unpredictable

-

pure economic power." Secﬁndly, there has Eéen the develop-
ment of rationalistic controls over the labour force as a |
sﬁable factor within the structure of enterprise, meaning
the integration and transformation of trade unions. The
result, accoraing to Wiéke, has been the centralization of
the unions and their participation as an agency of labour
dlsc1pllne along with management (Wicke, 1971: 14, 16, 17).
Our studyv is concerned w1th the second structural evolution
described by Wicke.

The latter structural évolution which is the concern

of this study has been‘descrlbed in the following manner

by Faber. 1In earller perlods of capitalism, prior to WWII,
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the-etate often used coercion over the workforceﬁin oréer“
to maintain stable productlon,‘uSLng the amy, pollce and
‘,the courts to 1nt1mldate and coerce the- workers (Faber,
1976.‘39). However, since overt coerc1on often led to
) Uopen rebellion, there would have to be other means of

4

‘ malntalnlng a stable labour force, one of which became the
recognltlon of the union movement, In legallv recognlzlng‘

| the relations between management and the union, the state
hoped to defuse tbe potentlallv explosrve worklng class
g;scontent by the institutionalizatian .of conflict. '

‘The New Deal era of the thirties and WWII impléﬁéfTEﬁi.
only the recoénition of trade unions, but a}ao the passing ¥
of nuch labour legis%ation that meant further involvement’
by the state‘into the relation, between the emplover and
emplovees. The Depression of the thirties has been seen as
-2 time. of high mllltancv on the part of labour. The

failure of maintaining labour discipline. was becoming.

apparent. The Henderson Report of the Roosevelt govern-

ment stated, "unless something is done soon, they (the
workers) intend to take thincs into their own hands"
(Wildcat, 1974: 21). |
| By the 1930's, the leaders of the corporations were
//" to see unions and collective bargaining, which is at the
heart of. trade unionism, as performinc a role of disciplining
the labour force. As stated earlier, state capitaliém.was

seen as reguiring a stable labour force. Unions would no
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longer be seen as a threat to the employers' control . e

over lndustry.

_ In the U.S. and later in Canada, the eventual resozﬂf‘ )
of the workers was the formatlon of the CIO. X descrlptlon'
of union development in thg late thlrtles and early forties
has been proqided‘by C..L.YR. James (1969); ‘Martin Glaberman

“(1973); Jeremy Brecher .(1974); Aronowitzgfl§74); Edward ‘
Levinson '(1956) ; Sidney‘Fine }1969);'$bella (1975); and

1Galenson (1960).

This pericd marked the closing vears of a*long conflict

P |

between the craft unions of the American Federation of Labor -
and the slow rise of 1ndustr1al unlonrsm, based on an T
1ndustry wide tasls regardless of sklll The appearance
of industrial unions, as such, took place around the turn
) of the centuryv (Morris, 1974:2; Babcock, 1974: 76). The
‘period of 1890-1910 in the steel industry and events like
the Homestead strike of 1892 marked‘the emeroence of mass
production methods which were to inveolve the'incfeasiog ’
deskilling of work and in this context, the eventual
replacement of many craftsmeﬁ by machinery.

A motion had been put forward o the AFL convention
of 1901 reflecting the technologlcal change that had wreaked
havoc with the traditional llnes of jurisdiction between
the crafts. The solution to this process was seen-in the
replacemeat of the craft system with an inductrial.type
of organization. The AFL responded to the motion with the’

L
Scranton decisioen.
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The Scranton dec1510n reafflrmed the AFL S fundamental'

‘prrncrple of organizing along "trade ‘liries" as. closely as ’j-

changes ln the methods of production made practlcable.
fThls pr1nc1ole remalned bas:cally unchanged:desplte attempts'"
to adapt their unions: ts technologlcal changes and absorb

unskllled and.- seml—skllled workers (Morrls, l974:£3; 17) i " ——

.
By the late twentles and the* ‘thirties workers in the o/ R
metal and auto industries would often reject craft unions -
-4Abella, 1975: 93-94), and by71934 the'nnions in tke auto
industry Qere'thoroughly industrial in character (Levinson, —
1956: 255) The AFL could not keep up wit € union
organ121ng drives in mass productron lndustrles llke the
latter and'many unlons therefore left the AFL to sign up
witn tne C;O,'which_stood for industrial-unionisﬁ.

Most jobs in the auto industrv by the late twenties
and the thlrtles took only a short perlod of time to learn.
Accordlng to Galenson's sources for ehample, 26 9 per cent
"of all oeaupatlons in the industry requlred no experience,
nhile'on;y 9.8 per cent reguired more than one vear of
training or experience (Galenson, 1960: 129). Along with
this technological change management increased 'its control
over the work force doing away with the demarcation between
the crafts. The AFL, which was based on craft lines had
bedome no longer a suitable form of workers' organization

in this setting.

T"he AFL craft unions existed_to protect and maintain



[

L4

rd
P

-12- . ;‘ h s
- " - } ) .
the status 0051t10n of the skllled craftsmen in industry,
who had conSLderable autonomv of decxslon maklng in thelr

ja

lmmedlate work 51tuatlon .The 1ndustr1aL qnlons taklng

- \

form under the CIO 1n the late’thlrtles, however, would

7
present a greater challenge to tHe labour—management

relatlonshln in mass. production. .
| The ﬁormatlon of the’ CIO industrial unions, based on

workers‘ organlzatlon-ln thelr beginning, gimed at democra-
tizing the work nlace. The freguent workercdlsturbances
like wildcats-and sit-doﬁnsh have been internreted as .
attempts to gain a say ln;how oroductlon was to be organized.
The CIO was satisfied with “democrat121ng" on authoritarian
structure up to a p01nt and no further, with lnstltutlonal-
izing the workers' rlght to veto management dec;s;ons instead
of taking control of the dEClSlOn making process, |

Aecording to writers like James and Glaberman, many

workers in mass production industries like auto and steel

manufacturing, opposed management's tendencvy to increase

the rationalisation and control of production on the shop

floor. They examined what they werxe told to do, met directly
as a group with the foreman, and then decided among them-
selves whether it was satisfactory to them or not, thereby
as these Qriters have argued (James, 19§9: 40; Glaberman,
1973: 11), threatening the emplovers' right to organize
and control.prJEuction‘(Glaberman, 1973: 19).

The battle over such issues like the amount of pro-

duction and speed of machinery were seen as being determined



©n the shop floor where the workers were direct}y involved.”
L The workers, organizing in the Qio; waﬂted-to

estqblisb_their control Oover production ang
‘ g . to remove from the’ Corporation the right to .

was it. Their answeér to company discipline
was the wildcat strike. It was a common

until the “grievance Was settled - and most
0f them were settled in the worker's favour
without the reg tape of a'bargaining pro-
: cedure, appeals and.umpires.(Glaberman, g -
- 1973: 11y, '
From a Marxist pPerspective trade unions therefore grew
out of a revolutionary tradition whose aim wWas to democratize
’ .- . 0 a 3 v - i
an authoritarjian work environment. Hlstorlcally, however,
the trade unions Proved unable to carry through to a con-
clusion the workersf takeover of management of industry.
The inevitable counterpart was seen as the development of
a labour bureaucracy. ‘James has written, "The history of
Production since 1s the Corruption of the bureaucracy and
its transformation into an instrument of capitalist pro-

duction, the restoration to the bourgeoisie of what it had

lost in 1936, the right to control production standards"

However, not all writers have viewed this period as

taking a ‘revolutionary" direction in the 1930's, White,

: N
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for example, ‘has argued that the extent of rank and flle

partlc;patlon in those years has been ewaggerated and "that

the sit-downs were seen. by workers as’ a search for llmlted

.-

objectives; such as recognltloq_for union and collectlve
. bargaining, rather than any fundamental altering af thal
system (White, 1977: 511-6'12). | :
| valid as such CrlththS ﬁerhaps mlght be, it is be-
_vond the scope of this the515 to assess the hlatorlcal |

accuracy and analytic adeguacy of the material useé by

the Marxist perspective taken here. )

~ As well, there axista other majot theories of the
industrialization précess itself that conflict with the
Marxist'interpretation of events; unlike the latter, tﬁey'
hold fbr example, that bothkj?p interaal chatactéristics
of mass production and'vatidus contextual factors. in the -
setting of‘its development cannot be -reduced to the economic
ielatiqns between labour and.capital: Givea the comple;ity
of the theoretical issues, any affort to resolve them was
alsa considered bevond the scope of this thesis, which
therefore is limited to the testing of hypotheses derifed
from the Marxist perspective alone.

From that perspective the process of transformation

of trade unions over the years has béen conceptualized,
in part, as the process of bureaucratisation, which has

been defined as the growth of a group of functionaries in

a hierarchy which seeks to maintain its power over the



the membership of a organizetiogy, in our case, the' rank
‘and file of the union.
thls development is seen as a necess;tv in a system where

one‘group or class governs .-another (Mouzelis, 1973: 9,

Avineri,

union hlerarchv 15 an expression of the lelSlon between

capltal
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19725'49}-Weber,;l969: 38) , wherein the labour -

and labour, having become a component of the state

_apparatus controlling the latter.

Ore of the classic -statements has been made by Lenin,

in State and Revolution,

‘-

capitalist society, : - )

.capitalism, democracy is narrowed, crushed, -

Marx himself has spoken of the place of this hieraxchy

We cannot do without officials under capital-

ism, under the rule of the bourgeoisie. The
or‘Ietarlat 1s oppressed, the labouring
masses are enslaved by capitalism. Under

curtailed, mutilated by all the conditions
of wage-slavery, the poverty and misery of
the masses. This i5 the reason, and the
only reason, why the officials of our pol-
itical parties and trade unicons become
corrupt - or, more precisely, tend to be-
come corrupt - under capitalist condltlons,
why they show .a tendency to turn ‘into bur-
eaucrats, i.e., privileged persons detached
from the masses, and standing above the
masses.

That is the essence of bureaucracy, and

until the capitalists have been expropriated

and the bourgéoisie overthrown even prolet-
arian officials will inevitably be to some
extent "bureaucratised" (italics Lenin's),
(Lenin, 1971: 96, 97). '

-,

of functionaries in capitalist society.

Upon the basis of capitalist production,
the social character of their production
impresses itself upon the mass of direct

In contemoorarv canltallst socxety,

r

who has stated of bureaucracy in

Y
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producers as a strigtly regulated

. authority and as a-social mechanism
,of the labour process graduated into

a complete hierarchy}-_This‘authority

is vested in its bearers only as a _
.-personification of the reguirements : :
of labour standing above the labourer. '

‘The task of regulating }abour is perforﬁed,
' within the conditions of pro-
duction thémselves by special agents
in opposition to the direct producers”
. (Marx, Capital, vol. III, as. quoted
in James, .+ 37, 38). f
Later writé&shave argued for the validitv of this .
_ N ; .
conception by pointing out that because trade unions did' -

not ca}ry through the workers' threat .to-the emplpyers“
contr&l of production, that their hisgory haé béen one

of the traﬁsformation into a bufeauéracy, a hierarch& of
functionaries acting as administration over the workers:
(Glabexrman and Rawick, 1977: 207; James 196_9:-40). our
study has téempted to trace the process of bureaucratisé—
tion of a partigular_trade'union in its relationship with
a Corporation.

Glaberman and Rawick, in their paper "The American
Economy" , have argued that the 5asic transformation in
the role of the trade union'occurs in the ébntract itself.
Union contracts have:been described as "compromises" in
that they are trade-offs of exchange between the union

and company in the process of collective bargaining. The

union, in return for forms of union security and the dues
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chetk—dff has given’ to management prerogatives_overtthe

-control of production and other “companv securlty clauses

which. are guarantees of labour peace in the oroductlon

“process (Faber, 1976:-40). .

We selected several key provisions in the

-

ntkaée

in our discussien of this exchange'between union and-com-
pany, and also viewea them in_terhs of the'worker_and-his
relatien to the,unien bufeaueracy of the"trade union. ' The
major ypothesis iﬁ our study wae therefore as follows™
.'Theﬁie ger the time span of the relationship between the
uriion and Corporation; as defined by the contract, the
gneater the bureaucratlsatlon cf the trade unlon. !

The most obvious of these aspects is the length of
Master Agreements over the yearsf which may serve as an
indicator of the increasing length and compleﬁity of the
itrade union contracts. The Master Agreements are dtawn

“up in collective bargaining between union and_gcompany and
K 2 -
q .

are conceptualized as reflecting the growth and complexity
of the union bureaucracy. vaothe51s : = thus statee- 5he'
more recent the Master Agreement the greater r//length it
becomes.

The Grievance Procedures have been seen as an expfest
sion of one of the roles of trade unions, namely the in-
stitutionaltzed means of handling workers discontent (Mills,

1971: 237), .and consequently the worker in the CIO organ-~

izing days, along with the steward, was seen as having the

=]
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power’  to deal imﬁediately with disputes>oh-the shop floor. -

The Grlevance Procedure however has taken away the opport-‘

.-.

unity for dlrect action by the worker and placed it in the

-hands of the union. . ' . .

The unlon off1c1al must defend the contract, maklng

”sure\there are no 1nfr;\taons, and must stop workers'

attempts to deal with such issues’ themselves by means llke
wildcatS'and sit~downs which are-outsxde the prescribed

Grlevance Procedure. ,

We looked at three factors Wthh may serve AS indicatore

in the possible bureaucratisation of the Grievance Procedure.

These were, the number of steps in the Grievance Procedure,

the power of union and company representatives involved in

" the steps and the time limits in which grievances have to

be answered by management. : : e

3
While in several theoretical approaches, status and

power have been tonsidered as independent of one another,

+

status in a Marxist perspective is considered as a function

of power.  No distinction between these concepts is there-

fore made in the conceptualisation of organizational units.

In respect to Grievance Procedures we +hus hypothesized

I
that: Over the vears covered by the Master Agreements
between the union and company, both the number of steps
and the power of organizational units in the Grievance

Procedure increases.

-~
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- The thlrd major area 1nvolves the posrtron of’ the
Chlef Steward who was the lowest member of the unien -
coming into closest_gontact with the worker and who
.aocording—to writers like‘Lester,_Marquart'and élaoerman}
has akso experrenced a loss of power with the development
of the unlon contract (Marauart, 1975. 139; Glabermaq,
1973: 11; Lester, 1966 25). |

We conceptuallzed the dutles of the Chief Steward,
as outllned in the c0ntract, as indicators of possmble
restrictions limiting his power to represent the worker:
Qur hvpothesrs on the Chlef Steward was as follows:. Over
the vears covered by the Master "Agreements the Chref Steward
experiences growing coastraints in. relation to the fore-
man in terms of his accountability to the latter and the
need to seek_perhission to approach workers in . performance
of his dutiee. |

. The contract has been described ae a comp?omise be-
tween company and union (Glaberman, 1973: 20; Faber, 1976:
40). THe contract has detailed not only the mutual rights
but also the obligations of management and union. The -
appearahce of key'clauses has further specified these rights
and.obligations in the contractual relationship and has
further crvstalized the relationship between union and
company. The existence of the following clauses arguably
have similarly helped to define the emerging role of the

trade union. These include the: no-strike and management
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- rights clauses‘and the union dues checkroff and union
security prOVlSlonS.: Our hvpotheSis in this area was
‘that- Over the yvears covered by the Master Agreements
an increaSing number of collaborative ‘clauses appear
" between management and union. |
The no-strike clause in the contract would fall under
a gain made by_management in he process of collective
bargaining; In the trade-off between union and manage-
ment, management has. received from the union the guarantee
~of freedom from strikes or any other interruptions of
production bv the workers. The no—strike clause can be
considered a form of "company securitv Managément has
also beéen given the right to discipline violators of tnis
clause. The union, in promising no ‘ihterruptions of the
work process, becomes an agent of discipliné by seeing
that the workers do not violate the contract. The manage-
ment rights clauses, ©On the other hand, specify the nature
of managerial control over oroduction in terms which
1egallv preclude the recurrence of such threats to this
control as the workers' activities in early CIO days
represent to the writers Cited above.
The clauses on union securitv, which include the dues
check-off, were gains made bv the - union in exchange for
--management prerogatives and "companv securitv in the com-

promise process of collective bargaining. This security

may have provided stability for the union's existence but
- :
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can be seen as a means by ﬁhich the union could aveid -~
worker pressure. At the vefy least it can be argued that
~the contract creates structural.constfaints_on the actions

of workers that lead to a growing gap between the union
T e & .- - ) ‘ ) )

.

and its rank and file membérship.

