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ABSTRACT

This thesis is primarily concerned in analysing the causation,

nature and connections of political factionalism in three white-collar

trade unions: CPSA, NALGO, ASTMS. Initially factionalism is

conceptualised as a process endemic to trade union political systems.

It is the overt or covert nature of this process combined with the

assistance that factions receive externally that form the basis for

explanation. The theoretical basis of the thesis is rooted in works on

union democracy especially in relation to power and organisation,

factions and participation. The influence of certain key determinants

are analysed and various hypotheses raised. These hypotheses are then

related, to a methodological framework around which the fieldwork is

constructed.

The fieldwork consisted of two parts. Firstly, interview

schedules. These were devised to elicit the maximum amount of

information from trade union officials at national, section, district,

divisional and branch levels. Altogether forty officials in each trade

union were interviewed. The information obtained from the interviews

is used in the text to illuminate differing viewpoints. Secondly,

questionnaires. These were compiled to extract a sample of membership

characteristics and opinions on unionism and political issues. The

questionnaires were distributed to one hundred members in each of the

eighteen branches surveyed (six in each union). The data from the

questionnaires is compiled in a tabulated form and inserted in the text

to illustrate points made.
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The information and data from the fieldwork are presented in the

three chapters on each union together with descriptive comments and

analysis. The case studies reveal the varying nature of factionalism

and the unique features of the union political systems. In conclusion,

the influence of determinants such as industrial sector, membership

characteristics and workplace bargaining are validated. Factionalism

is shown to be a process that operates to differing degrees in the

three union political systems studied.
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CHAPTER 1 

INTRODUCTION

This thesis is concerned with the internal political systems of

trade unions; specifically white-collar unions. The conception arose

primarily out of an interest in the continuing growth in number and in

bargaining strength of white-collar unions in the trade union movement.

I was struck originally by what seemed wide variations in the policies

and strategies adopted by various white-collar leaderships. This

thesis therefore tries to comprehend the enormous diversity both

apparent and concealed in the phenomena of white-collar unionism and to

conceptualise this in terms of internal political systems.

In recent years trade unions themselves have become even more of a

major political issue through the policies adopted by the present

Conservative Government (see Ewing: 1983; Mackie: 1984). The provisions

of the 1980 and 1982 Employment Acts were already in force when the

main body of the fieldwork was conducted between 1982-3. The measures

later contained in the Trade Union Act of 1984 were still speculative

proposals at the time of the fieldwork and indeed, the Green Paper and

White Paper were both reformed in not insignificant ways. The issue of

the trade unions' political role was therefore at the forefront of many

members minds - as was the question of their own form of participation

in their unions.

The national political background to these events saw a

considerable fall in the support for the Labour Party in opinion polls

to the benefit of the Liberal Party/SDP Alliance, reflected in the 1983
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General Election. Therefore, many trade unionists were speculating on

the continued relevance of their link with the Labour Party. This

debate was nowhere more intense than in the TUC where the growing

power- broking influence of white-collar unions was instrumental in

forcing the TUC to adopt a 'New Realist' programme to reach a pragmatic

accommodation with the Government. However, the diabolical decision to

remove trade union recognition from GCHQ by the Government combined

with the increasing electoral popularity of the Labour Party, under the

new leadership of Neil Kinnock, scuppered 'New Realism'.

However white-collar trade unions had shown themselves publicly to

be capable of exercising a major determining influence on TUC policy

for the first time. The questions of thwy white-collar trade unions

pursued this strategy and what internal political debates were

conducted to reach this conclusion are at the heart of this thesis. I

have tried, as much as is ultimately possible in a academic text, to

combine contemporary political and industrial issues facing the trade

union movement with the analytical requirements of a Ph.D. thesis.

Internal union political systems are affected by many factors both

external and internal. Yet it is the development of factions in some

unions rather than others that I find most intriguing. Political

factional activity is endemic to trade unionism because by its very

nature trade unionism is in part a political phenomena. The process of

political factionalism is the core theme running through the three

internal union political systems in this thesis. The causation, nature

and connections of political factions in the three trade unions are the

principal features this study seeks to explain. The explanation for
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the degree of political factionalism is placed in the context of the

overall internal union political system. This in turn is related to

the unique features and processes found in white-collar trade unionism.

The thesis is divided into six chapters. The first chapter

examines the numerous theories and studies written on democracy in

trade unions and the nature of white-collar unionism. Initially

democracy is defined in the union context and then related to power and

organisation, factions and participation. A separate section deals

with the nature and character of white-collar trade unionism.

The second chapter concerns determinants and forms of political

factionalism in order to construct a research methodology. The main

variables considered relevant for the fieldwork are identified from the

previous chapter. The relationship of these variables to the fieldwork

are then described in detail and various hypotheses are formulated.

Finally a research design is constructed that incorporates the above

and fashions it to a practical methodology.

The next three chapters form the case studies of the three trade

unions involved in the fieldwork: CPSA, NALGO, ASTMS. The case studies

are divided into similar categories of analysis. Firstly, a background

description of each union is given. This is followed by a desciptive

account of recent internal political activity in the three unions.

Then the roles of factions within the three unions are analysed

together with competing conceptions of trade unionism. Finally, the

major determinants of the political systems in the three unions are

identified and analysed.

A concluding chapter completes the thesis and is divided into
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three main parts. Firstly, variations in the characteristics of trade

union political systems are contrasted. Secondly, variations in the

determinants of trade union political systems are compared. Thirdly,

an analysis of the comparative trade union political systems studied is

related to the hypotheses formulated earlier in the thesis.
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CHAPTER 2 

THEORIES. AND STUDIES OF UNION DEMOCRACY AND WHITE-COLLAR TRADE UNIONISM

INTRODUCTION 

This chapter is divided into six sections analysing literature

covering theories of union democracy and white-collar unionism. The

first section poses different definitions of democracy which revolve

around the debate concerning 'representative' or 'participative'

democracy. These definitions are then transposed to the context of

trade unionism. The arguments of protagonists in the contemporary

union movement are summarised, and an attempt is made to outline how

democracy can be discerned and analysed.

The second section analyses the literature concerned with union

organisation and power.	 Variations in defining the underlying

rationale for unionism are discussed and the organisational imperatives

and constructs that emerge from them compared.	 The historical

antecendents of trade unionism in Britain are related to contemporary

organisational structures, and differing typologies are then

considered. The imperatives behind union growth are then analysed, as

are divisions of sectional interest and the effect both have upon union

organisation in terms of functions and objectives. The 'polyarchic'

structure that various sectional interests give rise to is discussed in

relation to 'conflict' within unions. This then develops into an

analysis of structure and personality, how they interact and what

external factors exert an influence upon them.

The third section concerns factions within unions in terms of
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definition and role. The original debates between 'oligarchy' and

'pluralist' theorists is analysed. 	 The development of a 'factional'

system with its dependence on 'legitimacy' and 'permanency' is covered.

Models that measure democracy and the effectiveness of factions are

included in the analysis. An array of variables which can exert

influence on the nature and form of factionalism within particular

trade unions are considered. Finally, the possibility of continuum

scales being constructed to identify varying types of factions is

proposed.

The fourth section concerns participation in trade unions.

Basically three aspects are involved, relating to reasons for

participation, methods of participation and effects of participation

upon union organisation. Traditional studies that are related to

economic motives for participation are compared to broader

sociologically based theories that relate to the effects of

background, education, etc., that may predispose members to

participation. In addition, the effect of political party membership

upon the type of participation in unions is considered.

The fifth section contains an analysis of literature on white-

collar unions in relation to their principal characteristics. The

debate that was started in the mid-1960's is traced through to the

present day. It is argued that divisions within and between different

groups of members and their own personal differences in backgrounds and

work-roles will affect their attitudes and opinions towards trade

unionism and political issues. The various affects that these

differences in membership composition and attitude can have upon the
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structure and policies of white-collar trade unions is also discussed.

Finally, a conclusion is added which contains a synthesis of the

various arguments above and specifies what indicators and variables are

considered relevant for the purpose of the study.

SECTION 1 - DEMOCRACY IN TRADE UNIONS 

Definitions of Democracy 

Here are a few examples of how democracy has been defined:-

To N. Nicholson et at (1981:7)...

... democracy exists in no real form. It is a
social ideal or a set of values that has no constant
historical meaning and no perfect expression ...
Democracy ... has almost emblematic status as an
adjective of praise, rather than a problematic
noun" .

G.D.H. Cole believed that...

... democracy is only real when it is conceived in terms of
function and purpose".
Quoted in G. Ursell and A. Mills (1978:17).

This notion is extended by A. Fox when he writes...

“ ... appeals to individual liberty often disguise
the basic issue - the argument is usually not
about the existence of social controls but about the
purposes towards which the controls are directed"
Quoted in Ursell and Mills (1978:17).

R. Williams	 (1976:86) perfectly summarises the confusion in

contemporary debate...

"No questions are more difficult than those of
democracy, in any of its central senses. Analysis
of variation will not resolve them, though it may
sometimes clarify them. To the positive opposed
senses of the socialist and liberal traditions we
have to add, in a century which unlike any other
finds nearly all political movements claiming to
stand for democracy or real democracy, innumerable
conscious distortions, reductions of the concepts of
election, representation and mandate to deliberate
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formalities or merely manipulated forms".

This confusion is nowhere more ably demonstrated than in trade

union government. The debate between representative' and

'participatory' forms of government has raged throughout the history of

the labour movement (see Rimmer: 1971).
1
 In C. Pateman's (1970) seminal

work on the debate she criticises the 'representative' school of

democracy (as manifest in the ideas of Dahl and Sartori) as based on a

concept which is "... solely a protective one". This is because their

major prerogative is to guard against the arbitrary decision-making of

leaders through promoting forms of government that provide for the

maximum output from leaders with the minimum input from members. J.

Locke, according to Hyman, replaced active control, by passive consent.

Most people are unwilling or incompetent to participate, so to prevent

oligarchy popular participation is reduced to periodic involvement in

elections with a choice of candidates. In contrast the 'participatory'

school of democracy (as advocated by Rousseau, J. S. Mill and G. D. H.

Cole) promotes the educative power involved in participation members of

a community which enhances their understanding of and belonging to it

2
(see Handelman: 1977; Thompson and Roxborough: 1982).

"Democracy, whether of nation states or trade unions, is
commonly perceived as a phenomenon desirable in itself.
The conventional wisdom, though apparently indifferent
to the exercise of power within organisations involved
in areas such as finance, industry and the public service,
holds that nations and trade unions should be administered
in a democratic fashion. To take care of trade unions,
where the members are seen to exercise control in a union's
decision-making process, the activities of that union acquire
a certain legitimacy, although this is not to say that they
will necessarily be approved. However, while comment is
frequently made about union democracy, the concept itself
has rarely been defined.
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Primary responsibility can perhaps be ascribed to the
multidimensional nature of the concept. The fact that
for some people democracy means a 'bill of rights'; for
others, elections; and for yet others, the frequent
participation of members in the affairs of the organisation
confronts any attempt to provide a simple definition and
imposes a responsibility upon those discussing democracy
to identify the sense or senses to which they are referring".
E. Davis (1982:237-8)

Traditionally in trade unions those on the 'left-wing' of politics

have always championed a populist view of 'rank and file' sovereignty

and participation. Those identified with the 'right-wing' of trade

union politics have always strongly believed in the autonomy of the

leadership. However, over the last ten years there has been a

fundamental shift in attitudes. Those on the 'right-wing' have a

forceful belief in inherent conservatism of union members and have

shown disquiet over the increasing militancy of some union leaderships.

This has lead them to advocate their form of populist democracy -

postal balloting. Concurrently the 'left-wing' have found themselves

emphasising the importance of leadership through the conscious

reversing functions of trade unionism and defending the rights of

elected representatives to exert influence and formulate policy

unhampered by continual referral to apathetic members (see Armstrong:

1977-8).

Bray in his study of the AUEW(ES) found 	 differing

interpretations:-

"Democracy is far from an absolute concept, and each faction
seemed able to advocate a conception of democracy which had
some idealistic legitimacy and yet also served its ends in
the power struggle".
Bray (1978-9: 1).
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In calling for postal ballots for elected positions the proponents

ignore that participation in any organisation is not only a means of
vor

influencing others to a particular view but reciprocally being

influenced by them (see Bray and Davis: 1982; Fatchett: 1982). This is

done by obliging individuals to reach equitable demands in the

recognition that their colleagues can and will resist inequitable

demands. It also forces individuals to consider matters other than

those of their immediate interest. This form of populist democracy

envisages an organisation that is purely responsive to constituents

demands and provides neither facility nor argument (also see Seabrook:

1975). The postal ballot does not oblige members to weigh their actions

in terms of their effect on other members, as it frees them from any

need to seek out or counsel the opinions of others. Instead, decisions

are reached on the basis of other influences, their background of

political socialisation, workplace and mass media. In their study on

union balloting Undy and Martin concluded that ...

... the argument that secrecy and postal ballots necessarily
increased democracy, even if applied selectively, is less
plausible than it first appears".
Undy and Martin (1984: 210).

One alternative version of the 'new populist' version of democracy

in trade unions is that exemplified by the EEPTU. In the EEPTU the

ideal form of industrial democracy is seen as negative workers control,

the ability not to do something. It is from this theoretical

foundation that a conception of 'negative membership control' is

reached. This literally means that an individual member does not have

to participate to exercise such control. Inevitably this leaves

sections of the membership who can protest that their interests are not
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being fully represented, though this does not of itself imply an

undemocratic union. It is rather that the demanding minority are being_

obliged to yield to the undemanding majority. This is why the EEPTU

nationally is able to close branches down because they (the national

officers) are representative of the members wishes by virtue of their

position, and branch activists are only a self-interested

unrepresentative clique (see Cummings: 1983).

"The traditional dilemma of efficiency and democracy posed
by the representative democrats often is a statement about
the contacts between inactive members and local activists,
and which set of local activists control the local association".
Seifert (1981: 55).

Therefore, how should one approach 'democracy' within trade

unions:

"The fundamental basis for democracy in trade unions
is the attitude of the membership and ... in the last
resort formalized structures, negotiating procedures
... and the like are largely meaningless impedimenta,
once the members have made up their minds what it is
they want to achieve."
R. Fletcher (1970a: 73).

It is then the ability of members to pursue their perceived

interests as distinct from the interests of the union structure that

forms the kernal of democracy:

"Democracy in the trade union context may be defined
in a variety of ways. If it is defined to mean
active participation by the members in forming
policy, there is relatively little democracy in the
labour movement. If the test is responsiveness of
the leaders to the desires of the members, an
opposite conclusion is reached: most unions are
democratic, at both the national and local levels.
In our view, however, democracy requires more than
this; the essential factor is the ability of the
rank and file to affect decisions, replace leaders
and to change policies".
Seidman et al (1958:85).
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However, how does democracy manifest itself? What are its

defining characteristics?

... democracy is to be defined not in any sense as
a "thing", but as a process, i.e. a potentially
changing quality of social relationships. As such
it is part of the wider process of government and
power utilization in decision-making".
Nicholson et al (1981:9).

"If unions ought to be democratic, then one must consider
just what is meant by democracy in this context. The
nature of union objectives and tactics does necessitate
occasional departures from procedures normally regarded
as democratic, but certain essentials must be provided.
Paramount among these is the greatest possible degree
of decentralisation of authority; in particular, job
decisions should be made by job meetings or by shop
committees, rather than by union branch or federal
officials".
W.A. Howard (1980:167-8).

"Union democracy is thus a continuous process rooted in the
daily experience of most workers and involving a continuous
struggle about the conditions of employment, the authority
of employers and the organisation of work. On this basis
union democracy is founded on the continual interation
between workers and their delegates".
Fairbrother (1984: 23).

SECTION 2 - TRADE UNION ORGANISATION AND POWER

Trade Union Function and Purpose 

An analysis of the academic studies on trade union organisation

and the location of power bases within unions requires consideration of

the functional determinants of union bureaucracy. Trade unionism serves

a defensive function, in the sense that it aims to protect its

membership from the effects of uncertainties in the labour market and

work environment upon their job security, living standards and working

conditions.	 Indeed, G. Ursell and A. Mills (1978:27) see the basic
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purpose of trade unions as the protection and promotion of the

disadvantaged in society; in other words a response to social

inequality. This function demands a collective solidarity

subordinating individual interests and autonomy to the good of the

collective whole. In organisational terms this basic function has led

to a division between firstly, the effective accomplishment of specific

collective objectives and secondly, offering members the mechanism of

democratic controls to arrive at consensus agreements on the collective

objectives. It is this division that J. Child et al (1973) describe as

a separation of administrative and representative systems within trade

unions. The logic of administrative rationality is a goal

implementation/operational system, the logic of representative

rationality being a goal formation/policy-deliberating system. This is

clearly a description of a single system with two facets of

administration and representation and its relevance is the process in

which trade unions have combined the two (see also Donaldson and

Warner: 1974a, 1974b; Crouch: 1982).

"In terms of union objectives, which may broadly be
summed up as the restriction of management's allowable
area of unilateral decision-making, there is little
doubt that a union structured to achieve efficiency
at all costs will have a greater impact than one
administered and governed along democratic lines.
The leadership of the efficiency-orientated union
can select its executives on the basis of their
efficiency alone, and need not look to their
electoral appeal. Such a union can determine
goals and strategies without the need to explain
to or seek the approval of the rank and file, and
most importantly, it can use the power of the union
as an instrument of pressure, applying it or not
applying it only as a union policy and economic
rationality dictate. The leadership of the demo-
cratic union must face the need to convince the
rank and file that policies and personnel are

3
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appropriate, that the current advice and tactics
are sound. It must tolerate the debate, compromise
and the real or potential division that are essential
to democracy. The leadership may well be so factiona-
lised that it is impotent, and will almost certainly
include men selected on bases far removed from effici-
ency. Above all, the democratic union is constantly
in danger of suffering the tactical disadvantage of
having to confront management with something less
than a completely united front".
W.A. Howard (1980:166).

Indeed, R. Undy et al (1981) concur with this model of trade union

structure by outlining two separate vertically bifurcated channels of

decision-making, bargaining and non-bargaining. Within these vertical

channels there are different systems of decision-making and methods of

choosing leaders at each horizontal level of government. It is

possible for trade unions to be highly devolved and participatory in

one vertical channel and highly centralised and non-participatory in

the other.

In developing this model Undy et al distinguish between a

continuum from centralised to decentralised in the vertical dimension,

and a continuum from concentration to diffusion in the horizontal

dimension. In the vertical dimension it covers all levels from the

shopfloor to the national, and distinguishes between bargaining and

non-bargaining channels. Issues to be determined may be dispersed

throughout the vertical structure or located in one level. A trade

union can be centralised if it retains a greater degree of national

control over a large number of issues, or decentralised if is devolves

more issues down to the lowest levels. Therefore, a trade union can be

decentralised along one of its vertical channels and centralised in its

other.
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"Unions which are decentralised in their bargaining strucutre
therefore have a very high degree of membership involvement in
choosing the bargainers and determining the acceptance or
rejection of offers. Moreover, the lay bargainers, particularly
in the larger plants in the private manufacturing sector, may
frequently have a high degree of autonomy and act independently
of full-time officials".
Undy and Martin (1984: 207-8).

In the horizontal dimension at each vertical level there may be

different horizontal structures. For example, it is possible for a

trade union to have a large heterogeneous lay biennial conference, a

lay executive, a lay appeal body and appointed full-time officials at

the national level (free from factions), or, conversely, an elected

full-time executive, elected full-time officers and a small homogeneous

annual lay conference (rife with factions). Therefore, trade unions

possess different concentrations or diffusions of power over decisions

taken at the level of government under discussion. The more

members/committees share in decision-making the more dispersed the

power, and the fewer members/committees the more concentrated the

4
power.

"The opportunity for autonomous decision making within
unions may assist factionalism by giving those organizing
the opposition freedom to act outside the established
national leadership's influence. This in turn is affected
by whether or not the local full-time officer is elected
or appointed. Elected full-time officials responsible to
their members in the locality and to a locally elected
and highly autonomous district committee, as in the AUEW(E),
can and do provide resources and support useful to an opposition
faction".
Undy and Martin (1984: 198-9).

Trade Union Structure and Growth 

The model that Undy at al construct has its theoretical

antecedants in the structural analysis of trade unionism contained in

H.A. Turner's Trade Union Growth, Structure and Policy (1962 ). In
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Turner's model of trade union structure he distinguished conceptually

between 'closed' and 'open' trade unions. The distinction is based on,

whether the trade union restricts entry to the occupations it recruits

within. Turner also distinguished between three types of trade union

government: firstly the 'exclusive democracy' occurring in closed

trade unions (this is characterised by high membership participation

and few full-time officials); secondly, 'aristocracy' a half-way house

between closed and open trade unions (it is characterised with an

active elite of skilled workers and an apathetic second class status

group of less skilled workers); thirdly, 'popular bossdom' occurring in

open trade unions (the main features are a low level of membership

participation, a marked gap between the leity and full-time officials,

and a dominating leadership).

In analysing Turner's model of trade union government and

structure one cannot help to see the similarity of his typology with

the three phases of trade union growth in the 19th century. Indeed, R.

Hyman (1975) utilises Turner's model in mapping the historical

processes involved in trade union growth and relating them to the

development of capitalist production (see also Dunlop: 1949; Shister:

1953). Hyman describes the craft societies of the early and mid 19th

century as friendly benefit societies with a restrictive strategy to

the occupations they recruited within. This equates with Turner's

model of 'exclusive democracy'. Even with the establishment of 'new

model unions' (national craft trade unions) in the mid 19th century,

access was still closed in a vertical direction. They:

... monopolised various islands of advantageous
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conditions." (1975:46).

Therefore, the 'new model unions' roughly equate with Turner's

model of 'aristocracy'. At the same time in certain industries (such

as mining) new technologies reduced the exclusiveness of skills and

recruitment was opened in a vertical direction but closed horizontally

('industrial unions'). However, although craft trade unions were

vertically closed and exclusive they were also horizontally open, which

placed them in a better position to recruit broadly.

The development of 'new unionism' in the late 19th century saw the

rise of trade unions both vertically and horizontally open ('general

unions'). They recruited primarily in occupations that included a

range of tasks with differing degrees of experience and so no rigid

demarcation existed between skilled and unskilled workers. The 'new

unions' were horizontally open because of the occupational mobility of

those members recruited, and due to the interchangeable skills they

possessed. However,

... even the most expansionist of the new unions
were essentially residual in their recruitment
patterns, filling the numerous and often complicated
gaps left by the earlier structure of trade
unionise.- (1975:52).

The 'new unions' equate with Turner's model of a 'popular

bossdom'.

"The character of organisations is very much a
product of their ancestry and the circumstances of
their early growth ... British trade unions, more
than those of most countries perhaps, are historical
deposits and repositories of history".
Turner (1962 : 14).

A further feature of union structure has been the increasing

amalgamation and merger of unions.
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... the structural history of British trade unions
during the present century records long periods of
rigidity interspersed with bursts of amalgamation."
H. Clegg (1970:55).

This form of trade union growth is nowhere as apparent as in

white-collar unions. The early work of G.S. Bain (1970), and then

latterly together with R. Price (1983), untangles the major

determinants of white-collar union growth and the form it takes.

Specifically Bain emphasised the influence of three factors.

1. The socio-economic climate - in the late 1960's and early 1970's

after a period of incomes control a 'wages boom' occurred in

conjunction with increasing inflation this led to the loss of

relative income among white-collar employees and hence stimulated

union membership (also see Routh: 1980; Runciman: 1966; Wedderburn

and Craig: 1974).

2. Government encouragement - under the Labour Governments of the

1960's and 1970's trade union recognition was extended, especially

in the public sector, and the adoption of full collective

bargaining arrangements increased. This enabled trade unions to

function and recruit more effectively and helped them to provide

a more efficient service to their members.

3. Employers'	 attitudes - in the 1970's employers' traditional

resistance and opposition to white-collar unions diminished

• largely as a result of Government legislation but mainly because

staff unions became perceived as advantageous to 'good' management

and industrial relations. 5

In their later work (1976) Price and Bain select various criteria
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which they interpret as the major characteristics of white-collar

unions. In particular, they believe it is not only the propensity to

unionise but the opportunity to be able to do so that is equally

important. Therefore, the size of workplace is very important in

determining the level of unionisation. This is largely because of the

employment concentration of large work groups on one site which leads

to more bureaucratised conditions of service.

“ ... local managers would appear to have suffered diminution
in decision making authority and discretion as a result of
increasing bureaucratization and regulation and from the
arrogation of powers over strategic issues of policy by the
members of regional and central boards".
Poole (1981b: 127).

Poole et al (1983) emphasise that there are economies of scale for

unions in recruiting in large-scale organisations. Bain and Price do

not consider the individual union leaderships and their policies to be

a major factor in stimulating or attracting a growth in membership:-

"(Leadership) ... is dependent upon and constrained by the
same socio-economic forces which motivate or enable workers
to join unions ..." and "... as such, it is very much a
secondary and deriavative determinant of aggregate union growth".
Bain and Elsheikh (1976: 23).

Adams (1977) criticises Bain for discounting the importance of union

recruitment policies and then using it to link union density and

employment concentration. R. Undy et al (1981) contend that the union

leaderships and their policies do have an affect on which unions are

more assertive than others in touting for membership. They do not deny

that all unions have the opportunity to recruit members but some take

more advantage of this than others. Undy et al see this advantage as a

6
direct result of a leadership's purposive strategy.
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In his separate work Price (R. Hyman and R. Price 1983) criticises

Bain's model for not fully explaining why white-collar employees join..

unions or not, and for not commenting on the process of growth or

decline after recognition. Price draws attention to the point that

although white-collar employees might share an awareness of their

collective interests it is only a necessary but not sufficient

condition for joining. Price believes an important material issue is

needed in order to stimulate employees into membership. Price is also

concerned with the affect that economic factors have on the success or

Otherwise of a union increasing its membership. Therefore, in

synthesis, Price's argument draws attention to the interaction between

independent sustained union action and the policies of encouragement by

the Government/employer (for further critisism and comment on Bain's

work see Heritage: 1977, and Griffin: 1983).

Patterns of amalgamation reveal variations in vertical and

horizontal directions and add further to the organisational complexity

of unions structural forms. Mergers present a choice in the direction

of a union's structural development. ASTMS has encouraged horizontal

expansion through recruitment in the banking and insurance sectors.

This reveals that amalgamation need not necessarily flow from the

pattern of existing members, it can at at times reflect other criteria

such as the internal policies of a union's leadership. Leaderships can

(and do) strive to facilitate mergers that enhance their own influence

and career interests in the broader movement, and to frustrate those

that threaten the contrary.

An example of leadership policy influencing a union's merger plans
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is given by P. Willman and T. Morris (1985). In their study of

the Banking, Insurance and Finance Union (BIFU) they distinguish

between two forms of union recruitment. The first is what they term

'natural' or 'received' growth (i.e. when individual employees

voluntary join the union) and the second is 'merger' or 'achieved'

growth (i.e when the union by its own conscious efforts achieves

expansion through amalgamation). In the particular case of BIFU the

union purposefully altered its organisational structure to achieve

mergers with other associations through diversification in insurance

and other financial institutions. BIFU changed the basis of its

structure from one of a geographic nature to one consisting of

sections. The main impetus for this move was in guaranteeing a certain

autonomy to potential future amalgamation partners and to accommodate

the growing technical and computer services specialist staff in banks.

However, although this strategy has proved successful with a rapid

growth in membership (in the insurance and other financial services

field) it has led to a hybrid organisational structure in BIFU, with

increasing tension and conflict between the geographic area committees

and the sectional associations and groups.

Morris (1986) refines the above model through adapting elements of

Undy et al's model of union growth. Undy et al (1981) suggest that

mergers are prompted by the need for institutional growth or survival.

Three types of merger are possible:- 'defensive', r consolidatory' and

r egressive'. Morris believes that the possible merger of BIFU and the

Clearing Bank Union (CBU) is of a 'consolidatory' nature. This is
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because the merger process was initiated by changes affecting the

memberships, (whether actual, relative or potential). These changes

are largely related to technical development and competition from other

unions. In the BIFU/CBU case merger motives were the result of

financial and organisational effectiveness pressures. The failure of

these merger talks Morris sees primarily due to the internal policies

of the unions. The tradition of hostility between BIFU and the staff

associations that form the CBU are major obstacles to overcome when the

imperative to merger is not 'defensive l or 'aggressive'. Though, Morris

does highlight the importance of the employer's bargaining strategy in

precipitating a merger. If the employer was to withdraw recognition of

BIFU or extend membership of its Federation to increase BIFU's size

this could have a decisive impact on initiating a merger.

In comparing Turner's model of union structure with Undy's it is

possible to detect points of congruence. Urwin and Murray emphasise

the historical antecedents of current trade union structures as a

process by which the problems of combining administrative efficiency

and representative institutions were resolved ) conditioned by the nature

of the memberships and traditions of the unions. For example, in

Turner's model 'popular bossdoms' have a centralised structure because

they were constructed from the top down and because of the sectional

strains arising from recruiting various occupational groups. Undy's

model likewise sees the centralised nature of general unions as

resulting from its semi-autonomous bargaining groups and its de jure

vertically bifurcated structure (e.g. TGWU and ASTMS). Unions which

are historically more homogeneous in composition of members (CPSA,
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AUEW, UCATT), 'exclusive democracies' in Turner's model, have a more

diffused system of government which encourages more debate and

participation in their internal workings. In Undy's model it is

primarily because these unions have a de jure single-channel structure

that the process of factionalism is stimulated into activity. Finally,

aristocracies' in Turner's model are unions with a 'governing elite'

drawn from a particular occupational group or grading of skill but

including in membership other occupational groups. In Undy's model

unions, such as NALGO and GMBATU, contain semi-autonomous elements with

devolved power in their non-bargaining channels but centralised in

their bargaining channels.

A Marxist Analysis of Trade Union Purpose and Structure 

The Marxist critique of internal processes in trade unions

emphasises the importance of their ability to influence wage

determination. This is seen as underlying the rationale and motivation

of trade unionism, and is consequently their principal objective.

Given this goal workers naturally combine along narrow lines of common

identification and interest. The patterns of organisation that emerge

encompass both internal relations and their 'external shape'. It is

because workers are conscious primarily of their immediate work

situation, Hyman writes (1971a), that they identify themselves as

members of a specific occupational group, employees of a single firm,

or the workforce in a particular industry (see also Muller-Jentsch:

1982; Offe and Wiesenthal: 1980).

"The economic struggle is the collective struggle of the
workers against their employers for better terms in the sale
of their labour-power, for better living and working conditions.
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The struggle is necessarily a trade-union struggle,
because working conditions differ greatly in different trades,
and, consequently, the struggle to improve them can only be
conducted on the basis of trade".
Lenin quoted in Hyman (1971a:12).

"Trade unionism is evidently nothing but a reflection of
capitalist society, not a potential means of transcending
capitalist society. It organises workers, not as producers
but as wage-earners, that is as creations of the capitalist
system of private property, as sellers of their labour power.
Unionism unites workers according to the tools of their trade
or the nature of their product, that is according to the
contours imposed on them by the capitalist system".
Gramsci quoted in Hyman (1971a:12).

Therefore, they are conscious of those interests which divide them

from other workers than those that unite.

"A trade union is not a predetermined phenomenon. It
becomes a determinate institution, i.e. it takes on a
definate historical form, to the extent that the strength
and will of the workers who are its members impress a policy
and propose an aim that define it".
Gramsci quoted in Hyman (1985: 118).

"Union structure becomes comprehensible only if viewed in its
historical dimension. Union structure is not a fixed
phenomenon but a process, the historical outcome of the
interdependent but not purposefully integrated strategies
of a variety of fragmented employee groups. Throughout the
process of structural development, two contradictory
forces have operated: on the one hand towards breadth,
unity and solidarity; on the other towards parochialism,
sectionalism and exclusiveness. The one tendency encourages
unionism which is open and expansive; the other, unionism
which is closed and restrictive. But the two extremes of
open and closed unions are abstractions, scarcely ever met
in pure form in the real world. The tension between
unifying and divisive pressures is in practice almost
universal, within individual unions as well as between
them: and this gives union structure at any point of time
a dynamic character".
Hyman (1975:41)

This 'sectionalism' of the 'working class' is expressed in the

lines of demarcation between trade unions and the representation of

specific interests. This point is made with more force by P.
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Fairbrother (1983) who argues that the basic strength of trade unionism

lies in the 'sectionalism' of its membership. This sectionalism he

defines in terms of divisions between paid/unpaid labour, sex, race,

occupational status and in physical/geographical separation. All of

these sectional concerns and interests are reflected in trade union

organisation, as it is rooted in the 'real world' of work and

employment and seeks to reflect immediate issues.