The hypotheses in our study were as follows:

. ”~

Major Hypdthesis - The longer the time span of the relation-'

ship between the union and the Corporation, as defined by

L

the. contract, the greater the bureaucratisation of the trade

union.

Hypothesis "1 - The more recent the Master Agreement,
the greater. in length it becomes.

v

Hypothesis 2~ - Over. the vears covered by ‘the Master

Agreements between the union and companvy the number of steps
in the Grievance Procedure increases. \gﬁ/

Hypothesis 3 - Over the years covered by the Master

Agreements between the union and company the power of
organizational units in the Grievance Procedure increases.

Hypothesis 4 ‘= Over the years covered by the Master

Agreeﬁents, the Chief Steward experiences growing constraints
in relation to the foreman in terms of accountability and
seeking access to perform his duties.

Hypothesis 5 - - Over the vears covered by the Master

Agreements, an increasing number of collaborative clauses

appear between management and union.
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METHODOLOGY

The data for Ehls study were collected through the use,'
- of content‘analySLS. Content analysms has been defined as

a research technlque used to analyse\svstematlcallv soec1f1c
characterlstlcs of a given form of communication (TheodorSOn,
Theodorson, 1970: 75; Holstl, 1969: 14). Content analysms-
may be quantltatlve, for example, counting_the nunber of
steps in the Grlevance Procedure of a contract or addlng up
the number of duties specified for the Chief Steward. It
may also be qualitative content analysis as in looking for,
the presence or absence‘of'key c;auses.in contracts and com-
paring the language between contracts.’

The medinm chosen for our study was the Master Agree—
.ments between the United Automobile, Aerospace andé Agri—
cultural Implement Workers of America, hereafter referred
to as the UAW, and a oarticular Corporation. Master Agree—'
ments, like other forms of trade union contracts, were drawn .
up in the process of collective bargaining, which has been
defined as a process'of discussion and negotiation between
two parties, one or both of whom is a group of persons act-
ing in concert. The result of thie process 1s an under-
standing of the terms and conditions under which a continu-
ing service‘is to be performed. Collective barqaining and
trade unions are inseparable (Encyclopedia of the Social
cciences, 1937: 628; Seide, 1970: 50).

The Master Agreement 1is defined as a collective bar-

gaining agreement which serves as the pattern for major

-22-
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1terns and conditions for an ehtire company. Local tems
may be negotlated in addltlon to the terms set forth in

the Master Agreement (Roberts,.1977- 16). The pattern has‘
developed in whlch each local covered by the Agreement is
"sent copileg of\the Master Agreement Spe01al_prov1510ns
apolving to a particular local union of the Unw' ere usually
in the Appendix to that 1ocal s copy of the Master Agreement._

In some 1ndustr1es, a contract may be signed by an
industrial emplover or an assoc;atlon of emplovers, or an
entlre 1ndustrv in one or more sections of the contlnent.
The Master Agreements in the auto 1ndustrv‘are betwegh the
UAW Interrnational and the lnleldual companv Thls has been
known as an Agreement on a 51ngle company basis, the type

of agreement between the UAW and each of the auto companies.
(Myers, Laidler, 1956: 49, 50).

The final sample list of these Mastet'Agreemente was
drawn up after having oontacted several sources. We were
referred by Sclidaritv House, the central UAW headguarters,
to the Deétroit ?ublic Library as having a complete list of
Master Agreements. Our final. selection for the sample.was
derived from the resources available at the Detroit Public

Libréry and the Walter P. Reuther Librarv of Labor and

Urban Affairs at Wayne State Univeristy. The first part of

the 1937 contract was taken from the New York Times of that
year. 1 o

We were faced with the problem of the completeness of

our sample of Master Agreements between the UAW and the
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Corboration. Both the Public Libréry and the Labor Archives,

.

were at the mercy of those unions contxlbutlng material.
Documents would, at*tlmes,’ne given in lnc0mplete form or‘
out of order. | |

| The lssue of the completeness of our sample was also
ralsed when comparing the lengths of the Master Agreements.
Beglnnlng w;th the Seotember 1, 1955 Master Agreement,.the .

contracts were more than one booklet in length Other than
what was available from our three sources, we could not be
certain if we hacd all the booklets for each contract; ' This
would affect the comoarlson of the Master Agreements in terms
of thelr lengths ‘in the number of pages. Vevertheless, me
still arrived at a falrlv cons;stent presentatlon cf the
lengths of Agreements. .

The final sample is very probably not complete, but
" does contain the.mejority of Agreements.between the UAW and
the Corporation. It was considered especially important to
have a representative collection of those Master Agreentents
drawn up during the late thirties end early forties which
was considered the formative years\of the UAW. In view\of
the fact that the sample covers four contracts from that
period, we feel that our list is suffidient to cover this
topic..
In drawing up our sample Eist of Master Agreements, we

omitted a particular set of Agreements which we did not con-—

sider as Master Agreements.. These contracts covered a set
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of lécals Qf the UAW,“énd.had;their own formatAdiééinct'
frpm the.Master Ag;eemen;s in pur‘sample.‘ This was'seen
in two key areas'of these four contracts. The firSt'bne
was the duties of £he'Chie: Steward, which were outlined
in a brief general statement, "It shall.bé'thé duty of

the Assistant Steward to take up gﬁievances with-the
representatives of Management'on_that~shift"- In the
Master Agreements in oﬁr sample,»excepg-for ﬁhe‘very first.
contract of April, 1937 the duties of the Chief, Steward
wére horé detaiied and rénged from six to ten'duties,
depending on the contract. 1In the second area studiegd,

o~

the Grievance Pr&éedure of the four contracts remained the

same while vafious changes occurred in the Master Agree—‘

ments of our sample. Listed in the Appendix Item 1.

these four contracts_wereltherefore left out of the sample.
. The final list of Master Agreementé in our sample is_

included in the Appendix with the list of local unions

covered by each Agreement. The'first Agreement of April,

1937 covered locals 3, 7, 140. These same locals appeared

in all the remaining Agreements in our list (Appendix Item 2).

Our first and most direct variable was the 1ength, in
péges, of the .union contracts. We next turned to a section
of the contract which directly affected the worker on the
shop floor, namely the Grievance Procedure. Grievance
Procedurxe was defineé as the method and policy set-up to

settle grievances of the employee or group of employees.

According to Casselman a well planned Grievance Procedure
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providee the following: 'aechannel thfough.whicﬁ 5-wo:ker"_
may present his grievance,.a proceaure aseuring the system-
catic handang of every grlevaece, e ﬁethod wherebv the dis-
‘satlsfled emoloyee can relleve hls feelings and’ a means of
_assuring promptness in the handllnd of grlevances (Casselmaet
1949: 161, 162).

‘The proceSs of bureeucraﬁ}eation iﬁ the Grievanee
‘Procedure was measured ln two ways. ' -First we looked at the
number of steps in the Grievance Droceduﬁe Step has been
defined as a formal stage of interaction between one Or more
_representatlves of both the company ‘and the union to dlsnose
of a grlevance. If that grlevance is not settled to the sat-
isfaction of éﬁe union or the emplovee, the grievance may
Droceed to +he next step. '~ This higher step usually involves
different representatlwes hlgher up in the hlerarchzes of
both union and company.

Measuring the number ofdstepe‘in the Grievance'Procedure
was open to cuantlflcation without too mucﬁ difficulty. We
used our definition of a step consistently throughOut the
sample even though some Agreements two steps were described
in what they referred to as one step. An example of thls is
provided in the January 20, 1971 Agreement. The title Step
1 describes two sets of interaction in the handling of a
grievance. The first one is the Chief Steward and thelfpre—

man. If these two representatives from union and company
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do not dispose of the"grievanoe the Chief srehard_then
refers it to the Committeeman who takes ir up wifh the .,
Superiﬁﬁendent. _In thlS case, we still would measure_
this as two steps in the Grlevance Procedure.
| The highest steps of anv contract in our sample,
of a contract lnvolved the Appeal Board and the Imoartlal
Chalrman._ When the Appeal Board was unable to dlsoose of
a grievance, the Impartial Chairman would come in to mage
rhe_fiﬁal decision. For example, in the Appeal sectior'ofl
oae Master Agreeoent we read, "In the event that they‘(Appeal
Board) are unable to settle tﬁe matter, (grievance properly
referred to the Board) it shall be determined by decision |
of the Impartial Chairman and not by majorltv vote of ‘the
Board " (January 20, 1971: 29). Therefore, the Appeal Board
and Impartial.Chairman were seen as distinct steps through-
out our sample. .

The second measurement of bureaucracy in the Grievance
Procecdure is the forﬁal power of both the union and compani'
personnel" involved in the steps of the Grievance Procedure.
In some steps of the Grievance Procedure only a single
individual may'be involved, such as the foremap or.Plant
.Manager, but in others it is a gr%up euch as Piant Committee,
or Appeal Board. The contracts did not always specify how

many people composed these groups, nor would this have been

possible for such groups as the Plant Committee which varied
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in .size depending‘oq the organization &nd number of
'empleyees represepted at a-particelar Corgoration facility.
' We conceétualized these persons?groups-as e;ganizétioeal
units and measured them bv.weighte based on'theiriﬁbsitien
in the hierarchy of both union. and management.
of organlzatlonal units is therefore a measurement of the
power of unlon and company personnel that faces the worker
when lodging a grievance through the Grievance Procedure.
Our next task was to extract an index of_weights
assigned to each organizational unit. With thisﬁindex we
Wduld’be able to arrive at the power of those'involved in
the Gr;evance Procedure for each Agreement. Listed below

are all the organizational units involved in the Grievance

Procedure for all of the Master Agreements.

Organizational Units in Grievance Procedures

TABLE 1

The weight:

Union ’,’* Company .
Chief Steward Foreman
Plant Committeeman Superlntendent

Plant Committee

Higher Officer(s) of Local
President of Local
Regional Director
International Union

Labor Relations Supervisor
Plant Manager
Director of Labor Relations

vice President of Corporation

in Charge of‘Operations
Plant Management
Manager of Labor Relations

Vice ‘President of Corporation

in Charge of Labor Relations

2ppeal Board
Impartial Chairman




;. We’ then did a cross -check to f£ind which organlzae
'tional,unlts of the union and companv lnteract with each‘
other the’ most often. Those that 1nteract the most.w;th
each other were qlven the same WEldht. A formula.o x +
1 was used J.n glVlng welghts to organlzatlonal um.tl
For example, the foreman and Chief Steward always interact
with'each other- at the first level of all Grievanoe Pro-
cedores and thus were both given arvalue aof 1. The next
Enits, representing positions of greater power'were givet
a value of one more and so on. . The following table demon-

strates our -cross-checking of union and company personnel.
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Extracting value.of Organizational Units

TABLE 2

. Un?on  ‘-' .Valpé' | Management . '_‘. féiue'
Ehief‘Steward - I Foremaniin all ‘ | 1
Elant'Commiétegman 2  :‘ Superintendént 193§A; 1976 ?
Plant Qoﬁmit;ee : 3 "Labor Relatlons Supervlsor

in all
Plant Manager 1939 - 1945
Plant Management 1937 only

t Y

Higher Officer(s) | Plant Manager 1939 - 1976

- of local 4 Plant Mahagement 1937 only

: Vice President of Corpor—-
ation in Charge of

‘351

_ Labor Relations 13837 5

President of Local 4 Plant Manager 1955 = 1976 4

Regional Director j 4 4 Plant Manager 1958.— 1976 4
International Uniom 5 Manager of Labor Relations

1958 - 1976 5

Vice President of Corpora-
~. tion in Charge of

< . , ' Operations 193% = 1950,
Dec. 11l 5 .
Director of Labor Relatlons

) ’ 1939 - 1955 5

Appeal Board

Impartial Chairman
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We can see from the table that the representative.
of the unlon~nas notualways lnteracted with the same
representative of management; Our extractlng of werghts
weuldihave been simpler if the same people from unlen and
'Icompanv worked together in ali of the Agreements. Certain
~arbitrary decisions therefore had to be made. Those units
of union and - company which related most often w1th each
other were given the same welght - i.e. the same value
of'nower in the Grievance pProcedure machlnerv.

We have found, from the above table, that some
’oréanizatidna; units appear in only some of the Agreements,
for example; Plant Management and Vice president of the
Corporation in Charge of Labor Relaticdmns. Some units of
management were replaced in later Agreements by a new title,
for example, Director of Labor Relatlons being replaced.by
Manager of Labor Reiations;

From the .above table we have arriveé at the following
index of values for each of our organlzatlonal units.to
be used as a wekghting scheme in our sample, given in Table

——

3.
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. .. Index of Values

TABLE 3 "
. Organizational Unit - ' Value 2
Foreman ., 1l
Chief Steward 1.
. Superintendent 2
Plant Committeeman . 2
Plant Committee : 3
Labor Relations Supervisor R 3
Higher Officer(s) of local S 4
Plant Manager. a 7 4
Plant Management . 4
President of Local ) 4
~Regional Director of Union 4
International Union ‘ ‘ o .5
.Director of Labor Relations _ ' - 5
Manager of Labor Relations : -~ 5

Vice President of Corporation in
Charge of Labor Relations
Vice.President of Corporation in
" Charge of. Operations

Appeal Board
Impartial Chairman

V. 4

~l o

As an example of the application of our index of

weights we looked at the following contract of November

10, 1967 in order to ind the total weight of organiza-

tional units involvéd .in its Grievance Procedure.
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Weighi-of-Organizational Units

TABLE 4

Organizational Unit . Value

Foreman -

" Chief Steward

Plant Committeeman ‘
Superintendent : . ‘ - v
Plant Comnmittee

Labor Relations Supervisor
Higher Officer(s} of local
Plant Manager

‘Regional Director.

" President of local
International Union
Manager of Labor Relations
Appeal Board o
Impartial Chairman

| TRUUP S b s b W W NN

Total Weight

w
P~

-In the §oss@ble buréaucratisatiqn of ﬁhe Grievance =«
‘Procedure, we also decided to look at the time Ffactor
within which ?anagemént was required to respond to a
.grievance. Time limiﬁs specified in the céntracts would
ga&e acted as a possible means of speeding up the Grievance
Procedure thereby making it a more efficient means of hand-
ling Qorkers' grievanqes.

Thé‘next variable consists of the duties of thé Chief
Steward which aée clearly outlined in the first few pages
of all the Agreements. We wished to determine if ﬁhe
number of duties‘outlined for the Chief Steward had

increased over the vears. -

When looking at._.the érievance Procedure, we sought to

e
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_ determlne whether structural changes had occurred whlch

~

coﬁld be lnterpreted at least as potentlal loss of worker

power.' The Chlef Steward is the unlon representatlve )
mrng into closest contact with the worker. He is also

the flrst unlon official lnvolved when an emplovee ‘or

group of employees lodged a grlevance through the Grlevance.

Procedure (James, '1974:‘_2‘1; Marquart 1975: 139, 161).

In the possmble process of bureaucratlsatlon of ‘the t;ade

-unlon we wished to see 1f the Chief Steward as a low

level ynion representatlve.also experiences an ‘increasing

10ss of autonomv over tlme. _The duties weré lelded into

two analytic categaries of structural constraint. One of

these concerns is accountability,-in which he must Inform
the foreman;of activities he is performing, while the
second is the need to seek permission to approach workers
in performance.of hisrduties.