"All a particular group or stratum in organised
labour can do is passing the negative effect to
others, trying to minimize the adverse consequences
for themselves".
R. Herding (1972: 10).

In developing this analysis Herding comes to the conclusion that

although many Marxist writers have emphasised the importance of shop-

floor trade union organisation they have not understood the limited

'sectional' consciousness that it invokes. Gains made through

collective bargaining tend to strengthen the better situated plant or

the more strategic group within it. Therefore, the aims of 'job

control' at shopfloor level are inherently conservative in character.

Trade unions are reactive bodies rarely do they initiate proposals for

restructuring employment or reshaping work processes (see also Clarke

and Clements: 1977; Lane: 1974).

In furthering a Marxist analysis of trade union organisation as

inherently conservative in character, Hyman outlines 'institutional

needs' that trade unions evolve. He quotes pluralist writers in

support of his thesis:

"Unions as social organisations have developed a
certain 'functional autonomy', that is, their growth
and integrity have been ends in themselves".
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A. S. Tannenbaum and R. Kahn (1958:3).

"As an institution expands in strength and status, it
outgrows its formal purpose. It experiences its own
needs, develops its own ambitions, and faces its own
problems. These become differentiated from the
needs, ambitions, and problems of its rank and file.
The trade union is no exception. It is the beginning
of wisdom in the study of industrial relations to
understand that the union, as an organisation, is not
identical with its members, as individuals".
A. M. Ross (1948:23).

Therefore, a trade union's stability and growth depends on its

ability...

"... to convert temporary movement into permanent
organisation ... [and] ... to acquire sanctions
strong enough to sustain continuous members."
A. Flanders (1970:43)

In addition through trade unions' involvement in job regulation...

... the union becomes part of the control system of
management ... The union takes over the task of
disciplining the men, when management cannot."
D. Bell (1960: 214-5)

The institutional goals are therefore: institutional security and

survival, financial solvency, unity and cohesion, and administrative

efficiency. Conflict in a union arises where the members as

individuals may benefit from actions which if pursued generally would

result in a disadvantage for all, where the benefits of strong

organisation only occur in the long-term at the expense of members

short-term wishes, and where policies or organisational needs become

pursued for their own sake rather than for the needs of members.

Therefore,. trade unions become 'bureaucratic' in their organisational

framework.
7

Consequently trade unions through the pursuance of 'institutional
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goals' become 'incorporated' within the capitalist system. This

process of	 'incorporation' is aided by trade union officials

themselves (also see Edwards and Herry: 	 1985; England:	 1981;

Fairbrother: 1979).

... those continuously engaged in a representative
capacity perform a crucial mediating role in
sustaining tendencies towards an accommodative and
subaltern relationship with external agencies
(employers and state) in opposition to which trade
unions were originally formed".
Hyman (1979: 54).

Trade union officials do not merely react to external pressure,

they help shape and channel the nature and extent to which trade union

goals and methods adapt to external agencies. Once they have recognised

social status they tend ...

... to integrate their members into the larger body
politic and give them a basis for loyalty to the
system".
S.M. Lipset (1959a: 113).

According to Hyman this is manifest in three ways; firstly, trade union

officials bear direct responsibility for the security and survival of

the trade union, a role which encourages a cautious approach to policy;

secondly, it is because of the ongoing relationships necessary for

collective bargaining that officials become committed to preserving a

stable relationship and the procedures that go with it; thirdly, the

rational of officials' own positions is a competence to perform

specialist functions, this orientates them to define trade union

purposes in a way which stresses their own expertise and role. By

making explicitly, the many discontents which work in capitalist

industry generates, trade unions help make workers' behaviour more



41

predictable and manageable.

According to Flanders and Fox trade unions are:-

... an essential part of the mechanism of social
control."
(1969:156)

At the same time workplace trade unionism has also been

'incorporated', R. Hyman and R. Fryer (1975) would contend, through

managerial strategies of formalisation and centralisation of collective

bargaining, and through workers own 'economistic' and 'sectional'

interests. These processes have led to a consolidation of a hierarchy

within shop steward organisation. Workplace negotiation has become

more centralised involving the application to individual issues of an

explicitly set of 'rationalised' principles. This has been paralleled

by the centralisation of control within shop steward organisations that

readily exercise a disciplinary role. A small cadre of full-time shop

stewards possess the authority and informational and organisational

resources to ensure that their own recommendations will be accepted as

policy (see Brown et al: 1978; Nicholson: 1976; Terry: 1979, 1983,

1985; Willman: 1980, 1981; Winch: 1981, 1983).

The very resources for discipline and control which are a

precondition for effective collective action contain the potential to

be turned back against union members. It is only through the power

over its members that a trade union is able to exert power for them.

This process was quickened, Hyman (1979) argues, by the corporatist

nature of the 'social contract' agreed between the unions and the

Labour Government in the period 1974-8.

In his later work (1985) Hyman is critical of the way British



42

trade unions have grown without having to win over the active

commitment of their new members to unionism. The widespread use of the_

closed shop and deduction of union subscriptions at source through the

'check-off' system has encouraged this.

"Recruitment through such means creates no more than paper
trade unionists".
Hyman (1985: 119).

These developments have been reinforced by the 'reforms' of

collective bargaining which have limited the scope for decentralised

control of working conditions. Therefore ...

"...unions cannot rely on a spontaneous mass identification
with principles of working-class collectivism".
Hyman (1985: 119).

Hyman sees bureaucratic tendencies permeating the whole practice

of trade unionism emanating primarily for members dependence on the

initiative and expertise of a small cadre of leadership both 'official'

and 'unofficial'.

"There is indeed a problem of bureaucracy within unions,
but the problem is not primarily one of the machinations
of a distinctive stratum of personnel; rather, it is a
question of a corrosive pattern of internal social relations.
In this sense, bureaucracy is manifest in a differential
distribution of expertise and activism; in a dependence of
the mass of union members on the initiative and experience
of a relatively small group of leaders - both official and
'unofficial'. Such dependence may be deliberately fostered
by leaders anxious to retain a monopoly of information,
experience and negotiating opportunities, and to minimize
and control the collective relations among the membership.
But it can readily develop even in the absence of such
manipulative strategies".
Hyman (1985: 119).

"Given the necessity of some form of leadership
within the unions, the style and character of that
leadership can exert a critical influence on its
responsiveness to general membership aspirations; or
more crucially, its willingness and ability to
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stimulate the collective awareness, activism and
control of the mass of workers, to control their
dependence on its own superior commitment and
expertise."
Hyman (1979:61-2)

In the work of organisational theorists, according to Ursell and

Mills (1978), it is shown that the more a management is open and

accessible to lower participants, the smaller and more fragile is the

basis on which would-be leaders df these lower sections draw position

and power. Managements by negotiating with employee representatives

supply them with an advantage by enhancing their ability to predict

events and define situations for their constituents. Therefore,

selective and restrictive management communication and contact

practices are conducive to the emergence and maintenance of a hierarchy

and leadership in the subordinate body.

This centralisation and formalisation of shop steward hierarchies

has coincided with a significant degree of integration between them and

official trade union structures. It is reflected in the manner in

which shop stewards have been given an official role in many trade

union constitutions. Shop stewards, therefore, became subject to the

same institutional pressures that act on full-time union officials.

This process has gone so far for Hyman to be able to say:

"The internal politics of trade unionism today
involves a complex system of linkages between the
relatively inactive membership on the shop or office
floor and the top leadership in the TUC Economic
Committee".
(1979: 58)

The ability of national leaders to contain control and manipulate

ordinary members depends on the extent of success in establishing

loyalties, understandings or trade-offs within groups at different
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levels who are able to deploy a variety of forms of influence and 1

sanctions. Yet the 'incorporation' of shop steward committees has_

created new bases for effective resistance to leadership policies.

A Polvarchic Structural Model 

The above analysis of internal trade union decision-making is

related to the previous discussion of the administrative and

representative facets of trade union organisation.

"Organisations... are not the simple embodiments of their
members' wishes; they are social institutions in their own
right, and develop their own internal patterns of power,
goal-seeking and conflict".
Crouch (1982: 161).

The process of accommodation to the two facets of trade union

organisation has been the main determinant of the specific structures

of government devised internally by trade unions (see Akers and

Campbell: 1970). This accounts for the wide differences in the nature

and form of internal trade union institutional arrangements (for

example see England: 1979; Fryer et al: 1974; Marcus: 1964, 1966). (

Different objectives - and different interpretations of objectives -

are mediated within the union political system, involving both

cooperation and contention between political forces. Fox characterises

trade unions as "a number of collectivities structured into a hierarchy

culminating in the national level of the union" in which "groups with

differing goals seek to use an organisation of power and resources and

symbols in the service of their own interests... " (Fox 1971: 110 and

114). This process was not the result simply of a two-sided conflict

between leadership and membership in union government, but as L. James
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(1981) contends through activities within a hierarchical structure of

collectivities such as shop steward organisation, local and

regional/sectional committees, industrial and occupational groups and

national executives.

"Unions are recognized as being composed of several layers
of government with different issues being resolved, and
different processes being used, at each level".
Undy and Martin (1984: 204).

Therefore, the structure of union government can be seen as a

'polyarchy', with activists distributed at all levels of the

organisation (see Abell: 1975). Control over decision-making within a

polyarchic structure is distributed among the leaders of collectivities

throughout the organisational hierarchy, each element having some

0sphere of autonomy and each exercising some restraint over the others-

It is the process of 'conflict' within the polyarchic

organisational structure that forms the dynamic of union government

(see Hemingway: 1978; Seidman and Melcher: 1960, 1962). Hemingway

bases his model of union government totally upon the process of

conflict within union organisation. The structural conditions of

conflict are set by horizontal and vertical divisions of interest.

Vertical divisions result largely from occupational heterogeneity

within a union, making it difficult for executive decisions to satisfy

the interests of all members. Horizontal divisions follow occupational

vertical ones but are set in terms of differential positions of

influence as regards the union constitution or bargaining machinery.

"In this model, union democracy depends on the opportunity
for intra-organizational bargaining between dissatisfied
groups of members and the offending officials, the ultimate
bargaining lever being that the members resign and form a
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competing union".
Undy and Martin (1984: 203).

Hemingway distinguishes two forms of conflict: manifest and

latent conflict. Manifest conflict occurs when the parties involved

consciously recognise and articulate a difference and take action to

assert their respective positions. Latent conflict occurs when the

parties involved fail to express a conflict of interest due to either a

lack of knowledge that an interest has been infringed or a false

consciousness that even with the knowledge one party does not view the

conflict against its 'real' interests. Each situation of conflict for

the participants has a logic, different parties hold different logics;

therefore 'clashes of situational logic' occur.

In a conflict situation Hemingway distinguishes the employment of

three forms of resources as the conflict escalates - institutionalised,

alliance and action resources. When utilising institutionalised

resources a persuasive strategy is pursued that appeals to the social

conscience and goodwill of the opposition and invokes respect for

constitutional authority and precedent. There is a moral acceptance by

both parties of the rule of law, and a commitment to a constitution

based on the internalisation of norms or on the sensitivity to

pressures of primary groups. When employing alliance resources a

manipulative strategy is pursued that is dependent upon the rule of law

but allows a more calculative acceptance of political entrepreneurship

and bargaining expertise as valid for enhancing positions in the

institutionalised arena. This aims to set limits covertly through such

mechanisms as the mobilisation of bias in a 'non-decision making

process' (i.e. leaders have better opportunities to exploit such
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strategic options and are able to adjust wordings and the order of

resolutions at conference to channel debate over issues it can afford

to lose, so easing the passage of more contentious issues), 'divide and

rule' tactics (playing off one party with another) and 'co-opting'

(offering minor concessions to 'buy off' the opposition and yield

access to government to the most threatening of opposition groups).

When utilising action resources a coercive strategy is pursued that

allows the opposition no choice but to co-operate by imposing

constraints, to close all options except the one desired, and make the

consequences of non-compliance as unpleasant as possible. Although, the

costs are very high, as action taken is in breach of

constitutional/customary arrangements and as such is experienced as a

violation of rights. 9

Nicholson et al's work (1981:224) supports theories of:-

"... factions making use of the formal machinery and
key offices to bring pressures to bear in order to
secure desired outcomes. This is consonant with
Hemingway's (1978) "conflict" view of union
government, insofar as it can be seen as a form of
"bargaining" via institutional resources to resolve
tensions within the union system."

Yet they also criticise the "conflict" model : -

"Hemingway illustrates his thesis with some
interesting but curiously assorted case studies,
which tell us rather less about union government in
general terms than they do about the different forms
that may be taken by rebellions against a union
leadership. Thus conflict proves not to be
especially revealing about the process of union
government in general and neither does it seem to
fulfil the claim that it is the obverse of
control."
Nicholson at al (1981:20-1)
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It is the relationships among several coterminous behavioural and

structural factors that Nicholson et al see as defining the democratic

efficacy of conflict.

Personality Characteristics and Structure 

It is apparent that a key factor in the interplay between

structures and personality is the extent to which individuals can

mobilise resources to pursue their own vision of union organisation.

An individual's behaviour is governed not only by the structure of the

situation but also by his ability to shape and mould that structure to

suit his own interests. Child et al (1973) underline that it is not

only situational factors but also the notion of effectiveness upon

which contingency theory rests that is meaningful to decision makers.

The institutional framework is the outcome of a dynamic process

involving the interplay between internal power relationships and

institutional arrangements. One approach is to argue that people are

in organisations to be influenced as much as to influence. By role

definition trade union leaders are acting on the belief that to get the

best deal a series of compromises will be necessary involving members

giving something in return. Personalities do count but are constrained

by the nature of the leader-led relationship (see Rideout: 1967). This

also relates to Undy et al's point that individual influence can be

constrained by constitutional factors where power is diffused.

Conversely, where power is centrally concentrated an individual will

have a major influence on policy. However, a system of checks and

balances while ensuring that control is not too concentrated does not

guarantee that it is widely distributed. Union bureaucracy therefore

consists of individuals pursuing certain personal and factional points

of view.
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... much of the union official's behavior is essentially
managerial-making decisions, preparing policies, issuing
directives, etc. In performing these functions, the union
official is influenced not only by his constituents' wishes
but by many organizational constraints and by his own
attitudes and opinions - his theories, if you will, of
how people behave and organizations ought to function".
Miles and Ritchie (1968: 108).

Some reflect views of a majority of the membership, some are

designed to further personal advancement to make friends and isolate

enemies in the search for personal security, others arise from concern

for the union organisation itself. Trade union officials can

deliberately cultivate their own image through control over the

internal union communication network. National leaders develop

political skills in knowing how to make speeches, handle meetings, and

cultivate contacts (also see Davis: 1978). This is very important in

unions where a small number of officials and lay activists can exert a

crucial influence over voting patterns.

"The practices in question, are of course, the union
secuirty devices which arise out of the multi-faceted
nature of unions. It is most important to recognise
that the union, as an organisation , can be distinguished
from the individual workers constituting its membership,
and the union officials and employees may be distinguished
from both. The interests of all three aspects of the union
are frequently advanced by the same policies, but this is
not necessarily the case. There are union policies which
are devoted to advancing the institutional interests of
the union, or of its leadership, which do not necessary
promote the welfare of union members. Such policies
are perfectly legitimate, and are a common enough pheno-
menon, in all organisations, and it is important to
recognise, in the union context, that this multiplicity
of interest is not necessarily, or even normally, a zero-
sum game. Policies advancing the interest of one aspect
of the union need not have a deleterious effect on its
other aspects; in other words these interests are not
always opposed, they are simply different. To refuse
to recognize the multiplicity of influences on union
behaviour is to limit one's understanding of the nature
of unions. To condemn it is to condemn institutions
generally".
W.A. Howard (1980:163)



50

The source of different viewpoints within a trade union may be

found in external factors such as political associations, labour and

product markets, technology, payment systems and managerial structures

and attitudes that can both produce differential interest groups and

provide them with power resources. Allied to this is the relationship

between structural factors and individual values especially the

interpretations placed by actors upon their relationships with each

other and the union, their definitions of what constitutes a problem

and their own self-image. The goals which a power-holder sets for

union organisation affects his strategy for achieving them, and the

strategy in turn affects the structure (see Miles and Ritchie: 1968).

Ursell and Mills single out the importance of 'gatekeepers' filtering

the flow of information between levels and groups in an organisation.

At local level it is possible to have personalised and informal

relationships between members and lay officials. The information they

possess is as much likely to arise from the management as the trade

union structure, and the nature of control they exercise will be to

impose an interpretive frame on the material at hand. Nicholson et al

(1981) point to the influence of collective bargaining processes on

union officials particularly in relation to the information held by

them and their actions and behaviour once in office (also see Edwards:

1978):-

"By and large the branch officers were, as Butler et
al (1979) describe it, "gripped in the process of
pluralistic negotiations upon equivocal
information", a condition which helps explain why
formal leadership positions tended not to be held by
any one individual for any length of time.
In short, on many issues (particularly those to do
with service conditions) members of the branch
leadership were less an elite than they were
servants of Whitley bureaucracy, though clearly they
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were are the same time not wholly disinclined to
make use of the advantages of formal office."
Nicholson et al (1981:222).

Structure is a function of purpose and the mobilisation of

 depends on power position, in having access to such

instruments as disciplinary powers, control of union publications,

command of an electoral 'machine', patronage, coercion, ability to

mobilise bias and manipulate the agenda of issues for debate; also upon

personal attributes such as education, oratory and administrative

competence. In their work Ballots and Trade Union Democracy (1984) R.

Undy and R. Martin suggest that autonomous decision-making within trade

unions allows opposition to organise outside of the leadership's

influence. In trade unions like the AUEW elected local officials can

aid factions with their organisation and activity. Though Undy and

Martin do not see local autonomy as a necessary precondition for

factionalism. Instead Undy and Martin stress that in trade unions with

structured divisions of interest, caused primarily by recruiting over

different industrial and occupational boundaries, failure to satisfy

the interests of a minority group can easily occur and in pleasing one

group of members through policy changes a trade union can alienate

another group. At the same time, however, the formal structural

divisions within trade unions can mitigate against disillusioned or

alienated sections of members from developing into full-blown

opposition factions.

"Such groups either resolve their differences with
the leadership through the bargaining process or fade
into insignificance because formal structural
divisions prevent them evolving into factions and
providing an opposition group on a more permanent
basis."
R. Undy and R. Martin (1984:204)

Therefore, in trade unions with less homogeneous memberships the
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above activity can help compensate for the lack of factions and provide

a limiting factor on the excesses of leadership practice.

"They can ... check the oligarchic tendencies which
may exist in the absence of factions and parties by
bringing sanctions to bear and gaining concessions on
specific issues of importance to their sectional
interest and thus promote democracy".
R. Undy and R. Martin (1984: 204).

Questions concerning democracy and oligarchy are political

questions relating to the distribution of power, authority and control.

Trade union constitutions reflect this distribution rather than being a

determinant of it. Power is based on exchange and strategic

contingencies; the social structure and an actor's perception of power

combine to produce changing power relationships. Control is the

outcome of a power relationship (see Strauss: 1956). Authority is, in

effect, a certain type of power; the distinction between authority and

other types of power hinges on the interpretations placed upon the

relationship by the participants. In general the recipient perceives

the exercise of power as being legitimated by the social structure in

which the power relationship is exercised, involving an acceptance of

the power situation. This definition stems from Weber's concept of

legal-rational authority, derived from the rules governing a hierarchy

of office (not incumbents). Talcott Parsons views this definition as

more akin to Weber's use of the term 'domination', as it does not

involve acceptance by a subordinate of a superior's values; whereas

'authority' is conditioned more by the uninstitutionalised pressures
10

that norms/ideology exert (see Crouch: 1982; Edwards: 1978).

Nicholson et al (1981:21) argue that:-

"Oligarchy and democracy are processual as much as
structural in so far as they both institutionally
and behaviourally mediated."
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SECTION 3: DEFINITION AND ROLE OF FACTION 

Oligarchy and Opposition 

The debate or union democracy stems originally from the work of

the Webbs (1898) and R Michels (1911 - see 1959 edition; 1965). 	 The

Webbs and Michels shared a pessimistic perspective of union democracy. (,„

This was founded upon their emphasis upon the organisational pressures

inherent in union bureaucracy, arising from its functional

requirements, that gave stimulus to a self-perpetuating oligarchy. The

Webbs specifically concentrated on the development of British trade

unions in the 19th century (i.e.	 'New Model Unions' and 'New

Unionism'); Michels formulated his analysis through a study of the

German SPD though it applies equally to trade unions. Their analyses

both reflect an assumption of trade union government as essentially a

dichotomous 'model' between leaders and members. They itemized such

factors as union growth leading to the establishment of a professional

bureaucratic full-time officer calibre, with interests and objectives

at variance with the original purposes of the trade union and with the

interests of the membership as a whole see Shepard: 1949; Ulman: 1955).

Though it has been pointed out that Michels believed that neither the

leaders nor the rank and file favoured policies which were objectively

in the interests of the working class (May: 1965; Lipset: 1962a). The

Webbs and Michels did not countenance the idea of an opposing party

ready to take control of the -leadership and reform the union

democratically, as all parties to them possessed inherent oligarchic

tendencies so that there would only be a change in name not practices.

R. Hyman (1971) criticises Michels for concentrating his study at the

national level and not countenancing membership participation and
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control at other levels in unions' structures (also see P. Cook: 1971;

Hands: 1971).

In the study of S.M. Lipset et al (1956) a counter form of union

government was proposed as an alternative to oligarchy, in their

analysis of what they termed a 'two-party system' operating in the

International Typographical Union (I.T.U.). They claimed that a 'two-

party system' is the only form of effective opposition within a trade

union. The whole study is based on the assumption that internal union

democracy is valuable for promoting democratic goals in the wider

society (see Valentine: 1978). Hence, their utilisation of the

pluralistic terminology of national political systems as manifest in

their description of the history of pendulum changes of government in

the I.T.U..	 The basis of their assertion of a 'two-party system' was

their measuring of the strength of the two parties by the incidence of

turnover in office. One major characteristic of the 'two-party system'

is what they referred to as 'the institutionalisation of opposition'

(1956: 13), in the sense that political opposition is accepted as both

legitimate and permanent thus forming an essential part of the union

structure (also see Rose: 1960; 1962). They consider that the basic

criterion for democracy in the context of union government is 'the

possibility that an official can be defeated for re-election' (1956:

404). 11

In their study Lipset et al define a 'faction' in terms of a

group possessing a party platform which elaborates an ideology or

principles of an electoral programme and offers a continuing basis of

differentiation between contenders for office so that a cleavage exists

regardless of the current state of affairs in the organisation. A

'faction' lasts only as long as the crisis it arose to or until it
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acquires stable organisation and legitimacy and hence becomes a

'party'. Yet it is far from clear how 'factions' develop into 'party'

opposition through the institutionalisation of conflict. This is due

to the lack of empirical evidence to uphold Lipset et al's assertion.

The analysis in Lipset at al's study can be criticised for not

acknowledging that opposition can be institutionalised without ever

achieving office, while office-holders can be defeated without the

institutionalisation of opposition. The concept of 'institutionalised

opposition' itself is too vague as it may refer to either the

recognised right to opposition or the exercise of that right. The very

existence of organisational struggle becomes used as if it were the

index of the extent of democracy; but the identification is merely

asserted rather than argued. This is the main reason Lipset et al

regard this study as a 'deviant' case rather than the norm in union

government. Dividing unions between the I.T.U. and the rest is not a

satisfactory basis for comparative studies of union government.

Elections and Factions 

A conceptually similar analysis is provided by J.D. Edelstein and

M. Warner (1975). However, instead of seeing opposition as necessarily

dependent upon the existence of factions or parties they conceive it as

an overall competitive electoral process which results from the way in

which the union is structured and its procedures. Their theory

specifies characteristics of formal structure of union government

likely to create conditions of equality between incumbent and

opposition candidates in elections. Effectiveness of opposition and the

degree of democracy is measured by the frequency with which incumbent

candidates are defeated and the closeness of voting (similar analysis

by R. Undy 1981). Democracy is most likely when the formal political
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structure facilitates the emergence of a small number of powerful

12
candidates instead of a large number of weak ones.

Although the Edelstein and Warner model is appropriate to union

democracy, the measure is inadequate as overwhelming victories may be

due to effectiveness in implementing the wishes of the majority of

members (see Crouch: 1982). Close election results and a high turnover

in officials are as likely to indicate incompetence as internal

democracy. A high turnover in union officials may indicate a lack of

leadership responsiveness to majority opinion, since removal from

office is the ultimate sanction on leadership disregard for membership

opinion. Electoral rejection can also signify the inadequacy of less

drastic sanctions. Therefore it is quite obvious that the mechanical

criterion of closeness cannot provide any basis for distinguishing

between the significant and insignificant. The concept of

'counterveiling powers' envisages, at least, two organised groups

competing equally in an electoral system that allows greater

opportunities to express differences and to exercise choices. In

practice, however, do the choices available actually encompass the

whole range of membership views? If trade unions are organisations

designed to pursue membership interests in an instrumental fashion then

choices in government do not necessarily entail a polarisation of

views? A factional system may not be so much an indicator of

democratic practise...

... as the skilful use of an apathetic situation
of a discipline and externally organised group."
Ursell and Miles (1978:4)

Membership participation may be stimulated by a common interest which

does not require it to be amplified as an organised opposition

challenge. Therefore, 'factions' in a functional sense can mitigate
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against the successful advancement and defence of membership interests

(e.g. through time-lags in decision-making; instability of leaderships;_

stimulation of internal divisions). Though Edelstein and Warner are

correct to emphasize formal organisation and specifically the

distinction of power between national, district and branch levels,

their organisational theory of union democracy is sociologically

inadequate: it may provide the basis for prediction, but not

explanation. For example, it does not necessarily follow that formal

leadership positions are the principal loci of power and authority

within a polyarchic structure; consequently factions may not be

competing for officerships. Throughout their analysis there is a

complete neglect of contextual variables. In particular Undy and

Martin (1984) point out that formal trade union structures vary in the

extent to which they "... create equal competitors for leadership."

They criticise Edelstein and Warner so failing to take account of a

candidate with leadership support backed by the powerful resources of a

trade union machine. Conversely a trade union leadership can block the

progression of unfavoured candidates through promotion of the

leadership sponsored candidate in the trade union journal; invitations

to weekend schools, supportive statements of leading national officers.

Formal organisation in reality is a dependent not independent variable

reflecting the union's history, membership spread, bargaining position

and -functional needs. An adequate theory requires integration of

organisational variables into a wider conceptual framework.

An attempt at integration is provided by R. Martin's (1968)

analysis of union democracy. Martin emphasizes the constraining

variables upon union leaderships that affect them in tolerating

opposition.
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"... democracy exists when union executives are unable to
prevent opposition factions distributing propaganda and
mobilizing electoral support. It does not require that
opposition be institutionalized... mearly that it should
survive as a recognized form of political activity".
Martin (1968: 207).

Therefore Martin contends that union democracy exists where the

leadership is unable to prevent opposition factions mobilising

electoral support or when opposition is tolerated. The survival of

'faction' is seen to fulfil the function of limiting leadership ability

to disregard rank and file opinions by providing potential means for

its overthrow. A leadership is faced with an uninstitutionalised

opposition seeking to influence the leadership in a certain direction

or to infiltrate it through the electoral process. The leadership can

disregard, conciliate or attempt to divide opposition by including some

of its members in the government. In Martin's later work with Undy

(1984), they also emphasize the importance of a leadership's role in

affecting the development of factionalism by pointing to the resort of

the law courts by certain trade union leaderships to resolve political

balances within their trade unions. In other trade unions the

leaderships purposefully ignore factions and rally support round them

in the pursuit of solidarity, or (in trade unions with more developed

factions) full-time officials can give active support to opposition

factions to enhance their own status and career. Martin's critique of

Edelstein and Warner rests on the level of full-time officer turnover

with formal organisation as a dependent variable. However, Martin does

not take account of the size of the vote as an important variable, for

membership interest and participation in union affairs between

elections is one of the variables sustaining electoral competition in

each of the differing approaches to union democracy (see Anderson:
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13
1978). Additionally N. Nicholson et al (1981:20) make the point that:-

I
"Whilst one might take issue with the details of
this taxonomy, it is valuable for helping to reduce
the identification of factional contest and conflict
with formal structures that is the mainstay of the
Edelstein and Warner and Lipset et al formulations.
Although Martin does not draw his argument in this
direction, it is a short step to see the formation
of factional forces that undermine oligarchy as a
primarily informal social process."

The Anatomy of Factions 

"It is part of the daily reality of trade union life that
there exist competing groups which are fundamentally different.
The two main traditions are theoretically and strategically
separated by the gulf of opposing world views: only at the
tactical level do they sometimes join together".
Seifert (1981: 316).

In defining 'faction' in the trade union context M. Dickenson

(1981) writes that one has to be aware that the tentativeness with

which opposition groups structure the members' vote (resorting to

behind the scenes manoeuvres and indirect methods of issuing voting

instructions) is evidence that very often factions are reluctant to

admit they are engaging in political competition (see Seidman et al:

1951-2; 1958).

"Factions within unions do not always have equal or near equal
electoral organisations".
Undy and Martin (1984: 113).

Therefore factions can range from the very loosest form of organisation

(which may enable them to exert some influence on government but not

govern in their own right), through to highly organised groups which

succeed in winning decisive control over the resources of the union

(see Mills: 1948).

Nicholson et al (1981:220) found that:-

"Most of this factional activity, though mobilized
informally, has as its target entry to and
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competition within the branch's formal machinery of
sub-committees and, more importantly, general
membership meetings."

A faction must possess a degree of continuity and discernible policy

orientation to provide a consistency in policy to distinguish its

ideological position from others. This involves a formal organisation

governed by rules to allow for its continuation through membership

recruitment, election of leaders, holding of meetings etc. Thus

policies with an ideological basis enforce a degree of consistency in

policy-making and implementation. Factors leading to the emergence of

factions and the making of differences between such groups will vary as

a result of the formal/informal structural aspects of the union, the

nature of the industry in which it is organised, characteristics of the

membership as individuals, factors in the work environment the union

14
operates in,	 and historical circumstances (see Poole: 	 1981a).

Undy (1979) initially developed the distinction between 'parties' and

'factions'. In their later work Undy and Martin suggest the

following...

"In adopting this approach 'parties' can be taken as being a
form of well-developed factionalism by reference to the
organizational behaviour of the group under discussion. Hence
notions of legitimacy, for which there is generally no objective
measure acceptable to both the established leadership and members
of the opposition, can be dispensed with. Both factions and
parties operate outside the union rules".
Undy and Martin (1984: 193).

In their recent work Undy and Martin (1984) propose that

'factions' and 'party' are on a continuum; there is a line between the

two that is continuous.

"The degree of factional organization varies both across different
unions and between the political groupings within individual
unions".
Undy and Martin (1984: 112)	 \
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Nicholson et al (1981:182) concur their study of a NALGO branch:

... what we have witnessed here are the social
transmuted processes whereby the instability of the
organisation at one period is transmuted into
stability in another - a shift from pervasive
factionalism towards, if not a two-party system,
then certainly some greater degree of structured
regularity."

Undy and Martin believe that no discontinuity occurs with the

intervention of the 'legitimacy' and 'institutionalisation' variables.

They affirm that trade unions with well-developed factions have a

greater degree of occupational homogeneity. This is because common

occupational interests allow for ideological diverse groups to compete

without endangering the basic cohesiveness of the trade union.

Conversely, trade unions with a lower level of factional organisation

are more heterogeneous in membership with major occupational and

industrial division.

This sectionalism of the membership mitigates against fighting

T - internal trade union elections on broad ideological groups. Instead,

- elections became based more on occupational industrial or regional

factors; this is compounded by trade group/industrial section

structures and processes of decision-making which in turn make it

extremely different for like-minded political groups to co-operate

across formal structural boundaries. It further marginalises any

factional activities as they have to occur outside the formal structure

for any broad-based involvement to succeed, and thus can be perceived

as a threat to the cohesive whole of the trade union.