The final concern is the appearance of collaboratlve
clauses. We therefore looked for key prov1srons which
further specified the rights and obligations of both
company and union in the contractual relationship, lncluc—
ing no-strike cle;ses, management rights, dues check-off
and union securitf. '

With the no-strike clause and dues.check-off, we
found that they either did or did not exist in the Master

Agreements. There were no forerunners that might be said

to precede these provisions in the contracts. Management

3
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'fights'aﬁdﬁnion.eecurity were.given‘broad definitions
in our study.. This enabled us to.record eerly forms of
these . prov;s;ons as they appeared in the Master Agree—_
ments. These four: provzsxons will be dlscusged 1n the .

L. 4
following chapter of presentatlon of date.



.PRESENTATION OF DATA

The:comgarative length of our Master'Agreehents over

PR

.the Vvears 1937 - 1976 was seen as an indicator of the pro-

cees of bureancratisationiin‘the trade union. @hie was
also an indicator of the increasing eomplex;ty‘of the
union contracts. - |

We have compared thb length of contracts in terms of
the number of pages, w1th the results presented in Table 5
When adding up the number of pages for each Master Agree-
ment we 1ncluded such areas as sunpiemental agreements,
and letter? If there- was an Appendix for a particular
local union, lt was not included as it was not considered
a oart of the Master Agreement per se.

. Beginning wrth the September l, 1955 Agreement, the

© contracts were more than one book in length. For this

reason, we-have presented the titles of the books in these

Agreements. The different books in the Master Agreements,

beginning with.September.l, 1955, applied to distinct
sectors of the membership of the UAW. For example, Pro-
duction and Maintenance referred to the production and main-
tenance Qorkers in the'prants. Some other books 1in the
Master Agreements referring to¢separate sectors represented
by the UAW were: Office and Clerical, Engineering and Parts
Depots.

The Exhibits book contained specific areas of agreement

between the union and company. Two examples of these have

-36-
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been proviééd below of the Exhibits books for particular

Agreements..

September 1, 1955 Exhibits

a ' The Pension Plan’ .
B The Insurance Program
c Agreement Regarding

Supplemental Unemplow-
ment Benefit Plan

D ‘ Supplemental fnemployment
Benefit Pla

Jandary 20, 1971  Exhibits ,

. v ' A > The Befision Plan
: 8 -Th nsurance Program
C 1970 Agreement Regarding
- Supplemenital Unemploy-
. ment¥ Benefit Plan . ‘
D Supplemental Unemplovment
Benefit Plan
E Relocation Allowance

Plan
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. . rLenétﬂ of Ag#eémenté in Pages
TABLE 5
Coﬁtract Oﬁe' PrOdue-' of fice Engin— Exhi- { Parts - 'Totél

Book | tion & and eering | bits | Depots | Length

. Only {Main- Clerical :

' tenance|. -

1937 g [ 9
1939 31 31
1941 28 28
1945 '38 B 38
1946 37 ) 37
1947 40 40
1948 40 40
1950 86 86
May .
1950 88 88
Dec. -
1955 95 80. 78 130 77 460
1958 125 89 88 146 78 526
1961 186 130 127 | 210 117 770
1964 219 145 139 238 274* | 1015
1967 246 164 158 285 132 985
1971 188 139 140 340 126 933
1973 231 153 | 197 135 716
1976 244 156 157 | 262 147 966
*This contract contains two Parts Depots books of.139‘and

135 pages.
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There was a steedy'increase in the length of the

. -
’ kJ

“Master Agreements in our sample.‘ The‘possibility of missing -°
documents in the resources avallable would have accouﬁted

. for some Agreements being shorter in length than preceeding

ones. We have inferrred from this, from the obvious increase
in length"of contraet,the increesigg chplexity‘of the
Master Agreements.over the vears. | :

We next turned to the two variables dealing wmth the
pOSSlble bureaucratlsatlon of the Grlevance Procedure.

The variables were the number of steps in the procedure

and the weight of organlzatlonal units facing the emplovee
’

or group of employees when lodging a grievance through the

Grievance Procedure.

Ttem 3, in the Appendix, piovides the reader with an -
overview of the Grievance procedures in terms of the number_:
of.steps in the Procedure for-each Master.Agreement, the
oréanizational units of union and company that are involved
and those that interact with each ether.

several trends and characteristics can be observed
when looﬁing at Item 3. .The first Agreement of April, 1937
already contains a éetailed, five step Grievance Procedufe.
All of the remaining Agreements in our sample had a greater.
number of steps in their Grievance Procedure which ineluded
an Appeal Board. The Board appeared early in our sample in
the second Agreement of November 29, 1939. The Impartial
Chairman began to appear in the January 8, 1945 contract.-

These have remained as steps throughout the following
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‘Agreements. . . ‘ 51‘ N ' o .
The arrangement of representatlves from management
and unlon that 1nteract w1th each other undergoes little
change from one Agreement to the next. Eor'instanpe, the ~
‘foreman andVChief Steward have always interacted with each
other in the Grievance Proeedure. The committeeman in the.r
Anril 1937 Agreement is considered synonymous w1th the .
Chief Steward in the follewing Agreements. The Plant
Committee of the union 'and the Labor~Relatioﬁs Supe:visor'
of the company often had the sametarrangement of interaction.
The Grievance Procedure, at times, remains unchanged
for'more than one contract, such as November’29, 1939 to

June 2, 1941. From January 26, 1946 to December 11, 1950,

there is no change. From October 1, 1958 to the latest

Ser

‘contract, the Grievance Procedure also remains unchanged.
We sometimes foupd that 2 step which existed in the
Griefance Procedure of one Agreement was dropped 4in the
following Agreement. For example, in the January 8, 1945
Agreement the Plant Manager of the.company would meet with
the Plant Committee and then the higher officer(s) of the
local union. In the following contract of January 26, 1946,
the Plant Manager would meet only with the higher officer(s).
of the local union. TIn the.September 1, 1955 Agreement, to
give an example; we see that the International Union would

meet with the Director of Labor Relations of the company.

This step, which existed in several contracts up to September
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1, 1955, was dﬁopped in the next ¢ontract of October 1,
1958. ‘ | |
ng féund that no new steps were added td the Grievance
Procedure over the years unless it involved the introduction. -
'of ‘a’new organizational unit into the,Grig%ance>Procedure'
of an Agreemént. None of these additienal o:éanizaﬁional
units wefe dropped in the Agreements that followed in.our
saméle.  Some of these added units are the -Appeal Bpard
and the Impartial Chairman. .
On the othef,hand in 2 few of the Agreements thére
were organiéational units that were d:opped_such as Vice
President of +the Qorporation in Charge of Labor Rélétiqns
-aﬁd Vice President of t@e Corporation in Chatge'of Opera-
tions. .
As was stated in the Methodologyv chapter, ‘the title
for.some organizational units were.changed, to be replaced

LY

by a new label, for example; Director of Labor Relations

-

to Manag®r of Labor Relations.
Using our definition of a step in the Grievance Pro-
cedure, we arrived at the following table listing the number

of steps in the Grievance Procedure for each Agreement.
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&umber'offStegg ' .f-
| TABLE’6 -
‘Contract (N 17)',' Sﬁeps-in Grievénce'Proceduré

1937 . L s

1939 . L g

C 1941 : | 7
1945 8

_ 1946 . | | 7

1947° S 7
11948 : . LT

1950 - . f 7"
May |
1950 | s ‘ 7.,
Dec. ‘

‘ 1955 o | 7 )

1958 - 6
196l ' ' 6
1964 ) | 6
1967 6
1971 _ | 6
1973 , 6

1976 6 : |

¥

Except for the first Agreement of April, 1937 and
the fourth of Januarvy 7, 1945, the trend is towards a .
decrease in the number of steps in the Grievance Procedure

over the vears. This should not'Agad us to conclude, how-
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ever; that the eﬁéldyee neceséa?ily“facéd less bureaucracy
in the Grievaﬁce Procedure over the yéars,;as the data on
the second measure of bureaucrépy demonstrate.

This séconé measuremént'ié the weight of tﬂe organ-
'iéational.unitg involved in the Grievance Procedure. It
will be recalled that whgn‘épeaking-éf weight, ‘we mean a .
measurement of undifferentiated. status and pbwer; A |
C;ievanee Procedure with units of gréater status and power
gre_seeﬁ'as a sign of increased bureaucratisation in the
relation between coﬁpany and union officials. By implica-
tion the worker lodging é grievance through such a Griev-
ance Procedure is seen as haviné less iﬂfluence in its
outcome.

It is pOSS;ble for a coﬂtréct to have more steps in
its Grievance Procedure than some otheilcontract and stiil
have less weight in-the organizétional anits involved.

For example, the Januéry 8, 1945 Agreement ha§ eight steps
in its G:iévance Procedure, with a welght of Erganizational
units involved of 48. The Januéff 20, 1971 coﬁtract hés
six steps with a weigﬁt for its organizational units 6f_51.
' The following fable pfovides the weights of ofganiza—
tional units for the Grievance Procedure in ocur Ag;eementé.

- This waé done by using our index.of values for organizational

units.
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_ Comparing Weights af.G-Units ;. ) e
TABLE 7 | .
Contract L Weight Value of Units ih
' , , Grievance Procedure $\\\
> L _
1937 ‘ | oy
1938 < - . a
1941 - . | | "
1945 | - 45 ’
1946 5 15
1947 | | T g
1948 o ' : Y
1950 | . .. _ g
May : .
1950 o ‘ .- .8
Dec. :
1955 . | 47 .
1958 . I 51
1961 . . 51
1964 a ‘ 51
1967 ' | S,
1971 : T 51 -
1973 51

1976 : _ 51

Table 7 shows an overall pattern of increasing
welghts or organizational units composed of management’
- »
and union over the yvears. This means that the worker has

- £
faced over the vears an/iﬁgreasingly powerful set of
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-indivildual_s, union and gcompany, when lodging a grievance-
through the Grievance Procedure. | -

We have also looked at-the poSSlble presence of time
limits as a method of lncreaSLng the speed "and effLC1encv
of therGrlevance Procedure. These are time llmlts in.
which the representatlve of management must respond to a
grlevance presented to him. Ideally, if there were shorter
tlme llmlts throughout the steps of the Grievance Procedure,.
the worker's grievance would be se;tiff_fiiier and more
grievances would be resolved. . o o
| Fifteen of the seventeen Master Agreements in our '
sample were analyzed for the existence of such limits. In
the first two Agreements of April, 1937 and November 29,
1939, there were.ho time limits provided for maqaoement to
respond to a grievance. The majority of the contracts in’
our‘sample'however have sdch'limits. But there is no change
in their duration throughout the sample. Therefore,. they
cannot be considered axfaotor in a possible attempt to make
the Grievance Procédure more efficient.

Wherever these time limits appeared in the Grievance:
Procedure, there also appeared the following phrase:
"These time limits may be extended at any time by agree-
ment between the CorporatiOn and the Unron". This would
leave a‘%oophole that.could guickly invalidate the whole
purpose of time limits. f anything, this clause to extend
the time limits would lead towards increased bureaucratisa-

.

tion, with the worker facing a time consuming machinery ™
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“when lodgrng a grlevance.

We now turn to an, analySLS of bureaucratlsatlon on‘

»

the lowest level of the unaon hlerarchy. As stated in
the prevaous chapter, the dutles of the Chief Steward were
.

seen as falling under two categorles of c0ntrol bv ‘the

foreman: access and accountability i

The - flrst contract of Aprll, 1937 had its own format
in whlch we found only one duty described, that a ‘District
Committeewan shall alwayvs notify his foreman before leaving
his wor£ (April, L937:'ll):' This ;alls under the second
categorvhof'accountabilitv where the unibn official advises
the foreman about a task he performs. The District Committ-
eeman in this contract is consadered synonymous with the’
Chlef Steward in the remaining Agreements of the sample.

These Agreements list six-or more of the followrng
duties-of the Cblef Steward:_ - .

. l)‘ The-forewan'will grant permission to the Chief
Steward to leave his work for the purpose.of'presenting
grievance.

2) The.foreman will grant peérmission . . . to
investigate griewances before they can be properly
"presented. - , | |
3) The Chlef Steward shall adv1se the.foreman of

the number and nature of grievances he wishes permission

to investigate.
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,4) . The Chlef Steward shall advrse the foreman of

those grlevances he dlsposed of. "

LY

5) Thé Chlef Steward shall present the remalnlng ,

grlevances to the foreman.

. - . .
‘. -

6) The foreman will also grant permission to the

Chref Steward to communlcate bv phone on an unsettled

_grlevance with the Plant Shop Comm;ttee.

7) If the ChleffSteward goes lnto a department

=other,than the one in which he works to investigate

[

grievances he shall advise the foreman in that department

- of his presence and the number of grievances he wishes

" to investigate.

8) After investigating them the Chief Steward shall

advise the foreman orx the designated representative of

management of the number and nature- of the grievances that
he disposed of. :

9) The Chief Steward shall present the remaining

.grlevances to the foreman of that department.

10) If it is necessary for a Chief Stéward to speak
to an emplovee about a grievance he will make arrangements
with the emplovee's foreman to do so.

We arrlved at the followanc list of dutles outlined

in the Agreements for the Chief Steward.
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s " Number of Duties in ‘Contracts

:TABiE-Bl', BN . //. e Ll
‘Contracé {N 1fi : ’B ® Number of Duties oft -
- - C Cbief SFeward ’

1937 - - R 1
1939 T R
1941 . 6

1945 . - 6

1946 SN0 BEPI 10

1947, | S T
11948 : " 10

1950 . | 10

May _ -

1950 C 10

Dec. ) ' - . ’ .

1955 o o 10

1958 10

1961 f , 10

1964 . | 10

1967 | 10

1971 ' 10

1973 | o ) 10

1976 . : 10 .

As can be seen from Table 8, there soon developed a
regular pattérn of outlined duties for the Chief Steward

beginning with_ the January 26, 1946 Agreement and remaining

\ -~
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to the end of ouf example.' The overall'pattern-has-beeh a
steady increase in the duties of the Chief Steward rising
“'sharply each time.

We next analvzed the Agreements in respect to their
collaborative clauses.

The no-strike clause or_no-strike pledge was'defined
as a provision in the collective bargaining agreements in
which the union gives its promise that during the term of
the contract the emplovees will not engage in activities
that Wlll result-in a stoppage of work at the emplover s
plant. It is usuallv oaralleled with a no—lockout clause
by management (Roberts; 1967: 287). We found that this

clause was baSicallv straightforward and changed very little

throughout our sample.

-

The first Agreement of April, 1937 has already a
provision for ‘a no-strike policy which states

The Union will not cause or permit its

members to cause, nor will any member

of the Uni take part in any sit-down

or stay-in\strike or other stoppage of A
any of the’'plants of the Corporation

during 'the term of this Agreement

(The Néw York Times, April 7 1937: 4).

The second Agreement of Novembex 29, 1939 contains a more
complete no-strike clause. -

- The Union will not cause or permit its
members to cause, nor will any member
of the Union take part in, any sit-
down, stay-in orgblow-dcwn, in any
plant of the Corporation, or any cur-
tailment of work or restriction of
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production or interference with pro-
duction of the Corporation. The Union’
. will not.cause or permit.its members
_ ' ~ to cause nor will any member of the

", © Union take part in any strike or stop-

o .page of any of the Corporation's opera-
tions or picket any- of the. Corporation's
plants or premises until all the bar-
gaining procedure as outlined in this

. agreement has been exhausted, and in no
case until after the negotiations have-
continued for at least five 'davs and
not even then unless sanctioned by the -
International Union, Urited Automobile

"¢ - Workers of America. In case such a
strike shall occur, either before or
after all bargaining procedure has been
exhausted, this agreement shall term- ’
inate at once. The Corporation reserves -
the right to disciplire any employee
taking part in any violation of this
agreement. The mandgement will not:
cause or sanction a lock-out un+til all
the bargaining procedure as outlined
in this agreement has been ex austed,
and in no case until after the negotia- -
_tions have continued for at ZYeast five
‘days. (November, 29, 19039: 4, 5) -

-

The no-strike clause has been pafalleled with g no-
lockout clause by management. It has alss become apparent’
‘that the ;ocal union cahnot'go out on strike without the
approval of the International. The remaining Agféements
experienced liftle change .in their no-strike clauses. The
time periods for negotiations may have changed. For example,
when comparing the Agreement of May 4, 1950 with that of .
January 20, 1971, we found that the time périod for negot-
lations were lengthened but thét the clause itself has re-
mained‘basically unchanged. The no-strike ciause for the
May 4, 1950 Agreement haé been provided in the Aﬁpendixt

Ttem 4.

R
e
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- o “The management rlghts clause,‘also known as maaag

. erial prerogatlves, was deflned as those areas of the em-
“plover's operatidns'which are not subject to collective.
bargalnlng. These mlght lnclude matters of hiring, produc—
-tlon, schedullng, price flnlng, and the maintenance of order
and efficiency, as well as the process.of manufacturing and-
sales (Roberts, 1967: 238; Wicke, 1971: 270 271) Manage-
ment rlghts have usuallv been e\pressed in the followrng
form .as the rlght to hlre, promote, d;scharge or dlsc1pllne
Py for cause (Seide, 1970: 145) - .

l : ' A more complete e\ample of a management rlghts clause
has been provrded by Frank Marguart, descrlblng it as, "The ,
right to hire, promote, dlscharge,or discipline for cause,

~and to maintain discipline and efficiency of emplovees, is
the sole responsibility of the corporaticn except that union
members shall not be discriminated against as such. In
addition, the products to be manufactured; the methods,
processes, and means of manufacturing are solely the respon—
sibility of the corporation " (Marguart, 1975: 140). We used
a broad definition of management rights in our analysis of
the Agreements as opposed to.simply looking for a separate
’;r,_\_‘/paragraph which could be called a management rights clause.
L In the first co;tract of April, 1937, there is no sign
of any form of management rights described.- In.tne following

vears however various clauses outlining rights of management

begin to appear as documented in table 9.
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Management Prerogatives

’

v
Contract | No ?ro-_‘NbAstrike' Strengé Manége-‘ Cléusé.
" | visions | discip- thened : ment | with
' line no-strike | rights limita-
discip- - | clause tions
line .
1937 X
1939 : X
1541 : X
1945 X
1946 X b
1947 X X
1948 _ . X - X
1950 ) x x
May )
1950 ' x x
Dec.
1955 X X
1958 x X,
1961 x =
1964 X x
1867 X =
1971 x X
1973 X pla
1976 bid x
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~ In the second Agreement of Qovémber 29, 1939, a’
precedent. to the Magagement‘rights clause appears. It is_

embedded. in the no-strike-. clause and is a guarantege by the

union of nO'éctivit;es that would lead to work stoppaée, T

" stating ;hat "The Corporation reserves the right to discip?

. r"'—\..___\\ L -
line any employee taking part in any violation of this

section of this agreemén£ " (November 29, 1939: 4, S5). .

This falls under the heading of nq-strike aiscipliﬁe in

n

-

our chart.
' The next two Agreements of June 2, 194l'and January
g8, 1945 have the same format but in the January 26, 1946,

contract we come across the first example of what would

‘later be titled Management Rights. It reads, "The Union

recognizes that the Corporation has the exclﬁsive right to
manage its plants and direct ips affairs and working éorces "
(January.26, 1946: 4)}. 1In the no-strike clause of this -
Agreement, we see the same sentence rela;ing to management's
right to discipline in relation to this section, however
written in stronger terms, wiéh the addition of another
senténce, “The Corporation reserves the right to discipline
any employgé taking part in any violation of this section
of this agreément. The Union agrees that it will not oppose
the discharge or discipline of anyone who instigateé,

leads or induces another employee to take part in any un-

authorize&hétrike". This falls under the title of Strength-

ened no-strike discipline in our table.



-54= "

The fqllo&;ng £wo Agreements-of.April 26, 1947 and
May 28, ‘1948-read'the same as-the above contract but ‘in the -
. Mav 4, 1950 Agreement the extra sentence in the no-strike
prov1sxon was removed leav;ng the orlglnal statement, .
"The Corporatlon reserves the rlght to dlsc1pllne any em—
ployee takrng part 1n any violation of this section of thls
agreement.“' The next Agreement or‘December_ll, 1950 'is
1dent1cal | ’ ‘
The September 1, 1955 Agreement contains bas;callv
the  same management rlghts clause as the preVLous contnacts.
' This clause was here, for the first time, glven the title
Management Rights. .We find the statement relating to man-—
] agement‘and discrpllne in the no-strike clause unchanged
and now entitlea, Right to Discipline. The Agreement of »
October 1, 1958, November 2, 1961, September 22, 1964 and
November 10, 1967 read'the.same.i
A somewhat different phrasing is found .in the Agree-
ment of January 20, 1971 which reads: "The Corporation has
the exclusive right to manage its plants and offices and
‘direct its affairs and working forces, except as limited
by the terms of this Agreement and any Memorandums, Letter
Agreements Or Supplementary Agreements that by their terms
modify this Agreement " (January 20, 1971: 6). The state-
ment in the ng-strike provision has remained the same under

tHe title Right to Discipline. This new format of manage—

ment rights clause falls under the title Clause with limit~-
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_atlons in our table and 1s retalned in therAgreements of
'September 21, 1973 and November 5, 1876.

The dues check-off clause of‘e contract was defined
a§ a form of negotiateawéssietenCe'toﬁthe'uoion under which
the- emplover upen wrltten authorlzatlon from the emplovee
deducts wages of the emplovee, his lnltlatlon fee or dues
and ‘remits them dlrectly to the union (Fritz, Stringari,

1968: 198). The dues check-off is therefore a foxm of
. union security whereby an érrangement is solidified between

" the company and the union. Like-the no—strike clause it

proved to be wlthout antecedents, elther exlstlng in the -

-

Agreement or not.

-

The first clause in our 'sample appeared in the May 4,
1950 Agreement under the tltle Voluntary Check-0ff. It

“reads in part as follows:

N~
During .the life of this agreement and in’ .
accordance with the provisions of Section -
302(c) of the Labor-Management Relations
Act, 1947, andé with the terms of the form
of Authorizetion of Check-0ff of Dues
hereinafter set forth, and to the extent
permitted by the law of the applicable
jurlsdlctlon, the Corporation agrees to
deduct union membership dues levied in
accordance with the Constitution and By-
Laws of the Union, f£rom the pay of each
employee who executes or has executed the
following ‘'Authorization for Check-Off of
Dues' form: . . . (May 4, 1950: 75 -80).

This was followed by an "Authorization for Check-off
of Dues" form for the‘employee to sign, allowing the com-
pany to deduct dues from his paycheck for the union, as

well as initiation fees. There are also several paragraphs
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.glvang particulars’ of the dues check—off such as frequencv

and review of dlsputes over chedk—off The followrng’con-‘
tract of December ll,-l950 reads the same_as,May.4, 1950.
'l'The Deeember-ll, 1950 Agreement is the first contract

with a Union Securiéy‘clause. The:September 1, 1955 -Agree-

. ment ‘contains the Union Security clausefdetailing the union

shop arrangement as well as the "Notice to All Emplovees“

“1ncluded in the check—off clause whlch also descrlbes the

union shop arrangement. The October 1, 1958 Agreement con-

tains fhe dues check-off form with a clause detailing Union

tw

Security. Up until.this time, the Union Security and cﬁecﬁ!‘;

off were two separate clauses. In this contract, the check- .
off is in the Union Security section. The Union_ Security

clause thus -includes a union shop regquirement, the check-

of f section and a Notice to All Emplovees, which specifies:

that all emplovees must join the union. This format remaias
basically the same for the remalnlng Agreements in our unlon
except that with the contract of January 20, 1971, the Notlce
to All Employees was given a new title: Statement Concern-
ing Union Membership as a Condition of Continued Emplpyﬁent."
Union Security was defined in general terms as any ’
provision in the contract which helps to secﬁre the union's
existenge with the ﬁembership. Within limifations of space
and time Qe selected the following as indications of union
security in the contracts: .position security for union

officials in times of lavoffs, Leaves of Absence for union

¢
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work, the company agreement not to aid other groups whlch
would undermlne the existence of the unlon, check-off of

dues, and the union shop arrangement. - The followmng table

outlines the existence of union security provisions in the,

- Agreement of our sample.

Q
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Union Security Provisions

TABLE 10
Conﬁract_ Position ;Unioﬁ i ’Aiéiﬁg Check .ﬁnion
= ‘Security | Leaves | Other -0ff Shoep
‘ . " Groups -
1937 X . J- x L x X
193§ . x | ﬁ. X
1941 x x . %
1945 x | x| x
1946 - x LY x X
1947 ox x | x
1948 X . ¥ A X
1950 - _ X X [ .x X
May
1850 X x X X X
Dec. '
1955 - "X cx X X x
1958 X ‘ x : x“ x x
1861 X X x-. 1 0x x
1964 T ox x x x x
1967 x x x| x
1871 x X X Q
1973 ; X - X X
1976 % " x _" x x

We ‘have postulated that by the time of the Agreement, the
Aid to-Other Unions paragraph has become superfluous when
considering the history of relations between the Corpora-
tion and the UAW. -
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Terms:

Union Leaves:

Aiding Other Groups: -

Check—dff;

Union Shops:

‘Position Sefurity: - refers to provisions in the contracts’

which protected the union officials .

in times of la§offs.

refers to thé-ﬁaragraph in the Leave
of BAbsence clause which gave union
officials leaves of_absence from the.
job they/heid before they assumed

-

‘their present status.

‘refers to the paragraph falling in

the Recdgnition' clause in which the

Corporation has agreed not to aid

any other group which would under-

mine. the unions existence.

~refers to the'Volunta;y Check-off

whereby the employee has authorized
the Corporation to déduct union Aues
from his paycheck and give them @
the union. |

refers to the Unioﬁ Security clause
in the contract which stipulates-

that the emplovee must become a

member of the union.

In the first Agreement of April, 1937 we find a pro-

vision guaranteeing certain low level union officials. their
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positions as long as there are “sufiicieng members to repre—.

- .
-

Sent. The provision reads as follows: e

. . Notwithstanding their position on the
- . seniority list, District Committeemen
. and Assistant District Committeemen.
shall be continued at work as long as
‘2 substantial number of their respective -
_constituants still are at work, and
shall be recalleé to work as soon as a
substantial number of their respective
constituents have been recalled: to
- . work (April, 1937: 14).

‘:Péfagraph‘S of the April, 1937 Agreement provides for
. \ ‘

temporary leaves of absence for periods up to one yvear for

-

members of the Union whose work ‘takes them from their em-
ployment as workers (April, 1937:_ 14).
This Agreement also.includes a clause which makes the

union secure from employers, aon-union emplovees, and/or

- -

raids by competing unions (Roberts, 1967: 439). It states:

TRe Corporation Qill not aid, promote i

or finance any labor group or organiza-
tion which purports to engage 1in coll-
ecti¥e bargaining or make any agreement
with any such grou¥ or organization for
the purpoge of nindermining .the Urion °
(The New York Times, Aapril,. 1937: 4).

Provisions are included in the 1939 Agreement which

secure ‘the position of ‘executive members of the union as

N

well as low levél_officiai§-of the union in time of i;yoff.
Thése are given in the Aﬁpend;g, Item 5{

_i'-The same Agreemént.aiso-has a leave of ébseﬁce clause
for union'busineés, with périodé’not to exceed ore féar.

The same form was taken by the Agreements of June 2, 1941,.

" January 8, 1945, January -26, 1946 ,2pxil 26, 1947 and May

-

N
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. 28 1948 whlle the May 4 1950 Agreement contalns the )
above prov151ons as well as the flrst Voluntary Check off. -
As. mentmoned the Agreement of December 11, 1950 1ncludesj
the flrst Unlon Securlty clause whlch.outllnes the unlon
shop form of unlon securltv whereby the emplovee once hired
'by the company must jOln the unlo?\efter a specrfled perlod
of time. A few changes in the wordlng of the clause were
introduced in the September 1, 1955 Agreement. Thls format
remalned standard for the rest of our sample. Both~;ersions
are glven in the Appendrx, Item 6, ancd Item 7.
Beg}nning'with'the-Agreement of Noéemberklb,‘l967, the
clause in which the.}orporation will not aid other unions
has been dropped for the remainaer df the sampie. ‘The Leave
of Absence ciause in relation to union business was -extended
to périods not to exTeed £wWo yeers”beg;nning with the Ostober
1, 1958 Agreement. : |
The following table is composed of material from the
previous two tables in this chapter. This table orovides_
.us with the appearance of“follom}ng provisions in the Agree-
ments which were part of the .exchange relationship in the
contract between the union and'COmpeng. )
The noIstrike clause and the dues check-off .were defified
in direct terms} r.e._they‘were seen as having no precedent
-brior to their existence in the Agreements. Management’
rights and union security, on the other hand,'were defined

in generai/teﬁ\s enabling us to find early forms that would

foreshadow the exisbtence of these prov151ons in the Agreements.
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Thas table ll summarlzes tire appearance of ‘the collab-

‘ . . -

oratlve clauses.' We see that: the no-strlke clause had
' alreadv appeared w1th the first Agreement of Aprll 1937,
- and that an earlv formwofﬂmanagement-rlghts tlause has

1

appeared in the kgreement of 1939 giving management the

rlght to dlsc1pllne anysal ployee v;olat1n$ the no-strlke
-clauseT“\The Manacement Righ aue 21f was not seen
until the Agreement in the January 26, 1946 contract.

The union gttains a form of security quite early in
‘our.sample. Position secufit? for union officials in time
-of layoffs and leaves of abSence were found in the first

Agreement of April, 1937 and the company promise not to

aid other groups t would undermine the union's exist-

"ence. Thg dues eck-off appears in the May 4, 1950 Agree-

> . .
ment and the Bnion shop form of union security was attained

with the Agreement of December 11, 1950.



DISCUSSION L

o

"The objectlve of thls study was to test the extent
-"“tg wh:.ch the process of . bureaucratisation has occurred
in a partlcular trade union. In this chapter, we lock
dlscuss the data 1n order to find out to what

LY

extent our hvpotheses were supported

The major hypothesis in.this study stated that the
longer the time span of the relationship between the
union.ané the Corporation, the greater the process of -
bureaucretisation of the trade union.’ This process pas
measured by variables chosen from Master Agreements. The
variables themselves were given in the sub-hypotheses
which dealt with aspects of the contracts in the possible
_transformation of the trade union in the history of'its
relationship with the company ] .

Our first varlable, in the Master Agreement was the
length in pages of the contracts..over the vears covered

Y, ' by our sample. Table 12 presents the data in graph form.

__—__)'- .
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As the table shows there is an. overall increase ln_L
the length. The dlp in. length of some contracts after
September l,‘1955 mlght_be»accounted for by the ebsence
rron_our resources'of‘eome books that go to nake up a
Master Agreenent.‘ The Agreement of September 21 "1973,

for instance, lacked’ the book coverlng the Offlce and

Clerical sector of the UAW. _Thrs.book alone was 139 peges

in length in-the previous'contract of January 20, 1971.
Since length of contrécte was ueed as a straight-

forward indicator of the increasing bureaucracy of the

~ trade union, our first hypotheeis has been supported.