It is of worthwhile note that R. Seifert (1984) also employs the

concept of a continuum, but for two purposes. Firstly, he suggests

that factions are not purely the institutionalised representation of
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sectional interests in a trade union. Indeed, they may be securely

based in one section but they must transcend sectional considerations

or cease to have a political meaning.

"Thus measure of factional organisation is best seen
as a continuum along which factions move during their
existence."
Seifert (1984:374).

Seifert proposes that factions are not parties since the

contesting of elections and opposition politics proper may or may not

be a relevant strategy within the micropolitical arena of any trade

union.

"It is the concept of faction as power-seeking groups at any
level of the union organisation that provides the most useful
way of studying union political practice."
Seifert (1984:374).

Secondly, Seifert identifies another continuum of factional

dependence on some outside body (i.e. a political party). He believes

that extent of external control to be an important variable in

factional development. Seifert reinforces this by stressing the need

of constant political and organisational development for the survival

of factions. He specifically concentrates on the relative ability of

factions to maintain support for policies and methods of work

associated with a particular faction over a period of time. 15

"Factions, if they are to survive in a hostile,
competitive and rapidly changing environment must
maintain proper contact with those members they
claim to represent in terms of policy, organisation
and style of work."
Seifert (1984:388).

SECTION 4 - PARTICIPATION IN TRADE UNIONS 

There are two aspects to the issue of participation in trade

unions: first, the reasons why union members participate, and the

effect participation has upon union organization. Such issues are more
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important than the precise form of participation, although much writing

has concentrated on this subsidiary question (the role of ballots, for

example).

Participation: The Traditional Approach 

The traditional perspective is of work-related involvement which

affects intra-union activity. A.S. Tannenbaum and R. Kahn (1958)

convey this by emphasizing individual extrinsic ends (see also

Kyllonen: 1951). They specify that the activist is more likely to have

higher pay/skill seniority, is older male and married, with a higher

degree of job satisfaction which disposes him towards a more co-

operative attitude with management (see Seidman et al: 1951; Strauss

and Sayles: 1953). Nicholson et al (1981: 224) point out that...

H ... this study has demonstrated the importance of educational
levels and background political socialization factors for the
development of the individual's capacity to participate and to
participate effectively".

This activist views the union's primary function as protecting and

enhancing his rights to his important job. Tannenbaum and Kahn also

stress that the union itself is organised and orientated around the

job, thus a member's stake in the job is an important determinant of

union activity.	 The	 'time-space'	 dimensions of a worker's

differentially-valued job have effects on his thinking and behaviour to
16

the union. Nicholson et al (1981: 175) suggest that ...

... the concentration of high status stewards in the union's
key position accords with a picture of union involvement being
unevenly distributed across the formal job status hierarchy".

A.H. Cook (1963:28) defines participation as H ... a behavioristic

rather than attitudinal concept".
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N. Nicholson et al (1981:214) suggest:-

...the additional motivational payoffs of union
participation are very much embedded in a social
context of values and interpersonal influence, which
provide varieties of meaning to membership and paths
to otherwise inaccessible levels of the management
system."

R. Taylor (1976) underlines that the majority of the membership regard

their union card as a kind of commodity which they pay for in order to

gain tangible rewards. This leads them to practice 'instrumental'

collectivism - the achievement of individual private goals outside the

workplace' (as developed by J.H. Goldthorpe et al 1968:37; also see

Chinoy: 1956). The instrumental orienation Goldthorpe et al discovered

extended ...

"... across occupational divisions reflecting differences in
skill and status and which would appear to override perhaps
yet more decisively the possible effects upon industrial
attitutes and behaviour of different production technologies".
Goldthorpe et al (1968: 144).

A.H. Cook (1963:210) suggests that:-

"... members tend to participate more numerously in
matters connected with achieving the union's economic
goals than in those having to do with internal government
matters, political activity and the like".

In traditional studies, G. Ursell and A. Mills suggest, there is

an in-built assumption that correlates are factors causally explaining

participation in unions. Yet, if trade union membership is

instrumental for most trade unionists then does it not follow that

attendance rates will vary markedly depending upon what issues are

under discussion at any one meeting?

It is also apparent that:-

... the majority of union members are selectively
active and do at some time' or other in the branch
year participate in one or more forms of union
related activity, leaving only a minority who are
totally inactive, although dissatisfaction with the
union can lead to a self-perpetuating alienation and



65

behavioural dissociation from it, this relationship
is not inevitable. Indeed, it would appear that
hostile attitudes towards the union more often
result in a more selective attitude towards
participation rather than an outright rejection of
it. That is, hostile union members will choose to
participate in specific ways far more discriminately
than will those members who are more favourably
disposed to the union."
Nicholson et al (1981:213)

In the S.M. Lipset et al (1956) study the examples of printer's

clubs, chapel organisation, informal social groups and political

cleavage were cited as mediums creating an 'informed and interested'

rank and file, that strengthened their concept of an 'occupational

community' (1956:475; see also Roy: 1964). A.H. Cook (1963) suggests

that participation is made up of two elements. Firstly, the members'

acquisition of political skills. Secondly, the union providing motives

and meaning for participation.

"Unions which have a variety of activity programs,
even where they are non-political in nature,
nevertheless afford their members the opportunity
of getting training in political skills - speaking
administration, building an organisation, making up
agenda, chairing meetings, making reports, and
joining with others in making decisions. Members'
aquisition of these skills makes the difference
between their ability to exercise effective politcal
controls over their organisation and its leaders
and the mere registration of a 'yes' or 'no' vote
on their proposals and performance".
A.H. Cook (1963: 237-238).

"It is this ability to move beyond the particular occupational
situation of an individual or a group, and into the realm of
political power, that the trade union can invest the individual
with a sense, however tenuous, of participation in the political
machinery".
Phillipson (1964: 103).

W. Spinrad (1960) extends this by suggesting that the smaller the

workgroup and the more homogeneous the occupation the higher the level

of participation. Spinrad places greater emphasis than other writers of

the same genre on the closeness of residence and the isolation of the
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community (see also Kouner and Lahne: 1953; Parson; 1959-60). R. Sayles

and G. Strauss (1953) develop the concept of job accessibility tof

suggest that the more a specific work situation allows or involves

frequent contact with other workers the more likely a collective

identity will develop (see also Greenstone: 1965; Stephenson et al:

1983). Although it is important to stress that attitudes can be in

some way determined by the type of productive technology in operation

(more specifically by the way in which work tasks and roles are defined

and by the way in which they are related to each other and co-

ordinated) it is by no means clear that this is the principal

determinant (see also Jones: 1959; Woodward: 1965, 1970). P. Fosh

(1981) highlights that a major influence on attitudes and behaviour of

workers to their union is their own definition of the work situation,

which may be independent of technological factors. Secondly, the roles

played by members in an out of work context influence their attitudes

as does the influence of historical factors such as an individual's

past experience at work and the workplace's previous industrial

relations record (also see Dean: 1954, 1958; Form and Dansereau: 1957;

Gouldner: 1957-8). Nicholson et al (1981: 213) make the point that...

u ... for middle and upper status employees, involvement in the
union is largely internally motivated via sympathetic value
system, whilst for low status workers, involvement more
typically is stimulated by the external influence of union-
linked social affiliations".

Participation: A Critique of the Traditional Approach 

It is obvious from the above that individuals can have a multiude

of associations to which they can belong. The decision about which

association to give their time and commitment will rest with their

individual preferences. This does not only mean that non-participation

in union affairs is due to a set of preferences elsewhere, but also
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that no single set of attitudes are inculcated via participation.

Individuals 'choose' which set they want to be subjected to, and so

this becomes a form of selective education in which individuals

predispositions, their 'place' in society and current elite competition

for definitional frameworks play determining roles (see Beale: 1982;

Bergquist: 1974; Cockburn: 1983; Greer: 1959; Harrison: 1979).

"One of the most significant indices of a union's
inner democracy is clearly the extent to which its
members not merely are able to take a hand in what
It does on their behalf, but in fact do so. On the
same analysis, however, a large proportion of trade
unionists will not wish an active participation in
their organization's management. So that a second
test of union democracy would well be the degree to
which such 'passive' members are also able to
identify their leadership's policy and actions with
their own interest."
H. A. Turner (1962a: 303).

This also raises the point of how the quality of leadership at the

workplace level can affect members' attitudes to the union. E. Batstone

et al. (1977) display the dichotomy between those shop stewards who see

themselves as leaders and those who restrict themselves to a cypher

role. Nicholson et al (1981) reinforces this point by suggesting that

variations in representative behaviours of stewards have a crucial 1

inhibitory or facilitating role in relation to the participation of
1

members (see also Goodman and Whittingham: 1969; Lund: 1963; Parker and

Bynner: 1970).

"The internal politics of a union, the dominance of certain
-ideas, and the entrenchment of certain factions, has a bearing
on the activity and consciousness of the membership at the
factory level".
Smith (1982:567).

I

attitudes towards the union affects workers' behaviour and attitudes
1

towards and within them. It is understandable that few people offer

E. A. Ramaswamy (1977) indicates how management's behaviour and 

i
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themselves for union leadership roles because the reward is

intrinsically personal and few employers agree to paid time-off for

union activities (see also Anderson: 1979; Chadwick-Jones: 1965; Davis:

1981; Hamner et al: 1978; Klandermans: 1984).

Nicholson et al (1981) do not see participation as simply /

dichotomous but rather as a continuum of involvement types.

"... these data do confirm the opinion of those, like
Seidman and colleagues, who have claimed that union
involvement is better viewed as gradations on a continuum

	
I

rather than as a dichotomy between active and inactive
members".
Nicholson et al (1981: 87).

They share the frustration of Ursell and Mills (1978) with the Cif

reductionism of writings that have equated membership 'participation'

with 'activism' and equated both these with 'democracy'. 	 This

research, according to Nicholson, has been narrowly concentrating on

enumerating correlates of activism and characteristics of activists.

However, the danger of any analysis involving a continuum of

measurements is that this does not allow for more sensitive influence

patterns than a single criterion, leading to blanket judgements of

'apathetic' members. Indeed, in following Ramaswamy, they conceive

participation as...

11 ... any interaction between union members or
between them and the leaders over (work-related)

	
I

issues".
Ramaswamy (1977:470)

There is also the question of the dominance of men in officer

positions within trade unions, especially those with a predominantly

female membership.

"In part, it is true that women.are less likely to take an
active part in union activity, but this is not simply because
of domestic commitments which prevent them from attending
union meetings; many women also resent the maleness of union
meetings and procedures".
Downing (1981-2: 223).
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The traditionalist approach concentrates on economic orientations

influencing membership participation, but does not contemplate that a

trade union's political life can have its own momentum independently of-

the membership's economic interests. Indeed, one can press further and

argue, as P. Fairbrother (1983) has done, that it is not at all easy or 1

as straightforward to divorce economic from political issues in the

public sector due to state policy and practice. There is a complete

lack of emphasis on the consequences of political involvement as a

determinant for participation in union activity (see also Urwin and

Murray: 1983). Ramaswamy (1977) argues that where party and union

\

party activists would participate in union activity far more than )

others, and it is more likely that they would act as a bloc within the

union (see Shiron: 1977). Therefore political affiliation must be

!
recognised as creating an additional impetus for membership

participation in trade unions (see Bean: 1965; Crewe: 1973;

Schriesheim: 1978; Skinner and Stephenson: 1981). Nicholson et al

(1981:212-3) also note how:-

Ii
"... political socialization has been found to
supply the origins for the greater part of the
motivational energy for members' need for
involvement, with parental values and educational
induction providing the means for people to acquire
beliefs and values about their relations with the
union. At the same time educational attainment is
part of the profess ionalisation that discriminates
between the job status of groups of members, forging
among many what we have called an "educated
radicalism". Job status, in turn provides further
distinctive rationales for participation, since it
discriminates among the interests and competences of
members. These patterns support the proposition
that the development and experience of participatory
efficacy in one realm (in this context, education and
work) "spills over" in the form of a greater ability
and willingness to participate in other realms
(union)."

activity becomes indistinguishable it is more reasonable to expect that 11
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Hence clusters of highly participating members evolve into

political factions, and although they may initially maintain a low

tempo of activity their influence in union affairs is large as they are

the only identifiable entities which can galvanise members for

political action (see Seyd: 1968; Warde: 1976). By drawing members into

a high level of union activity they create an alert rank and file

unlikely to remain passive over leadership actions (see Palmer: 1983).

The norms of factions provide legitimacy to their actions and to the

entire process of opposition so that the leadership cannot denigrate an

opposition that is normatively sanctioned.

The second issue to be considered is the consequence of

participation for the operations of the union. J. Hemingway (1978) and

M. Moran (1974) argue that a responsive leadership and membership input

can be achieved despite low rates of voting participation and in the

absence of competitive elections. The concept of electoral

accountability though based on leadership dependence on membership only

implies that the leadership is refraining from what members do not

want, not that they are doing what members do want. It also obscures

situations where members are prevented from recognising what is or is

not in their interests, which can occur with an absence of effective

opposition or, despite opposition, when certain interests are

unrepresented in an election. M. Dickenson (1981) points out that

there is a false dichotomy constructed between electoral and other form

of participation, because they are both found together and are mutually

reinforcing (i.e. formal institutions of meetings, elections and

plebiscites, informal structures provided by factions, occupational



71

groups, inter-union links, shop steward committees, employer and public }

bodies).

... for most members trade union activity was workplace
activity, not Branch meetings".
Fairbrother (1978: 228).

It is this very presence, Dickenson argues, of active participants with

independence from the leadership (autonomous workshop organisation and

strong committee systems) that is a prerequisite for organising

electoral opposition (i.e. 'factions'). As previously mentioned in 1

distinguishing between the two facets of bargaining and non-bargaining

issues Undy and Martin (1984) argue that it is possible to have high

membership participation and control in one channel, and a low level of

participation and control in the other. It is mainly in trade unions

that generally do not elect or rarely elect their national officers

that a situation of low level participation and centralisation in non-

bargaining decisions occurs concurrently with direct membership control

over bargaining decisions.

In conclusion, the literature on participation in trade unions

covers a whole range of participative types and forms but these relate

closely to the environment in which a trade union functions...

... for it is clear that there is scope for a wide variety
of possible forms of membership participation, affirmation
of goals, and control, which relate to different union
organizational climates and structural arrangements".
Nicholson et al (1981: 86).

SECTION 5 - WHITE-COLLAR TRADE UNIONISM 

Traditionally in academic literature the area of white-collar

trade unionism is under researched and is, consequently, a relatively

unknown quantity. The literature deals with a limited range of issues.



For example, one major area of study concerns the 'class nature' of

white-collar trade unionists especially in terms of their relation to

the 'means of production'. A second major study area, as a consequence

of Bain's (1970) aforementioned work, is the growth of white-collar

trade unions particularly in regard to their determinants and forms

(table 2:1 shows the respective growth and decline of the three trade

unions involved in the case studies). Finally, the third major area of

study concerns the 'character' of white-collar trade unions. This has

tended to focus on 'organisational' as well as 'individual'

characteristics and the consequent results this has had on the

structure and policies of white-collar trade unions. It is the

intention of this section to discuss all three areas of research and

debate, but with a special emphasis on the 'characteristics' of white-

collar trade unions and their members.

Union Character and Professionalism

The arguments about 'character' relate directly to the nature and

form that white-collar trade unions take. In particular, it is the

'character' of white-collar unions that has been the centre of debate

since the publication in 1965 of R.M. Blackburn and K. Prandy's 'White-

Collar Unionisation: A Conceptual Framework'. In this article the

authors have tried to develop a measure called f unionateness', which

they intended to compare between white-collar and blue-collar unions.

This concept of f unionateness f , and its further division between

'society' and 'enterprise' unionateness (K. Prandy, A. Stewart and R.

M. Blackburn: 1974), possesses the fundamental mistake in assuming that
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Table 2: 1 - The Respective Growth and Decline 

in Membership Figures of CPSA, NALGO

and ASTMS 

YEAR CPSA NALGO ASTMS

1979 223,884 753,226 491,000

1980 216,415 782,343 491,000

1 981 209,894 796,145 427,500

1982 198,935 784,297 415,001

1983 190,832 780,037 390,000

1984 149,782 766,390 390,000

1985 146,537 752,131 390,000
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white-collar associations and unions will inevitably become more like

manual trade unions. Indeed, it is not idle to suppose in the economic

climate of the 1980's whether the manual unions will become more like

17
white-collar ones.

Many other writers point to the traditionally weak perception of

the employer - employee conflict inherent in white-collar occupations,

and a strong individualistic career orientation. The influence of

status, through 'professionalism', combined with an advantageous

economic position is seemed to mitigate against an oppositional form of

collectivism. This is compounded further by unions' recruitment

between companies, industries and sectors and the varying nature of

working conditions of service found within them. In particular, white-

collar occupations are concentrated in small firms and have

particularistic working relationships. There is also a very high and

rising proportion of female white-collar employees. Traditionally,

women's work has been seen as involving a relatively short-term and

marginal attachment to the labour force which discourages the adoption

of collective responses to pay and conditions issues (see Etzioni:

1969; Kleinegartner: 1969; Lipset: 1969; Parry: 1978; Dickens: 1972).

"And when a job becomes 'feminised i its status is lowered
along with pay. In part, however, it is also because, as
a consequence women are concentrated in occupations which
for the most part require skills defined and specifically
'feminine' reflecting the type of work performed in
domestic labour and the characteristics ideologically
associated with femininity".
H. Downing (1981-2: 44)

R. Crompton and G. Jones (1985) in their study of clerical work in

local government, banking and insurance emphasise the importance of

professionalism'. They define 'professionalism' in the above contexts
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as individual training that justifies material inequality embodied in

an internal career structure that uses promotion as a major element im

the control of educated labour. Crompton and Jones identify the

practice of occupational 'closure' which seeks to limit promotion to

those properly 'credentialised'. A further feature that they recognise

is the segregation of women in the internal career structure forcing

them into a 'secondary' labour market. The resentment of womeh to

these 'hidden' promotion barriers has increased the predisposition of

many to join a trade union and take on an active role within it.

This relates to the analysis of professionalism among principal

local government officers by C. Neill (1978). Neill sees

professionalism as comprised of:-

a. dedication to an intellectual discipline.

b. special moral responsibilities.

c. institutional controls.

Neill (1978: 26-6) points out that in practice firstly, the interests

of professionalism do not necessarily coincide with those of an

employer and thereby can create tension. Secondly, many professional

occupations, especially in the public sector, have a 'public servant'

ethos and what they regard as a moral responsibility in the provision

of their services.

"... those employed to exercise authority are especially
sensitive to conventional social morals precisely because
they uphold established authority".
Neill (1978:273).

Thirdly, although professional bodies possess self-regulating controls

they are more concerned with competition than in guaranteeing an
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impartial provision of service. Professional associations are :-

...sectional protective devices to effect an automonous
regulation of the supply of labour to their respective
occupations".
G. Millerson (1964:235).

In his study Neill contends that:-

...(those in authority are) under a pressure to
defend and preserve the existing hierachy of
authority and, in particular they are compelled to
uphold those values and beliefs which are respect-
full of established authority".
Neill (1978:31).

This compulsion of professional beliefs and values Neill sees as

exercising a pervasive, inhibiting influence on collective industrial

action:-

... senior local government officials have been
especially hindered in their practice of trade
unionism by the very norms they have preached to
uphold their own authority".
Neill (1978:32).

... a harmonistic view of the employment relationship
which was cemented by the ideology of public service".
Price in Hyman and Price (1983: 158).

In their work on local government officers N. Nicholson et al (1981)

assess that one response from senior grades is to try and dominate the 4 1

union. They perceive a 'spill-over' factor from a high stake in the

job to a high stake in the union, and/or a 'compensatory' factor with 11'

high union activity as a substitute for a low stake in the job. (See

also Blyton and Ursell: 1982).

"Few professionals talk as much about being professionals
as those whose professional stature is indoubt".
F. Katz quoted in M. Carpenter (1974).

The senior grades develop an 'administrative' competence through



activity in other spheres and have more opportunity to acquire it.

Senior grades have some discretion over their work and this generates a

strong degree of 'social interaction opportunity' with other employees.

The working environment strengthens the predisposition of senior grades fr

to participate (see Blyton: 1980).

... most managers are capable of dual loyalty, rather

than suffering from divided loyalties".
G. Bamber (1986: 130).

In local government the tradition has been of a lack of differentiation

between managers and managed, the emphasis is more on the

'administrative' rather than the 'managerial' responsibilities of

senior grades. In addition the non-commercial nature of the public

service combined with the career expectations of lower grade fosters a

feeling of community of interests - the common identity of 'public

servant' overrides most differences (see Blyton et al: 1981).

"Many public sector unions came into being without struggles
or strikes, by administrative or executive order or through
an arrangement between union and management to keep out a
more militant union. Workers in such units tend to be less
union-conscious".
Oppenheimer (1985: 158).

"The intermediate position of nurses in the hospital
social structure has often led them to promote the idea
of 'responsible' trade unionism, in contrast to the 'negative'
trade unionism associated with stereotypical manual workers".
M. Carpenter (1974: 31).

Collective Representation and Social Class 

R. Price (R. Hyman & R. Price: 1983) points out that on balance

the degree to which 'individual' advance is possible compared to a

'collective' one is still greater for the average white-collar worker.

Solidaristic strategies are a less 'natural' expression of what white-
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collar workers experience within the division of labour.

"A particularly important factor for trade unionism
among draughtsmen is that many drawing office workers
in engineering and shipbuilding are employees of fairly
large firms and are brought together in relatively
large offices. They work in circumstances where
collective bargaining provides the only satisfactory
method of determining certain common conditions of
employment".
J. Mortimer (1960: 417).

"In spite of a persistent feeling of relative pay
deprivation, managers wanted their union to be
moderate and to rely on reasoned argument rather
than resort to sanctions, unlike their stereotype
of a traditional union. But they also saw both
types of union as having similar goals and methods".
G. Bamber (1986: 90).

R. Carter (1979) writes that post-holders in 'high trust jobs'

are provided with a fair degree of individual discretion, control and

initiative.	 This restricts the perceived need for collective

representation on 'job control' issues, and increases the focus on pay

issues of the principal locus of collective action.

... the conciliatory and co-operative methods of
senior officials have been the most militant form
of trade unionism in their situation".
Neill (1978: 17).

... unions in those sectors of the economy that are
defined as providing services to the public ...have
failed to develop alternative tactics that would give
them power without hurting client populations, and,
even more important, have failed to come up with
strategies that would enlist the public's sympathy".
Oppenheimer (1985: 178).

In practice this means that certain occupational groupings of

white-collar employees will perceive specific forms of respresentation

as appropriate for their own immediate needs and interests.
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"For workers, the use value of a union is determined by
how dependent they are on collective action for the

' represenation of their interests and what possibilities
of influence they possess within the union".
Crouch (1982: 67)

"The absence of strong professional representation for
engineers have provided a vacuum within which unionisation
has had a widespread appeal amongst individual practitioners
as an alternative and complementary mode of occupational
organisation".
I. McLoughlin (1983: 304)

These forms of respresentation can be placed into three categories:-

1. Professional Associations.

2. Staff Associations (peculiar to a company/service).
3. White-Collar Trade Unions (or sections of general unions).

Many writers view all three categories on a continuum with white-

collar employees progressively adopting a more collective consciouness

en route. This is especially true in the writings of K. Prandy A.

Stewart and R. M. Blackburn (1982:1983).

"In the effort to maintain professional standards
based on earlier and often outdated-technologies
and social relations, a profession is being forced
to use modern organizational forms that in turn
threaten those standards by the use of collective
bargaining".
Oppenheimer (1985: 174).

... trade union membership will increasingly be less likely
to be seen either as an indicator of 'working-class' status
or as a somehow inappropriate organisational affiliation for
a middle class or white-collar citizen. Such a change may in
itself serve to alter the prevailing relationship between
union membership and political behaviour".
Rallings (1983: 62).

However, although this development may be true for certain occupational

groups it does not automatically follow that organisational affiliation

to a trade union guarantees a 'collective consciousness' on behalf of

the membership.
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... the necessity and existence of collective institutions
do not lead... to the false conclusion that there
internal politics must also follow the logic of collective-
solidaristic behaviour. For, if it is correct that the
capitalist mode of production places workers in structural
competition because of the preservation of their jobs, then
it is unlikely that organisations, such as unions, are able
to overcome these social structures".
Erd and Scherrer (1985: 116-7).

"Union growth ... is not simply the culmination of a sum
of individual decisions taken in a vacuum, but is subject
to certain situational constraints".
V. Ellis (1971: 198).

"Formulations which see white-collar unionism simply
as a response to the degredation of a once-privileged
section of the workforce are as inadequate in this respect
as those which see it as the passive benificiary of
'enlighted' employer and government policies".
P. Armstrong et al (1986: 109).

A great many writers link the choice of professional or staff

association or trade union to the 'class position' of white-collar

workers. The debate falls roughly between neo-Marxist and neo-

Weberians (see McLoughlin: 1983). The neo-Marxists use functions

within the social relations of production to distinguish a 'new middle-

class' (Carchedi: 1977), 'new petty bourgeoisie' (Poulantzes: 1975),

'contradictory class locations' (Wright: 1978), or Istructually

ambiguous class locations' (Crompton and Gubbay: 1977) depending on

their particular view point. The neo-Weberians focus on the market

relations of social groups and on their 'condition' (see Dahrendorf:

1959) to distinguish the 'structuration of the new middle class'

(Giddens: 1973) , 'strategies of dual closure' (Parkin: 1974) , or

'occupational associations and social closure' (Parry and Parry: 1977).

"White-collar people cannot be adequately defined along
any one possible dimension of stratification - skill,
function, class, status, or power. They are generally
in the middle ranges on each of these dimensions and
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on every descriptive attribute. Their position is
more definable in terms of their relative differences
from other strata than in absolute terms. On all
points of definition it must be remembered that white-
collar people are not one compact, horizontal stratum.
They do not fulfil one central, positive function that
can define them, although in general their functions
are similar to those of the old middle-class".
C.W. Mills (1951: 8)

"It is one thing to recognise the existence of increasing
numbers of new intermediate elements of various sorts,
as Marx did; it is another thing to construct out of
these elements an organic class that is meaningful
enough to seriously affect social and political life.
This requires a cohesiveness, a fund of common interests,
an objective basis for solidarity and social unity, such
as do not exist among the disparate elements of this
ectoplasmic class construct. C. Wright Mills called it
an "occupational salad", but this may be too complimentary,
since a good salad needs considerable togetherness; the
"new middle class" is more like a dish of herring and
strawberries".
H. Draper (1977: 626).

However what is of interest is not so much where or how white-collar

occupations fit into a class structure but why certain occupations

select certain forms of representation and the nature and extent of

differences both within and between them. In this respect...

... the greater the 'number of homogenising factors impinging
upon a particular group, the stronger the collective
consciousness is likely to be".
V. Ellis (1970: 234).

Capital and Labour Functions 

As previously stated white-collar employment covers myriad of

occupational groupings. Consequently there are great variations

between the levels of economic rewards, authority positions and

status/prestige hierarchies. Price (Hyman & Price: 1983) tries to make

a rough distinction between two major divisions in white-collar

employment:-
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1. Clerical and sales.

2. Managers, professionals, technicians and foremen.

The first category of occupations is largely concerned with the

functions of labour while the second category possess differing degrees

of authority.

This relates to R. Crompton's work (1976:1979). She distinguishes

between the 'capital' and 'labour' functions inherent in white-collar

work (based on the initial work of Braverman: 1974; also see Wood:

1982; Littler and Salaman: 1984). Crompton sees this as due to the

nature of the capitalist mode of production which has developed both

co-ordination and technique by and within the capitalist function.

There has occurred a 'deskilling' process. This has taken the form of

a rationalisation of technicians' functions which has divided their job

role between graduate managers and manual workers, and downgraded the

remaining elements of their technical work role. This rationalisation

has been based on the introduction of computerised technology, refined

job evaluation, routinised work, increased division of labour and

impersonal controls (see also Crozier: 1965, 1971; Edwards: 1979; Hill:

1981; Weinstein: 1979; Werneke: 1983).

"The spread of work measurement in the service and finance
sectors and the adoption of the open office design has made
possible the planning of work flows in accordance with the
requirements of computerized systems".
Loveridge (1972: 355).

Crompton identifies a 'double prolitarianisation' process:-

1. Unproductive labour processes are deskilled, with 'conception'

split from 'execution' and work reduced to a series of repetitive,
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fragmented parts.

2. The extent to which a capital function is carried out is reduced

to unproductive labour.

Crompton (1979; 1980) traces the double prolitarianisation process in

the clerical work of insurance clerks. Electronic Data Processing

(E.D.P.) is seen as the catalyst in 'deskilling' the capital functions

of clerical work.

"Technology is not developed within a socio-economic vacuum.
The decision to move into a new form of technology within
the workplace is not simply an engineering one but a managerial
and an accounting decision".
Downing (1981-2: 3).

The capital functions became centralised with the consequent effect on

reducing higher grade placements and introducing horizontal rather than

vertical recruitment. In addition, the control function was either

removed or reduced from existing occupations leading to a decline in

autonomy and increased supervision (see also Crompton and Reid: 1982;

Reid: 1980; Bellaby and Oribabor: 1977).

"Firms can increasingly exert more control over
managers, intentionally or inadvertently, with
the advent of sophisticated information technology
which can reduce the degree of autonomy that managers
may have previously enjoyed".
Bamber (1986: 132).

This decline in status and 'capital' function Crompton views as

responsible for the growth of a 'trade union consciousness' among this

group of white-collar employees. This is pointed out in another

study:-

"The ASTMS staffworkers are employed in structurally
ambiguous positions. As staffworkers they undertook
two sets of work-tasks; they worked in co-operation
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with others and controlled the work of others. This
was the product of two contradictory principles of
organisation: the division of labour associated with
the technology of production and the mechanisms of
control associated with the requirement of capital".
Fairbrother (1978:144).

In her later work with G. Jones (1984) Crompton constructs a scale with

which to measure the amount of control in clerical occupations in local

government, insurance and banking. This scale is:-

1. No control governed by rules.

2. No control involving complex rules.

3. Exercise of discretion and self-control.

In their sample Crompton and Jones found that 94% of clerical employees

had no control content in their occupations. The local government

sample had the highest level of self-control but the lowest level of

mechanization, and the banking sample had the highest level of

mechanization and the most extreme functional specialization and

stratification (see also Childs: 1985).

P. Armstrong (P. Armstrong et al: 1986; Armstrong: 1983)

criticises Crompton's approach for failing to recognise that the loss

of decision-making power within the function of capital gives rise to

conflicts of interest and antagonisms within the global function of

capital. This is not a prolitarianisation process. Instead, Armstrong

distinguishes between two processes:-

1. Prolitarianisation through the replacement of capital by labour

functions.

2. Loss of autonomy within functions of capital.

The first process gives rise to common interests with the rest of
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the workforce, the second creates a conflict of interests between

different groups competing for implementing the control functions of

capital. Therefore, the second process creates the potential for

action against both management and other unions (also see the critisism

of Heritage: 1980).

Divisions of Managerial Authority and Collective Orientations 

In an industrial environment the role of the supervisor/foreman is

a classic example of what has been termed the 'marginal men of

industry' (D. Wray: 1949). Supervisors/foremen are not included in the

main decision-making of management and are excluded from its internal

communications channels. The more senior the supervisor/foreman the

more serious is the role-conflict that they experience through their

closer proximity to management (see C. Fletcher 1969).

"The foreman's lack of confidence strongly permeated their
trade unionism Making them reluctant to fight for themselves
and causing them to vacillate in periods of stress
between management and the workforce".
R. Carter (1980:249 - 250).

Ellis (1971) develops this ambiguity in the supervisor/foreman's role

to suggest that an individual supervisor/foreman may agree with the

overall system of private ownership, but disagree with particular

aspects of managerial authority.

"Identification conflict with the aims of one would
not necessarily imply conflict or identification with
all the others".
Ellis (1971: 177).

The expectations placed on supervisors/foremen had become unrealistic

to the limited degree of authority which they are able to
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exercise...

"In many companies the supervisor has come to internalise
expectations which he has not the means to fulfil".
Ellis (1971: 329).