The perspective used in our studf views the lengthier

‘contract as representing not only gains made for the worker

but also that Ghich-binds the worker. "A contract_Is.a

compromise. That establishes that, no matter what.union R

gains are recordeo, the rights of the company to manage

production are also recorded"‘(Glaberman, 1973: 20}. The

first contracts were shorter in length, less coﬁplex, and

therefore contained less to bind the worker on the shop

floor. "It wasn't that the contract was any good.. It

waS'that there wasn't enough in it to prevent the workers

from doing pretty much as they pleasedf (C®abexman, 1973:

11). As will become clearer when disoussing their other

aspects this is also the case with the contrf¥ts in our !

sample, in which the lengthy contract served as an .indirect

measurement of the addition of rules that faced the worker.

rd
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For ekamoie, the t;o Aéreemen;s'of'horil, l§37:ané _
January 20, 1971 were oompared for their use of ‘legalese'
language as an 1nd1cator of c0mplex1ty. Both“oontracta
used basically the same style of 'legalese' language, a
language that might'profe difficult. for the worker to
comprehend ‘

The first Agreement of Aprll, 1937 included an intro-
duction not seen 1u the other contracts of our sample,
written-by Richard T.‘Frankensteen, a member of the executive
board of the UAW, and addressed to the workers.h His own
.words-have described the purpOSe of .this section that, "The
agreement is printed in full in the back of this booklet,
but to simplify mattexs I write it in terms which everyone
can understand"'(April, 1937;“3). He' then proceede to .
discuss areas of the contract such as the Grievance
Procedure, lay-offs and seniority.

The use of technical language has. therefore begun
earlv in the contracts in the relatronshlp between the.

UAW and the Corporatlon, from this we can lnfer the earlv
professionalization'of the trade union leader and his
increasing separation from the aﬁerage worker.

When we place the April 14, 1937 contract of our
‘sample in a historical context we are better able to see
how there soon appeared a certaih degree of compiexity
in tHis Agreement and an al developing union

bureaucracy.
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The UAW had already srgned 1ts flrst Agreement with
General Motors on February . ll 1937 (Prels, 1974-.61).

Some characterrstl S of the UAW S actlons prlor to its
;settlement w1th ou Corporatlon and ltS eventual v;ctorv
with General Motors givelus insight into the early procegg
of bureaucratisation in that union.l |

When‘confronting‘GM the UAW had its own Iew&ers in
court battles over injunctions and in ‘drawing up the first
Agreement covering a sikaonth period éLevinSOn,.l956: 160).
This use“of professionals would help to account for the
early presence of technical language in .contracts.

| Throughout the union's struggle w1th GM, they recelved
the backing of the CIO and its leader, John L. Lewis. The
CIO and prior to that, the AFL both wege connected with

the UAW. The CIO had risen out of the American Federatlon
of Labor; the AFL belng founded in 1886 (Morris, 1974- 5)
and already exhibiting a large bureaucracy by thé turn of
the century. The influence of both these organlzatlons
would present models ‘for an early development of bureaucracy’
within the UAW. .

While the UAW was still struggling for union recogni-
tion from GM they submitted a detailed elght o01nt memor=
andum to the Corporation on January 4. 1937 and requested
a'conference to discuss these demands listed below:

1. signing of & national agreement
5. abolition of piece work and fixing of day

rates of pay .
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3. -a 30 hour week, 6 hour day, time and a
ﬁalﬁ for oﬁértiﬁe -
4. .mikimum rate of pay
5. reinstéteméni of men disché:ged for
Qnion activities
6. _é senioiity system to govefn.employment ,
| ana re-employment after sléck periodé
_ 7. recognition of-the UAW as ihe sole
\5_,——;>\\“"T bargaining agency for all GM emplovees
| 8. féguiétion for épeed of belt line énd‘
other méchinéry_by union plant cémmittee
and‘the.management -
R (Levinsbn, 1956: 153)" .
A contract covering points iike the hours of work, -
rates of pav, seniority.system, lay off, re-hiring pro-

k /
cedures and speed of machinery could easily become techni- .

cal in wording and complex to the lay wo;ker. This eight
‘point program and the following two examples would be |
indications that the union .would already exhibit a degree
of bureauﬁracy and open the possibility of a further
buréagcratic growth to deal with such issues between
company and union. *\\

The company's initial reaction to the demands from
tiHe union point towards a difference beﬁween the UAW as
industrial union ané the AFL craft unions. According to

the company many of these points were not -subject for a

general conference. The CIO, unlike the craft unions,
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-posed a’ challenge to‘those areas management considered ae‘
A.the;r domain. - The UAW thus was seeklng to be a part-of the_ ‘
overall management of the 1ndustrv.

Onwpovember.}z, 1936 the UAW, after haV1ng left the AFL
in favor of industrial unionism a few months before, drew
up a similar eight point program-to serve as the'basis of .
organization covering such areas as speedup, seniority and
working hours (Galenson, 1960: 133-134): ‘ Y

A similar model ‘for the earlv bureaucratrsatlon of the
VAW was orovrded by the Oshawa Local 222's llSt of union
' demands when it sought recognltlon from GM in~ 1937. fhis
list covered demands not unlike the two aboveﬁe\amples, in-
cluding work-time, and seniority wlth the addltlon of a -
steward and grievance committee (Abella, 1975: 101).

fn June of 1936 the UAW had Sixteen.agreements. By
September of 1937 thev had contracts with four hundred makers

~
of cars and car parts (Levrnson, 1956:. 266). A certain de-

gree of bureaucracv was needed +o handle such a ohenomenal
growth in its membership in such a short perlod of time. aAll
these developments must provide part of the explanatlon for
the early bureaucratisation of the UAW.

We now turn to the.Grievance procedure as outlined in
the Master Agreements and is seen as one of the most important‘
provisions when discussing the transformatlon of trade unions.
The process of pureaucratisation in the Procedg;e was measured
by the use of two variables ‘the number of steps in the Grle—

vance Procedure and the weight of the organizatlonal units as

composed by both union and company officials involved.



N Aumwud HMUH00ﬂocow:Uv §30€I3U0D

~

$9INPI00Id IDURADTIH uT sdajg jo aaqumy butaedwod

lNﬁl

LT 9T ST vT €T el I1 0T 6 8 . L 9°' S %
. \\
- N / -
1
N.
) £
; b
. . sabeg
. G
*——y . 9 30
. - . L-
. Joqumy
. 8
. ( 6
) . 0T
’ €T TTEVL



. ' A “ ) _73_ . . .

The overall trend when comparing the'Grievance Pro-
ceduré of the Master Agreements over the years has been-

towards a decrease in the number of steps. However we

have already pointed out in the previous chapter that the

. « .

variable alone cannot be a measure of either an increase
or decrease in bureaucratisatioq. On the other hand our

hypothesis 2, which stated that, over the years covered

by the Master Agreements between the union and the Corpora-

;ion the number of steps in the Grievance Procedure increases{
is therefore not supported.

The other, variable looked at in the Grievance Procedure
was tbé weight of organizational units that faces the em- ~

ployée when he lodges a grievance. Bylorganiiatipnal unitg
.was‘meant the ‘status aﬁd power of all that were invblved

ih the stepé of thé Grievance Procedure and composedfpf'
both union.and company representatives. .The greater the
'weight of these units in the Procedure th; less power and
;nfiuenca it was érguei the worker would have in the out-
come of a grieéance lodéed by him. Our Hypothesis 3 there-
fore statgd: Qver the ‘years in the Master Agreements, the

power of organizational units in the-Grievance Procedure

increases. . .
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Table 14 shows ‘an lncrease in the welght of organlza—
tlonal units ‘over the years.l The worker therefore faced

an lncreaSLngly powerful set of union- ‘and company represent-'

atlves deallng w1th his grlevance. Usmng a olzero ‘sum" for-

mula of power, the worker shares the power w1th a greater
weight of people partlcrpatlng in the Procedﬁre, and there4

fore is left w1th less influence over the grlevance he has

lodged : - ‘ ' \ y

-
.

{n an attempt to, make the Grievance Procedure more

efficient the number of steps may have decreased over the

yvears. However, whén looking” at the increasing welght,
meaning power of organlzatlonal units, we must conclude

that the worker is confronted in this’ area with a growing

bureaucracy. - Our third ijothesis is therefore supported.

.We'looked at another factor that might aid in increas=
ing fhe speed and efficiency of the Grievance Procedure.
This had to do w1thnt1me llmlts, if they existed, in Whlch
nanagement =1 representatlves must respond to a grievance.
Ideallv, if +here were shorter time llmlts throughout the
steps of -the Grievance Procedure, ‘the worker's grievance
would- be settled faster and %ore grievances would be re- T
solved. If such time limits existed and they were short;-, ,\
ened-pver the years, then this would hate to be included

<
in our analysis. of the process of bureaucratlsatlon in

-

the Grievance Procedure. . .
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We looked at fifteen of the "’ seventeen Master Agree-

ments ‘in our sample.. In the first two Agreements of April

1937 and. November 29, 1939, there werewno time limits set N

for management to respond to- a grievance. The later con-

tractsuin our sample did’ have such time limits but there

was no change in their duration. Therefore, hev cannct

N -

be considered as significant in alpossible attempt to nake.

- . . ! . A~
the Grievance Procedure more eff&c1ent.'

Wherever these limits appeared in the Grievance Pro-

cedure, there ‘also appeared a phrase which stated “These

.time limits may be extended at any time by agreement be-

tween . the Corporation and the Union This has left a

loophole that could gquickly invalidate.the.whole purpose

"of limits. .ﬂ% anvthing, this phrase to extend time limits

creates a greater potential for bureaucratisation._

-

. Ftem 3, in the Appendix, shows us that the company

and union very gquickly arrived at a format for the Grievance

Procedure that remained unchanged for several contracts
O
at a time. For-example, the fifth contract to the ninth

4

contain the same Procedure and this is also true’from
the twelfth'to the last contract. Given the continuities
of these wquing érrangements we must inferfthat they
serve the respective needs of both parties to some extent
at least. L . .

The first Agreement between the company and the union

AR PP
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already contalned a falrly detalled five step Grlevance

- -

Procedure. The Procedure here was already complex and .
involved a sxzable welght in terms of qrganlzat;onal |
units. - |

As wzth the early appearance of technlcal language
in the contract, an analy51s of the Grlevance Procedure
depicts an early process’ of bureaucratlsatlon occurring
in the relatronshlp between the union and the company .
The growing mechanism of the Grievance Proceaure.has
provided the structural constraiﬁte which at the very
least mean a loss of worker autoaomy and} by inference,
also.}os§°of power. °

From_thelperspective of some trade union. leaders,
the early bureau;ratisation of the Grievance Procedure
. has been seen as a desired objective. The first Agree-
ment with GM proved to be lacking in the handling of .-

! ¥

wo;ker's grieqancés, where the grievance .committee and
ghop—steward system was not developed sufficiently to
process the actual nsmber of worker grievagces. The
existing system outllned in the first contract was,
w_ .. an obviously inadeguate machlnerv for adjust—'
ing grievances" (Levinson, 1956: 267). The UAW leaders
‘therefore saw}the need for a larger and more complex : a
gr%evance machinery to handle the sheer number of workers °
in the' plants. This would, in turn, entail a greater-

Fl ) _\ N ~ ) Q
bureaucracy  in the unlon. ‘

a»
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The Grievéeceébrocedure, a key element of.the‘éon%
'\wract was de51gned to be an lnstltutlonallzed form of
handling pofential confllct on the shop floor. Over
the years the Grlevance Procedure has thus ellmlnated
the legal pOSSlblllty of. 1mmed;ate actlon in which. the';
workerdsare dlrectly involved in the handllng of - lssuesf
on the shop floor. Such ection has been replaced bv an
organlzatlonal mechanlsm whlch has taken the decision
making out of the workers hands and placed it lnto those,
of a hierarchy of functionaries. i A

Some wrlters have viewed the direct action performed
by workers in the early CIO days as in lieu of recognlzed
spokesmen to represent themn: there.was no one to do it.
for the workers and so they had to do it themselves
(Levinson, 1956:ﬁ150). Collecti&e bargaining was not vet
recogndzed and thqs.left workers with the only recourse
LOof direct dction. Once the proper channels foxr dealing
with grievadces were in existence there wopld_be ho_more
‘need for such action.}

However ; key point of the thesis is that union.leaders
are legally bound by the contract and to’ see to it that
their workers dolnot act outside the institutional bound-
aries of the Grievance Procedure. They therefore become
defenders of the contract.

When.speakfné of the effectiveness of the grieyance
. i

{ ' .
procedure inyother contracts, we made the assumption that

[
&

Kjff
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‘the labor relatlons between thls union -and company was

not atyplcal from others. The general trend in most unions

-

has been the buildup - of unresolved grlevances. The griev-
ance procedures have not been successful as a method of
deallng w1th issues on the shop floor. At any one tlme in
the- auto lndustry, there are lO 000 unprocessed grievances
land the average time needed to process these is close to
two vears (chke, 1971: 272). Wllllam Serrin, in his book

The Company and -the Union, speaking on theé relatlonshgp be—

tween the UAW and General Motors, has stated that for thlS

company the number of grievances .had increased "alarmingly"”

- from 106,000 in 1%60 to 256,000 in 1969 (Serrin, 1974: 39).

‘Martin Glaberman has written of the thousands of unresolved
grievances which imply "2 total collapse of the union as

representative of the workers in the .day-to-day life in the

Plants. If the grievance procefiure, in which the worker w

is repngsented by his nnion steward-or committeeman, cannot
" settle grievances then what can it do, other than assist in
dlSClpllng workers°" (Glaberman, 1975a: 8)..

Our study has shown that the contracts effect a legal

shift of power from the individual worker to the unlon
<

 hierarchy. We now wish to see if the process of bureaucrat-

Y

=,

isation of the trade union affected the p051tlon of the
ChléE\Steward' the low level unlon offrcral comlng into
closestcontact with the worker on the shop floor. In this

context our Hypothesis 4 states that over the'years covered
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“by the Master Agreements the Chlef Steward experlences -

growing constralnts rn relatlon to the foreman in terms of

‘accountabrllty and seeklng access to perform hls dutles.

The duties of the Chlef Steward, outlined in the pre—

?v10us ‘chapter, were grouped under two categorles ‘of access

oF seeking permrssxon from the foreman to perform a task,
and accountability in which the Chief Steward has to advise

the foreman of a task he is performing.
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reble115 eﬁmmerizes these doties.‘ It shows aﬁ over-
all increase in tﬁe amount of‘duties of'theléhief §te§ard.
By the. £ifth Agreement their number has lncreased from six:
to ten and remalned at ten to the last contraot.‘ As with }
-the Grlevance Procedure, a pattern was soon aeveioped whlch
tremalned unchanged for several contracts. _Oum hypothesis :
4‘has therefore been supported. "It is clear that thelChief
.Steward as low level off1c1a1 has experlenced a loss of

autOnomy, which can again be lnterpreted as a loss of power.

Richard Lester, in his book As .Unions Mature, which studies

the developﬁent of trade'unions, wrote of the loss of power
for the steward especially with reference to the Grievance
Procedure as a form of pandling conflict,

. .. @ reduction of the power and authorltv
of shop stewards and other local leaders.
No longer can they call men out on strike
without the national union demanding that
the strike be revoked as a violation of
the agreement, the union's constitution,
or both. In the-casé of grievances, which _
now are likely to be the bulk of the local's o
business, not only must thev be handled 1n
an orderly and business- -like fashlon, but-
the national union may have a hand in them
at a fairly early stage because it assumes
responsibility in the £final steps of the
grievance procedure._J(Lester, l966: 25),
(cf., chke, 1971: 271, 272).

Frank Marquart wrote of the early perlod of union
recognition between the UAW and Chrysler, April, 1937
when the stewards of the union had the power to settle ' -
grievances on the job, to call workers off the job until

those grievances were settled. It is worth guoting this
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in full in order .to give -a‘’ description of the

stewérd?s power and the use of direct action by the worker

. . . _ o . -
over how production was to be Trun.:

forties

. this was, hard for them to take,kespecz§}ly

before the UAW had time to develop.:

Once we got .our first contract, we set about
Improving the working conditions. First we
had to cut down to size those hard-boiled
foremen, who over the years formed the habit
of acting like autocrats whose word was law.
Now they had to deal with our" stewards, and

when we challenged them on production gtand-
ards. We told them the contract called for
a fair day's work for a fair day's pay, and
by God a fair day's work was all they were
going to get. We often had a hard time
getting our own people to slow down; ' they
had been so used to working at a fast speed
that they coulédn't adjust to a slower pace.

. S50 we told them to take a walk from time to™

[ we

hindle grievances on the shop floor would, in time, find %

time and not turn out more work than' the rest
of us did. And we damn soon put & stop to
the way some Polish foremen used to curse in

‘Polish to intimidate and speed up Poles on the

production line. We al§o-put a stop to fore-
men turning out production. They used to roll
vp their sleeves and work like hell on the

line or a,machine. We told them that if they

wanted extra work turned out, they should hire
extra wdrkers. At first they ignored us. So
every time they turned out work, we simply
turned out less work. Sémetimes foremen would
jerk up the automatic conveyor a couple of
notches and speed up the line. We cured them
of that practise; we simply let jobs go by
half-finished." Make no mistake about ity

in’ those days our stewards had power.
(Marguart, 1975: 78).

In his view this typified

the.brganiziﬁg days of the CIO in the 1ate‘tﬁirties and early

see thus that the steward who was better ‘able to

-

that he had less responsibility in the handling of disputes.

-
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At the: hlgher stages of the Grlevance Procedure in our 1ater.
'contracts, the respon51b111ﬁy lles lncrea51ngly in the hands.’
of_the.hlgher affacxals of the un;on.‘ As an example,-ln the
January 20, 1971 Master Agreemeht;_the Regional Director
would deci&e'in step 4 if ﬁhe grievance went to the Inter-
aational Union. The International Uaion would then aec;de

if the grievahce went to the Appeal Board. The ability of
the union and company to extend the time limits for manage-

»

ment to resp0nd to a grlevance also served to take matters’
out of the steward s hands. Beyond the flrst step the

handliné\bf'the grievance and,K the speed- in which it may be

resolved was soon taken out of both the worker's-and steward's
hands. .

When we look at the jnitial step of the Grievance Pro-

.

cedure in the Agreements we find another limitation on the
autonomy of the steward; In the first Agreement of,April,
1937 the employee with a g{}evance was allowed to go to tﬂe-
union official in the first instance. In the initial.steﬁ of

" the Grievance Procedure we read:

Any employee who is a member of the Union
having a griewance in connection with his
‘working conditions, or any group of employ-
ees who are members of the Umion having a
joint grievance in connectlon with their
working conditions, may take the matter up
with the foreman of the department in the
district. If such employee or group of
employees can not reach a satisfactory
sett%ement of the grievance with the fore-
man, they may then refer the matter to

the District Committeeman for handling;

or if theyv desire, they may refér the matter *

\
\

-

- 1’-"“
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to the District Committeeman in the *'
first instance.  The District Comm-
itteeman should then take the matter
up with the foreman or other design- .
ated representative of the manage-
ment in the District . . ..

(April,- 1937- 9, 10).

In the second Agreement of November 29, 1939 we read

tne following initial step in tﬁe\Grievance Procédure:

. -
. A grievance of any employee in conn-
ection with his working .conditions or
a joint grievance of any group of
emplovees in connection with their
. working conditions shall be presented
to the management in the following
manner: A. The employee or group
of employees may 1) take the grievance
up with the foreman, or 2) deposit the
grievance in the box prOVided for that
purpose, or 3) after obtaining permis-
sion of the foreman to leave their
work, take the grievance to the Chief
Steward or assistant Chief Steward
(November 29, 1939. 10).

.The ' latest Agreement of November 5, 1976 reads as

follows in step 1 of its Grievance Procedure:

A) The employee or one member of ‘a group

having a grievance may take the griev-
ance up with his Foreman, or may ask

_\.

the Foreman to send for the Chief Steward

without undue defﬁz‘;POﬂember 5, 1976:
29) . ‘ iy -

In the latter cases the worker is required

the foreman before reaching his union OfflClal'

4

to go

R

through

thus pro-

A

V1ding the foreman with the opportunity of performing one .°

-

of his functiona namely that of dequing the. worker.

tionary of Supervision and Management, 1976: 327), (cf.,

Dunkerley, 1975: 49). The steward has thus been hindered in
"= ‘ _ : P>

[

v %

(Dic—,

.
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"his ablllty to deal with an issue ‘the worker may'have on
-‘the shop floor. The contract has glven the foreman, as -a
_lrepresentatlve of management the first opportunltv of deal—
ing with the worker's grlevance. The steward has thereby
"been llmlted 1n his effectlveness of trying to reoresent .
the worker.’ ’t:) -
- Our last hvpothes;s dealt with the appearance of certaln
key clauses which helped to deflne the transformatlon ahnd-
developlng role of . the trade union "from, representatlve of
‘th workers to an lndependent power that imposes its dis-
cipline over the.workers" (Glaberman, 1975a: 10). *he pro-
risions or the Master Agreement analyzed here were the no-
strike clause, management rights, duesrcheck—off and union
security. These proﬁisions have arisenaout of the'reiation—
ship between the union and company in collective barga{ning.
- our hypotnesis 5 sbates over the vears covered by the’
Master Agreement an increasing number of collaborative

e

clauses appear between management and union.

The first Acreemedt of Aorii} 1957‘had a;provision ?ér
a no-strike oolicy. The steward and_workers coﬁld n;'longer
interrupt the work process and dedl with the issudes as they
happeﬂ%d on the shop.floor.' It_wae taken out of their hands
and placed an the machinery of.the union as ootlined in the
Grievance Procedcre. When a strike was finally calleo, the

decision making was in the nands of the International Union |

and only after exhaustive use of the Grievance ProceQure. ° .
_ o ) AN .
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Managémenﬁ now had the power :in the 1939_contract to'fi:é‘

workers and stewards ;nvolvéd‘in work stoppggesT(Marqdart;

1975: 139). - . i ¢

* With #hexﬁb_strike.pledge‘the,uﬁiQn.became a-discipiin-

ary agent over the workers in tﬁe plant. . .

The Union will not cause or permit its
members to cause,-nor will any member
of the Union take part in any sit-down, . .,
stav-in or slow-down in any plant of the g/;ﬁr
Corporation, or any curtailment of work : s -
or restriction of production or inter- :
ference with production of ther Corpora= B
tion ‘. . .- The:Corporation reserves) Y
the right to d&iscipline any employee
taking part in.any violation of this
gection‘of this agreement (May 4, 1950:

, 6, 7). . . . o

Among the functions of -the ﬁhion represéﬁtative is now
the énforéemenﬁ of ;he contracg, and in this sense at ieast
the hﬁidﬁﬂhas becpme thé disciplfnary'agent over the worker. .
AThefcontféct has detgiledvthe riéhts of the'workers'but alsa
the rights of management. From. the perspective of wfitérs
liﬁe Glaberman (1975b: 29; 1973: 20) and Dunayevskaya (1975:
262, 263) fo; evéry‘édvahce made in the contract, a price
ﬁas been paid, the main cost being the reestablishmént of
discipline over the worker. -

This wés.seeﬁ by several writers as being in contrast
to the CIO organizing peried in which Qirect gctioﬁ By the
wérkeg; was a thréat to thé'gmployer;"cont;q; of. production.
To cite Glaberman ‘again "The workéré_orgqnizing in the_CIgr
wanted to establish their control ovér-éroductiqn and to
reﬁbve from the corpora ton the right to disciplipe. ?héir}
method was direct acti‘E?; thércarryiﬁg out of their own ﬁlané

T e
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-for the’ organlzatlon of productlon to the extent p0551ble

i James, 1969: 40). . ‘ o N

c

(1973: 11): (

'In'éurrca

the first ﬁanagementfﬁight clause did not

' appear untll the Agreement of Januarv 26, i346.t But we

flnd however, beglnnlng Wlth the Second Agreement of
November 29, 1939 ‘the Corporatlon already reserv;ng the rlght
to.diecipline'any employee,actlng in violation of ‘the no-
strike clause; i.e..stoppino-or interrupting production.A The
paragraph first appearlng in the January 26, 1946 Agreement
which would ilater be called Management Rights stated clearlv
-who was to control production: fThe Union recognizes that
the Corporation;has the exclusive right to manage its plants
and diréot its‘affairs and working forces" (January 26, 1946:
4y, (cf£., Faber and Rinehart, 1970: 4). Any violation‘of
this meant a violation of the contract érawn up out of
collective bargaining between the union and-the Corporation,
Sa contract whicn the union had to defend.

15 this context it is interesting to note that an
official history of the CIO contains a guote by Len De Caux the
editor of the CIO's official Union News Service which, makes
clear that-union leaders view the contract as a "sacred" docu-
ment, "Tne CI0 stands for punctilious‘observance of contracts,

" but we are not losing any sleep!about'strikes where emplovers
refuse to recognize_ the well-defined principles of collective
bargaining. A CIO contract is adequate protection £for any

employer against sit-downs, Jie-downs, or any other kind of
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stfifé?(ievinsoh,.ISSG: 132)u_

Ménégement'rights'br prerogatives of m#ﬁageﬁent define .
one of thé,key:limitatioﬁé'oﬁ-collettivelbaigaining-wgich
has‘béen‘describéd‘as a compfomise whe:eby the uﬁion'gives
Pprgégtain areas in return for ménetafy.and security gains
(Aronowitz, 1974:_317;'Marquart, 1975: 137, 138; Mills,

1971: 119).  The union - has given up it's claims to managerial
prerogatives while at the same time guaranteeing labor peace
to the ehployer. Wicke has written“of the limitatioﬁs of
collectivé bargéinihg that, "There are certain categories
of‘issues the labor leader may bargain ove%, ?ages, benefits,
and welfagg préovisions in the main, and there are other cat- |
egories he may not bargain over without substantial role
podification and change of.the entire pattern. The latter

are concerned with the work process, insofar as changes in-

working conditions relate to costs, output, and/dr industrial

roles as culturally defined by management" (Wicke, 1971: 270), -

(c£.,'Serrin, 1974: 182, 303) .. '
The nekt collaborative clause, thé dues check-cff, first

appeared in the May 4, 1950 Agreement-in which, " ... . the

Corporation agrees to deduct union membérship dues levied

H

e e . froﬁ\the pay of each employee . . ." (May 4, 1950:

75 - 80). From September 1, 1955 to the end of our sample
this clause is combined with two other provisions, namely,
a Union Security section and a Notice to All Emplovees, which

also describes the union shop arrangement. Such provisions

_in the contract help secure the existence of the union both

=
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' with maintaining its membership and in relation to the

-

company., Lester for example has wriften'that griér tOo WWII
much of the timefofrthé local union leaders wés taken up
in maippaininglaﬁd*iﬂcréésiﬁg the meﬁbersﬁip aﬁd coilécting;
dues.,  The em?loyar now does this for‘the uniqh by enforcing -
the union ghopggndideduCtinghdues from the workers' wages
(Lester, 1966: 25). H;hry Ford has made the s;mé point after
the UAW had gqiﬁed ;heir first;check—ofﬁ from the Ford Corp-
oration in 1941. According to.Sefrin;_;Fbrd toid one of his
executives concerning the'check-off 'Thét will make us'fheir
bankers; won't it? Then they.ban‘tlget algng without us.
Thev'll need us just_as bad aélwe need them '" (Serrin, 1874:
131). : . |

~The dges check-off, like ctﬁer:key provisions in the
contract, therefore marks the gradual routinization of
relations between the union and the company, a§ well as
their growing dependence on each.oiher. With snch provisions
as, the Grievanée Pfocedurg; ménagement rights, and thevno—
strike clause, the pnion and management have become co-managers
of production. According to writers like Glaberman and Rawick
;he dues check-off was intended as a means of organizing all
the workers iﬁ the planﬁ,énd to remove company pressure from
the union in.which the foreman in the early union days often
made it difficult for stewards to'collect union dues and
encouraged workers not to pay their dues (Glaberman and Rawick,

1977: 207). As well the steward had to go directly to the .



v workets to'toliect the:éues; _This &ave the worker oreeter
opportunitv of input and applyving pressure cn the union's
act1v1ties. With the check-off clause the'company euto—' 1¥L
matically deducts the dues from the workers paycheck ~and
‘hands it over to-the union in a lump sum. (Glaberman and
Rawick, 1977- 208) What was originally a means. of avoxding
comoanv oressure on the union and an aid to union securitv
has also become a means of av01dina rank and file pressure”
on the union. {(Wicke, 1971t 281l; Lester, 1966: 2§; Glaberman,
1975a: 4; Mills, 1971: 120; HymanA, 1875: 22). |

| In our stud,, union.seourity was broagdly defined bf
using the iollowinq provisions in the Master Agreements as
indicators of factors that helped.to secute the union's
existence. They were: position securitv for union- OfflClalS
in times of lavoffs; Leaves of AbPsence for union work, the
company agreeing not to aid other gkoups that would under-
mine the existence ot the union, check-off of dues, and the’
union shop'arrengement. The order of their appearance was
given in a table in the previous chapter.

Various forms of union security began.earlv in the Agree-
ments, Theqfirst contract of April, 1937 orovzaed DOSition
security for union offic1als in times of layoffs and leaves
of absence for union business and the-promise‘of no aid' to
other groups. 1In this last.securitv pProvision mentioned
the corporation agrees not to aid other groups in ooo051tion

to the union such as company unions and the American Federa-

tion of Labor craft Unions (The New York Times, Wednesday,
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Aprid 7; 1935: 1) By May 4 1950, we see the dues check-: .
. off and by December 11, 1950 the union shop in whlch em—
ployees must become members of the unlon.

The achlevement of un10n securrty has been w1dely 1nter—ﬁ
preted es-lncreaSLng separation of the union hlerarchy from
the rank and file. .ItAhas already been discussed how the
dues check-off svstem -has served as a method wherebv the .
union could avoid pressure from the workers and how the
Grievance Procedure constralned the workers} legal abllltv
to act on the shop floor;therefore transferrlng much of the
decision maklng to the hands of the unlon—management machlnery
Hypothesis 5 whlch deals with the collaboratlve relationship
between the company and union is therefore supported.

In summation, when we divided the forty vear reletien- .
-ship between the union and company into four decades;\all
the provisions of interest, i.e., the no-strike clause,
‘management rights, dues check-off and union security, have
appeared in the first half of this. time period: Within the
first two Agreements of 1937 and 1939, we find the no-strike
pledge, a precedent to the management rights clause and posi~
tion security; union leaves and the promise not to aid other
groups as forms of union security. The Management Rights
clause_appeared in 1946; less then ten vears after union
recoénition. The dues check—off came into being in May 1950

a#® the Union Security clause describing the union shop arrange-

_ment appeareé in December 1950.
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: Our study has shown- how both the worker and the

'steward 's autonomy on the shop floor have been régti}cted

‘by the growth of a hierarchy of union functlonarles. While

we have dealt Wlth ‘this area in terms of unlon contracts
only, studies in the relatlonshlp between‘the local unlons
and. the UAW International point to an analogoqs loss of
autonomy on that lov?l as well.