Hence the 'individual' strategies adopted by many supervisors/foremen

in bargaining relationships (see also Mortimer and Ellis: 1980). D.

Weir (1976) pointed to the neglect in academic literature of the

possibility of the collective representation of managers occupational

interests as managers. He interprets the demand for increased

participation in management as a 'demand for control'. P. Frost

(1980) distinguishes between 'level l' goals - employment conditions -

and 'level 2' goals - career prospects, autonomy, work satisfaction -

that those in managerial authority possess. He believes that overall

interests are best served by organisations pursuing both goals.

Therefore, although a demand for access may be collective, the form

demanded may be individual - for example in pressing for increased

promotion opportunities.

"To this structurally conditioned preference for individual
strategies should be added the structural limitations placed
on the availability and effectiveness of collective strategies
for many white-collar workers in many situations. The ability
to impose effective economic sanctions on the employer is
less often available to white-collar groups than to manual
groups because of their position in the production process
and the external labour market."
Price in Hyman and Price (1983: 177-8).

In the case of supervisors/foremen their occupational function of

'controlling' the production process raises a barrier of authority

between themselves and the manual workers they manage. Their proximity

to management and their perception of 'higher management as a reserve

bank of authority' (Carter 1979:299) act to narrow the area of
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perceived conflict with the employer. This encourages perceptions of

the union as service, providing professional expertise in negotiation

but not involving a major collective commitment by members. Their

basis of collectivism is one that concerns their own occuaptional

category with little interest in its extension into areas of

solidarity, and with a focus on a small number of issues.

Therefore it is necessary to consider specific characteristics of

individual white-collar trade unions primarily in terms of members,

working environment, industrial sector, bargaining arrangements and

leadership policies. In this respect, Price (Hyman and Price: 1983)

relates the dual functions in white-collar employees' work, as

discussed above, to the character of their collective organisations.

He sees Crompton's concept of 'class ambiguity' as theoretically useful

in explaining differences between unions. However, it is limiting by

itself as the 'nature' and 'extent' of differences both within and

between white-collar unions need equal attention.

"... (white-collar workers) are willing to support either
individualisic or collective action or a combination of
both, depending upon the strategy that best.f its their
situations.., white-collar workers can join trade unions
thereby endorsing the principle of collective action
without their activities becoming any less middle class".
K. Roberts et al (1977:134).

In his work P. Fairbrother (1978:2) lays down three conditions for

collective action:-

1. Identification of collective interests.

2. Organisation as a collectivity.

3. Consciousness of collective interests.
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"More often than not the rebellion of intellectual workers
is profoundly ambiguous; they rebel as prolitarians,
but against being treated as prolitarians. They rebel
against the hierachical organisation, fragmentation and
meaninglessness of their work, and against the loss of
all or part of their social privileges".
A. Gorz (1976:178).

” ... the white-collar worker's involvement in trade unionism
- and his reasons for non-involvement - seem to be based on
instrumental as much as ideological considerations... (there)
is little basis in these attitudes for sentiments consistent
with a proletarian or even a collective type of consciousness".
Mercer and Weir (1972: 66).

Therefore the basis of white-collar employee identification is not

collective but differential (see Gallie: 1978). They unite on the

basis of what distinguishes them from other groups not on what they may

have in common. C.M. Phillipson (1964:100) argues that every feature of

the work situation of white-collar employees mitigates against the

realisation of the similarity of their position with other employees.

"There is a lack of common identity among non-manual workers,
they tend to see their own position and ways of improving it,
as unrelated to those of other individuals or groups. In looking
at their own relative position they focus on differentials
rather than similarities".
Phillipson (1964: 131).

Most white-collar unionists, Price argues, diplay an ambivalent and

shifting blend of attitudes, combining pure individualism, sectional

collectivism and societal collectivism, though all containing little

ideological input. They seem to possess no strong general commitment

to collectivism ...

"Rather, they can be expected to display an essentially
pragmatic and shifting blend of assent to collective
organisation, in circumstances in which it is judged
to be necessary, and an individualistic striving for
advancement on the strength of personal qualities. To
use Reynaud's terms, there is no incompatibility between
a militant commitment by, for example, local government
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officers, teachers, civil servants or nurses, to ensure
that the 'normative framework' within which their pay
and grading structure are determined, reflects a 'fair'
assessment of their social worth, and a strong individu-
alistic commitment to scramble as far as possible up the
hierarchy of grades which are presented as a potential
career path".
Price in Hyman and Price (1983:175).

Price makes two further points ...

... first the very wide variations that occur within
the white-collar category in terms of work, market and
class situation make it imperative to consider the
attitudes and strategies of each group in the context
of its particular circumstances; and secondly, no easy
equation can be made between union membership and the
adoption of a general collectivist philosophy - it
will be important to assess the issues on which a collec-
tive strategy is held to be appropriate, and those on
which individual strategies are seen as valid. The
variations in the 'blends' of collective and individual
strategy will, of course, have a significant bearing on
the question of union character".
Hyman and Price (1983:172).

Membership Characteristics and Union Leadership Policy

There is a danger of inferring dominant socio-political attitudes

of unions members from stated objectives and overt bargaining behaviour

of their unions. It is the context in which union claims are placed

and the argumentation advanced in support which acts as a sounder basis

of differentiation.

"...a wide range of political attitudes among members
is clearly compatible with similar economic objectives;
equally, the adoption of collectivist methods for achieving
material gains is compatible with a wide range of political
and social attitudes which may be strongly antipathetic to
collectivism as a general political philosophy".
Price in Hyman & Price (1983:174).

The influence of leadership policy over the direction and growth of

a trade union is exemplified in the study of TASS by C. Smith (1982).

In his thesis Smith charts the switch by the leadership of TASS from a
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strategy of 'recruitment through militancy' and the creation of one

union for the enginnering industry, to a strategy of 'recruitment

through autonomy' with the emphasis on characteristics that divide

draughtsmen and technical workers from other groups of employees.

"The EMA acted as a catalyst on those in TASS who wanted
to drop integration, and what they considered to be 'purist
pursuit of unity'. They wanted a policy of organisational
autonomy in the interests of union growth. The Communist
Party wanted to centralise TASS, and expand the national
officals after increasing the number of divisional organisers
in the mid 1970's".
C. Smith (1982:519).

"The interesting thing about TASS, unlike the opportunistic
ASTMS, is that these contradictory ideas are held together
by a leadership drawn from the C.P. dominated 'broad left".
Smith (1982: 558).

Smith's study complements R. Carter's thesis (1980) and later

publication (1985) on the influence of leadership policy in ASTMS (bothqi

studies are included in P. Armstrong et al: 1986). In his study Carter

criticises the recruitment polices of the ASTMS leadership for

encouraging and enhancing the 'individualistic' perspective of the many

staff associations that have merged with ASTMS.

"Running through ASTMS policy is the reflection of
reinforcement of lack of self-activity of much of its
membership".
Carter (1979:306).

The emphasis in ASTMS recruitment literature is on what makes

managerial, professional and technical employees different from other

groups of workers.

"The white-collar unions have to be as different and
superior to manual ones as white-collar workers are
different to manual ones".
Carter (1980:295).

Carter criticises ASTMS' industrial structure for reinforcing the
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narrow and instrumental outlook of the membership by insulating them in

the own Groups.

Carter sees the political orientation of ASTMS as due to the

combination of pragmatic responses facing ASTMS and the political

philosophy of important parts of the leadership.

"ASTMS' political involvement is part and parcel of the
way the leadership manages the union".
Carter (1979:306).

Carter perceives a fear amongst the leadership that any militancy

embarked upon beyond rhetoric would frighten away actual and potential

members, so that is why ASTMS has always stressed the importance of

having a direct link with Labour Party M.P.'s to press the union's case

in Parliament.

"It (the leadership) sees progress through political
connections and lobbying as an alternative to mobilising
its membership and engaging in industrial action".
Carter (1979:306).

"The development of a policy of growth or recruitment
through autonomy has been accompanied by an emphasis
on economic nationalism and Parliamentary answers to
economic problems".
Smith (1982: 642).

As Price argues inactive members are therefore prepared to allow

activists and full-time officials to stuggle over the precise nature of

the union's orientation with little concern over the outcome. Though

when national policies do impinge on the unions' workplace role in

bargaining, the degree of autonomy from membership opinion that

national policy-making bodies can expect is likely to be circumscribed.

"There is nothing surprising, therefore, in the frequent
observation of an apparent lack of congruence between
the policies of white-collar unions and the attitudes
of their members".
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Price in Hyman and Price (1983:181).

Yet where specific industrial policies are concerned leaders and

members attitudes must be closely allied if the policies are to succeed.

In conclusion, the diversity and individuality of white-collar

occupations and their representative associations should be central to

a thorough understanding of white-collar trade unionism:-

"The mass of research confirms that unionism is seen more
as an efficient means of articulating demands and gaining
satisfactory representation in a bureaucratised industrial
society than as a way by which the prevailing values of that
society may be overturned, and as such is unlikely to have
an effect on individuals sufficient to negate the influence
of more durable and personal pressures. The diversity which
there certainly is in white-collar union behaviour needs to
be examined not so much by reference to the attitudes and
orientations of the union members themselves, but by a
careful multi-level analysis of the whole range of experience
to which a particular group of workers is subject".
Railings (1983: 70).

CONCLUSION 

In this chapter I have attempted to summarise writings on union

democracy and white-collar unionism in order to establish a basic

theoretical framework in which to conduct the fieldwork study.

Initially definitions of democracy in the context of political theory

were contrasted and then related to union government. The relevance of

understanding democracy as a social process to union government was

emphasised particularly in respect of membership ability to influence

decision-making.

Secondly, the function and structure of trade unionism was

analysed through consideration of historical, organisational and

political interpretations. Attention was given to what has been

described variously as the 'representative' and 'administrative'



93

systems inherent in union organisation (Child et al: 1973) or the

vertically bifurcated bargaining and non-bargaining channels or

decision-making (Undy et al: 1981). The differences between trade

unions in how their internal organisations function was related to

historical patterns of growth (Turner: 1962 ; Bain: 1970) with especial

attention given to the influence of leadership policy and the

distinction between 'achieved' and 'received' growth (Willman and

Morris 1985).

The contributions of Marxist writers was acknowledged in their

analyses of factors determining union purpose and structure. In

particular the 'sectional' and 'economistic' nature and character of

trade unionism was identified as a basis for union organisation and

recruitment. The historical development of unions to acquire

'institutional needs' or 'goals' and become 'bureaucratised' is also

helpful in analysing the origins of internal conflict. Finally, the

process of 'incorporation' within the structures of existing capitalist

society through the formalisation and centralisation of collective

bargaining added to the adoption of impersonal and bureaucratic forms

of recruitment is usefull in explaining the prevalence of a largely

apathetic membership.

The above considerations were then focussed into a discussion of

union structure as 'polyarchic' (James: 1981) with control of decision-

making distributed between various collectivities. In connection with

this the process of 'conflict', as defined by Hemingway (1978), was

explored and related to internal factional activity. The importance of

an individual's position to be moulded by, as much as mould, union
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organisation was assessed. This is particularly relevant to the use of

union resources by an individual or a group of individuals to further

their own aims. In addition, the influence of external factors such as

industrial structures and collective bargaining systems were considered

to be relevant.

Thirdly, definitions and descriptions of the role of factions in

union political systems were contrasted. The debate between a

dichotomous model of union government (Webbs/Michels) and a two-party

system (Lipset) was analysed emphasising the concepts and measures

utilised. The limitations of these studies and the notion of

counterveilling powers' (Edelstein and Warner: 1975) were pointed out

as was the neglect of contextual variables. Martin's attempt at

integration was considered as a valuable effort to rectify this

situation but his analysis ignored factionalism as an 'informal social

process' (Nicholson et al: 1981). Dickenson (1981) distinguishes

between varying forms of factional activity and degrees of factional

organisation stressing in particular the importance of continuity and

an ideological platform. The measure of continuum is formalised by

Undy and Martin (1983) who consider the relative homogeneity or

heterogeneity of a union's membership to be a determining factor.

Finally, Seifert (1984) extends the measure of continuum to include

the extent of external support individual factions receive.

Fourthly, the many forms participation can take and reasons for

participation in trade unions were examined. The 'traditionalist'

approach emphasises work-related involvement in unions particularly the

degree of 'stake in the job'. This is broadened to encompass the
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'instrumental collectivism' (Goldthorpe et al: 1968) practised by most

trade unionists. However, it is noted that participation at branch

meetings is largely dependent on issues under discussion, so that

selective participation is practised (Nicholson et al: 1981). Yet

other writers believe that participation is highest with the smaller

and more homogeneous work group; or that it is the physical environment

and type of productive process/technology; or that it is an

individual's definition of the work situation as affected by external

roles played.

In contrast critics of work-related involvement consider that an

individual's prediposition plays a determining role in deciding whether

to participate in a union or not. This in turn may be seen as

dependent upon union leadership at the workplace and management

behaviour to unionisation. Nicholson et al believe participation

should not be equated with activism rather a range of involvement types

on a continuum is a more applicable measure. One facet of this is that

a union's independent political life can stimulate participation. This

is especially so of party political activists who help create factions

(Ramaswamy). Dickenson believes there is a false dichotomy presented

between electoral and other forms of participation. Instead she

believes them to be mutually reinforcing and spurning factional p
activity.

Fifthly, the nature and character of white-collar unionism was

analysed and important determining influences were discerned. The

limitations of comparing white-collar unions with manual ones

(Blackburn and Prandy: 1965) was initially described. The dominance of
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a 'professional' ethos in many white-collar occupations was defined,

and outlined particularly in relation to the work carried out by Neill

(1978) and Crompton and Jones (1985). The restraints and inhibitions

placed on professionals through the values and beliefs they hold was

discussed. The ability of more senior grades to participate in union

affairs by virtue of their position and status was commented upon.

Price (Hyman and Price: 1983) emphasises the greater opportunity

for individual advancement for white-collar trade unionists than manual

ones and how collective strategies therefore seem less appropriate to

their work situation. Carter refines this notion to show that white-

collar trade unionists in 'high-trust' job have less need for

collective representation on jobs control issues and consequently this

increases their focus on pay- related or conditions of service issues.

Therefore, specific forms of representation are regarded by white-

collar employees as more applicable in their particular occupational

situations. Hence the diversity in representation between professional

and staff associations, and trade unions. However, the very fact of

union membership does not in itself guarantee a collective

consciousness on behalf of the individual member.

These differences in forms of collective representation and

individual/collective consciousness were then related to the functions

performed by white-collar employees in the productive process.

Crompton differentiates between 'capital' and 'labour' functions in

white-collar work and hoW through deskilling and the reduction of the

captial function to unproductive labour a 'double proletarianisation'

process occurs. Armstrong takes issue with Crompton contending that
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although a proletarianisation process can occur, so equally can a loss

of autonomy in capital functions that gives rise to conflict within the

global function of capital. Therefore, in this situation interests can

be perceived by white-collar employees as antagonistic to both higher

management and manual workers. The position of supervisors/foremen as

'marginal men' relate quite closely to the discussion above. Although

their claims are a 'demand for control' and collective, the form they

take may be individual. Therefore, many white-collar employees have a

narrow perception of conflict with their employers. They view the role

of the union as one providing a service and not one involving any major

collective commitment. The basis of collectivity is one that is

'differential' rather than 'solidaristic'.

A major problem is that danger of inferring dominant socio-

political attitudes of union members from the stated objectives and

bargaining behaviour of their unions. It is more appropriate to study

the context in which claims are put and arguments advanced to arrive at

a clearer understanding. In TASS and ASTMS, for example, the policies

and strategies of the leaderships have encouraged a sectional

perspective and reinforced an instrumental orientation on behalf of the

membership, and at the same time pursuing political objectives in the

Parliamentary arena that may be considered at a tangent to the majority

of members' own political views. Internal political struggle is

confined to non-bargaining channels of which the vast majority of

members are unaware as the outcomes do not directly affect them (see P.

Armstrong et al: 1986).
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CHAPTER 3 

THE DETERMINANTS AND FORMS OF POLITICAL FACTIONALISM IN TRADE UNION _

GOVERNMENT: RESEARCH METHODS 

INTRODUCTION 

In this chapter I isolate those variables, dependent and

independent, which have most relevance for the process of political

factionalism within trade unions. This involves the elaboration of the

models already discussed in the previous chapter and the synthesis of

various concepts and variables employed therein. I also define

'faction'. Several hypotheses are developed relating to the process of

political factionalism, and examined in the three case studies of

white-collar trade unions.

SECTION 1 - IDENTIFICATION OF VARIABLES 

Initially an analysis of models, concepts and variables utilised

in previous studies is necessary to develop their relation to the

present study. In doing so it is essential to distinguish between

three distinct areas of trade unionism, union organisation and power,

union democracy, participation in trade unions - in relation primarily

to the white-collar sector.

In terms of union organisation and power Child et al's (1973)\

conceptual distinction between the administrative and representative

functions in trade unions is valuable in drawing attention to two

parallel systems and the various structural forums provided therein.

This strengthens and gives added saliency to James' concept of
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polyarchy (1978, 1981); the numerous collectivities within trade union

structures having overlapping spheres of power and interacting channels

of communication. The polyarchic image of trade union structure_

incorporates many varying conflictual interests, none more apparent

than Hemingway's (1978) distinction between vertical and horizontal

divisions of membership interest. The network of competing

collectivities in a polyarchic system spans both the informal as well

as the formal side of trade union structure; the shop steward

committees, inter-union links etc. interact with the formal structure

and provide yet more collectivities within the trade union to act as

locii for power bases.

It is within and between these collectivities that the process of

'conflict' conceptualised by Hemingway occurs. Both personal and

institutional factors have major importance. It is not only that

Individual perceptions are effected by and affect the institutional

environment in which they function but they are also subject to the

influences of external sources. Child et al's notion of

'effectiveness' is important here as different individuals or groups of

individuals will evaluate the 'effectiveness' of varying collectivities

on differing criteria. These criteria are based upon both internal and

external norms. Dickenson underlines the importance of external sources

for ideas as well as for more practical resources (1980, 1981, 1982).

This is because power (in its authoritative sense) in a trade union is

directly dependent on access to, and the mobilisation of, resources.

An ideological platform offers both legitimacy and permanency (to

use Lipset et al's <1956> concepts). An ideological platform provides
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the foundation for the development of specific policies, and consequent

conflict over policy differences. A discernible policy and one which

provides consistency can be utilised as the foundation to study the-

factional organisation built around it. Besides a study of the process

of factionalism based upon policy differentiation Martin (1968) and

Dickenson (1980, 1981,1982), in particular, have outlined various

factors which they consider to be influential in the causation and

characterisation of factions.

Martin distinguishes between the distribution, beliefs and

characteristics of the membership as three separate variables, while

Dickenson is content to emphasize just the individual characteristics

of the membership. Obviously the variable of membership

characteristics is not only linked to internal variables such as

structure and the political culture but also external variables such as

the workplace environment and political and social affiliations.

Martin regards trade union structure as a separate dependent variable,

as does Dickenson, but Dickenson specifically concentrates on the

relevance of history and on the more informal aspects of trade union

activity. The importance of history cannot be stressed too strongly in

determining structure. Historical developments in the industrial

environment, the structures of collective bargaining, the internal

trade union procedures and the external societal environment will

impinge upon the trade union structure. As stated previously the

informal bodies in a polyarchic structure (see James: 1981) have as

much, if not more, influence upon the formal structure of that trade

union as the above factors.
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It is within the framework of the formal structure that Martin

outlines the three variables which he believes are vital in the

formation and survival of factions. These variables are the

opposition's expertise and resources, the leadership's attitudes and

the political culture of the trade union. Dickenson concurs with

Martin but tends to regard the three variables as independent rather

than dependent ones. One must take into account how strongly related

the three variables are to the structure and the membership

characteristics of a trade union. It is perhaps then that their true

significance and dependence can be assessed when incorporated within a

more general schema. In a like fashion Martin and Dickenson are both

keen to stress the importance of the industrial and economic

environments in which a specific trade union has to operate. Martin

considers the role of the Government and its attitude towards trade

unionism generally to be of related significance. Undeniably though,

the role of the Government is paramount in the operations of trade

unions which recruit in the public sector and this too must be taken

into account. The differences between the public and private sectors

not only have ramifications of general industrial and economic policy

upon the structures of trade unions, but also upon the structures of

collective bargaining and the more immediate experiences of the working

environment. Indeed, even the type, pace and scope of new

technological processes utilised in given workplace situations will be

affected by and will have affect upon the above dependent variables.

All the above variables affect the process of factionalism within

trade unions. It is necessary to relate fashion these variables to both
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power and organisation (in terms of individual collectivities) and to

membership participation (as based upon Fairbrother's definition of

democracy) within a trade union. Factions are neither separate from-

nor independent of, the variables that affect both trade union

organisation and participation.

In terms of participation in trade unions overwhelming importance

must be given to the personal characteristics of individual members.

This is of such importance because the perceptions and attitudes that

individual members have towards the trade union will not only be

conditioned by their own experience of it but also by wider societal

influences and experiences. In their working environment the

homogeneity of the workgroup (Spinrad: 1960), the frequency of contact

provided (Sayles and Strauss:1953-6), and the influence of the

productive technology employed (Woodward:1965, 1970) will all affect

perceptions of trade unionism. However, their external environment is

equally as important as Lipset et al (1956) and Fosh (1981) have

emphasized. The social connections of individual members will either

strengthen or weaken their ties with work and hence their attitudes

towards the trade union. Ramaswamy has gone further than other writers

in stressing the important link between political party membership and

trade union activism. Indeed, he sees this as a major variable in the

development of factionalism within trade unions. In short, variables

affecting participation within trade unions are also directly relevant

to the causation, nature and connections of factions within particular

trade unions.

In relating the above specifically to white-collar trade unions
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certain factors can be noted. 	 Firstly, the influence of

'professionalism' as defined by Crompton and Jones (1985) and Neill

(1978), exercises a pervading influence on the collective orientation

of a union organisation and its membership. In particular on members

predisposition to engage in collective forms of industrial action.

Secondly, the 'individualistic' orientation of many white-collar

occupations, as mentioned by Price (Hyman and Price: 1983), and the

consequent restrictions placed on defining union objectives. Thirdly,

the division between 'capital' and 'labour' functions (as described by

Crompton: 1979; 1980) inherent in white-collar work and the effects of

deskilling that give rise to conflicts of interest (Armstrong et al:

1986). This is particularly poigant in relations to 'demands of

control' (Weir: 1976) that although collective in nature can take an

individualistic form of expression. Fourthly, the influence of

leadership policy and strategy in re-inforcing the prejudices of

members and demoting the importance of non-bargaining issues (Smith:

1882, Carter: 1985).

It is from the analysis of the above concepts and variables

employed by previous writers upon the subjects of trade union power and

organisation, democracy and factions, and participation that one can

distinguish certain independent variables which affect the occurrence

and nature of factions. These are primarily:-

1. Trade Union Structure.

2. Membership Characteristics.

3. Workplace Environment.

4. Collective Bargaining Structures.
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5. Industrial Sector

6. [New] Technology

7. Trade Union Political Leadership.

There are also dependent variables which characterise the process

and connections of factionalism in its various forms, 'these are:-

1. Legitimacy.

2. Permanency.

3. Ideological Platform.

4. Policy Consistency.

5. Structural Organisation.

The first seven independent variables are all very closely

interlinked and relate to the main subject matter of this thesis i.e.

the causation and nature of factionalism. The latter five dependent

variables are specific to the characterisation and connections of

factions and therefore relate to the third component of this thesis.

The first seven dependent variables therefore warrant a thorough

analysis while the latter five dependent variables are discussed within

the general framework of the thesis.

SECTION 2 - DESCRIPTION OF VARIABLES 

This chapter will now outline how the dependent variables that

relate to the causation and development of 'factionalism' interconnect

with- each other through a consideration of independent variables that

will form the basis of the hypotheses for the fieldwork stage of the

thesis.
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1. The first independent variable is trade union structure.	 -?

This relates to such dependent variables as:-

a) The system of trade union government:- accepting a polyarchic

nature of government with the number, dispersal and power positions

of differing collectivities, which incorporates the

administrative/representation dual functions.

b) The electoral structure of the trade union:- relating to such

factors as the legitimate recognition in the trade union

constitution of a factional system, and the continuity of factional

operation based on a consistent structural policy platform.

c) The distributional and locational parameters of the trade union's

operational scope in terms of membership recruitment:- covering

public/private	 sector	 membership,	 and	 whether

vertically/horizontally structured.

d) The structures of collective bargaining in which the trade union

has to negotiate:- the variation between centralised and localised

collective bargaining, and the relative power positions of

different collective bargaining entities within the trade union

structure.

e) The influence of industrial structures, in which the trade union

functions, on the trade union structure itself:- reflecting a

centralised or localised industrial structure, and the conditioning

of situational factors on the mobilisation of resources by

different trade union collectivities with the connectional and

associated judgement of the effectiveness of that collectivity.

2. The second set of independent variables is trade union membership
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characteristics. This includes to a wide range of dependent

variables such as:-

a) Personal characteristics:- age, sex, education, job status,

occupation, length of trade union membership, position in trade

union and family background. All these factors will affect the

overall disposition of an individual towards the trade union.

b) Membership attitudes and beliefs as affected by the nature of the

work situation:- the industrial environment, location of work,

nature of work, work peer groups, work technology and skills and

status of work all effect membership orientations.

c) Political involvement:- joint political party and trade union

membership affects the disposition of those members towards

activism, and the possession of organizational skills appropriate

for factional activity.

d) Differences between public/private sector trade union members:- in

attitudes towards trade unionism, activism and overall political

awareness.

e) Trade union structural spread:- the distribution and location of

membership across industries and occupations affects overall

membership characteristics in a trade union and their potential

power and influence within the trade union structure.

3. The third independent variable is workplace

environment. This relates to the following dependent variables:-

a) Industrial environment:- location, whether centralised or scattered

workplaces affects trade union presence and effectiveness.
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b) Occupational environment:- whether an open-plan or a sectionalised

office environment affect trade union communication.

c) Technology employed:- division of skills and status of jobs with

re-skilling and de-skilling affects trade union appropriateness to

membership.

d) Membership attitudes to work environment:- orientations of

membership to and experience of work situations will colour

perceptions of trade union functions.

e) Collective bargaining structures:- the location and effectiveness

of collective bargaining units in the workplace and their affect on

the relevance of the trade union combined with recent industrial

relations experience.
,

,
\r")

4. 'The fourth set of independent variables is, collective bargaining

structures. This relates to dependent variables such as:-

a) Occupational divisions:- heterogeneity on a vertical and/or

horizontal basis creates divergence of membership interests and

general instrumentality of outlook.

b) Structure of collective bargaining machinery:- whether a

centralised or localised structure that affects relative power

positions within the trade union structure.

c) Industrial sector:- differences between private/public sector

collective bargaining arrangements affect trade union structural

mechanisms.

d) Technology:- an increasing major issue of importance in particular

occupational groups affecting overall trade union priorities and
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response.

e) Work environment:- the particular localised norms and practice of

collective bargaining and recent industrial relations experience

affecting the form and nature of specific collective bargaining

units.

5. The fifth independent variable is industrial sector. This relates

to the following dependent variables:-

a) Division between public/private trade union recruitment:-

differences between those trade unions that operate in one sector

or the other or both affects the structural composition of the

union.

b) Collective bargaining structure:- either centralised or localised

collective bargaining arrangements appropriate to each sector

affect the loci of power positions in trade unions.

c) Work environments:- differences between public/private workplace

codes and practices, status, skills and size affect the operation

and structure of trade unions.

d) Attitudes of membership:- differences between public/private

workers in priorities will be mirrored in trade union functions and

orientations towards the trade union.

e) Technology:- the scale of technology involved, agreements reached

and the pace of introduction are differences between the

public/private sectors.

6. The sixth independent variable is new technology. This

relates to dependent variables such as:-
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a) Industrial sector:- differences between public/private sector

introduction of new technology.

b) Collective bargaining:- covering the scale and pace of the

introduction of new technology.

c) Workplace environment:- the localised work situation provides

contrasts between skills required and standards of technology.

7. The seventh independent variable is trade union political

leadership. This relates to such dependent variables as:-

a) Trade union structure:- the power resources leadership at all

levels is able to mobilise, and their dependence on factional

bases.

b) Membership attitudes:- responsiveness to membership opinions

leading to individual interpretations that might be focused through

a political! ideological perspective.

SECTION 3 - RELATIONSHIP OF VARIABLES AND HYPOTHESES 

It is obvious that the seven determinants have interrelated

variables. In particular, collective bargaining structures are closely

associated with the individual industrial sector; new technology is

incorporated within the nature of the work environment; political

leadership is strongly related to the form of trade union structure.

The interrelationships between the independent and dependent variables

will become more apparent in the case studies. To emphasize the

relationships between these variables various research hypotheses can

be postulated in four main areas - trade union structure, industrial



110

sector, membership characteristics and workplace environment:-

Trade Union Structure:-

Hypotheses relating to union structure are based on the assumption

of its polyarchic nature. If this system of government prevails then

different collectivities with differing interests and scopes of

authority can act as potential power bases for factional activity. In

turn, the primary arena and forum for this activity and consequent

conflict will depend on the type of electoral system in any union. The

success or failure of factional development will rest primarily on

their basis of legitimacy within the 'political culture' of the union.

The legitimate recognition can be official or unofficial depending on

the circumstances pertaining to individual unions. Factional

development will also rest on the connections factions have with

external bodies and the resources they are able to provide. As a

consequence continuity can only be guaranteed through the elaboration

of a policy base with especial reference to fluctuations of membership

concern.

Industrial Sector:-

The hypotheses that relate to the industrial sector are based

largely around the intrinsic nature and character of collective

bargaining procedures. In particular, the influence and authority of

certain collectivities that stem from the relative importance of their

position in the bargaining process. This can affect the interest of

factions as an important element in internal political competition.

Bargaining procedures and managerial structures have an important
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determinant influence on the internal union structure. This is

particularly apparent in union structures that have a bifurcated

character. Consequently factional development will be affected by this
-

influence.

Membership Characteristics:-

Hypotheses that relate to membership characteristics are rooted

primarily in the heterogenity of factors that go to form this

particular variable. Individual background characteristics of union

members will affect their attitudes to trade unionism and to factions

within unions. More specifically divisions of interest in a work

context (either horizontal or vertical) will affect membership

orientations both towards unionism and towards union factions. As a

consequence membership participation in union activity is largely

determined by whether members perceive an issue to be, or not to be, in

their own interests. In addition, it can be hypothesised that those

who are more likely to be involved in trade union affairs and factions

are those members who belong to a political party.

Workplace Environment:-

The hypotheses relating to workplace environment rest largely on

physical aspects such as size and type of technology employed. It is

assumed that participation in union activity and factions will be

greatly affected by the workplace situation. In particular the

increased contact and communication between members in a workplace will

facilitate the development of factions. Technology is very important

to the facilitation of workplace communications and, in authority and



112

status terms, is important in the amount of personal control exercised

over it by employees. In itself technology can be a major issue of

membership concern, though its perceived relevance can differ between

workgroups. This is magnified when comparisons are made between

companies, industries and sectors, and leads to greater variation in

union membership perception and awareness of technology's implications

and ramifications.

SECTION 4 - THE RESEARCH DESIGN

Examination of such hypotheses requires concentration in

particular on the three principal levels of trade union government:-

national, regional and branch levels.

The research approach adopted is largely qualitative. This is

mainly because of the nature of factional activity within trade unions,

and the supposed reluctance of trade union officials to co-operate

formally in an official capacity. In practice, this involves

concentrating research on individuals at the three major levels of

trade union government through open-ended interview schedules. It is i

possible to use the information obtained from these interview schedules

in a quantitative manner but I have purposely presented the data in a !

qualitative fashion through quotations which preserve the richness of

the original data collected (see Glaser and Strauss: 1967; Hoinville et

al: 1978; Weiss and Davies: 1960). However, because of the prominence

of membership characteristics and orientations it was also decided to

take samples of branch memberships within the three trade unions and

issue them with questionnaires. By its very nature this form of

research is quantitative, but does not detract from the original
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intention of the fieldwork analysis as the information received would

be used in a supportive sense rather than playing any key determining

role. -

Firstly, the interview schedules are designed in order to relate

them to the hypothesis. The hypotheses provided the basis for a series

of questions. The questions were then grouped into related categories,

which were in turn grouped into the four major sections of questions on

the interview schedules.