Writers 1iké-élaberman.(l975a: 2), Lestor (i969: 67),
and Wicke(l971: 296) have described centralization as
decreasihg the influence>thét‘local unions have on their
interhational. Citing such evidence as the higher‘turnover
of local officers than those-at the international level,
they argue that the average worker can exert far-less control
over the latEer than ovér the former. -

r Several other factors have contributed to the power of -
the ihternational union over its locals. For ‘gxample, the T

baigaining'pattern%ﬁgr the internatiogfl union in the auto

industry hgzzggben_over & common program f£or the industry

as a whole. The issues at the plént level are not generally

covered by the Agreément between the Internatiopal and the

Corporation. In fact the local union might have found it-

‘self under pressure. to vote for the international Master

Agreement at the sacrifice of its own issues in the plant.
{Lester, 1966: 23; Wicke, 1971: 270; Aronowitz, 1974: 222;
Serrin, 1974: 192 - 195). Martin Glaberman for example has

described the pressure put on the.local to support the

1
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Master Agreement. - S

The technigue is simple. A nationgl Agree- -
. ment is reached and.announced but it is

: not signed until the locals redch their own
agreements. Instead of having the national
power of the union behind them, each local .
is on its own. A number of widely scattered, )
small, weak locals sign guickly. Then the )
International Union brings pressure to bear i
on the more recalcitrant locals which find -
themselves more and more isolated. They
are, after all, holding up the national
‘agreement ané keeping many thousands of
workers out on strike. (Glaberman, 1975:

9).
A ‘

- In the auto industry, the UAW has repeatedly picked
one of the. auto-makers as ‘the sérike takgét for tbe-industry;
Th;s meant that if their international called a st;ike,'the
workers of the target company went out on strike while the
workers at the Ather companies remained at work. Once a -
settlement was reached at the target company, the locals at
the ofher companies Weré urged to vote in favour of the
cpntract._ As Glaberman in the guote abote suggests,the mess-

~

age was given that the workers at the target company went out

‘on strike "for you" and that voting down the contract would

be acting against those workers who had stood in the picket
biﬁeé for several weeks.

The local union was often limited by the Master Agree-
ment and by the international union's involvement‘in the
Grievance Procedure. We have seen this involvement by ‘the
internationai in the upper steps of the Grievance Procedure
in our sample} There has been the difficulty of calling’

strikes over local issues and in obtaining strike funds



‘we have seen that a strlke could not be called unless ‘

' case of our union some local leaders received punitive trans-

7, 1937: 1).
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from the-intérnationél. In our owh sample:of contracts

*

_sanctloned by the international of the unlon.

-

. The 1nternatlopal union -has control .over the use of

strike funds and is able to sugpend the'officials of . lécal

unlons for v101at1ng lnternatlonal pollc1es accordlﬂg to

Glaberman (Glaberman, 1975- 9{. The international could -
also deC1de to put a local under trusteeshlp for the same

reasons (Constltuthn of the Internatlonal Unlon, Mav, 1968 ~

~ *

Section 3, 1l4). These measures may have aided ifi maintain-

¢

ing stability within the qniqn,(espaciglly during contract
s . . .
negotiations, but they also enable the executive leadership

of the international to control the opposition: Even in the

fers as early as 1937 (The New ¥drk Times, Wednesday, April
. =z

.With the increase in government partitipation in the
érea of'unioﬁs andllébor, it has become the pattern that
the interﬁational union with its ‘larger resdurces of staff
and experts deals with the gévernment. In Lipset's terms.
“Increasingly,-local unions are y}elding powers ‘which they
once possessed to their international, as the 1ocus of
decision shifts from a local to a national governmental .
level." (Lipset, 1954: 86), (cf., Lester, 1966: 24) .

s

However it is important to point out that when we are

]

: _ L .
discussing the growth of power and influence on one group
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) over another,’ whether lﬁternatlonal over local or union

ove{ rank and fi}e, we are not describing a one way Drocess.
That is to say, OcCcurrences euch as the'centralization oﬁ
:fesources and power have noé takee place without resistaWie
aﬁd counter-pfessure. Even though the 1nternatlonals exert
greaE pressure over the local unions. such as when attemotlng
to have a Master Agreement ratlfled the'locals have of;en
been a thorn in the side of the lnternatlonal.
William Serrin‘has given an example of Local }60 at the
GM Tech Centre as one of -the most rebellious locals in the

-«
.

UAW. Against the wishes of.both the_coﬁpany and the unien
this local re;used, for instance, eo‘allow the.specialists
) ‘at the research centre to cross its picket linese Tﬁeir issue
was not one of wages but of equal treatnent with the white-
w
. collar, ealarled workers at the technical centre. Opposed to
the “double standard" that gave the white collar workers
better treatment, the local felt that the International would
do nothin%_to oppose this preEtise (Serrin, 1974: 196 - 201i.
These and similar pressures are factors that the union can
not alweys.. ignore (Hyman, 1975: 28 -'32; Lester, 1966: 22).
Nevertheless with the centralization of power, the
leadership of a trade union ﬁas ae its convenience control
over the formal means of communication,_such as the union
newspaper, -bulletins and skilled office staff, as has
-been the case with the UAW (cf., Stieber, 1962: 120, 140 -

143). This use of resources has made it difficult for

opposing groups to get their message to the membership as
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effectlvelv as possible. ﬁipset-has commented thétlthis is

‘characterlstlc of the one partv structure of most ‘trad

unions (Llpset 1954 87),,(cf., Lester, l966' 67; Mar uart,
1975: 109).' In thls context Frank Marcuart in his book An

aute Worker's. Journal has descrlbed what he felt to be the

role of the UAW educatlon deoartment, whlch lncluded not onlv

the training of stewards in publlc speaking and collective
bargaining but also the indoctrination of the UAW rank and
 file (Marguart, 1975: 144). |
ThlS monopoly of skllls and etoertlse arguabl» serves to

keeo the leadershlb in power and w;den the gan between the
.union and the rank and lee. The use of "legalese" language'
in all the Master Agreements, for examnle, was seen as an
lndlcatlon of the skills and expertise used in drawing up
lncrea51nglv complex contracts. ' The worker ‘had little or

no input, into these documents which outline so much of his

.

~
rights and restraints. :

-

Seymour Faber, in his paper "The State and the Unions”,
has stated of the development of contracts;

But as the process collective bargaining
advanced, the compromises arising out of
this process were incorporated into the
document. It became longer, more detailed
and used legallstlc language. As this
occurred the union léader found himself
changing from a "rank and file militant"
.to what has become known in the plants as

a "contract lawyer" Tais had led to the
professionalization of the trade union
leader. (Faber, 1976: 40); (cf., Marguart,

1975: 109; Glaberman and Rawick, 1977: 208;
Lester, 1966: 22, 69; Miils, 1971: 99, 168).
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This:pointgof'the need for specialists in a hiera;chy'has
been';ébeatedly made by'several.writers. (Glaberman and
-Rawick, 1977: 208).

The;e‘writeré pOrtray‘é change in the role of union
.leaders from.rank_and file militant ;o professional exéert
who is part of a growing-bufeauéracy of départments of - experts
who have come to typify £he tréde union structure. In this
portrayal the average worker is.given little'choiceléf access
_to'ﬁhe learning of skiils‘and expertise inyolved'in.the run-
ning of a trade‘union. The main source of learning these

skills is the trade union itself. _This has often éqted

v

the effectiverdevelopment of Qppésition groups in the
The administration, due to ité monopoely of skills,
channel and influence those coming into the union structure.
Lip;et for éxample has written, "Mobility within the union
structure requires that the‘aspirant £ake over the norms and
orientationé dominant in the organization - that.is, those
held by the leaders" (Lipset, 1954: 90). The difference be-
tween the ceﬁtralization‘%f skills and éxpertise in the trade
union structure and the knowledge in-thése-areas of the average
worker has therefofe, it is Argéed, contributed to a'widening
;i;Sbetween'the union and the rank and file.

" In the .contracts we studied, we have found that SO much
of the‘decision making-has beén taken away from the wofker

and put in the hands of the union. There has been little

: : 5
need, given such a union-management relationship, for the
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worker to develop skills and expertise in those areas-
- . . . : . )

covered by the union. . Y . .

e .

As a result it seems that the worker can-do little

‘more than vote on the contraét'after:negotiatidns had

.gone bn.betwéen the union and the éompany. Williém.éerrin, .
speaking ébout the negotiatiqns beéween General Motors and”
the UAW, Aas remarked that‘even most‘of.the negotiators
other than the exeeutive of the interqgtional union, have to
. . - . . -

vote on the contract with no real idea of many of its details
of‘ﬁhg contract (Serrin, 1974: 272).

The writer himself,-with his own.experieﬁce in the

plant of a major auto manufacturer, was surprised to learn

that it was normal for the workers to vote on a contract and

not'see it until ménths after it had been ratified. At th;_-
time of the ratification vote for phé contract only a handful
of union officials would have a rough copy of the contract.
The workers had to deéend on the union's newspaper gnd leaf-

lets, distributed at. the plant to know what it contained.

Marquart has also commented on the increasing use of

~

"outside experts" in the international UAW, especially of

those who have had no previous experienge on the shop floor
or the union. These people have bee;f:j::gh§ to work in

: . : e
Solidarity House, the chief headguarters of the UAW to con-

tribute an expertise that may in fact have little knowledge

of the experience of the worker.
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. - There can also be-added a factor existing in most:

) bureaécracies: the uee_ef legai fé:msffqr human situations.
Tﬂe oaperwork and qempl;c;fed expereise leaés‘to the loss

of contrébt with "real"'human needéuand desiies and there-
.fore creates another form of alienation. The member may

‘become lost in the complicated workings of the organlzatlon.

r

'_ A group that has b:ﬁz;essed-the DOSlthn of the union -~
. leadership over lts rank and file has been the emplovee *

retirees who have been used as a block vote for the existing
administration. Since these efficials have usually been in
power,for a lenéthy pe;iod ef time, the refifeee often vote
for the old leadership that ehey were familiar with instéaﬁ
of supporting oﬁposition groups ‘which usually involve vounger-’
qorkexs. According to Marquart's description a party migﬁt
be given a few Wweeks before the enion eiection and speeches
mede ?n favour of_the present leadership (Marquart, 1975:
109). These retirees would be old enough to remember the
earlier tnion;days and be less able.to identify‘with;ehe
rebellious outlook of youngef workexrs against'the union

or be aware of pressing issues going on in the plants today.

{cf., Aronothz, 1974: 35). This, among other means, has

served to keep the union 1eaders ln their DOSlthn of power

over the workers,
We have tested several hypotheses derived from a Marxist
perspective used in our study and found them supported. The.

research has demonstrated a growth of bureaucracy in the
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'trade unlon and the loss of—autonomy for the worker in
‘relation to that process. The results provrded by wider
llterature have glven us further support for thlS lnter—

i
pretatlon of our flndlngs.

The same data mlght be lnterpreted dlfferently from other
. perspectlves. .For,exam?le‘the appearance of certalq-clauses
'that\aréfsuppbsed te éuarantee righE. of‘%gth,uniop ard comp-
any ﬁight be 'seen iaﬂparr eelg;rdutceme-ef contexrpal.fdttors'
in the relationshipgﬁetween the two parties. 'One apprbae@

has been to describe the scéene as one’ of ‘an uﬁequal balance

hae Y ‘,_ . .. v

of power, in.which-rhe cgmpan§‘holds the:greater amohnt.
'Wil;iemeSerrin peints out how the power lies with the comp;:
any, with the union making the demands of the company which
Ahas‘the'meney to. pay for these demaﬁes. Usually in collective
bargaining-the top leaders of the union appear whereae'it is -
not the executives that erriée.bur‘their repreeentaeiyes;f |
This difference'inerank:hes.helped fe.set‘the atmosphere of
 inequality (Serrin, 1974: 181). |

The cempany_also“haé the power Secaﬁse.itﬂmakes_rhe
mest-iméorﬁant.decisions. ,ffbm "Product poliéf;-markering.
.design and locetien of factories, organization of jobs;_'f
employee policy, line speed, ﬁiscipi;ne,.marpower, automa-
tion} factory closings — all the important decisions are

made by management and management alone” (Serrin, 1974:

. o -
308). With the rise of the CIO and sit—ddwns,‘management
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‘may have felt a threat to their area of‘control In the - R
. process of collectlve bargalnrng they made certaln that

" these threats would not occur again, thus such prov1srons
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~

:as no—strlke and management rlghts. The union leaders at . * .

he same time may have had to make concessions in some areas

-

in order to make gains in others for their union.

The employer also exerts a great influence over the

'press. For examnle, when a strike occurs lt is the unlon
Y -

whlch may suffer the bad publicity. The union cannot lgnore

the outsxde communatv and its reactlon. It must be concerned._ JB‘
ub [

over its public lmage. This setting might account for the
leadership's restraint from pressing too hard for galns from

the company and as a result, their wllllngness to tone down .

thelr pProgram of actlon.
Such‘factors as these might also account for some of the

union's behaviour i relation to the particular Corporation

. < .

-whose Agreeﬁents_have made up our sample.  The union's original

-

demand for "sole" or "exclusive" bargalnlng was abandoned ln
favor of preferentlal" bargalnlng from- the company. The leader
of the union, probably aware of belng in the public, eyve and

trying to present a good lmage,stated that he "continued his

')

"purge" of Communists, their sympathizers and other radical

‘elements blamed in part by the union for the unauthorized szt-

downs, by transferring three union leaders, including the first
vice president, from "danger spots" in the Detroit area %o

other places where it ig believed they will not be able to

.

et



- interfere." (The New York.Times, Wednesday, April 7, 1937:

R
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l, 4).

In a wider context the process of bureaucratisation Has

' been described by S. M. Lipset, for example, as fulfilling

certain Qrgani;ational'imperative; (cfu,gf}ydebrand, 1973).
In this éense,-a‘Iargé union bureéucracy'is the m%chanism
required to perform the many administrative tasks in&blveé iq
the grievénces, worker compensaticn,.insurance'plans, épprent—'
‘iceship programs_and the like, to provide by its centraliza-
tion a counter weight to the size of the corporation, and to
»
meet thé need for "responsible unionism" in which the union
is éble-to‘guarantee the émployef a .stable Labérlforce in
the rationalized routines of’production_while presénting, at
the’ same time, rational and impersonal norms to workers for
their own protectioﬁ and security (Lipset, 1954:;84).
Aécofding to ;hg Marxist. perspective with which we
approached the anélysi§ of our daéa, unions in a capitalist
mode of production must inevitably change from mechanisms

of workers' represéntation to instrumerts of worker control.

w

This our data have clearly ‘shown én the formal level of in-
creasing bureaucratisation. As stated earlier, it is beyond

the scope of this thesis to decide which theory is the more

adequaté mode of explailning the data a2t hand. However, there

still remains ‘the guesticon of the actual effectiveness of

this control instrument.

-
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| Within tﬁe-p?fspeéfive usé&\iﬂ our gtﬁdQLchke has
argued that the union has not been successful in perfofming_
" ‘this fﬁngtién-oficontrqi én@~¢ohflidt regulation. "The
‘ﬁnioﬁs—degreése in proportionéte size; intra-union conflict
incrgase: the céyiectivg bargaining process eﬁéodnter issues
for which it is a poor ﬁehiéle,-énd the.Grievance Proceaureé,
.which affer all are involyed with employee's represéntatives,_
ére by—pas;ed by the workers" (Wicke, 1971: 282).

Wicke goés on to state tﬁaﬁ therworkers have reacted to
the union in two Qays: by the tendency to reéefiﬁe ;ssues as
to whaﬁ is important and éo go around.the‘union in dealing_
with management'by such tactics as &ildcats and sabotégg:
énd-by a.tendency towards non-participation in ﬁniOn affairs,
such as.10wrattendance at union ertihgs, and even rejection
of unionization in N:L.R.B. elections whefe thefe is not
already a union "(Wicke, 1971%:°272, 273).

The questaon as to the effectiveness of the union és
control instrument clearly cannct be answered by our data,
which‘shqw only definitely that the worker looses in legal
autonony . They permit no conclusion about thé extent to
which his behaviour has in fact been altered and the extent
to which he perceives himself as aliéngted.from the union, as
predicted by Marxist theory. These guestions can only be

answered by further research, suggesfions for which will be

I . - A
made in.the conclusion.



CONCLUSION

. We have attempted to trace the process of bureaucrat-
isation of a trade union as reflected in its Master Agree-
.ment with a major automotive manufacturet. “Several variables

were selected from the contract irm the analysis of this ?ro—’

1
‘Cess. - ) . e

The first of these was the length of the contract it- -
self, ;Seen as an indicator of the growinq~complexity, the
document "became mofe volumidous over thelyears, reéording @

. . -
the gains of the worker but also the concessions made to
'manegement, Ffom the early appearahce of‘technical language
we inferred the early professionalization of the union
.official and, implicitly at least his increasing sepaiation-
from .the average worker. -

PR -

The grievance procedure, one of the most important areas
of the agreement affectlng the worker, we 1nternrete&.as an
institutionalized method Qf handllng conflict. We found that
over the vears the actual conduct of a grie#ance_was trans-
ferred from the worker to a bureaucracy of unien and manage-
ment officials. Byrincreasingly eliminating workei autonomy,
the grievance clauses also'served to eliminate the legal
éossibility of.direct worker action on the.shop floor. We
therefore -argued that workers consequently also experienced
at least a potential loss of power. |

The thlrd variable consisted ofﬁg’e duties of the shop

steward. The growth of the regulations constraining hlS access

-105-
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to workers.and increasing his accountabilitv‘to the fore—

. , K2

man were seen as an lndlcator of his lessenlnq power to

deal effectlvely with the worker S 1ssues. We argued that,

as.more gains were made by manaqement’the role of the steward

'as union off1c1al became that of defender of the contract and

therefore, of drscrollnarv agent over the worker.

The final issue concerned the apoearance collabora-

tive clauses. Here the no- strlke pledge and'manacement rights

Cclauses were viewed as part of the process_of trade-offs in

ceollective bargaining between the union and company. In

“ N

return for union security, management received .the guarantee
of a stable labour force: management was guaranteed no.inter-
ruption of production, and thelr control over production was

L 4

formally acknowledged in the c0ntract.. Anf confldct or issues
that the worker faced were to be handled through the{proper
channels as outlined in the contract. ‘

We ettempted to place our findings into a widerncontext
by reviewing some of the literature on the relationship oe;
tween the local unions and their internationai organizaticn.
These studies showed that analogous to the workers' loss of

autonomy at the work place, the autonomy of local function-

aries became incredsingly constrained by the activities and

regulations of the internatione},body.

The theoretical perspective underlying our analysis was
ISP s :
the Marxist theory of state capitalism, according to which

trade unions evolve from representatives of workers to
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adﬁinistrations'oﬁer Qorkers in the hierarchy of Qrbduc—

tion, becoming in efﬁect_co—ménaéefg of.production.'-

".' éccording*to this théory, state capitalism involves

two baéic structural qhanées: the state's increased
-éontrol'and élaﬁning of the market and tﬁe integratioﬂ of
workers"' d:ganiéations,'sﬁch as tfade uniéns,_as part of
r the state apparatus. The_stnuctura} ev&lutibn of the trade
union fﬁus meéns'a ﬁrgnsformatioﬁ of,its.reiaéiéh to the
worker,. in which the union takes over the function of the
.Gf/;sﬁgpe in discipiinfng the'worgforce. We attempted to trace
part of this téansformation through the union contract drawn
up in.the process of collective bargaining between union
and management.

Aé stated earlier in the thesis, our data subported
the Marxist perspective on the control funétion of the
trade union in gtate capitalist society. Essentially, none
of the hy?otheses derived from this pérspective were falsified. -
However, it was also suggested thét the data supﬁorted com-

. peting theoretical explanations of the bureaucratisation‘pro-
cess that, for example, see it as-fﬁlfilling organizational
imperatives. But on the basis of our data'alone we can make
no decision about the relativg adeguacy of these theoiies.

According to the Marxiét perspective the trade union in
its controliing role in state capitalist society becomes an

ineffective mechanism. Several writers were cited as stating

>
that the failure of trade unions in the early CIO days to
' ]

-
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carry through thelr threat to the employer control over
.productlon, resulted in the transformatlon, of unlons
into buneaucracies which as part of the state apparatus
"controlllng the, labor force, actlng as a stab;lzzmnq

* factor in oroductlon. Over the years, as the process of

 bureaucratisation occurred, this role became clearer,' and
our thesis has presented data in support of this argument.

In time however, the trade union is described by

-

Marxist writers as becoming an ineffective control mechanism.

It will be recalled. that -this was Wicke's point, who argues

that the union has not been successful in its function of

. ] _ S e R I
confiict regulation and that the workers- have become alienated

from their union.

The critical thedretical‘issue therefore now involves
the actual ponsequences of the procesSuqf bureaucratisation
- which we have described. Further research needed to test
the actual effectiveness of the trade union bureaucracy as
a mechanism of conflict regulation and to esteblish the
nature of the workers' actual reactions to the union's:
structure and activities is'suggested g:zow

1. The effectlveness of the Grievance Procedure as a
method of handllng conflict may be measured in several ways.
One of these are statistics on the possible buildup of unre-
solved grievances and the amount of time needed to settle a
érievanee. Secondly, we.would wish to see how many grievances

-

are decided in the workers' or the company's favour and at
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" what stages the deCisioﬁs are made. Fihally, there is

-

the workers' reactions to the Grievance Procedure as such

.

. ~ - .
where by means of unstructured interviews thir views on

it?‘ usefulness could be recorded.

" 2. Analysis of the formal structures of the organiza-

a

tion and the proceéses whereby it is.governed would fuxther
g - . : :

clarify the'reiat&on between leadership and rank and file.

Election results, for example, would not only givé us a pic-

ture of the turnovef of elected union officials but also

“provide us with an insight into'the career patterns of such

officials. On the othef‘hand, the amount of participation
by workers in thgir_ﬁnion could-rbe measured by the turnout

" at union elections and referendums and by their attendance

of union meetings. o | : : -

The workers' reactions to, their union and especially
the Grievance Procedure could be viewed in terms of the
model described by Wicke: going around the union in dealing -

, K i
with management and the decreasing participation in uQion

.
affairs (Wicke, 1971: 272, 273).

3. A study should also be done of workers' o;n forms
of crganiéatiOn which may exist daily alongside and often
in opposition to the fqrmal union-management arrangement
in the plant. Taking such forms as slow-downs, sit-downs
and wildcats, all are part of the counter-planning by workers

on- the shop floor recorded by several writers (cf.,'Watson,'

1972:; Romano and Stone, 1972).

Y-
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4. Finally, an analysis of.the trade union would

also have to include the key historical events in its

.

'cbntréctgal reiation with the ‘corporation. Here the key.
question is: has the tfade union as gn_e#pressionAof-wérker
interests and behaviour in fact de%elopeé into-a "one party
'staté? écting.against the worke??’ The ' use of oral hisﬁory
as well.as various forms of recorded hisﬁory would aid in
informing us of ‘the changing role of the union as seen from
various perspectives of the pafticipanps‘themselves (cf.,
Friedlander, 1975). ' '

Together with the results reported in 'this thesis,

such data would help to fulfill the need for actual informa-

tion on both local and international labour history.



APPENDIX .

- *

Item 1: Contracts Excluded from Sample

~

1. April 26, 1947 (Locals 889, 954)

2. May 4, 1950 (Locals 230, 889, 954)

3. March 6, 1951  (Locals 230, B89, 954)

4. May 27, 1953 . = (Locals 230, 889, 954, 1212, 12535)
-
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» Iﬁem 2: Final Sample of Master Aqfeements

1. April, 1937 -~  (Locals 7, 3, 140)

2. November 29, 1939 - (Locals 7, 140, 490, 375, 3, 227,
: - 51, 230, 371) ‘ -

[y

3. June 2, 1941 (Locals 7, 140, 490, 230, 371, 3,

227, 51, 375,.833)

4. January 8, 1945  (Locals 7, 47, 140, 230, 371, 705,
- 833, 3, 51, 227, 375, 490, 685,
946, 274) . =

- 5. January 26, 1946°  (Locals 3, 47, 140, 230, 375, 685,
. - 7, 51, 227, 371, 490, 705)

6. April 26, 1947 (Locals 3, 47, 140, 230, 375, 685,
7, 51, 227, 371, 490, 705, 961)

7. 'Mav 28, 1948 . (Locals 3, 47, 140, 230, 375, 685,
‘ . 7, 51, 227, 371, 490, 705, 961)

8. May 4, 1950 " (Locals 3, 47, 140, 230, 490, 705,
n : 869, 7, 51, 227, 371, 685, 844,
961) /

9. December 11, 1950 1 (Locals 3, 47, 140, 230, 490, 705,
: 869, 7, 51, 227, 371, 685, 844,
961)

10. September 1, 1955 (Locals 3, 7, 47, 51, 140, 227,
230, 371, 372, 412, 490, 685,
705, 844, 869, 961, 1183, 1191,
1200, 1226, 1245, 1284) T

11. Octcbher 1, 1958 (Locals 3, 7, 47, 51, 122, 140,
' 212, 227, 230, 265, 371, 372,
412, 490, 685, 705, 844, 869,

961, 1100, 1183, 1191, 1193,

1200, 1226, 1245, 1284) '

12. Nowéember 2, 1961 (Locals 3, 7, 47, 51, 122, 136,
_ 140, 212, 227, 230, 371, 372,
412, 490, 550, 685, 705, 869,
961, 1100, 1183, 1193, 1200,
1226, 1245, 1284)

K-
-
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13. September 22, 1964 (Locx*s 3, 7, 47, 51,764, 122, 136,
e - -~ 140, 212, 227, 230, 371, 372, 375,
: : ' 412, 490, 550, 624, 685, 869, 961,

~ - _ : _ 1166, 1183, 1190, 1193, 1200, 12286,

' 1245, 1284) .

14. November 10, 1967  (Locals 3, 7, 47, 51,- 64, 110, 122,

_ - 136, 140, 155, 212, 227, 230,.371,
372, 375, 412, 490, 550, 624, 685,
869, 961, 1166, 1183, 1190, 1193,
1200, 1226, 1245, 1264, 1268, 1269,
1331, 1413, 1435) IR

A - . — :

15, Januvarv 20, 1971 {Locals 3,.7, 47, 51, ll0, 122, 136,
- 140, 155, 174, 212, 227, 230, 371,
. ' - 372, 375, 412, 444, 490, 550, 624,
. 630, 685, 869, 961, 1090, llé&6,

. ‘ 1183, li90, 1193, 1200, 1l226,. 12489,

) ‘ - 1264, 1268, 1269, 1331, 1413, 1424,
: 1435, 1459, 1593).

16. September 21, 1973 (Locals 3, 7, 47, 51,-110, 122, 136,

' » 140, 155, 174, 212, 227, 230, 371,
372, 375, 412, 444, 446, 490, 550,
624, 630, 685, 869,.961, 1090, 1166,
1183, 1190, 1193, 1200, 1226, 1248,
1264, 1268, 1269, 1331, 1413, 1424,
1435, 1459, 1744)

{
J(Locals 3, 7, 47, 51, lﬁg,leZ, 136,
140, 174, 213, 227, 230, 371, 372,
- 375, 412, 444, 446, 490, 550, 624,
- 630, 685, 869, 961, 1090, 1166,
1183, 1190, 1193, 1200, 1226, 1248,
- 1264, 1268, 1269,. 1331, 1413, 1424,
‘ 1435, 1459, 1744)
. -

17. 'Novembeqlé, 1976
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. or stoppage of any of the COrporation's operations or

Item 4: No-Strlke clause, May 4; 1950

. The ﬁnlon Wlll not cause or permlt its members to
cause, nor w1ll anv member of the Unlon take part ln, any
s;t down, stav-in or slow—down in any nlant of the Ccrpora-

tion, or any curtallment of work or restrlctlon of produc—

tlon ox lnterference .with productlon of the Corporatlon.

‘The Union will not cause or permlt its members to cause.

nor Wlll any member of the‘Union take part in anv strike

' picket any of the Corporation's plants or Premises until

all the bargaining procedure as outlined in the agreememt
has been exhausted, and in no case upon a matter on which
the Apoeal Board Drov1ded by Article 11 of this agreement
has power to rule, and in no other case untll the negotia-
tions have continued for at least f:ve days after the
Dlrector of Labor Relatlons has given his decision, and not
even then unless sancticned by the International.Union,
United Automobile, Aircraft and Agr%cultural Implement‘
Workers of America. 1In case a strike or stoppage of
production or a lockout shall occur, either before or

after all bargaining procedure has been exhaueted, the
Corporatien, in case of a strike or'stoppage of production,
©r the Union, in case of a lockout, shall have the option
of cancelling this agregment at any time between the tenth

-

day after the strike or stoppage of production or lockout
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occurs and the day of its settlement. ‘The failure to

e\erc1se thls optlon after any .strike or stoppage of

productlon or lockout shall not cOnstltute a.waiver by

the Corporatlon or the Unlon as the case may be of. its

AN

rlght to e\erc15e its optlon should a subsequent strlhe

or stoppage of productlon or lockout occur. The Corpora—

_tlon reserves the rlght to dlSClpllne any emplovee taklng

part in any violation of this section of this agreement.
The management will not cause.or sanction a lockout until
all the bargalnlng DrOcecure as outlined in this agree-
ment has been exhausted, and in no case upen a matter-on
which-the Appeal Board provided by Article 11 ef this
agreement has power’ to rule, and in no other case until

after negotiations have continued for at least flve aavs.-

.~
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Item. 5: Posmtlon Securltv for Unlon OfflClalS November 29, 1939

Noththstandlng their posmtlon on the sen;orltv llst,

hlef Stewards and assistant Chlef Stewards shall 1n the
event of a lavoff be contlnued at work as lOng as there 1§
a job in their district which they are’able to do and any
of their respeetfve constituents still are at .work, and
shall be recalled te work after the layoff as soon as_
there is a. job in their dietrice which they are able to do
and any_of their respective constituents have been recallied
+to work. . |
| . Notwithstanding their ooeition on the seniority list,
the'blant Shop Committee and the President, ‘Vice Dresident
Financial Secretary, Recording Secretary,,and Treasurex of
the local Union shall in the event of a lavoff and rehire
be continued-at work at all times when one_of more depart-

ments or fractions thereof are at work, provided that they

are able and do the work being done at the time.
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'Item\G:\ Union Secufitv-élauée_ December 11, 1950

— . 1. Any employee th 1s a member of the Uniocn. in

good standlng on-the effective date of thls Artlcle XII

shall, as a condltlon of’ emplovment, on and after the 30th

.day follow;ng the effectlve date of this Article XII main- -

tain his membershln in the Un;on t£o the extent of paving
membership dues uniformly levied against all'Union members.
Such emplovee may have his membershlp dues deducted from
his earnings by 51gn1ng the form for “Authorlzatxon for
Check-0ff of Dues,” or if no such authorization.is in
effect, he must pa§ his membership dues directly to the
Union.

2. Any empleyee who on the effective date of this
Article XII is not a member of the Union shall not be
required to become a member of the Union as a condition
of continued emplovment. ANy such emplovee, however,

who during the 1life of this Article XII joints the Union

must maintain his membership thereafter as provided 1in

Paragraph 1.

3. Any emplovee hired on or after the effective
date of this Article XII cha1l become a member of the Union
upon acqguiring seniority, and he shall, as a condition of
ehployment maintain his Union membership for one vear to
the extent of paying membership dues uniformly levied

against all members, subject to the following: . . .

.
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Item 7: Unibn.Security ClauseH;Septembér l,,l955"ﬂ

Ta) - Empioyeeslcoﬁefed by‘thiS'agréement at the time
it beComes-effectivé and who are members of the Union at
that time shall be required as a condition of continued
employment-to‘éontinue membership in the Union for the’
fguration of this aé&eement.

b) f'gmpléyees'covered by tﬁis agreemegt who are
not members of the Union at the time it bgcomes effecti§e )
shall Se required @as a conditién of continued -employment
to become members of éhe Union for the duration of this
agreement, on or before the tenth (10th) day aftér the
thirtieth (30th)_day-foilo¢;ng such effective date.

‘c)‘- Emplovees hired, rehired, reinstated or-£raﬁs—
ferred into a bargaining unit B:. or thé effective date of
this agféement and covered py tﬁis agreement, shall be |
reguired as a condition of continued employmeﬁt to become

‘members of the Union for the duration of this agreement,

on or before the tenth (10th) day after the thirtieth (30th)

-~

- N - -
| d3v following the beginning of their employment. in the unit.
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