I) Personal Details (SEE APPENDIX I)

All the information received from the answers to the questions can

easily be correlated and any positive correlations with views expressed

in other sections can be easily traced. In the interviews with Branch

Officers the first section on 'PERSONAL DETAILS' is extended to include

questions from the Branch membership questionnaire to aid correlation

(Questions 9-13, 15-24).

II) Factional Organisation (SEE APPENDIX I)

The purpose of questions concerning factional organisation is to

determine: eg, perceptions within the union of the nature of trade

unionism, especially its political role; secondly, a definition of

faction, the extent of factional activity and whether factions are

regarded as functional or not; thirdly members perceptions of factions,

the level of factional activity and key areas of conflict; fourthly,

the affects of factions on union decisions, factional membership and a

description of factional policies; fifthly, use of union resources in

aid of factions, membership political orientations, branch leadership
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representativeness and membership participation.

III) Factional Connections (SEE APPENDIX I)

The purpose of questions concerning factional connections is to

establish: firstly, the relation of the faction to the wider national

political scene in terms of party political indentification; secondly,

the overlapping of membership with national political parties; thirdly,

common policies between factions and national political parties;

fourthly, the relation of the faction to industrial groupings; fifthly,

the means in which the faction is financed; sixthly, external

assistance with the structure of the faction and meetings held.

IV) Causes of Factionalism (SEE APPENDIX I)

The purpose of questions concerning the causes of factionalism is

to establish the influence and importance of the key determinants:

firstly, the influence of the trade union structure in terms of

collectivities, divisions of membership, electoral system, legitimacy,

political leadership and divisions of issues; secondly, the influence

of membership characteristics in terms of structural divisions,

workplace and background determinants, political beliefs and activity

and industrial sectors; thirdly, workplace environment in terms of

communication and contact, specific industrial issues, technology

employed and locational spread; fourthly, industrial sector in terms of

membership attitude and distributional spread, collective bargaining

procedures, participation of members and divisions between issues.

Secondly, the questionnaires were designed to link with the

interview schedules, and particularly with the branch level interview
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schedule.	 Therefore, the questionnaires are divided into four

sections:-

I) Introduction (SEE APPENDIX II)

The purpose of these questions is to establish indentification.

II) Background (SEE APPENDIX II)

In the second section on Background questions are asked of the

respondent concerning factual information about themselves which will

be used for correlation purposes.

III) Trade Union Views and Involvement (SEE APPENDIX II)

In the third section on Trade Unions Views and Involvement

questions concern respondents participation within the trade union and

level of activity ; their views on the location and exercise of power

within the trade union; and the general objectives they think their

trade union should pursue. All of the questions are designed to

correlate with information given in the previous two sections.

IV) National Political Views and Involvement (SEE APPENDIX II)

In the fourth section on 'National Political Views and

Involvement' questions concern respondents' views on national political

issues and how actively they pursue their political views.

SECTION 5 - THE FIELDWORK 

The fieldwork itself was carried out between 1982 and 1984, based

in the London area due to the practical and financial constraints of

carrying out a nationwide study. 	 In each union 40 officials
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representative of differing political opinions were selected through

personal contacts. Some of these officials live outside London but

were interviewed in London as they often travel there for meetings.

Therefore, the officials interviewed were either full-time officials,
1

national, section/district/divisional or branch/Group officers.

In connection with the distribution of the questionnaires six

branches were selected from each union. The selection was made on the

basis of how active/inactive a branch was in terms of membership

participation and the major industries/services of. membership

concentration in each union. The membership sample who received the

questionniares were randomly selected from a membership list. For

example, if a branch had a membership of 4000 then every fortieth name

was chosen in order to distribute the 100 questionnaires.

Questionniares were distributed either through branch communications,

by post or by hand. Unfortunately money could not be found to pay for

SAEs so I was dependent on members either returning the questionnaires

to their branch secretaries or directly to myself through their own

expense (this I believe accounts for a lower response rate than was

initially hoped for).

In CPSA the branches chosen were in the Department of Education

and Science, the Department of Employment, the Department of Health and

Social Security (2), the Home Office and the Ministry of Defence. The

response rate was 39%.

In NALGO the branches chosen were in the local government service

(4), the National Health Service and in British Gas. The response rate

was 38.6%.
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In ASTMS the branches chosen were in British Aerospace, the

National Health Service (2), the light engineering industry, the

publishing industry and in administration/education. The response rate

was 30.6%.

Altogether the response rate to the questionnaires across the

three unions was 36.1%. It is possible that this can distort the

findings overall with the more active membership participating in the

surveys. However, it is the original intention of this thesis to

concentrate on the more active members in the three unions and

therefore I do not think the response rate detracts too much from the

main objective of the thesis.

CONCLUSION

This chapter has initially identified the main variables involved

in research on union government and organisation; described these

variables; explained .their relationships and generated hypotheses;

outlined the research design and detailed the interview schedules and

questionnaires; finally, it has described the practical basis of the

fieldwork studies. This chapter has, therefore, itemised the

methodological approach to the fieldwork studies and the hypotheses

underpinning the research. The emphasis in the fieldwork studies is to

explain the form and structure of factions rather than to explain their

presence. It is now appropriate to consider the individual case

studies themselves.
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CHAPTER 4

CPSA

INTRODUCTION 

This chapter contains an analysis of the political system and

political culture of the CPSA. The chapter is divided into five

sections. The first section contains a descriptive account of the

union's structure and the electoral system that operates within it. In

particular, consideration is given to the organisational relationships

between the branches, sections, Annual Delegate Conference (ADC) and

the National Executive Committee (NEC). The second section is a

chronological narrative of recent political events within the union.

Attention is focused on the 'swings' in political balance at the

national level, and the major issues and developments that have shaped

political activity within the CPSA.

The third section is a detailed examination of the structure and

policies of the CPSA's 'political factions. Initially a definition of

'faction' is reached via the interpretations of the main political

protagonists in the union. There follows an analysis of the

organisation and structure of factions and how they relate to the

CPSA's structure. Then consideration is given to how officials and

members perceive the role of factions and the relevance of their

policies. Finally, the connections of factions to bodies external to

the union is investigated.

The fourth section of this chapter analyses the major determinants

of the political system found in the CPSA. Three principal areas are

focused upon: the Civil Service (which provides the industrial and

bargaining • structures), membership characteristics (in terms of
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structural and personal factors), and the workplace environment

(especially physical aspects, technology and the prevailing 'ethos'

within departments).

Finally, the fifth section reviews the character of the CPSA's

political system.

SECTION 1  -  THE STRUCTURE AND ELECTORAL SYSTEM OF THE CPSA 

The first section will outline the organisational structure of the

CPSA. The major constituent collectivities within the union are

described separately. The branch and area organisations are described

first, outlining functions, meetings, committees and officers. The

second part describes the various sections organised on a departmental

basis and their functions and responsibilites. Then the third part

describes the role and function of the Annual Delegate Conference

(ADC), emphasising the 1979 change in electoral system. Finally, the

National Executive Committee (NEC) functions are described with a list

of full-time official positions (see Eaton and Gill: 1983).

The Civil and Public Services Association (CPSA) is the largest

of the civil service trade unions with a membership of 190,823 in 1984:

135,477 members are female (about 70%) and 55,355 are men. The CPSA

recruits from all government departments, the Post Office Corporation,

the Civil Aviation Authority, the British Airports Authority, the

research councils and over 100 fringe bodies. Its organisation is as

follows:-

A) Branches and Area Co-ordinating Committees 

The basic unit of the CPSA is the branch, of which there are

nearly one thousand. Branches hold meetings at least once a month.

They are either based at one workplace or on a number of sites.
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Branches are run by a Branch Committee (BC) elected each year at the

Branch Annual General Meeting (AGM) and meet once a month (AGM's are

usually held towards the end of the calendar year as part of the

preparation of motions for section conferences and the Annual Delegate

Conference - ADC). The number of officers varies with the membership

of branches. In the larger branches (4,000 plus) there can be up to

thirty members on a Branch Committee while on the small branches the

number of officers could be ten or less. Most of the members of the

Branch Committee are Departmental Representatives (whose function and

role is similar to that of a steward in other trade unions) elected by

members in the particular section they work in. Additionally in the

larger branches members in work sections convene their own meetings.

The principal officers (Branch Chair, Branch Secretary, Branch

Treasurer etc) meet separately once a month as the Branch Executive

Committee (BEC), though quite naturally a great amount of informal

contact on a daily basis is made by officers between the different

meetings.

Area Co-ordinating Committees are composed of Branch delegates

from a defined geographical area. They are not policy-making or

executive bodies, but provide liaison between Branches and Departments.

They also assist the NEC in organisation and recruitment, running mid-

week schools, assisting in campaigns and co-ordinating industrial

action.

B)	 Sections 

The next layer in the CPSA's organisational structure is the

section. Branches are organised into sections on a departmental basis.

There are seventeen:-

Agriculture, Fisheries and Food
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Atomic Energy

British Airports Authority Group

Civil Aviation Authority Group

Court Officers

Customs and Excise

Department of Employment

Department of the Environment

Department of Health and Social Security

Department of Trade and Industry

Her Majesty's Stationery Office

Home Office

Inland Revenue

Land Registry

Ministry of Defence

National Savings

Post Office Group

The term 'group' is used in the case of t'he British Airports

Authority Group, the Civil Aviation Authority Group and the Post Office

Group because they are outside the Civil Service and are not directly

linked with it for pay negotiations. Each section or group hold their

separate annual section conference usually just before the ADC. They

are composed of branch delegates proportional to the number of members

in each branch and form a more representative cross-section of the

overall membership. Each section has a section Executive Committee

composed of officers elected by the section membership as a whole.

They meet on a monthly basis and can refer motions directly to the

National Executive Committee (NEC).

There are over 20,000 CPSA members who work in institutions
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considered to be too small to justify sectional organisation. Some

are government departments, such as the Department of Education and

Science, but most are smaller bodies such as the British Museum and the

Forestry Commission. On any issues that require the CPSA nationally to

be involved then one of thd Assistant Secretaries of the trade union is

usually called in to give guidance.

C)	 Annual Delegate Conference (A.D.C.) 

Every year the branches of the CPSA nationally elect delegates to

represent them at the ADC. As with the section conferences the number

of delegates is based in proportion to the size of branch memberships.

The ADC is the sovereign governing body of the CPSA, and is usually

referred to as the 'Main Conference' to distinguish it from the

section, group and civil service conferences.

Before 1979 the delegates to the ADC elected the NEC by a system

of branch block votes.	 The block voting system provided that

candidates for president, vice-president and the NEC would be nominated

by the branch. Then the branch ballot paper was completed at

conference and the vote of the whole of the recorded membership of the

branch was allocated to the candidates selected irrespective of how

many had attended the branch meeting. At the 1979 ADC delegates voted

by a substantial majority to change the method of election which meant

the abandonment of the block voting principle. The new system provides

for each members choice to be recorded and allocated to the candidate

of their choice:-

"Each individual member, therefore will be given
the chance to choose candidates and the branch's task will
be merely to aggregate the votes recorded for each
candidate onto a single branch ballot form which will be
posted to the returning officer the result being
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announced at main conference".
(CPSA official Statement of National Elections by branch
ballot).

_Therefore members are now confronted every year between March and

April with a mammoth ballot paper with the names of all candidates for

the elected positions that year. This is quite a daunting task, unless

the member is aware of a particular slate of candidates.

At ADC, CPSA policy is made through resolutions passed although

it has been known in the past for resolutions to be ignored by the NEC

if they do not accord with the same political complextion of officers

on the NEC.

D)	 National Executive Committee (N.E.C.) 

The apex of the CPSA structure is the NEC. The NEC consists of

the following officer positions:-

President

Two vice-presidents

26 elected members

General secretary

Deputy general secretary

Assistant general secretary

General treasurer

14 assistant secretaries (including the editor of the

CPSA journal 'Red Tape')

The professional full-time officers have no voting powers

although they are in all other respects full members of the NEC. The

number of voting members is 29 in all, the 26 elected members, the

President and two vice-presidents. Between ADC's, the NEC acts on

policy decided at Conference and formulates its own response to issues

that arise in the year. The NEC has the power to ratify the use of
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industrial action by branches of the trade union as a whole. This power

and the centralised structure of the CPSA allows the NEC a very

commanding position inside the trade union.

SECTION 2  -  RECENT INTERNAL POLITICAL ACTIVITY 

This section contains a brief history of the activities and events

that have dominated political life within the CPSA over the last

decade (see Wigham: 1980). Constitutionally there is no provision for

'factions' or their activities in the CPSA. However, by the same token

there is no provision which outlaws their existence or activities. It

will be shown that factions in the CPSA possess a long history and that

political in-fighting has intensified since 1979. Specifically the

deterioration in bargaining relationships with the Government has had

repercussions both upon the success or otherwise of factions in union

elections, and upon the internal coherence of factions.

Political factions within the CPSA have always had a high

profile. Indeed, in the 1930s a politically left-wing leadership of the

union was defeated by the right-wing Catholic Action Group. In 1962

the Radcliffe Commission report on Civil Service security led to the

removal of some prominent left-wingers in the trade union, both full-

time officers and lay activists (see Oldrey: 1972). The right-wing

remained in control of the NEC up to the broad left-wing victory of

1974. Since then the CPSA has become renowned for its political

struggles and the volatility of its leadership especially since the

adoption of the new electoral system in 1979.
... the alternative ideologies of the 60's crystallised

into hard political involvement..."
Tierney (1982: 24).

"In unions with parties or well-organised factions [such as

the AUEW(E) and CPSA] questions of political advantage, and
the related question of the extent and nature of membership
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participation, were at the centre of discussions regarding
changes in the methods of choosing leaders. In the AUEW(E)
and CPSA the alterations to rule increased participation and
changed the location of the vote".
Undy and Martin (1984: 106).

Two major factions emerged in the 1970s, a 'moderate' right-wing

faction composed of members with political sympathies towards the

Catholic Action Group, the Conservative Party and more recently, the

Social Democratic Party. The second faction was the 'Broad Left'.

This was composed of left-wing socialists in the Labour party (i.e. New

'Tribunites" and those who supported the Campaign Group in the

Parliamentary Labour Party, supporters of the ' Militant Tendency',

Communist party members and other socialists and marxists (with mainly

Trotskyist leanings).

Recent factional politics in the CPSA have been turbulent. In

1978, 20 of the newly elected 26 members of the NEC were left-wing

trade unionists. However, allegations of electoral irregularities by

right-wing members were voiced over the new rule which required

branches to vote only for the candidates whom they had previously

nominated and some apparently did not do so or switched their declared

votes at the ADC. A fresh ballot was held and right-wing candidates

regained control by winning 16 of the 20 seats. At the 1979 ADC the

'Broad Left' again took 20 out of the 26 seats and Peter Coltman (a

leading left-winger) was elected vice president. Then the new

electoral system was introduced and the 'moderates' campaigned

effectively to win the NEC elections in 1980. The 'moderates' also

kept control in 1981 with another victory in the NEC elections.

In 1981 the 'Moderates' proved themselves incompetent, mainly in

two ways. Firstly, they produced a glossy pamphlet extolling the

virtues of building a new multi-million pound headquarters at a time
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when the CPSA was facing severe financial difficulties arising out of

the 21-week strike against the six per cent norm. Secondly, their lack

of leadership direction during the strike, together with their refusal

to abide by conference decisions (such as affiliation to CND) certainly

helped the 'Broad Left' in its 1982 NEC election campaign. In that

election the 'Broad Left' took 25 out of the 28 positions. Statistical

analysis revealed that the 'Broad Left' controlled over two-thirds of

the 1,000 branches.

Although the 'Broad Left' also won the constitutional changes in

1981 requiring the posts of general secretary, deputy general secretary

and general treasurer to be elective, they lost these elections in 1982

because of their own inability to unite behind a single candidate and

because of the repercussions of the 1981 strike. In the elections for

the above Alistair Graham, John Ellis and John Raywood were elected to

the respective positions. Therefore, the situation the CPSA leadership

found itself in was one of a 'Broad Left' dominated NEC but with its

three newly elected principal officers being 'moderates'. This

naturally led to a certain amount of difficulty and misunderstanding in

relations between them.

The Broad Left NEC failed to mobilise membership support for its

policies, notably proving ineffective in trying to stimulate members

militancy in response to the Megaw Inquiry of 1982. This Report

represented a drastic weakening of the previous inadequate bargaining

system whichyas based upon pay comparability. Its most important

recommendations were to have pay rates effectively determined by

outside management consultants, arbitration to be binding on both

parties (except that the employer can appeal to Parliament) and reviews

to be every four years instead of one.
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The major reason for membership apathy was disillusion with the

relative failure of the 1981 strike. The NEC's own resolve was

weakened by splits and divisions over policy tactics within the 'Broad

Left'.

It was therefore not surprising that in 1983 the 'moderates' came

back into power on the NEC with control of 23 of the 28 seats. Almost

immediately the 'moderates' incompetency was revealed again. A rather

petty argument between Alistair Graham and Clive Bush (Editor of 'Red

Tape", the union journal) made national newspaper headlines and

affected the General Secretary's standing in the eyes of his

membership. At the 1983 conference it was agreed to ballot members on

affiliation to the Labour party. This ballot was carried out in the

autumn of 1983 and 51% of the membership voted (67%, 65,922 voted

against affiliation and 32%, 31,479 voted in favour). This was a

better result than the Left had been expecting. At the same time

Alistair Graham became publicly identified with fellow 'moderates' on

the General Council of the Trades Union Congress (TUC) in connection

with the 'New Realism' strategy. This strategy sought co-operation

rather than confrontation with the Conservative Government and

envisaged a broadening of direct links with political parties other

than the Labour Party. This whole approach was effectively scuppered

by the Government just when its appeal to trade unionists generally was

growing. The Government ban on trade union activity at Government

Communications Headquarters (GCHQ) in the interests of 'national

security' raised publicly the issue of civil service loyalty. 'New

Realism' collapsed. Alistair Graham, because of his strong support in

its cause, was tarnished with its demise.

Since the fieldwork was carried out a number of developments have
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occurred. At the 1984 ADC Alistair Graham faced more than 250 motions

of censure and personal attacks from branches. The resentment built up

amongst CPSA activists resulted in demands for the General Secretary's

resignation, although divisions in the 'Broad Left', prevented this

from being brought about. In the elections for the NEC the 'Broad

Left' won a 'sweeping victory' to reverse the position by taking 23

seats to the 'moderates' five. This had repercussions for Alistair

Graham. Again he was faced with a hostile NEC who wanted to cut his

numerous public utterances. Therefore in June 1984 Alistair Graham was

replaced by Ray Alderson (a Communist) as the CPSA's representative on

the TUC General Council. This further intensified the hostility

between the General Secretary and his NEC. Concurrently, divisions

amongst the 'Broad Left' deepened further. 	 Charges were being

increasingly levelled at supporters of the 'Militant Tendency' for

trying to turn the 'Broad Left' into a front organisation and of

intolerance of other socialist points of view. This resulted in a

split in November 1984 between those left-wing socialists in the Labour

Party together with Communist Party members (calling themselves 'Broad

Left 84') and those members of the NEC who supported the 'Militant

Tendency'	 and their allies.	 This in effect created two 'left'

factions and added further to the political volatility of the CPSA.

In the elections for the NEC in 1985 the 'Moderates' won an

overwhelming victory due to the division between the 'Broad Left' and

'Militant Tendency' factions, taking 26 of the 29 executive seats.

However, even before the 'Moderates' victory fissures and frictions

between leading 'Moderates' started to emerge. Kate Losinska publicly

criticised Alistair Graham for his support of the proposed merger with

the SCPS and his meetings in secret with other officials on the
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subject. This division resulted in the breakdown of talks with the

SCPS in July over a proposed merger. Internal divisions emerged again,

primarily over personality clashes, leading in January 1986 to a formal

split between 'Moderates'. The main issue at stake concerned rival

nominations for the 'Moderate' slate of NEC candidates (it centred on a

row between Kate Losinska and Pat Womersley).

By the 1986 NEC elections two major factions and two 'splinter'

factions existed within the CPSA. Nothing more could better exemplify

the political volatility of the CPSA.

SECTION 3  -  FACTIONS AND CONCEPTIONS OF TRADE UNIONISM 

Having established the CPSA's structural organisation and briefly

outlined the recent history of factional conflict, this section

analyses more closely the internal structures of the factions and the

policies they promote. I begin with a definition of 'faction' in the

context of the CPSA, based on the opinions of faction officials.

Secondly, I analyse the structure, purpose and concentration of

factional organisation. Particular attention is given to the ability

of officials at different levels in mobilising the resources of

collectivities for the pursuit of factional ends. The effect of

factions on the CPSA's policy decisions will be considered through the

responses of officials. Reference will be made to how functional and

beneficial officials perceive a factionalised electoral system to be.

Thirdly, a comparison is made between the competing philosophies of

officials active in factions. This is related to perceptions of the

importance of the role of leadership and the part that factions

themselves fulfil in the activities of the CPSA. An analysis is made

of the major issues of conflict between the factions and the opposing

policies espoused. Finally, the influence that factions are able to
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exert over the union's membership is examined through the opinions of

factional officials.

Fourthly, I examine the external connections of the factions,

especially political philosophy, political party membership and

financial and organisational support.

1	 DEFINITION OF FACTION

In comparing the responses of both Moderate and Broad left

officers to defining 'faction' it is apparent that certain similarities

can be suggested over particular characteristics. Firstly, although the

Moderates were reluctant to admit to a structuring and an elaboration

of an ideology within their own 'faction' they nevertheless admitted

that these features were central to an all-embracing definition of

'faction'. The Moderates perceived a 'faction' as a tight-knit caucus

of politically motivated activists who pursued ideological objectives

derived from an external political party. One Moderate described

'factions' as:-

"... election clubs, existing to serve the interests
of certain individuals with a policy/ideology subjugated
to getting them elected."1

The Broad Left officers were more ready to attribute these features to

their own 'faction' in addition to a general definition of 'faction'.

"Factions are a loose collection of like-minded
individuals who need an organisational framework
to put their ideas into practice."2
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They not only talked of a pervading political ideology as a manifest

feature of a 'faction', but also concentrated on the necessity of

organisational rules and regulations that cover a structural apparatus

which reflectsthe trade union structure. Secondly, although factions

were seen as 'unions within unions' by the Moderate officers they did

recognise, albeit reluctantly, that the characteristics of permanency

and legitimacy are related. The Broad Left officers considered these

two characteristics to be of major importance when defining their own

conception of 'faction'.

2	 FACTIONAL ORGANISATION

Extent of Organisation 

In the CPSA a i factionalised l system of trade union government

exists at all levels above the branch. The Moderate officers

recognised that 'factions' were organised in every department and

section within the union, and that some departments were either

Moderate of Broad Left dominated. As one leading Moderate emphasised:-

"the CPSA is a large trade union spread over a mass
of Government Departments and bodies; democracy can
only work with people coming together on a common
slate and policies. Therefore, some form of
machinery is needed to activate this."3

One Broad Left officer stated that though the 'factional' system was

not as formalised as a local council it was nevertheless very

structured. At branch level there might be an informal network of

like-minded activists, but no organised caucus existed. However, if

the Moderates were organised and particularly effective in a certain

branch then this would stimulate the Broad Left to act in a similar

fashion. The two major factions that oppose each other in elections

offer slates of candidates who represent competing ideologies. The

differentiation in policy base is so marked that a consistent
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alternative vote is presented to the membership in CPSA elections.

The Moderate officers also recognised the need of an opposition

'faction' within the trade union structure to stimulate change and

debate. In their opinion the Broad Left was far more organised in

structuring its vote and turning out is supporters in elections.

However, they also saw the Broad Left as an example of a 'faction' with

difficulties in maintaining internal cohesion between competing

political ideologies. (i.e. Militant versus the Labour Left).

In contrast, the Moderate faction appeared to the Broad Left

officials as a very tight-knit coterie undemocratic in its internal

procedures when compared to the Broad Left faction.

"Moderates only appear at election times, whereas
the Broad Left is active and campaigning all year round".4

Both factions possess a structured organisation which elaborates a

consistent policy base and effectively ensures 'factional' continuity.

The Broad Left's structured organisation is more extensive than the

Moderates and deals more efficiently (as they believe) with members'

wants and needs.

The Broad Left has a hierarchical organisational structure. The

central national steering committee is at the apex, underpinned by

Sectional Broad Left Committees and area Broad Left Committees. The

purpose of the structure is to replicate the trade union bodies so that

the Broad Left can extend its influences onto these bodies. At the

same time this 'shadow' organisational network to the official trade

union structure acts as a pressure group putting continual demands and

questions to the official bodies. Through these means the Broad Left

is able to maximise its input into the official trade union bodies and

at the same time extract political capital out of its successes. The
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policies it promotes are basically mirrored in its own organisation,

democractic and open government with the encouraged participation of

the members. The model for this organisation was provided by the Broad

Left in the P.O.E.U. (now the N.C.U.), which was the first 'open' Broad

Left within the trade union movement. The Moderates on the other hand

have an organisation which is more centrally structured around a small

caucus. Their network was not extensive in most sections and branches.

They were dependent on the goodwill of many individuals at these

levels. Their policy objectives are basically in opposition to

everything the Broad Left stands for and total non-political

involvement.

Levels of Operation 

The main arena of 'factional' concentration within the CPSA is the

national level. However, both Moderate and Broad Left officers also

emphasised the importance of having an effective 'factional'

organisation within the sections of CPSA. The election of Broad Left

committees is practised in all sections of the CPSA, especially in the

DE, DHSS, MOD, DTI and Court Officers. Strength at sectional level not

only acted as a source of support for national level 'factional'

activities, but also aided the pursuit of 'factional' activities within

that section of the trade union. The explanations for this

concentration were basically seen as a reflection of the centralised

employment structure that operates within the Civil Service. The

structure of the trade union itself is centralised and so is the nature

of its electoral system. Various officials describe factional activity

as:-

"The more important the position the more intense the conflict".5
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"The Broad Left tries to stick to policies decided by
the ADC. The Moderates have a totally cavalier attitude
to the ADC."6

"It makes a lot of difference which faction is in control
of the NEC on what support is given to local initiatives."7

"Elected representatives have no role to negotiate with
Departments. They have to call full-time officials who
purposefully avoid industrial action."8

The Broad Left officers stressed the role that 'factions' play in

determining the policy areas and rule changes on which the ADC votes.

"Rule changes are, by their very nature, deliberate acts
which occur within the formal machinery of union government,
even though they may in some unions be initiated in the
unofficial meetings of rival factions. The reasons for
their promotion can therefore normally be answered by reference
to the motives of the members or factions sponsoring the
relevant motions".
Undy and Martin (1984: 106).

This is arrived at through control of Section Executive Committees and

the NEC itself. To the Broad Left the major qualitative cut-off point

within the trade union structure is between Section and Branch levels.

At Branch levels both the Broad Left and Moderate national officers

agreed that the influence of 'factions' is negligible as the 'bread-

and-butter' issues of trade unionism are of more immediate concern than

the politics involved in the decision-making at higher levels in the

trade union structure.

Both the factions' officers agreed that the centralised nature of

the electoral system within the CPSA has the effect of concentrating

'factional' activity and conflict at the national level. This is

reflected both in the way the two 'factions' are centrally organised

and structured. However, the democratic structure of the CPSA itself

allows freedom of movement and communication for the 'factions'.

Furthermore, the frequency of elections in the CPSA acts as a stimulus

to 'factional' development. Hence the Broad Left officers give major
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importance to strengthening branch organisation as a means of extending

their own support with the CPSA.

The following table 4:1 reveals the strength of support for the

factions in the branches studied. It is clear that in some branches

the Moderates receive more support (MOD, DHSS1) and in others the Broad

Left predominate (DE, DHSS2). In two branches support for both factions

if roughly even (DES, HO). The division of support between factions

equates with the political orientations of the officers in the six

branches studied. This would suggest that the branch officers are

fairly representative of membership political orientations rather than

unrepresentative cliques of activists controling branches. The

Moderates do not attach such importance to branch organisation. They

reject any moves that threaten the centralised nature of the CPSA and

they regard any such actions as prejudicial to the interests of the

members. In collective bargaining terms the national and sectional

levels are far more important than the branch level, hence the emphasis

by 'factions' to operate and control national and sectional levels

within the CPSA to gain access to the mobilisation of resources that

these levels possess.

Use of Union Collectivities as Bases for Factional Support 

Factional influence is most prominent in section and area

committess.

11 ... it was detected that external forces did influence CPSA's
internal operations with the purpose of wider political ends".
Tierney (1982: 2).

Three factors explain the importance of the section level in the

overall competitive strategies of the Moderates and the Broad Left for

control of the CPSA. Section officials use their positions either

directly or indirectly to further their 'factional' aims.
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Table 4: 1 -	 Factional Support

Faction DES DE DHSS1 DHSS 2HO MOD Total %

Moderate 12 6 27 11 15 32 103 54.5

Broad left 13 18 10 18 13 14 86 45.5

Total 25 24 37 29 28 46 189 100.0
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... it (section) provides the single most important base
for mobilising electoral support for high-level lay problems".
Price (1973: 20).

These .can be achieved via the distribution of 'factional' propaganda,

the organisation of 'factional' speaker meetings, the planning of

'factional' policy lines on section committee agendas, the prevention

of certain issues appearing on the section committee agenda, and the

encouragement or not of local initiatives concerning industrial action

(for examples of factional propaganda see Appendix III).

For example, one Moderate section official related how he

organised the distribution of Moderate propaganda material throughout

his section and arranged for principal Moderate speakers to visit

certain branches. He also said that he would actively try to ensure

that Broad Left propaganda never reached the membership. Another

Moderate section official spoke about the method employed to prevent

certain items appearing on the agenda of section meetings. The items

would either be blatantly left off the agenda, or if on would be

quickly passed over.

The Broad Left section officials saw it as part of their

responsibilities that the membership should be fully informed of

differences between the 'factions' so that a reasonable debate could

ensue. Naturally they would emphasise the correctness of the Broad

Left's policy aims and how these aims were in the interests of the

membership. This involved distribution of Broad Left propaganda

material and the holding of meetings on issues such as pay negotiations

so that the members could judge for themselves which particular

strategy to follow.

Secondly, section officer positions are used by office-holders as

'power resource bases' within the trade union. Similar methods are
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used to promote 'factional' causes and to silence opposition by the

Moderates and Broad left officials. Sectional control is utilised by

the 'factions' for the electoral strength it offers them at ADC, and

for support to branches that are controlled by the same 'faction'. The

larger the size of a branch then the greater its voting power in the

CPSA elections.This is because the weight of the membership vote counts

when electing the Section Committee and mandating for ADC.

The Moderate section officials would also try to prevent Broad

Left officials from being actively involved in section affairs and

prevent them from using their positions as a platform to reach the

section membership. Through their domination and control of the

section the Moderate officials were able to pre-empt and curtail the

protests of Broad Left section officials and Broad Left controlled

branches. The Moderate section officials purposefully ensured that

certain motions they wished to see discussed at section conferences

were placed on the agenda of the conferences and were eventually

forwarded to the ADC. One Moderate section official stated that:-

"... this is the only way to counter-balance the
influence of the Broad Left and to secure
representation of the membership's interest at ADC."9

In terms of Broad Left controlled sections they were quite

prepared, like the Moderates, to ensure that Broad Left objectives were

adopted at section conferences and were eventually put on the agenda

for the ADC. They did not find it necessary to deflect or silence the

Moderate section officials in any way because of the weakness of

Moderate organisation in most sections and branches. Through sheer

force of numbers they were able to monopolise the agendas of most

section committees and therefore reinforce the objectives of the Broad

Left within the union.
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Thirdly, section officers are elected annually and the electoral

system itself nurtures and incubates 'factional' competition for

section positions. As has already been stated, sectional control is

important to the 'factions' because of the influence it allows them at

national level to determine ADC policy and the outcome of NEC

elections.

Turning to area committees, the Broad Left saw the area committee

as the focus of a great deal of significant work. Hence they

continually stressed the need to strengthen and extend its powers and

jurisdiction. They envisaged the area committee as a valuable support

to branches undertaking industrial action, and saw its major

contribution as an educative one in informing the membership of various

issues and policies. Naturally this would raise the consciousness of

the membership both industrially and politically.

"A bonus to the left in DHSS is the area-branch structure
and the regional structure. These facilitate several layers
of bureaucracy and, ... "it is a strength because in a lot of
workplaces the reps are not strong, or they're not bright,
or they're not educated and they can't cope. We have someone
who is in regular contact with them at area level so they
should be getting a combination of the carrot and stick
throughout the year. These members are subject to the
influence of lay officials rather than headquarters officers
as there is no way that section office can keep in touch with
900 workplaces in DHSS." Thus if the left wing in DHSS gain
control of the regional and area positions, the workplaces
are under their constant influence whilst in other departments
the union's full-time officers would be in closer contact".
D.J. Tierney (1982: 20).

The Broad Left believed the lay officials did most of the work and

negotiation for the trade union, and it was the lay officers who had

built up the democratic structures of the CPSA from a staff association

to a trade union.

"The national full-time officers appear as
bureaucrats and careerists who fail to respond to
members needs. "10
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The Broad Left officers wanted to break away from the hierarchical

structure of the CPSA and devolve power downwards to give efficient

organisation and communication, and to represent membership interests

and needs more effectively. They saw the present structure as largely

historical because the CPSA has evolved in such a haphazard manner

fudging its organisational problems along the way.

"What is needed urgently", one Broad Left official said,
"is an overhaul of the CPSA's structure."11

They proposed a twin-strategy. Firstly, to give greater power to Area

Committees. The high turnover of branch officers which invariably

leads to a high degree of inexperience, and the employers' cuts on

trade union time and facilities for lay officers have both heightened

the demand for a good supporting service at Area Level. Overall far

stronger Area Committees would increase branch co-ordination and the

communication of ideas, and allow the CPSA to adopt a more extensive

campaigning role. Secondly, to set up a sub-branch structure. They

hoped a sub-branch structure would prove far more relevant to

membership needs by maximising CPSA coverage on all sites within a

branch. Therefore it did not appear to them as if they were acting out

of 'factional' self-interest in promoting their political ideas but in

the interests of the members as a whole.

"They enabled CPSA members in different branches and from
numerous sections to meet and discuss CPSA issues in general".
Tierney (1982: 32).

Naturally the Moderate officers found this abhorrent. This was

not only because of their belief in a centralised trade union structure

representing a centralised civil service as the most effective means of

membership representation, but also their fear of Area Committees

falling under the sway of the Broad Left and becoming power bases for
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that 'faction'.

"The Area Committees would just become activist
talking shops. "12

Moderate officers did not admit to using their positions to mobilise

resources to further their 'factional' ends, but they did emphasise how

the Broad Left engaged in these activities. This was all part of a

grand design by the Broad Left in their attempts to win control of the

CPSA and to use it for political and not trade union ends.

"The committees came to provide a process of socialisation
that gave expression to any latent militancy and cemented
radical political stances to the previously uncommitted.
They helped to dissolve the isolation of activists who
would otherwise rarely meet members outside their own
respective branches. This process helped to breakdown
psychological barriers and the promotion of left-wing
ideology. This had initially proved helpful to the 'Redder
Tape' group but the structure was more diligently exploited
by the Broad Left who utilised the geographical organisation
as a skeleton for their proposed organisation".
Tierney (1982: 32)

Some Moderate officers deplored the way that the Broad Left would only

guarantee support to candidates who would support its policies.

"The full-time officers are elected by the members,
they cannot ape Conference policy; they have to
balance the activist's point of view with the
memberships." 13

The Broad Left neglected the workplace interests of the members

and this is why the Moderate officers had to use all resources at

their disposal to represent the true interests of themselves. Moderate

officers quoted examples where the Broad Left had used various branches

for the dissemination of Broad Left propaganda.

"The workplace interests of the ordinary members are
brushed aside in the furtherance of political objectives."14

A Functional System? 

The Broad Left officers regarded a 'factionalised' system as

functional in terms of generating more debate within the trade union
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and offering a clear choice of candidates.

"Before the Broad Left went public in 1976/7 nobody
discussed national elections in the branch. Now
people ask who the nominations are."15

Although active members are aware of the political differences between

candidates, the vast majority of the membership are not. This demands

a slate of candidates as it gives a coherence of views which is

beneficial to the democratic procedures of the trade union.

"The Union structure necessitates a Broad Left
organisation to define a clear set of policies
for candidates to stand on, and a machinery
allowing for a degree of accountability."16

A 'faction' is able to stimulate open debate on issues by posing

questions in such a way as to provoke a response, which clarifies the

nature of decisions where there are legitimate disagreements. This in

turn allows members the opportunity for access to information.

However, Broad Left officers also recognised that 'factionalism' added

an element of instability within union governments. Everything was

judged on a basic denominator of a left/right split, similar to a

parliamentary type election. In practice this meant that:-

... a slate list does exaccerbate the volatility of
the electoral system."17

"If factions or parties organize comprehensive 'tickets'
or 'lists' of candidates there is a better chance of
overturning the executive if all its members are subject
to election at the same time and by the same membership.
In these circumstances a faction carrying only a small
majority of votes can sweep the board, or at least hope
to gain a convincing majority, as in the CPSA".
Undy and Martin (1984: 200).

The table 4:2 overleaf outline how votes in the six branches

studied were distributed between the candidates for office. The

figures reveal how effective the slate system is in forcing members to

vote one way or another. The votes for both factions remain fairly
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Table 4: 2 - Voting Behaviour in CPSA Elections for

National Officers 

(i)	 General Secretary

Candidate DES DE DHSS 1
DHSS 2 HO MOD Total	 %

A. Graham (Moderate) 11 9 26 11 13 19 89	 55.6

J. Macreadie (Broad & 14 9 14 9 12 66	 41.3
Left)

Other 2 0 '0 1 2 0 5	 3.1

TOTAL 21 23 35 26 24 31 160 100

(ii)	 Deputy General Secretary

Candidate DES DE DHSS 1 DHSS2 HO MOD Total	 %

J. Ellis (Moderate) 9 7 21 13 13 14 77	 54.2

J. Macreadie (Broad 7 16 12 10 6 12 63	 44.4
Left)

Other 0 0 0 1 1 0 2	 1.4

TOTAL

(iii)	 Treasurer

16 23 33 24 20 26 142	 100

Candidate DES DE DHSS 1 DHSS 2 HO MOD Total	 %

J. Raywood (Moderate) 8 6 20 12 11 15 72	 50.0

T. Ainsworth (Broad 10 15 12 12 11 12 72	 50.0
14eft)

TOTAL 18 21 32 24 22 27 144 100

Cont'd....
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Table 4: 2 (Cont'd.) - Voting Behaviour in CPSA Eelections for

National Officers 

(iv)	 President

Candidate DES DE DHSS 1 DHSS 2 HO MOD Total	 %

C. Elliot (Moderate) 6 9 18 10 9 9 61	 38.4

K. Roddy (Broad Left) 15 14 14 18 17 16 94	 59.1

Other 1 0 1 o o 2 4	 2.5

TOTAL 22 23 33 28 26 27 159 100

(v)	 Total Votes Cast

Faction Total

Moderate 299 49.4

Broad Left 295 48.8

Other 11 1.8

TOTAL
	

605 100
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consistent throughout the four elections (except perhaps in the fourth

election for President where the personality of the Moderate candidate

played . a large part). The influence of branch committees on voting

behaviour is consistent with the previous table of factional support.

Therefore, the in-built volatility of this electoral system is clearly

shown. If members are disgruntled with the way in which one faction

has performed on the NEC during the year they will tend to switch all

their votes to the opposing faction. This is demonstrated in the

swings of political balance on the NEC over the last 5 years.

"The CPSA's combination of workplace balloting and
limited postal ballot voting thus produced higher
turnouts than those achieved in the majority of
elections held under postal ballots or in
geographically located branches.
Undy and Martin (1984: 108).

The merits of individuals as trade union officials were neglected in

preference to their political stance by the membership. Although, it

was recognised that it was healthy for members to know what the

candidates stood, for no account was taken by the membership of the

record, ability or the policies of the candidates. This has allowed

some very inexperienced people to be elected.

The dominant caucus in a section can knock a good
trade unionist of f."18

The Moderate officers tended to see a 'factionalised' system of trade

union government as dysfuntional because it allowed a small clique of

activists to pursue their own political objectives over and above the

interests of the members they were supposed to be representing.

"Each year those running factions consider how to be
re-elected instead of dealing with members' interests."19

One Moderate national officer described this disadvantage as resting

in the fact that:-
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... a faction has its own internal machine that
activists dominate and formulate their own policy
manifesto."20

Activists within a mechanised 'faction' are mandated to resolutions

regardless of membership attitudes. This is quite clearly seen in the

enormous division between the two processes of consulting the

membership and ADC decisions. It is apparent that the form of

electoral system within a trade union will affect the development of a

(factionalised' system of government. However, the democratic benefits

of a system of competing factions has to be weighed against the

competence of office holders and the objectives they pursue.

3 THE ROLE AND POLICIES OF FACTIONS 

Views on Trade Unionism

In essence, the Moderates justify their existence through an

appeal to 'sensible' and 'responsible' trade unionism and a resistance

to the infiltration of national party politics into internal trade

union decision-making. There was a basic agreement on the definition

of the role of a trade union:

"[A trade union is] ...a pressure group seeking to make
positive gains [for members] through the improvement
of the immediate standard of living."21

"Moderates see the role of the union as improving
economic aims, not social and political change."22

- The prime concern of the Moderates is therefore to pursue direct

economic ends that relate to the direct industrial needs of the

membership. The Moderates are pursuing a coherent political strategy

in trade union political terminology. As one leading Moderate said...

"In the 1980s trades unions need to be politically
involved, but are unwillingly so."23
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The threat the Moderates perceive is broader political interests of

trade unions becoming dominated by activists who will then give higher

priority to these interests over the more immediate workplace interests

of the general membership. The Moderates see this threat as

stimulating membership reaction in shifting the balance back to

industrial issues. Therefore, any link or identification with a

national political party has to be resisted. This is especially so for

a civil service trade union such as the CPSA, whose members have to

work for governments of different political complexions. Thus the

Moderates see taking a non-political stance as one of their major

negotiating strengths. Indeed, to them it would be a total anathema

for the CPSA to be tied to a political party, such as the Labour Party,

which identifies strongly with a class base. Their emphasis on the

purely economic objectives of trade unionism, achieved through a

consensual approach with their employer, is contrasted sharply with the

views on trade unionism of Broad Left officials.

In contrast to the Moderates, the Broad Left officers not only

define a political role for trade unions in society but also link this

role to the objectives of a particular political party (the Labour

Party).

"There is no division between the political and industrial
roles of the union, as political decisions directly affect
the workplace. "24

For the Broad Left it is essential to defend and improve members'

interests at the workplace and influence the national political climate

in which trade unions have to operate.

"There are two levels of operations:-
one, the immediate task of defending and improving the
conditions of employment, two, the organisation of working
people's potential into a political role." (e.g. through
affiliation to the Labour Party).25
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However, they realise that the economic aims of the CPSA are of

paramount importance in the minds of the membership.

"The Union is not a political party. It must be wider
to represent diverse views. Though it has to go further
than economic issues."26

Indeed, some officers perceived a latent conflict between the pursuit

of basic economic issues and political objectives. In response to this

paradox it was suggested that:-

"A good elected trade unionist must pose trade union
issues in a political context in a way not to alienate
members but to involve large numbers of people."27

They were also aware that in the present national climate they could

capitalise on the actions of the present Government to further their

own arguments amongst their membership.

... the intention is to involve members, explain
issues and make them aware of the problems; must
speak out honestly about political differences and
the union's role in a political sphere."28

The merging of the economic and political aspects of trade unionism in

the minds of the CPSA membership has been fostered by the Government

implementing 'party political' decisions that affect members directly.

"Political decisions taken about Government employees
have to be countered in a political context."29

The following table 4:3 lists those economic and political

objectives of trade unionism which members from the sample of the 6

branches surveyed regard as legitimate or not. It is apparent that the

'economic/union' objectives receive a larger 'yes' vote than 'political

/social' objectives.	 The highest vote of the	 'economic/union'

objectives is to the 'protection of jobs',	 96.4%, followed by

'improving working conditions', 94.1%, and thirdly, 'increasing wages',

93.2%.	 The highest vote for the 'political/social' objectives is to

'working for the welfare of all in society', 87.4%, second is 'working
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Table 4: 3	 Members views on Economic/Union and

Political Social Ob'ectives of Trade Unionism

(i)	 Objective

Economic/Union Yes No Don't Total
Mind

Increased Wages 204 13 2 219

Help other unions in dispute 85 61 76 222

Secure pensions 191 17 15 223

Improve working conditions 209 5 8 222

Protect jobs 215 5 3 223

Promote union education 171 48 4 223

Work for participation in
management 137 48 32 217

Increase number of meetings 75 94 49 218

(ii)	 Objective

Political/Social Yes No Don't Total
Mind

Campaign on political issues 87 43 82 212

Sponsor Labour M.P.'s 91 48 81 220

Help elect a Labour Government 105 36 80 221

Encourage more nationalisation 67 55 100 222

Work to help the local community 118 52 53 223

Work for the welfare of all in
society 195 20 8 223

Work for female equality 194 17 11 222

Work for racial equality 157 39 26 222
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for female equality' and third is 'working for racial equality'.

The lowest vote in favour of 'economic/union' objectives is for

'more meetings', 34.4%, followed by 'helping other unions in dispute',

38.3%, and thirdly 'increased participation in management', 63.1%. The

lowest vote in favour of 'political/social' objectives is for

'encouraging more nationalisation', 30.2%, second is 'campaigning on

political issues', 41.0% and third is 'sponsoring Labour Party MPs',

41.4%. Clearly the overall party political objectives of trade

unionism are not considered that important to CPSA members.

Political Leadership 

Both Moderate and Broad Left officers agreed on the importance of

leadership (at whatever level within the union) and the influence it

has over membership opinion and decision-making collectivities. The

main points of difference concern the presentation of leadership style.

The Moderate officers were keen to stress the importance of an

independent leadership at the top of the CPSA that has to be strong and

dominant. It is obvious to the Moderates that a leadership must state

clearly its point of view to generate a reaction. It is through this

process of making the members face reality that concrete achievements

are realised.

The Broad Left officers concurred with the need for a strong

leadership. They also saw the need for a leadership to argue its

position, but to put a positive message across to members rather than

ideological reasons for doing things. The most important aspect, as

far as the Broad Left officers are concerned, is how the leadership

expresses itself through communication with members. They cited the

different ways in which this is done at the various stages of the union

structure:-
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"At national level there is a set-piece relationship
between the leadership and the media. The General
Secretary uses his position to push the union in ways
it does not want to go".30

This is an expression of the Broad Left complaint that the

national leadership tries to argue over and above the union's various

decision-making collectivities by appealing directly to the membership

to gain their support. At section and branch levels most officials

agreed that it was not only important for the work to be done by the

leaders but also that they were seen to do it. The way this is

communicated is via section or branch newsletters or through direct

contact with the workplace. Branch officers hold a great amount of

responsibility because they have an immediate impact in getting new

members to join and in swaying the votes of members in elections (see

Cupper: 1983). As one official put it:-

"The national elections voting paper is like a
football coupon - 36 votes out of 100 candidates".31

The Role of Factions 

Moderate and Broad Left officers both mentioned that since the

1976 Conference decision to abolish the rule which banned the

activities of 'factions', their activities were legitimate as far as

the constitution was concerned. Therefore the 'factions' operate quite

comfortably in this vacuum, each with its own raison d'etre. The Broad

Left believes its role to be essential, in particular at the lower

levels of the CPSA, in spreading the consciousness of members on

industrial and political issues facing them. The Broad Left officers

were prepared to accept that the CPSA had not been founded on the

traditional collective solidarity that one would find in the general

and manual trade unions. Instead the whole organisational fabric of
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the CPSA had been founded on the personal solidarity of individuals in

a minority. Therefore, as the CPSA has taken time to develop a trade

union consciousness (and indeed in some respects has yet to fully

complete this), so too is 'factional' development limited to those

individuals who are prepared to sacrifice their time and effort.

Moderate officers had a very clear and narrowly defined purpose as

far as their role within the CPSA was concerned. Their main

preoccupation was with electioneering to prevent the election of Broad

Left supporters to any positions within the trade union. To them the

pursuit of any other activities were unnecessary and a distraction from

the representation of the membership's interests. They were not

interested in pursuing wider ideological or political objectives and

dissipating energies in educating members to their cause. The Broad

Left saw its role as a campaigning one to achieve a mass base of

support amongst the membership to the trade union. While the Broad

Left concentrated their activity on electioneering within the CPSA,

their officers were also keen to emphasise the importance of their

policy campaigning role. The diffusion and advancement of their

policy base was of equal magnitude to the Broad Left officers because

they were pragmatic enough to realise their dependence on membership

acceptance and support of the policies the Broad Left promoted. One

Broad Left officer stressed the realization in the Broad Left of the

requirement for power to implement policy rather than the focalization

on the purity of policy. To this end the Broad Left orchestrated

various meetings and campaigns to win over the membership and dispersed

a large quantity of material relating to their policy positions.

"The Broad Left is involved in recruitment,
organising conferences and caucus meetings. Regional
Broad Left committees and women's groups are all
involved in the discussion of policy."32
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Rather than restricting itself to the election of individuals to

significant positions in the CPSA (as the Moderates overwhelmingly did)

as one Broad Left national officer put it:-

"The Moderate 'faction' does not formulate policy but
adopts a position on policies originally thought up
by the Broad Left".33

Issues of Conflict 

There was a basic agreement between the Moderates and Broad Left

officers as to the major issues of conflict between them. The major

issue was that of pay. To the Moderates the debate surrounded the

whole question of how to negotiate pay. The Moderates preferred an

orderly system of pay determination worked out with the Civil Service

management (mainly focusing on a percentage increase).

"The Moderates are against a hard-line campaign
preferring instead to support objectives which
can be realistically gained."34

Connected to this issue was the whole question of incomes policy. The

Moderates were of the opinion that salaries and wages had to be

regulated, therefore a pay norm must be adhered to. Over pay the Broad

Left preferred an unstructured collective bargaining situation with

emphasis being given to those on low pay, which they also thought

should apply nationally. They also wished for the acceptance of a

conference decided pay claim, and were opposed to current increment

scales and grading structures. Moderates voiced strong support over the

necessity of extended internal democracy through the adoption of

individual postal balloting rather than workplace ballots. They also

expressed concern over the extension of elections to all full-time

officer positions which they did not see as warranted because it would

divert energies away from their proper roles. On internal structural
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and electoral issues the Broad Left opposed the introduction of a

postal balloting system per se, and supported the extension of

elections to those national posts that are currently by appointment.

"The Broad Left take a pragmatic approach ... it is an
alliance of activists trying to build an industrially
militant union. "35

This could be achieved through opening the structure of the trade

union by introducing democratic changes (i.e. extending the election of

officership posts, increased accountability and upholding the

sovereignty of conference decisions).

The following table 4.4 shows how the members in the six branches

were prepared to vote on affiliation to the Labour Party. This is an

interesting result because when the ballot for affiliation was held

shortly afterwards 67% of the membership voted against affiliation. In

the table 51.6% voted for affiliation with 39.4% against. This may

suggest that the branch officers and active members are more inclined

to favour affiliation to the Labour Party than their passive fellow

members.

Finally, the Moderates express grave reservations over the

proposed merger with the SCPS. This they think would lead to the

domination of the new combined trade union by members of the present

SCPS. It appeared incongruous to the Moderates that their immediate

superiors (E0s and HE0s) could possibly share the same interests and

desire similar objectives of COs's and CA's. Although Broad Left

national officers are in favour of the proposed merger with the SCPS,

they are also aware of practical problems that might have to be faced.

Indeed, some are of the opinion that a two-tier system of branch

organisation might be required in some larger branches to allow

effective representation.
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Table 4: 4 -	 Voting intention on ballot for affiliation

to the Labour Party

Intention DES DE DHSS 1 DHSS 2 HO MOD Total %

Voting for 18 16 22 17 17 24 114 51.6

Voting against 12 11 15 13 12 29 92 41.6

Don't know 1 2 7 1 1 3 15 6.8

Total 31 29 44 31 30 56 221 100.0



156

The only issues not to be mentioned by both sides were the

Moderates' underlining of the significance of the closed shop and the

YTS, and the Broad Left's focusing of attention on the content of new

technology agreements and the support given to industrial action by

branches. Over the closed shop the Moderates were instinctively

against its imposition, unless an overwhelming majority of the

membership were in favour of it. The introduction and implementation of

the Government's Youth Training Scheme (YTS) was something the

Moderates supported in principle. The Broad Left officers wanted no

job loss at all through the implementation of new technology in

preference to the Moderates espousal of voluntary redundancy and

natural wastage. The Broad Left would have a more sympathetic and

encouraging attitude towards those branches of the trade union that

wished to embark on industrial action rather than the Moderates

unwillingness to support such action in preference for accommodation

with management. It is clear that the difference in approached to the

issues mentioned above originate from the preconceptions held of the

role of trade unionism by the 'factions' involved. This fundamental

ideological divergence the Broad Left officers rightly recognised as

having critical ramifications for the representation and orchestration

of membership interests.

This can be seen in divergence over the role of a trade union in

society, and in the willingness to actively campaign to increase

membership participation in the trade union. This is also reflected in

the Moderates' desire to consistently negotiate with management to

reach a series of deals over such issues as productivity, new

technology and pay, and the Broad Left's predisposal towards the use of

industrial action to pursue the objectives of their policies and to
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uphold the grievances of members.

Perceptions of Policies 

. Both 'factions' hold each other in utter contempt. The Broad Left

view the Moderates as incompetents dominated by a small claque of

careerists. This results from the electoral system within the CPSA in

which slates of candidates are elected because of their political label

rather than because of their own proven abilities and capabilities as

trade union negotiators. The Moderates choose CPSA members who have

never before held a trade union position in their own departments to

stand as candidates in the NEC elections. To the Moderates the Broad

Left appears as revolutionary, hell-bent on the overthrow of the state.

The major grievance the Moderates held towards the Broad Left was the

continual upstaging on policy the Broad Left practice in order to

attract support. There is nothing out of the ordinary in the Broad

Left's demands for a 35-hour week and for longer leave. The Moderates

could just as effectively demand the same. To the Moderates the Broad

left were tactically seeking a political ploy through one-upmanship,

not offering a real remedy. In a similar manner the Broad Left

chastised the Moderates for their incoherent policies as a direct

result of their inexperience. The Moderates are effectively controlled

by a small group who treat their other NEC members as purely voting

fodder. This inexperience, the Broad Left national officers feel, is

reflected in the incoherence of the Moderates' policies and their lack

of strategy in defending the CPSA from the present attacks by the

Government.

"Moderates talk of the need to involve members but
their actions contradict this. They don't explain
what they mean by their policies. They are good at
listening to what's wrong but don't actually solve
anything. They are also too willing to take the
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union to court which shows their lack of
understanding on how to deal with internal union
differences. "36

Although the Moderates were equally as scathing for the Broad

Left's neglect of essential trade union work in pursuance of political

ideals. To them the impetus behind the Broad Left's strategy is social

and political change:-

"They act as a political force, and are themselves an
instrument of political influence."37

The overriding political objectives of the Broad Left meant in

practice that they relegated the detail of trade union work to a

secondary position in contrast to the Moderates. The all-embracing

impression the Broad Left had of the Moderates was of a self-seeking

power group always willing to compromise with the employer to safeguard

and extend their own control over the CPSA. Indeed, the Moderates have

tied their own hands by their own rhetoric because in failing to

encourage industrial action against the employer they have no workable

alternative strategy to offer. The Moderates ...

... have a commitment to improvements but put constraints
on any campaign to achieve them."38

The reason for the Moderates' refusal to support industrial action

Is because:-

... they are afraid of the members taking action as
it would loosen their control over them. The
Moderates believe in self-perpetuation and act
paternally on behalf of the members."39

The Broad Left national officers saw this reflected in the

Moderates' demands for postal balloting. Although outwardly proposing

to encourage extended membership involvement, in fact the Moderates lay

no plans down on how it would work in practice. The computer records

of membership lists at CPSA headquarters would not keep up with the
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trade union's young and mobile membership, thus the most active and

vocal part of the CPSA would be effectively disqualified.	 The Broad

Left, in the eyes of the Moderates, is likewise a self-interested

clique (promoted by outside forces) determined to achieve their

political objectives at the expense of the welfare of the CPSA. This

the Moderates felt is strongly related to the pervading power that

outside political connections exercised over the Broad Left. Clearly,

therefore, the 'factions' imagery of each other is one of ideological

divergence poles apart in policy objectives.

Factions Influence on Members 

Both Moderate and Broad Left officers are aware that the

membership generally regard their own trade union as a vehicle to

achieve their immediate economic interests. To this end, in the eyes

of the Moderate officers, the membership saw 'factional' activity

within the CPSA as a luxury they could ill afford, and of prime

interest to activists.

"Members are pleased to have the Moderates in
control as they are less likely to change anything
therefore the members feel more secure".40

All membership required, as far as the Moderate officers were

concerned,was a national leadership who pursued the membership's

immediate industrial and economic interests as effectively and

efficiently as they could without involvement in political campaigns.

The Broad Left officers shared the appraisal of the membership's

'instrumental' approach to trade unionism:-

"The majority of members are concerned with what
results the trade union can achieve for them".41

"Factional activity is peripheral to the members.
Some follow union changes with interest but do not
necessarily get involved; most are not active
because they never give it a thought".42
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"The members attitude to trade union leadership as a
whole is cynical; they do not make any
differentiation between factions" .43

Table 4:5 overleaf shows how influential members consider the

opinions of others at work in affecting their way of voting in recent

union elections, and if they canvassed others in the branch to vote in

a similar manner. In table 4.5(1) it can be seen that only 19 (9.0%)

consider themselves to have been influenced 'a great deal', whereas 146

(69.2%) do not think their decision had been influenced in any way by

talks with others. One could conclude that the effect of factions

canvassing to be very minimal, but when adding up the other columns 65

(30.8%) of the sample feel they had been influenced in some manner.

In table 4.5(11)6(2.8%) of the sample canvassed 'a great deal'

to win support for the candidates they favoured in their workplaces.

In contrast 136 (63.9%) of the sample did nothing. However, altogether

77 (36.1%) of the sample responded that they did do something in their

branches to try to get other members to vote for the candidates they

supported in the elections. Therefore, although one could say the

effects of factional canvassing are marginal the degree of canvassing

itself (of whatever variety) is quite substantial, which in turn is

reflective of the factions influence inside the CPSA. This is

compounded by the passive membership rarely meeting activists except at

election times. The average CPSA member reacts more to 'Press'

campaigns and the labels utilised by the media.

"A lot are aware of the 'factions' but their allegiance
to any 'faction' is out of personal trust for officers
than for any political commitment".44

The Broad Left officers nevertheless insisted that even if national

officials claimed they were acting in the membership's interests they

were also taking into account the objectives of their 'factional'
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Table 4: 5	 - Talks with and to others about Union Elections

(i) Talks with Others

Amount DES DE DHSS 1 DHSS 2 HO MOD Total

A great deal 3 2 2 5 5 2 19 9.0

A lot 1 2 3 3 3 4 16 7.6

A little 6 4 6 4 3 7 30 14.2

Nothing 20 19 33 18 19 37 146 69.2

Total 30 27 44 30 30 50 211 100.0

(ii) Talks to Others

Amount DES DE DHSS 1 DHSS2 HO MOD Total %

A great deal 1 1 1 0 0 3 6 2.8

A lot 7 4 3 6 4 1 25 11.7

A little 5 5 8 9 9 10 46 21.6

Nothing 18 17 33 15 17 36 136 63.9

Total 31 27 45 30 30 50 213 100.0
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support. The membership has therefore to decide what its best

interests are and vote accordingly or be persuaded by a particular

'faction' that their objectives would lead to the realisation of those

interests.

4 CONNECTIONS OF FACTIONS 

The 'Moderate' and 'Broad Left' 'factions' in the CPSA clearly

exhibit a high political profile. The Moderate 'faction' presents a

'consensual' ideology to the activities of trade unionism. Instead of

reflecting the ideology of any one political party they were proud to

have supporters across the political spectrum. The leaders of the

Moderate group themselves were either members or supporters of the

Social Democratic Party or the Labour Party, although they believed

that the majority of their supporters in the CPSA were probably

Conservative voters. This further strengthened their belief that they

represented the 'sensible' and 'responsible' strand of trade union

leadership. Their policies, they considered, reflected this in terms of

upholding the status quo and seeking 'concensus' on issues that

affected the CPSA membership. The 'Broad Left' shows an ideology more

orientated towards the use of industrial action to protect the

interests of the CPSA's membership and to further the trade union's

objectives.

The Broad Left represents a myriad of political ideologies.

Specifically, the Broad Left national officers identified four major

groupings within the Broad Left; a left Labour group (accounting for

approximately 30% of the overall membership); a 'Militant' group

(accounting for approximately 40% of the overall membership); a

Communist group (accounting for approximately 20% of the overall
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membership) and a group of unaligned socialists and those aligned to

other Trotskyist parties (accounting for 10% of the overall

membership). Without doubt the pervading influence within the Broad

Left is that of 'Militant'. This is reflected both in terms of

policies and candidates for trade union elections. However, the labour

left group (which identifies itself with such left-wing groups as the

Labour Co-ordinating Committee (LCC) and the Campaign for Labour Party

Democracy (CLPD) inside the Labour Party) allied with the Communist

group act as counterforce to the dominance of 'Militant'.

The Moderates acknowledged that they always received sympathetic

coverage in the press and media (i.e. Woodrow Wyatt and Bernard Levin),

but regretted that this support was not always free of charge. Indeed,

the Editorial Board of 'Daylight', the Moderates' newsheet, professed

to having 'good' and strong links with media contacts. The Moderates'

officers were also open about their links and connections with

'Moderate' groups in other trade unions. However, this is organised on

a very covert basis and the CPSA Moderate group both receives funds

from and gives funds to other 'Moderate' groups. One leading Moderate

national officer stated that:-

"Moderates receive financial support from outside
sources, mainly individual private donations
originating from the City."45

In particular the organisation Trumid supports the Moderate 'faction'

financially, with the majority of expenditure on heavy leafleting in

trade union elections (see Williamson: 1984). The Moderate officers

were not coy about receiving funds from Trumid as they cannot survive

from supporters' subscriptions and donations alone. Trumid itself

financially supports many 'Moderate' groups in different trade unions,

but has particularly strong contacts with the right-wing 'group' in the
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ATJEW.

When questioned about external contacts the Broad Left national

officials were quick to respond with the name B.L.O.C. This is the

Broad Left Organisation Committee (BLOC) which co-ordinates the

activities of 'Broad Lefts' across trade unions. The impetus for this

organisational framework came from 'Militant', and its supporters within

the CPSA Broad Left were keen to emphasise the importance of its role.

BLOC hold quarterly meetings and an annual conference at which the CPSA

'Broad Left' is represented. In particular the CPSA Broad Left

national officers stressed their contacts with 'Broad Lefts' in the

Inland Revenue Staff Federation (I.R.S.F.), S.C.P.S., the Post Office

Engineering Union (P.O.E.U.) and the Union of Communication Workers

(U.C.W.). The Labour left supporters within the CPSA Broad Left

highlighted the support given to them by the LCC and CLPD, and their

encouragement of inter-trade union 'broad lefts' (for examples of BLOC,

etc. propaganda see Appendix IV).

As far as finance of the 'Broad Left' is concerned, the Broad Left

national officers gave great weight to its dependence on membership

subscriptions and donations, and collections at meetings and

conferences. Assistance with the editing, production and printing of

'Broadside', the Broad Left's news leaflet, comes from Mentmore Terrace

('Militant's' headquarters), from the Socialist Workers' Party and from

community printing presses in Leeds and Glasgow.

In terms of membership the Moderates claim to have about 200 -300

fully paid-up members with a couple of hundred more who pay

infrequently. As far as meetings are concerned the Moderates usually

have their principal meeting before ADC, and usually one other major

meeting in the year to discuss elections for the NEC and Section



165

Executive elections.	 Moderates also attend one-day schools for

Moderate groups in all trade unions organised by an outside body, but

these meetings tend to be infrequent. Most contact is made between the

leading figures of the Moderate 'faction' on an informal basis -

usually confined to NEC members. They are the people who set the

objectives for the Moderate 'faction' and the tactics on achieving

them.

The main event in the CPSA's 'Broad Left' diary is its annual

conference in November which elects slates of candidates for the NEC

elections, before the branches hold their AGMs. There are other 'Broad

Left' meetings held in the year based around particular issues facing

the CPSA. The National Steering Committee and Editorial Board and NEC

members who belonged to the Broad Left meet usually every six weeks,

although contact between those who belong to the different groups

within the 'Broad Left' is made on a more frequent and informal basis.

The 'Broad Left' members who sit on Section and Area Committees usually

meet to discuss issues and tactics on a bi-monthly basis. Elections

are held internally within the 'Broad Left' to elect its executive

resulting in a 'Militant' dominated executive. As its name implies,

the 'Broad Left' is a broad amalgamation of many socialist, Communist

and Trotskyist groups. This is both a source of strength because it

provides a wide range of views, and a source of weakness because

divisions between the groups on particular issues (pay, new technology)

limits the overall unity that is achieved. In general, it seems

apparent that the level and form of external support received by the

factions is dependent on the level of internal organisational

sophistication the factions have initially evolved.
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SECTION 4  -  DETERMINANTS OF THE POLITICAL SYSTEM

Three major sets of factors have moulded the development of

factionalism in the CPSA. The first is the Civil Service structure, both in

terms of its own institutional composition and in its collective

bargaining system. The second is the CPSA membership itself, both in

terms of changes in their role as civil servants and as union members.

Finally, the third concerns the environment in which civil servants

work, particularly the affect of changing managerial policies and the

physical environment in which work is performed.

1	 THE CIVIL SERVICE

The Influence of the Centralised System 

All officials interviewed, whether Moderate or Broad Left, were

agreed upon the essential influence of the industrial structure upon

the structure of the trade union. This was primarily the degree to

which the structure of the CPSA mirrored the centralised nature of the

civil service. The CPSA's internal structure is organised in an almost

identical fashion to the civil service.

••• structure mirrors precisely the levels of
managerial responsibility in the Civil Service".
Price (1973: 6).

In spite of the 'dispersal' policy of the Government the CPSA has

continued to organise on a national section basis with only token

powers allotted to Area Committees. A major reason for this is the

continued centralised Whitley system of collective bargaining which

affects the organisational mentality of the CPSA. One major problem

the CPSA faces is exemplified in the MOD. The managerial structure by

virtue of being function-orientated results in 60 separate sets of
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negotiation channels, therefore a lot of issues are not discussed.

CPSA officials believe it is necessary to evolve a group structure to

maintain a link between the branches and section conferences and the

ADC:

The Effect of Dispersal 

Even where the CPSA is re-moulding itself to parallel managerial

structures in the wake of 'dispersal', the reorganisation involved

created further weaknesses in the machinery of the CPSA. This was

because in the above situations the CPSA is totally dependent on

facilities provided by management, and where CPSA officials tried to

work outside of managerial lines to overcome this weakness the amount

of work involved doubled. The end result of these attempts to re-

adjust and devolve responsibility within the CPSA down to branch level

has only served to increase the bureaucratisation of the

organisation because of the extra work involved.

The re-location of Government departments has affected the nature

of 'factionalism' within the CPSA. The 'dispersal' of Government

departments has created new forums in which 'factions' can function.

The policy has created new 'collectivities' within the CPSA from which

'factional' control and influence can be extended.

"All departments that were to be dispersed during this period
were at the time represented on the Dispersals Committee whose
meetings were held in London. CPSA representatives from all
over the country were on the committee. This facilitated
nationwide inter-departmental contacts".
Tierney (1982: 19).

In some sections within the CPSA the sheer numbers employed in

particular Departmental workplaces had led to certain areas being over-

represented on some committees, while not being represented at all on

other committees.	 The 'dispersal' policy has also effectively
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created new power bases within the CPSA, through the dominance of large

branches in some sections (e.g. DHSS Newcastle). In these branches

officer posts carry a great deal of power in 'factional' terms, as

information can be kept back or slanted to ensure that the membership

agree to a decision made by the branch officials. This highlights once

again the importance of having competent branch officials who can

thoroughly explain the backgrounds of issues for the membership without

pursuing factional ends.

"The left wing in CPSA built up again during the Sixties with
the aid of a combination of Civil Service Departmental mergers,
dispersals and expansions".
Tierney (1982: 4).

The following table (4.6) list responses by members in the six

branches studied as to the major decision-making level within the

union. It can be seen that predominantly the singularly most important

decision-making forum within the CPSA is perceived by the members to be

either the branch or the higher authority of the section and national

bodies. However, if the figure for the branch and section/national

levels sharing equal power is added to the figure for section/national

levels making most of the decisions, then 52.2% of the sample place

emphasis on the section as the main decision-making body in the CPSA.

This goes some way to confirm the hypothesis that control of the

section level is a major concentration of activity for the CPSA's

factions.

Centralised and Localised Bargaining 

Both Moderate and Broad Left officers recognised the influence

that the centralised collective bargaining structure had upon

concentrating power in the hands of the national officials. Yet at the

same time they both realised how increased local bargaining would
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Table 4: 6
	

Level of the main decisions taken in the CPSA

Level - DES DE DHSS1 DHSS2 HO MOD Total

At Branch level 3 1 5 3 2 2 16 8.0

Between Branch
and Section 11 12 18 9 6 20 76 37.8

At Section
level 7 3 4 12 13 15 54 26.8

Between Section
and National 7 11 11 4 5 13 51 25.4

At National
level 0 0 2 0 0 2 4 2.0

Total 28 27 40 28 26 52 201 100.0
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endanger the present structure within the CPSA and the relative

collective bargaining powers of various bodies. To the Moderates this

would open the door for Broad Left activists to run amok by pressing

unrealistic and unobtainable political demands. They strongly

criticised those Broad Left members of the NEC who continued to advance

their own 'factional' policy without facing up to the pragmatic

situation that confronts them:

"The Militants and their cronies are too unyielding
and dogmatic, and will not realise that a bargaining
process literally means just that!"46

It would increase the strength of the Broad Left overall and

weaken the position of the national officers who remained the only

check upon the Broad Left. However, some did feel that the strength of

the Broad Left in manipulating different collective bargaining bodies

within the trade union had been helped by changes in management

practice. For example, the Moderates were particularly concerned that

the increase in local and regional bargaining over non-pay issues such

as productivity agreements was helping to give respectability and

credence to Broad Left activists and their political objectives.

Ultimately of course, what the Moderate officers feared most was an

increase in local bargaining that would make the demand for devolution

of power in the CPSA structure irresitable.

"Industrial relations in the Civil Service were based on
formal and rigid bureaucratic procedures. The formal system
was designed to aid employee participation and was underpinned
by regulations which were supposed to ensure that civil
servants' salaries were in line with comparable jobs outside
the Civil Service. The consequence of this system was to
concentrate power with the national union leaders. However,
this power was only guaranteed by the operation of the norma-
tive procedures, i.e. fair comparison and national bargaining.
When fair comparison disappeared, and when local management acted
unilaterally then the legitimacy of the national leaders was
severely undermined. Because the Whitley system demanded
participation at departmental and local level it created a
large number of lay officals at local level able to respond
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to particular local circumstances".
M. Kelly (1983: 52-3).

The Broad Left officers found the present arrangements

constricting. In the MOD, for example, only certain lines of

management were willing to talk to the union particularly in London

and on military bases. Another example concerns the necessary mobility

of civil servants as crown employees if they turn down a posting they

are deemed to have resigned. The Broad Left officers thought the

Whitley system was biased towards management because one could only

achieve a mutual compromise at the end of the day rather than an

outcome favouring the union totally:

"The union grew up around the Whitley system; what we
are attempting to do is to break away from it."47

... the formal emphasis of Whitleyism is upon co-operation 
between staff and management rather than on negotiation between
two sides".
Price (1973: 8).

To the Broad Left, decentralisation was an inevitable force. They

hoped it would increase membership participation through being more

responsive to membership needs. To ensure this the Broad Left were

quite prepared to demand the utmost loyalty from any member elected

with their help to officer positions.

The Broad Left circulated slates of candidates for the Whitley

Councils in different sections. To them the existence of the Broad

Left was a background factor to be considered by those members elected

on Broad Left policies when involved in their negotiations with

management. They saw it as a means to break the current stranglehold

that the national officers possessed over any collective bargaining

bodies within the CPSA.

"It is almost folklore in branch activist circles
that once a national officer becomes involved in a
dispute he/she will generally go behind the backs
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of the branch officers to do a deal with management."48

••• these feelings of distance are accompanied by a high
degree of apathy towards the formal participatory structure
of the union".

. Price (1973: 17).

The Broad Left officers looked forward to the merger with the SCPS

because they hoped this would give added stimulus to devolving power to

the local level which would help reflect the needs of the membership

more and help produce a more responsive attitude from the membership.

The Moderates bemoaned the fact that if disputes occurred in the

Civil Service they became issues of all-out victory or defeat.

"The success or failure of industrial action become
part of the mythology of the union."49

Moderates did not like the manner in which disagreements between

the CPSA and the management could easily escalate into full-scale

action. They believed that in some ways the present centralised system

of collective bargaining nurtured and assisted various 'militants' and

a militant form of action within the CPSA. If bargaining became more

diversified then certain leading Moderate officers would not be opposed

to it, though it had to be done in such a way as not to increase the

power bases of 'militants' within the union.

2	 MEMBERSHIP CHARACTERISTICS 

Backgrounds Affecting Attitudes 

The responses of the Broad Left officers were more pragmatic

about the limitations of their own views on appealing to the wider

membership.	 One officier said...

"Members come from a variety of backgrounds and
therefore bring a mixture of views."50

Another officer was more blunt:-

"Members are very apathetic, instrumental in outlook,
wary of political involvement, and see activists as
militants out for their own gain."51
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Even amongst their own supporters a variety of opinions existed on

what emphasis should be given to the political aims of trade unionism.

"Most activists want a political role, but members don't
until it is an issue that directly affects them."52

The officials knew that a lot of their support derived from younger

members. However, the Broad Left officers were also conscious that the

majority of the CPSA members regarded the union as too political, even

with its present limited political involvement.

"Members don't see the relevance of anything that does
not directly affect their pay packet."53

It was also realised that the membership were too passive over

political issues because the necessary connections between the

convergence of economic and political issues were not being made. As

one branch official explained:-

"The initial attitudes of the membership are formulated
by the Press; but once issues are explained to them they
are more in agreement with branch policy. Communication
is bad and so restricts the information available to members."54

In terms of background both Moderate and Broad Left officers were

agreed on how the intake of civil servants had radically altered from

the 1950s. In the post-war period through to the 1960s a great many

ex-servicemen and women were taken on in all Government Departments,

especially in the MOD. Naturally, the orientation towards social

issues and to politics in general of many of these civil servants is

conservative in both senses.

However, the 'dispersal' policy followed by the Government in the

1960s and the expansion of further and higher educational facilities

led to a change in the personnel recruited. It is from this period

that restrictions on entry to the Civil Service were lowered and the

process of high levels of turnover began. Moreover, there was a steady
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increase in the proportion of civil servants gaining employment as

C.O.'s or C.A.'s with 'A' levels and degrees. It is not surprising,

therefore, to find that graduates became increasingly involved in union

work, giving rise to an articulate layer of activists.

"A new group of comprehensive school leavers with five
'0' levels came along and a new approach to politics
was in the air. The rise of Trotskyism became prevalent.
I suspect that the International Socialists were more
responsible than any other group for the rise of
radicalism in the CPSA".
Tierney (1982: 23).

The following table, 4.7, contains figures relating to the highest

educational qualifications possessed by the official and membership

samples. In the listing of educational qualifications it is

immediately apparent that the officials tend to be better qualified

that the membership. Those officers possessing degrees and

professional qualifications form 39.9% of the sample, while only 11% of

the membership possess similar qualifications. The majority of the

membership sample possess ONC, 0 Level or CSE qualifications 59.4% (if

the 'other' column is added). Yet, 36.8% of the officials possess the

same level of qualification thus reflecting the youthfulness in which

most of CPSA membership enter the Civil Service. The above figures, in

addition, support the analysis of the growing intake of employees with

higher qualifications than are needed for the positions of C.A. or C.O.

Indeed, 40.5% of the membership sample are qualified from A Level to

above, while the similar figure for officers is 63.5%.

'The primary feature identified is the change in Government policy

towards the location of Government departments. The re-dispersal in

physical terms of Government departments throughout the country and

away from London has affected the very nature of the civil service

itself. Most dramatically it has given rise to a new generation of
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Table 4:	 7	 -

Qualification

Qualifications

OfficialsMembers

CSE 11 5.8 0 0.0

0-Level 71 37.4 14 36.8

ONC-OND 7 3.7 0 0.0

A-Level 50 26.3 10 26.3

HNC-HND 6 3.2 1 2.6

Professional 5 2.6 5 13.2

Degree 16 8.4 5 13.2

Higher Degree 0 0.0 3 7.9

Other* 24 12.6 0 0.0

Total 190 100 38 100

* The majority in this column possessed pre-CSE/O level
qualifications (i.e. school certificates)
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civil servants mainly due to the impact of re-location upon the social

composition of the Civil Service. Some Broad Left officers explain

this by stating that previously civil servants had been primarily drawn

from social groups with no tradition of trade unionism because of the

physical location of the Civil Service largely in London and the South

East of England. Riseborough makes this point when considering

differences in character between bank staff.

"The reasons for such a difference in regional attitudes
within the same organisation... lie partly in the nature
of the region itself with its much stronger 'working-class'
culture than in the Inner London or South-East areas,
and in its much higher level of unemployment at the time
(1980)".
Riseborough (1982: 126).

The effect of the dispersal of Government departments has meant

the recruitment of civil servants from social backgrounds sympathetic

to trade unionism. This is especially prominent in the urban areas of

Northern England, Scotland and Wales.

... it (National Savings) recruited younger members who
had been influenced by the Clydeside trade union tradition".
Tierney (1982: 4).

The following table 4.8 reveals the family backgrounds of the

members and officials in terms of their parents occupations and union

membership. The main noticeable feature is the difference between

fathers' and mothers' occupations. At the top end of table 4:8(i), in

terms of father's occupation, 43.5% and 29.3% of officials and members

respectively had fathers in 'managerial/professional' or

'administrative' functions, while for mother's occupation the similar

categories are down to 13.5% and 6.7% respectively. At the bottom end

of the table in the 'other/housewife' row, for father's occupation

officials and members have figures of 0.0% and 12.2% respectively,

while for mother's occupation the similar figures are 32.4% and 41.7%
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Table 4: 8 - Family Backgrounds 

(i) Parents Occupations 

PARENT:-
	 FATHER
	

MOTHER

JOB Members % Officials % -Members % Officials %

•

Managerial/Profess-
ional 46 (20.7) 10 (25.6) 7 (3.1) 5 (13.5

Administrative 9 (8.6) 7 (17.9) 8 (3.6) 0 (0.0

Self-employed 28 (12.6) 1 (2.6) 14 (6.3) 0 (0.Q

Supervisory/clerical 14 (6.3) 3 (7.7) 42 (18.8) 11 (29.7

Skilled manual 41 (18.5) 13 (33.3) 6 (2.7) 0 (0.0

Semi-skilled manual 20 (9.0) 3 (7.7) 14 (6.3) 0 (0.0

Unskilled manual 27 (12.2) 2 (5.1) 39 (17.5) 9 (24.3

Other/housewife 27 (12.2) 0 (0.0) 93 (41.7) 12 (32.4

Total 222 100 39 100 223 100 37 100

(ii) Parents Union Membership

PARENT:-	 FATHER MOTHER

Member Officials % Members % Officials % Members %

Yes

No

31	 (79.5)	 142	 (64.8)

&	 (20.5)	 77	 (35.2)

16	 (43.2)	 61	 (27.5)

21	 (56.8)	 161	 (72.5)

Total 39 100	 219 100 .	 37 100	 222 100
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respectively. Another interesting feature of this table is the

collective totals of the rows for 'manual' workers. In the columns for

officials totals of 46.1% and 34.3% for fathers and mothers occupations

respectively are recorded. The similar figures for members are 39.7%

and 26.5% respectively. Therefore, officials are more likely than

members to have parents from a manual background. This supports the

hypothesis that the induction of younger more collectively conscious

and educated people into the Civil Service has had a 'radicalising'

effect on the CPSA. This is given further weight by the evidence

contained in table 4.8(ii). It is clear from this table that the vast

majority of officials have or had a father who is or was a trade union

member (nearly 80%). This to a lesser extent is reflected in the

members column, where 64.8% is the equivalent figure. However in the

mothers' columns the respective figures are the opposite. Officials

are more likely to have or had a mother who is or was a trade union

member (43.2%) than members (27.5%). This is partially reflective of

the employment distribution in table 4.8(i), where 41.7% of members

mothers and 32.4% of officers' mothers are located in the

'other/housewife' row. The figures seem to suggest that officials are

more likely to come from a family background where one or both parents

are/were trade union members. This gives added strength to the

hypothesis concerning the increasing collective consciousness of CPSA

members.

This change in the social composition of the membership has helped

to move the CPSA towards a more overtly collective orientation.

Internally because of differences in treatment between civil servants

in Departmental Headquarters offices (e.g. London) and civil servants

in regional offices, (such preferential treatment as London Allowance
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in pay, flexible office hours, e.t.c.) the CPSA membership (in the

regions especially) have reacted with a collective response. Indeed,

tactics involved in bargaining and industrial action have been adapted

from those used by general trade unions in attempting to build and

establish a collective identity for the CPSA. However, many officials

feel the need to evolve strategies that are specifically adapted to the

conditions of the Civil Service workplace environment.

Divisions of Personal Characteristics 

When considering divisions within the membership based on their

personal characteristics all officials mentioned both age and sex.

In terms of age both Moderate and Broad Left officials were

concerned with the high level of turnover of members, which brought

political volatility to the union. However, the Moderates saw this as

symptomatic of the Broad Left's infiltration of young activists to take

over branch committees. They were also critical of the manner in which

some activists turned down promotion opportunities to stay in the CPSA.

The following table, 4:9, splits the branches studied upon the

basis of grade. It is interesting that 9.6% of the sample are of E.O.

grade considering that the CPSA primarily represents C.O. and C.A.

grades. This is probably reflective of former C.O.'s being promoted

but wishing to retain their CPSA membership rather than joining the

SCPS. The reasons for this are varied but one factor is the weakness

of CPSA organisation in certain branches due to the turnover of

officials. There are, undoubtingly, a number of officials who will

keep their CPSA membership and position in order to continue the

stability of a branch organisation. This accounts - according to the

Moderates - for the 50% of conference delegates who have remained the
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Table 4: 9

Grade

Grade

DHSS1 DHSS 2 HO MOD TotalDES DE

EO 6 4 0 3 5 3 21 9.6

CO 21 23 39 26 23 37 169 77.2

CA 3 2 6 1 16 29 13.2

Total 30 29 45 30 29 56 219 100.0
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same members over the last four years in a union with such a high

annual turnover of membership.

The following table 4.10 relates to the length of service and

membership of CPSA members studied in the six branches and of officers

interviewed. The most striking feature in table 4:10(i) is the

overwhelming concentration of members and officials with between one

and ten years service. For example, 50% of the officials and 51.1% of

members have only been employed in the Civil Service for 1-5 years.

Naturally, the corresponding figures for membership of a trade union in

table 4:10(ii) reflect the same concentration. The difference between

length of service and greater length of union membership for some

officials and members is due to membership of a previous trade union.

By and large the figures in both tables equate rather well and suggest

that for the majority of CPSA members they join the union shortly after

starting their jobs.

By contrast the Broad Left officers saw the high turnover and

youthfulness of members as weakening the effectiveness of the union.

Especially amongst activists who (as graduates) have different personal

expectations. They also saw the third of conference delegates who are

first-time as an unstable element in decision-making In the DE there

is an annual turnover rate of 40 -50% of branch secretaries;

The constantly changing representatives means that
they don't know how to negotiate so that it pushes
the centrality of authority to the Branch officers."55

The following table, 4.11, shows how many members from the six

branches studied currently hold or have held official positions within

the CPSA. There is certainly a rapid turnover in officials at branch

level. In table 4.11(i) the total number of officials involved is 73,

of this total 7 (9.6%) hold 3 posts or more, 18 (24.6%) hold 2 posts or
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Table 4: 10 - Length of Service and Union Membership

Years

(i)

Officials

Length of Service in Civil Service
(and of CPSA for F.T.D.'s)

Members

1 - 5 20 50.0 114 51.1

6 - 10 12 30.0 54 24.2

11 --15 4 10.0 18 8.1

16 - 20 2 5.0 21 9.4

21 - 25 0 0.0 8 3.6

26 - 30 0 0.0 2 0.9

31 - 35 1 2.5 4 1.8

36 - 40 1 2.5 2 0.9

Total 40 100.0 223 100.0

Years

(ii)

Officials

Length of Union Membership

% Members %

Length of
CPSA member'
ship
(Members only)

1 - 5 14 37.8 108 48.6 122 54.7

6 - 10 14 37.8 50 22.5 50 22.4

11 - 15 7 18.9 23 10.4 18 8.1

16 - 20 1 2.7 31 14.0 24 10.8

21 - 25 0 0.0 3 1.4 3 1.3

26 - 30 0 0.0 1 0.5 0 0.0

31 - 35 1 2.7 4 1.8 4 1.8

36 - 40 0 0.0 2 0.9 2 0.9

Total 37 100.0 222 100.0 223 100.0
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Table 4: 11 - Union Positions Held or Holding

(i)	 Present Post(s) 

Post DES DE DHSS 1_ DHSS 2 HO MOD Total

Section/Area 0 0 0 3 2 1 6 5.7

Chair 0 0 0 1 1 1 3 2.9

Secretary 2 0 1 1 1 1 6 5.7

B.C. Member 10 3 5 17 7 7 49 46.7

Dept. Rep. 4 2 0 10 4 1 21 20.0

Other 3 2 2 3 5 5 20 19.0

Total 19 7 8 35 20 16 105 100.0

(ii)	 Past Post(s)

Post DES DE DHSS 1 DHSS2 HO MOD Total

Section/Area 0 0 0 3 2 1 6 4.6

Chair 2 0 2 3 4 1 12 9.2

Secretary 2 1 3 3 4 1 14 10.7

B.C. Member 11 2 8 12 12 8 53 40.4

Dept. Rep. 6 1 3 7 6 3 26 19.8

Other 5 3 1 3 4 4 20 15.3

Total 26 7 17 31 32 18 131 100.0



184

more and 48 (65.8%) hold one post.	 In table 4.11(ii) the total number

of officials involved is 78, of this total 23 (29.5%) have held 3 or

more posts, 7 (9.6%) have held 2 posts or more, and 48 (61.5%) have

held one post. The overwhelming majority of officials are new to the

job and do not seem to stay there for long. Altogether, the percentage

of all those in the sample who hold a position in the union is 31.2%

(73) with 68.8% of the sample not holding a position. In terms of

previous positions 33.3% (78) of the sample have held a post with

66.7% never having held one. Although the figures may seem to indicate

a high proportion of current and past officials, given the equally high

turnover of them the CPSA is far from stable and secure in its basic

organisation, with a great many inexperienced officers.

Many CPSA members, especially in the DE and DHSS, are there

temporarily as casual workers, i pipeliners' who have qualifications for

a better job but are just waiting for it to arise on a permanent basis.

This is seen as a management ploy to cover for low staffing levels. A

further unsettling influence is the age gap in the union between 30 to

50 (when there was a low recruitment rate in the 1950s and 60s) and the

influx of younger people who are increasingly cynical about unions and

politics in general. In the DE one official stated that he believed

the management to be taking youngsters on in UBOs with no union

background for that very reason.

The following table 4:12 presents the figures of the ages for both

officials and members taken from the interview and questionnaire

samples. The table indicates how youthful the CPSA membership is

overall. The majority of the members (53.7%) are aged between 16-25.

The officials understandably are slightly older, the majority being

between 26-30 (35%). Altogether only 35.1% of the membership sample
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Table 4: 12 -

Age Members Officials

16 - 20 45 21.0 0 0.0

21 - 25 70 32.7 11 27.5

26 - 30 24 11.2 14 35.0

31 - 35 10 4.7 6 15.0

36 - 40 11 5.1 4 10.0

41 - 45 13 6.1 2 5.0

46 - 50 10 4.7 2 5.0

51 - 55 7 3.3 0 0.0

56 - 60 21 9.8 1 2.5

61 - 65 3 1.4 0 0.0

Total 214 100.0 40 100.0
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are aged over 30, in comparison 37.5% of the officials sample are aged

over 30. Therefore, although the average for members age is slightly

younger than for officials it nevertheless is representative of the

dominant age groups. It is possible to deduce that the turnover of

members in terms of promotion, resignation and redundancy is so great

that it is logical for the CPSA's membership to be 'bottom-heavy'. The

figures support the argument of the effects upon the CPSA the influx of

a younger generation is having.

Both Moderate and Broad Left officers believed more should be done

to encourage women to become active within the union. Although women

accounted for 60 - 70% of the membership in most branches males still

dominate the officer positions.

The following table, 4.13, outlines the sexual breakdown of the

officers and members. The figures confirm that women predominate

amongst the CPSA membership, but also that men outnumber women in

officer positions on a (nearly) 2 to 1 basis (51.6% for women and 48.4% ?

for men) in table 4:13(1) and (ii). The reasons for this situation are

not only related to sexual attitudes and roles in society generally,

but also to the temporary nature of employment for many women in the

Civil Service. Staff turnover is linked to the youthfulness of the

membership compounded by the large numbers of women, i.e. many young

women leaving employment to start families, see table 4:13(ii).

One difficulty for women is seen as their history of a lack of

consciousness because of their traditional domestic role. It is not

the case as in previous years that the women are working for pin money.

Mass unemployment has done away with the myth of the secondary wage.

One official estimated that up to 75% of women members are worried that

if they lost their job they would not find another one and that would



(ii) Sex of Members Branchby

Sex TotalDES	 DE	 DHSS 1	DHSS 2 HO	 MOD

Male 16	 9	 24	 14	 13	 32 108	 48.4

Female 15	 20	 21	 18	 17	 24 115	 51.6

Total 31	 29	 45	 32	 30	 56 223	 100.0

187

Table 4: 13 - Sex and Marital Status

(i) Sex of Officials and Members

Sex Officials	 % Members

Male 26	 65.0	 108	 48.4

Female 14	 35.0	 115	 51.6

Total 40	 100.0	 223	 100.0

(iii)	 Marital Status of Members 

Marital Status
	 Total

Single	 131	 56.9

Married	 80	 35.9

Divorced/Separate	 12	 5.4

Total
	

234	 100.0
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drastically affect their families' standard of living. Criticism from

women members of the Broad Left considers that the alienation felt by

women and ethnic groups is built into the union structures themselves.

In particular they cite typists and personal secretaries who too often

feel isolated from the union, and as a minority grade do not understand

fully many of the issues which are the union's concern. Some branches

though are forming women only sub-committees to help combat this.

Structural and Sectional Divisions 

Overall Moderate and Broad Left officers agree on the effect of

divisions within the membership on the development of 'factions' within

the CPSA. The major structural divisions are vertical in nature. The

largest sections within the CPSA have proved the most fertile for

'factional' development such as the DHSS, DE, MOD DOE. The main reason

for this is because of the physical concentration of the membership

into large workplaces which helps in facilitating communication and

disseminating information. It is more effective to carry out mass

leaflets and hold 'factional' meetings at one major site rather than

covering a number of different small sites. The small sections and

groups plus the smaller branches in the largest sections have proved

the least fertile for 'factional' development. This is due to physical

isolation, smallness in numbers and consequent restricted abilities and

activities of their branch officers. The public service industrial

structure also affects membership perceptions of their trade union and

their role within it. Officials of both 'factions' stressed that the

hierarchical nature of the civil service with its precisely defined

gradings and structural divisions between departments, influenced the

nature of trade unionism within the Civil Service. All trade unions in

the Civil Service are divided either on a grade basis and/or a
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department basis. These divisions have two major effects. Firstly,

civil servants in the lower grade trade unions (like the CPSA) do not

envisage staying in one trade union throughout their careers. It is

therefore very difficult to retain good trade union officials in the

CPSA, since they generally join another trade union when promoted.

This limits the experience of officials and the organisational

effectiveness of the CPSA. Secondly, by being divided on a departmental

basis (both between and within Civil Service trade unions) the

membership find it difficult to relate to important issues in other

sections as well as other unions. Hence, although the Civil Service as

a whole is very centralised, within that structure there are rigid

divisions between departments. This separation of departments

effectively allows a 'divide and rule' managerial policy to operate and

encourages a parochial attitude amongst the membership in any given

section towards the problems of members in other sections.

The most obvious section with its own separate identity is the

Postal and Telecommunications Group (P and T Group). This Group has

always had one foot in the Civil Service and one foot outside. The

Postal and Telecommunications Group never involved itself heavily in

the internal politics of the CPSA - although the current Moderate-

backed General Secretary, Alistair Graham, rose from the Postal and

Telecommunications to the NEC on a Broad Left ticket. The separateness

in identity of the P and T Group and their dislike of involvement in

the internal politics of the CPSA has proved infertile ground for the

CPSA 'factions'. Indeed, the distinctive identity of the P and T Group

is so strong that they agreed to join with the Post Office Engineering

Union (POEU) to form a new trade union. The new trade union was

established in 1984 as the National Communications Union (NCU).



190

In terms of horizontal divisions within the membership the

Moderate and Broad Left officers were apprehensive about the potential

threat the SCPS merger posed for them. Some of the officials were very

keen for the merger to proceed as in practical terms it would bring an

end to demarcation disputes over the covering of similar work and

overlapping of grades. However, others feared a dilution in membership

as the trade union would be swamped with managerial grade members who

might literally take over the trade union. In 'factional' terms the

Broad Left officers were the most eager for the merger to go ahead

because the leadership of SCPS are left-wing in their policy stances.

Understandably the Moderate officers were more cautious about the

merger going ahead. They were especially anxious over the

disagreements between the trade unions on a unified electoral system

for national officials. They particularly did not want to go back to

the old branch bloc voting system and drop the current branch balloting

system.

Divisions Between Workplaces 

Many officials emphasised the wide disparity between workplaces in

trade union organisation and membership involvement. This partly

reflects the prevailing ethos in each Department. For example, the

ethos of protecting members of the public in the DHSS and the DE

colours attitudes in those Departments. There is direct contact with

claimants and direct knowledge of the difficulties Government cuts in

financial spending are causing to these people. In contrast, the

prevailing ethos of the Home Office or MOD is more authoritarian.

Civil servants in the Home Office or MOD are not as exposed to the

public as civil servants in the DHSS and DE. Instead, they work closer
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with law enforcement agencies and military personnel which instils a

rigid adherence to following established procedures and rules and not

questioning them. Naturally the prevailing ethos of any Department

will influence the response of the CPSA membership to trade union

activities.

Other CPSA officials point out the difficulties created by a

membership being scattered over various offices for branch

communication. The geographical dispersal of the membership creates

major organisational problems, for example in establishing membership

grievances and co-ordinating membership activities. There is a great

fear among CPSA officials that geographical dispersal could effectively

isolate certain groups of members from the branch centrally. In

response to this problem two CPSA officials suggested that a sub-branch

structure should be evolved so that members in a multi-building branch

could be fully incorporated into trade union activity at their

workplace. This would only be effective with highly involved and

energetic branch officials. CPSA officials identified three major

types of geographical groupings. Firstly, a regional network based on

a pyramidal model employing large numbers of junior grades. Secondly,

mass clerical statistical sections. Thirdly, policy secretariats. The

second level of mass clerical statistical sections is particularly

significant because it incorporates large open-plan office

environments. It follows that this level is the best organised by

branch officials across the trade union. Wherever the heart of the

branch lies in terms of numerical strength then there is also the basis

of the branch's organisational strength.

"Attitudes and participation depend on the people
that work around them (the members) , as they tend to
reflect immediate group loyalty."56
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It was agreed by most officials that although the members were

willing to listen to the unions' point of view they do not necessarily

interpret this as sticking to collective decisions. This the officials

saw as reflective of the 'individualistic' outlook that the members

possessed towards their own job and work situation.

Members Political Views and Involvement 

In the majority of branches researched in the CPSA the branch

officials could only guess at the political orientations of their

memberships. The main reasons given for this was that attendance at

branch meetings was very poor and that branch officials could rarely

meet their memberships in their workplaces.

The following table, 4:14, shows regularity of attendance at

branch meetings in the six branches studied. Nearly 40% of the

membership across the six branches attend branch meetings regularly,

while nearly another 20% attend fairly regularly. These figures

represent quite a high turnout of members mostly because the sample

has excluded non-responses, which accounted overall for 62.8% of all

questionnaires issued to CPSA members - the sample is therefore

presumably more representative of the active members in the six

branches surveyed. Despite this, attendance is still relatively high

compared to some manual trade unions. The reasons for this lie in the

workplace-based meetings held in work time, which has aided

participation by the membership. Secondly, an increased involvement

has been noticeable due to the vulnerability many civil servants feel

towards their jobs and status from the current Government's economic

policies.

It was assumed by most branch officials that a large part of their

memberships were apolitical because of their lack of interest in
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Table 4: 14 -	 Attendance 

Attendance DES DE DHSS 1 DHSS 2 HO MOD Total %

Almost Always 15 11 17 20 14 12 89 39.9

Fairly Often 5 10 11 3 2 10 41 18.4

Once/Twice 6 5 11 5 7 23 57 25.6

Never 5 3 6 4 7 11 36 16.1

Total 31 29 45 32 30 56 223 100.0
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internal trade union affairs. In the second DHSS branch the officials

considered the membership to be totally apolitical. This was because

only .5 - 10% of the membership voted in the elections and even fewer

attended the branch meetings. Of those who did vote in the NEC

elections the majority of votes went to the Moderate 'faction' which,

to the branch officials, implied a right or centre orientation in terms

of national party politics. However, it is possible to state that of

those members who regularly attend branch meetings their political

orientations are left-wing. The majority of activists are members or

supporters of the Labour Party.

The following tables 4:15(1) and (ii) show the voting patterns of

officials and members in four general elections. The figures do not

reveal much differentiation between the first three elections. In

1983, however, there is a noticeabl switch of votes from both Labour

and Conservative supporters to the Liberal/SDP Alliance. This trend is

very similar to the national trend with the impact of a credible centre

party. What is surprising is that more Labour supporters in the CPSA

did not vote for the Alliance. It is from a peak in October 1974 of

90% and 72.6% (respectively for officers and members) that support for

the Labour Party drops to 79.5% and 56% (respectively). Yet there is

continually higher support for the Labour Party amongst the officials

than the membership. Although there has been a similar increase in

support for the centre parties in 1983, the overwhelming majority

(nearly 80%) of officials voted Labour. This confirms that more of the

CPSA officials are politically to the left than their members, but

still representative of the main body.

Support for the Conservative Party is, not surprisingly, lowest of

all parties amongst both CPSA officials and members. The vote by
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Table 4: 15 - Voting Behaviour in 4 General Elections 

CPSA	 Members

Party 74(Feb.)	 % 74(Oct.)	 % 79	 % 83	 %

Conservative 18	 (18.9) 12	 (12.6) 31	 (19.9) 27	 (13.5)

Liberal/SDP 11	 (11.6) 14	 (14.8) 22	 (14.1) 57	 (28.5)

Labour 66	 (69.5) 69	 (72.6) 101	 (64.7) 112	 (56.0)

Other 0	 (0.0) 0	 (0.0) 2	 (1.3) 4	 (2.0)

Total 95	 100.0 95	 100.0 156 100.0 200 100.0

(ii)	 CPSA	 Officials

74(Oct.)	 % 79 % 83Party 74(Feb.)	 %

Conservative 2 (10.5) 2 (10.0) 3 (8.3) 1 (2.6)

Liberal/SDP 1 (5.3) 0 (0.0) 3 (8.3) 7 (17.9)

Labour 16 (84.2) 18 (90.0) 30 (83.4) 31 (79.5)

Other 0 (0.0) 0 (0.0) 0 (0.0) 0 (0.0)

Total 19 100.0 20 100.0 36 100.0 39 100.0
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officials for the Conservatives dropped remarkably from 8.3% in 1979 to

2.6% in 1983. The members vote for the Conservatives correspondingly

declined from 19.9% in 1979 to 13.5% in 1983. This probably reflects

not only attitudes to Government economic policies as a whole, but also

experiences during the Civil Service strike in 1981 and subsequent

practices introduced by the Government.

The most interesting feature of this table is the rise in the vote

for the Liberal Party in the 'Alliance' with the SDP in 1983. The vote

for the Liberals in 1979 had been 8.3% and 14.1% by officials and

members respectively, yet in 1983 these figures increased to 17.9% and

28.5%. This is a rise of more than double the previous figure for the

Liberals, and reflects the Alliance's overall impact on the national

political scene.

Tables 4.16(1) and (ii) show the membership of a political party

amongst the sample of members and officials of the CPSA studied. The

overwhelming majority of members are not members of a political party

(88.5%), while the majority of officials are members of a political

party (62.5%). This reinforces the argument of officials being more

politically aware and active than the members. When the figures are

broken down into the respective political parties the overall pattern

becomes clearer, see table 4:17. In the officials sample, table

4:17(11), 76% are members of the Labour Party, while in the membership

sample, table 4:17(i), the corresponding figure is 88%. The total

percentage combining both samples is 82%. These figures confirm the

likelihood that Labour Party members are also trade union activists, or

(the more probable) that trade union activists are most likely, if a

members of a political party, to belong to the Labour Party. The

following tables (4.18-4.19) clarify how active those officials and



Membership

Yes

No

Total

Total %

25	 62.5

15	 37.5

40 100.0
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Table 4: 16 - Political Party Membership

(i)	 CPSA	 Members

DE DHSS1 DHSS 2 HO MOD Total %Membership DES

Yes 3 2 5 8 5 2 25 11.5

No 27 27 39 23 23 54 193 88.5

Total 30 29 44 31 28 56 218 100.0

(ii) CPSA Officials 
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Table 4: 17	 -

(i)	 CPSA Members

Which Political Party

Party DES DE DHSS1 DHSS2 HQ MOD Total	 %

Conservative O o 1 o o o 1 4.0

Liberal O o 1 0 0 0 1 4.0

SDP 0 0 0 0 0 0 0 0.0

Labour 3 1 3 8 5 2 22 88.0

Other 0 1 0 0 0 0 1 4.0

Total 3 2 5 8 5 2 25 100.0

(ii)	 CPSA Officials

Party Total

Conservative. 0 0.0

Liberal 2 8.0

SDP 1 4.0

Labour 19 76.0

Other 3 12.0

Total 25 100.0
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Table 4: 18 - Political Party Attendance

(i)	 CPSA	 Members

Attendance DES DE DHSS 1 DHSS 2 HO MOD Total %

Week 0 0 0 1 0 0 1 4.2

Month 2 1 2 5 4 1 15 62.5

Year 1 1 1 1 1 1 6 25.0

Never 0 0 2 0 0 0 2 8.3

Total 3 2 5 7 5 2 24 100.0

(ii) CPSA Officials 

Attendance Total

Week 11 50.0

Month 7 31.8

Year 3 13.6

Never 1 4.5

Total 22 100.0
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Table 4: 19 - Political Party Canvassing 

(CPSA Members) 

Canvass DES DE DHSS1 DHSS 2 HO MOD Total

Yes 2 1 3 6 3 2 17 70.8

No 1 1 2 1 2 0 7 29.2

Total 3 2 5 7 5 2 24 100.0
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members are in their political activities. In the officials sample,

table 4:18(ii), 50% attend political meetings on a weekly basis, the

corresponding figure for members in table 4:18(i) is only 4.2%. By

contrast 62.5% of the members sample attend political meetings on a

monthly basis, while the respective figure for the officials is 31.8%.

These figures would support the assertion that activism in trade unions

correlates quite strongly with political party activism. This is also

supported by the following figures for canvassing of those members in

political parties (table 4.19). The majority of CPSA members who are

political party members are prepared to canvass during local and

national elections (70.8%), thus strengthening the correlation between

political party and trade union activism.

A couple of branch officers in the DE remarked that generally

speaking one found that inner-city branches in the CPSA tended to be

more left-wing than those branches in outer London and less urbanised

areas. In the first DHSS branch the officials were unanimous in

stating that they had a fairly militant and left-wing membership. The

branch activists were to a member either card-holders or supporters of

the Labour Party or other left-wing political parties, while the

membership was considered overwhelmingly to be pro-Labour Party.

Moreover, in three branches (DES, DE and the first DHSS branch) the

branch officials believed that their memberships would support the

Labour Party. In the DES, of the remaining fairly inactive membership

some branch officials believed that the members' political orientations

were towards the centre or left in national party politics because:-

... the Government's policies towards the Civil
Service have made this an inevitable trend."57

In contrast the branch officials in the other three branches (the
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second DHSS branch, the Home Office and MOD) considered their

memberships to be to the centre or right in their political sympathies

(i.e. Liberal/SDP or Conservative).

In the Home Office branch the officials were not hesitant in

replying that their membership would be right-wing (i.e. Conservative

voters) in their political orientations. The officials had no doubt

about this because of their own personal experiences of contact with

the members, and of the responses given by members on certain issues at

branch meetings. One branch official gave an explanation for this as:-

••• the reorganisation of the London branches in the
CPSA has allowed for greater efficiency in local union
organisation and recruitment. However, some of the
youngest people who are recruited into the Civil Service
have no knowledge of trade unions and have preconceived
ideas formulated by the media. In practice this means
they are suspicious and hostile to the work of trade unions."58

The following tables, 4:20 and 4:21, give an indication of the

attitudes and opinions of members in the six branches studied towards

contemporary political issues. The views of the officials in tables

4:20(11) and 4:21(11) are roughly in accord with the views of the

membership in tables 4:20(1) and 4:21(1) (if a little more emphatic!),

in regards to their attitudes on the Government's economic and

employment policies. Once again direct personal experience of the

Government's policies is probably a major factor in the strength of the

negative answer.

In most branches studied the branch officials believed that they

did not reflect their memberships in political terms. A DES branch

official believed that the membership saw the branch leadership as only

interested in trade union affairs as a form of career. The branch

officials in the second DHSS branch were quite open about the apathy of

their membership. 	 They also admitted that the branch leadership were
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Table 4: 20	 -	 Employment Acts 

(i)	 CPSA Members

DE DHSS 1 DHSS2 HO MOD Total	 %Opinion DES

Strongly support 0 0 0 0 0 3 3 1.7

Mildly support 3 2 5 2 3 5 20 11.3

Mildly against 5 6 6 5 6 10 38 21.5

Strongly against 19 16 24 21 16 20 116 65.5

Total 27 24 35 28 25 38 177 100.0

(ii)	 CPSA	 Officials

%Opinion Total

Strongly support 0 0.0

Mildly support 0 0.0

Mildly against 7 29.2

Strongly against 17 70.8

Total 24 100.0
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Table 4: 21 -	 Government's Economic Policies 

(i)	 CPSA Members

Opinion DES DE DHSS 1 DHSS2 HO MOD Total %

Strongly support 2 0 3 1 2 4 12 6.3

Mildly support 6 1 6 1 0 6 14 7.4

Mildly against 7 3 3 4 4 8 29 15.3

Strongly against . 18 21 23 22 .19 31 134 70.9

Total 27 25 35, 28 25 49 189 100.0

(ii)	 CPSA	 Officials

%Opinion Total

Strongly support 0 0.0

Mildly support 0 0.0

Mildly against 6 25.0

Strongly against 18 75.0

Total 24 100.0
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virtually the only members to have a say in decisions taken in the

branch's name. They were not representative of the membership in

political terms and only reflected views amongst the branch leadership.

Where branch officials considered themselves to reflect their

memberships' political views (DES, DE, first DHSS branch) it was in

circumstances where membership apathy was taken to indicate approval of

the policies of the current branch leadership. The majority of members

in the DE branch were prepared to let the branch leadership make its

own decisions without the membership involvement because the inactive

members were not prepared to shoulder any of the trade union work. If

the membership are dissatisfied in any way they have the forum of a

branch meeting where they can air their views. However, it was the

feeling of nearly all the branch officials interviewed that the

leadership reflected the political views of those members who were more

active in the CPSA more accurately.

In the first DHSS branch the officials considered that the

membership adhered very strongly to CPSA policy, and that there was a

very high awareness of important issues that faced the branch and the

CPSA. Therefore, the branch officials stressed that the branch

leadership were very representative of the membership in political

terms. In industrial and day-to-day trade union affairs virtually all

branch officials believed that they reflected the interests of the

membership adequately. The Home Office branch officials did consider

that they represented the membership in day-to-day decisions that

affected the branch. This was because of lack of criticism from the

members, and also praise received from certain members on the

activities of the branch leadership. A couple of MOD branch officials

judged that the leadership were not too far ahead of the branch
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membership considering the responses they had obtained from members on

their opinion of certain branch activities. In short, there was no

doubt in the branch officials' minds that while they might not reflect

the political views of their memberships, they did reflect the wishes

of the membership when it came to the 'nuts and bolts' of trade union

work.

The officials in all the six branches shared similar perspectives

on increased membership involvement. Of primary importance is the

necessity for individual members to perceive certain issues that face

the branch as affecting their own interests. In the DES branch

membership involvement was seen as dependent on the information

available to members. This in turn depends on the branches being able

to communicate effectively with their memberships. One official

mentioned that different issues would provoke different levels of

involvement because of the disparity in the minds of the membership

over what issues they considered important to them as individuals.

Naturally, a great deal depended on the decisions of individual members

themselves when confronted with this information. Some members might

decide not to do anything at all, while others will decide to be

involved. It was apparent that a 100% response in terms of involvement

was unachievable given the orientations and outlook of certain members

to trade unionism. The DE branch officials had tried various forms of

mechanistic changes to increase membership involvement (e.g. changing

the times of branch meetings, providing creche facilities, moving the

location of meetings, e.t.c.) though this did not seem to lead to any

significant increase in membership attendance and participation. The

branch officials also specified issues that increased membership

interest in branch activity. These ranged from workplace issues such
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as pay, new technology, personal cases, victimisation and flexitime to

broader issues such as women's rights and racism in society. Yet all

branch officials stressed that greater participation was achieved where

workplace issues were raised than broader social and political issues.

To ensure potential maximum response branch officials emphasised the

need for personal contact between branch activists and the rest of the

membership. Indeed, one official in the MOD branch quite bluntly

stated that:-

"... the Union office has to be seen as a welfare
office by members to help them with their careers in
the Civil Service."59

Consistent contact and communication was seen as the only means by

which an active branch life could ensue. Some Home Office

branch officials regarded regular recruitment campaigns throughout the

branch as necessary means to increase membership involvement and

contact with the branch leadership. Although specific organizational

changes might encourage certain individual members to participate more

they did not significantly contribute to any great increase in

membership involvement.

Officials in both DHSS branches underlined the fundamental

importance of workplace issues, and how a particular issue that would

appear to be of minor significance to the branch officers could, at the

same time, spark off a major reaction amongst the membership. Three

examples were health and safety issues, heating and operation of the

YTS.
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3. WORKPLACE ENVIRONMENT 

Industrial Relations and Management Strategies

The development of the Whitley System within the public sector had

guaranteed certain rights and conditions in work, and at the same time

created a very centralised and highly structured system of collective

bargaining. These two factors taken together had created a stable

climate of industrial relations in the civil service, where potential

conflict was channelled through a myriad of negotiation and arbitration

committees and civil servants felt secure in their occupations and

content with their salaries and working conditions (see Parris: 1973).

However, with the imposition of cash limits on the public sector there I

has been a change in the industrial relations climate of the Civil

Service. Government striving for increased economic efficiency, low

pay awards and organisational re-structuring has undermined the harmony

that existed before.

... the 'humble and loyal civil servant' image has been
confronted the the past three governments who have reneged
on the Pay Research agreement and forced the Civil Service
unions to take action every time to satisfy a pay claim".
Tierney (1982: 53).

A part of the Government's economic strategy has been to use its

own employees as a model for the private sector in the negotiation of

pay and conditions. While encouraging the private sector to follow the

public sector's lead over pay norms the Government has at the same time

incorporated certain managerial practices and tactics utilised in the

private sector to pursue its aim of economic efficiency. Therefore the

public sector organisationally is facing the imposition of conditions

similar to those that prevail in the private sector (see Winchester:

1983).
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... we are now living in 'a period of great instability
in which long established traditions are being questioned
and sometimes abandoned'...".
B.A. Hepple in S. Corby (1984: 28).

One example of the changed conditions in industrial relations has

been the increasing sophistication of managerial controls on civil

servants, in particular pressures upon them to participate only in

industrial action on issues that effect them directly as civil servants

rather than sympathetic industrial action for other trade unions in

dispute or industrial action take over political issues. 	 If civil

servants do take industrial action in sympathy with another trade union

or over a political issue then disciplinary measures have been

increasingly brought against them by management.

"It may also be adopting an overtly hostile approach to
civil service trade unionism as such, particularly in
what it regards as sensitive areas and the GCHQ union
ban is only one sympton of this. For example, some
senior FDA members who went on strike on 28 February
1984 were 'leaned on' and threatened with a move to
a less visible post. In addition, the Prime Minister
is known to have expressed extreme displeasure at
what she saw as the disloyalty of FDA members in the
Treasury who had signed a letter to her criticising
the handling of the GCHQ affair".
Corby (1984: 28).

The following table, 4.22(i) and (ii), shows the attitudes of

members in the six branches studied to participating in industrial

action that has an economic or a political objective. They clearly

indicate that CPSA members are far more willing to engage in industrial

action that has an economic objective, and more reticent to engage in

industrial action that has a political objective. However, under half

the members (49.5%) were willing to engage in industrial action that

has an economic objective, and the corresponding figure for industrial

action that has a political objective is 32.9%.

The above also exemplifies the Government's policy of specifically
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Table 4: 22 - Willingness to Participate in Industrial 

Action with an Industrial or Political Objective

(i)	 Industrial Strike

Participation DES DE DHSS
1

DHSS
2

HO MOD Total %

Very willing 3 11 8 9 6 8 45 20.5

Quite willing 12 9 12 12 10 9 64 29.0

Little reluctant 1 4 12 1 2 13 33 15.0

Very reluctant 15 5 12 9 12 25 78 35.5

Total 31 29 44 31 30 55 220 100.0

(ii)	 Political Strike

Participation DES DE DHSS
1

DHSS
2

HO MOD Total %

Very willing 4 6 6 10 7 4 37 16.9

Quite willing 7 5 5 4 5 9 35 16.0

Little reluctant 1 8 13 3 2 9 36 16.4

Very reluctant 19 9 20 14 16 33 111 50.7

Total 31 28 44 31 30 55 219 100.0
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applying legislative changes that affect the organisation of trade

unions generally to public sector trade unions, in particular,

legislation concerning 'democracy' in trade unions (such as postal

balloting of executive committee members, etc.) and postal balloting of

trade union members before industrial action can commence will be

applied quite vigorously to public sector unions. Again, the object of

the Government's intentions is to make an example of public sector

unions so that trade unions in the private sector will be pressurised

to respond to the legislation in the same way.

The combined effect of the above changes has been to induce

insecurity, militancy and a spirit of despair amongst its own

employees. For the CPSA 'factions' (especially the Broad Left) this

has proved a fruitful atmosphere in which to operate. The breakdown of

the pre-existing harmony between employer and employees has given rise

to grievances upon which the 'factions' have been able to capitalise.

The inability of the Whitley system to provide the means for rectifying

the grievances of civil servants has heightened the differences between

the 'Moderates' and the 'Broad Left' over readiness to embark on

industrial action. Increased awareness amongst the CPSA membership of

the Government's direct political decisions on their pay al-id conditions

of employment has made them prepared to take industrial action to

retain what they possess at the moment.

Physical Conditions of the Workplace 

The actual conditions of the workplace environment were a major

influence on factional development. For example, in a great many DHSS

offices civil servants are burdened with heavy workloads, they work in

overcrowded conditions and the buildings they actually work in were not

originally designed for the activities now taking place. Moreover,
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Government financial cuts in the DHSS budget has meant that management

expect more work from their employees. The complaints above were

echoed by many other CPSA officials in different departments. In

particular, a similar situation is reflected in the DE. In

Unemployment Benefit Offices (UB0s) working conditions are just as

overcrowded with 30 to 40 people in one room and the buildings are sub-

standard and deteriorating. Again this is compounded by management

demands for increased productivity from individual employees due to the

Government's financial cuts.

CPU. officials pointed out that differences in workplace

environment existed within and between departments. In the MOD and

Home Office for example the office conditions were not as stark as for

the DHSS or DE employees. Even within the DE those employees who

worked in Job Centres tended to have a healthier and more conducive

environment to work in. One reason given was the lack of barrier or

window between the staff and the public. However, it was more or less

unanimously agreed by the officials that DHSS employees faced the most

difficult work environment, not only in physical and numerical terms

but also in the abuse and violence they received from the public across

the counter.

... many impressionable young recruits to the department
developed a social and consequently a political consciousness
from their experiences in dealing with the recipients of
welfare benefits in less salubrious areas".
Tierney (1982: 4).

The pressures of the Government's financial cuts is creating

discord in Civil Service industrial relations, especially in the DHSS

and DE. This is seen in the growing hostility between the CPSA's

membership and their management. The clerical grades resent the fact

that they have to carry all the burden of extra work and at the same
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time have to explain to the public why they cannot provide an efficient

service. This leads to an understanding of the necessity for having an

effective trade union to represent the interests of clerical grades.

One official put the feeling of the members this way:-

... an unhealthy working environment breeds active
trade unionism among civil servants."60

Even in the relatively passive MOD the threat of closure of some

offices has sparked off a membership threat to use industrial action.

Both Moderate and Broad Left officers mentioned how the workplace

environment affected frequency of contact between members, and thereby

factional organisation. Two views were expressed.

There are basically two aspects to one perspective. Firstly,

officials considered that where members worked in small groups (only

two or three people) effective trade union communication was difficult

to organise. Officials found it very difficult to reach these

employees unless they themselves took steps to contact the trade union.

Members were unaware of union activity through other union members, and

therefore depended on the branch machinery to be informed of what was

occurring. Union communication therefore depended on the efficiency of

the branch, which varied from branch to branch with the quality and

effectiveness of the branch officials.

Secondly, the effect of increased contact where members work in

large work-groups in open plan offices is not always advantageous. From

the officials' point of view, it is easier to disseminate information,

either by letter or word in a large open plan office; but from the

memberships' point of view there are drawbacks. The major

disadvantages for the members are impersonality, the increased noise

and closer supervision.	 In some cases individual members have
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themselves asked to be moved back to a smaller office. Therefore in

such an environment members become alienated from their work but not

for reasons many CPSA officials would appreciate. Employees wish to

return to the smaller office because the environment involves more

authority, status, and independence which is 'individualistic' and does

not generate a collective identity as well as more physical benefits

such as peace and quiet in which to work.

Other CPSA officials seek to turn the disadvantages of an open-

plan office environment to the CPSA's benefit. The CPSA officials

recognised that in certain departments:-

... a clerical factory situation is arising in the
larger offices."61

The disadvantages of the open plan office environment that some CPSA

officials see as alienating members from their work and their trade

union, can be utilised to strengthen the CPSA; where employees feel

resentment and antipathy towards management, the CPSA is able to

strengthen its organisation and increase its effectiveness. The open

plan office environment not only facilitates trade union communication,

but also helps to stimulate debate and foster a more collective

identity. Once a collective identity has been established the

membership are more prepared to embark on various forms of industrial

action.

Some officials believed that the 'office factory' required the

development of a steward system in the CPSA. The lack of any

negotiations or negotiation bodies at office level within departments

had rendered a steward system unnecessary. But the changed work

environment has made the introduction of a steward system for some

officials imperative to cope with membership grievances.
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Use of Industrial Action and CPSA Members 

The major consequences for the 'factions' in the CPSA of the

growing unease among members is pressure for a more open discussion

about the CPSA's overall strategy towards Government policies. This

pressure brings into focus the stance of the 'factions' over the use of

industrial action. The Moderates' insistence on negotiations with

management finds receptive ears in some quarters of the CPSA. This

stems from the bureaucratic ethos of the Civil Service which is

reflected in the attitudes of civil servants to their employer and

their trade union. Civil servants are primarily conscious of their

duty to the public at large, and this consciousness pervades their

consideration of the effects of any actions they might undertake which

may affect that service. This consciousness is strengthened by the

lack of a profit motive in the public sector and, until recently, of

any large scale redundancies. Therefore, civil servants are very aware

that any industrial action which they may embark upon might prejudice

the service they provide to the public. Civil servants, many officals

mention, are also highly aware that heavy involvement in trade union

work could be detrimental to themselves in promotion and an untimely

end to their careers in the Civil Service. Therefore, CPSA officials

adjudge the 'civil service mentality' to be an obstacle to the

effectiveness of trade union activity within the Civil Service.

Although this perspective has persisted among civil servants

towards their work roles and trade union activities, most officials

also stressed the development of a more critical perspective in recent

years. One side effect of civil servants possessing a reasonably

developed social conscience has been an increased awareness of how

Government directives affect the quality of service civil servants are
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able to provide. One example of this is the Government's policy of

'privatisation', which has made civil servants in areas under threat of

privatisation' extremely conscious that they are part of the public

service. 'Privatisation' and cash limits have brought an element of

cynicism into the outlooks of civil servants towards their employer.

Civil servants have gradually realised that Government policy towards

the Civil Service is the result of direct political considerations.

Many civil servants are questioning their total loyalty to the

Government and are having crises of conscience (see Griffin: 1981).

The repercussions for the CPSA of the growing unease among civil

servants are acute as far as all officials are concerned. The

'uneasiness' of the membership has sharpened their ability to

distinguish between the policy platforms of the Moderates and the Broad

Left. One Broad Left officer stated that:-

"... the members are more sophisticated in their
reasoning, and they are questioning decisions made
by the NEC."62

Both Moderate and Broad Left officers are aware that the membership

perceives public sector trade unions as incapable of influencing pay

and terms and conditions of service. The pay situation in particular

is governed by factors that leave little scope for negotiations. CPSA

attention is therefore directed increasingly towards quality of service

issues. In the private sector the management are usually the ones who

take care of such issues, in the public sector the employees have to

take the initiative for themselves. Numerous examples were given by

the officials particularly in the DHSS and DE where the lack of cash

injections has increased the sense of alienation felt in an already

inhospitable environment. Seifert in his study of the NUT makes the

following remarks:-
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"The ability of any one group within the union to control
the mood of sections of the membership depends upon the
ways in which labour market conditions and collective
bargaining processes combine to provide the individual
teacher with real and perceived rewards and possible
future rewards".
Seifert (1981: 21).

In both 'factions' there was agreement over what the membership

perceive as their basic interests i.e. issues rooted in the workplace.

Disagreement arose over how best to amplify and pursue those interests.

The Moderates believe that while industrial action is a 'necessary

evil' it should be limited in size and scope, as the most effective way

to express members' interests and achieve results is round the

bargaining table. Indeed, some Moderates thought that industrial

action was only one strategy, applicable to certain Sections and not

others. The use of selective strike action by the left-wing NEC and

one-day strikes had caused a lot of damage and were ineffectual in

their results. The membership is not sophisticated enough to involve

themselves in 'tit-for-tat' campaigns with the employer. To the

Moderates trade unions in the public sector as a whole are relative

innocents to the use industrial action. Industrial action has serious

consequences for the CPSA both in terms of over stretching resources

and raising membership expectations. Trying to give a political

connotation to industrial workplace issues is to pervert membership

interests for a greater ideology. The Moderates did not believe in

doing this, and always advised members that the Broad Left were

constantly itching to do this.

The Broad Left officers on the other hand recognised the

importance of a collective conscience in the trade union if the trade

union was to be effective at all.

"At the end of the day the Union is only as strong as
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its membership. "63

Therefore, the Broad Left does all in its power to ensure that the

membership are aware of their collective responsibility, and especially

in collective bargaining situations it is necessary to draw on the

collective support for industrial action. However, in some situations

members will feel that certain issues are the responsibility of branch

officials when they are not. The Broad Left emphasised the importance

of industrial action in conscious-raising of the membership.

"The type of member who voted to accept the offer was
just the same as the type of member who had been suspended
... i.e. the majority while being union members did not
attend union meetings and were generally inactive in the
union... The reason for the difference between the two
seems to have been purely and simply the participation in
industrial action, and the fact that many of us for the
first time had thought about things which before we had
just let slip by".
M. Kelly (1983: 49).

Conscious not only of the immediate injustice in the employment

relationship, but also the greater political injustices imposed upon

them by the present Conservative Government.

"The data reveal that where civil servants had been involved
in the action - particularly those who had been suspended -
it acted as a catalyst in developing political awareness
among them".
M. Kelly (1983: 48-9).

Therefore it was correct to take industrial action over the wider

political plans of the Government because they also affected the

workplace interests of the membership (see Blume: 1973).

The Effects of New Technology

CPSA officials who mentioned new technology did so for a variety

of reasons. Firstly, the officials were concerned over the introduction

of new technology in certain Government Departments. This was because

a great deal of equipment is introduced through the 'back-door' before
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the trade union officials are aware of it. The membership are slow to

respond to its implications because many regard new technology as a

means to alleviate their workloads and thus welcome its introduction.

One official remarked:-

... members view this technological environment as a
new toy, which they hope to master and end the
drudgery of their daily workload."64

Secondly, the officials were unhappy with the lack of an overall

comprehensive strategy for introducing new technology. It appeared to

them that management were introducing different types of technologies

into departments without the capacity of linkage. In practice this

meant further blockages in communication, making some equipment

completely redundant.

Thirdly, the officials believed that the membership had not

thoroughly considered the impact of new technology upon jobs, that by

working on new technology members might be putting others out of jobs.

Specifically, the officials considered that job descriptions could be

re-written which could make certain jobs redundant, and that the volume

of work for some individual members could be increased rather than

decreased (see Robins and Webster: 1982).

Across the CPSA branches studied in the field work the CPSA

officials were aware of the growing membership interest in the issue of

new technology. However, one can distinguish between the DHSS and DE

and other Departments because the effect of new technology in the two

Departments is more immediate, bringing a qualitative difference in

their work patterns.

CPSA officials in the DHSS believed that their membership

generally had a minimal awareness of the longer-term effects of new

technology. The jobs of many members were so mundane at the moment
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that Visual Display Units (VDUs) appear far more attractive to work

upon. However, there is a growing awareness that once regional

computer centres are able to handle all claims by post then there will

be a qualitative change in the nature of work. Not only will the

character of the workload change but officials estimated up to 20 -

25,000 jobs would be lost out of 75,000 by 1990. The CPSA officials

hoped that once the realisation had dawned on the members then they

would be willing to resist further unilateral introductions of new

technology.

One official in the DHSS told of how members in his branch were

increasingly concerned with the threat to their status and skills that

new technology posed. For example, the introduction of particular

types of new technology such as word processors became seen as a

threat to their jobs. Not only did the volume of work increase but

Clerical Officers found themselves undertaking workloads that Clerical

Assistants should do. This was interpreted by the members as a threat

to their status within the civil service and a threat to the skills

they provided, i.e. dilution.

In the DE and DES CPSA officials also perceived that new

technology would make many skills redundant by a 'dual process' of

'deskilling and 'reskilling' (specialist skills from another job taken

on by clerical staff). The ultimate effect of which will be to

decimate the numbers employed. Yet the members still believe it will

be a long time off before they are affected. This outlook was

reflected by CPSA officials in the Home Office and MOD where new

technology is usually installed and operating before the trade union

knows about it (see APEX: 1979).

Another official in the MOD related an example of how members felt
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threatened by the level of new technology. A certain system of new

technology was introduced into an MOD branch that at first was welcomed

by the members.	 However, gradually it was recognised that a

'knowledge-gap' appeared between those members who could readily adapt

their skills to this system of new technology and those who could not.

This was compounded by the fact that the members felt a loss of

personal control over their work as work-rates and quality of service

was, to a degree, in-built into the new technology they were utilising.

A further factor was that members found the skills they possessed were

only relevant to certain types of the new technology under use, thus

further restricting and individualising their work. All CPSA officials

agreed that a great deal could be done to prioritise new technology

over other issues but this depended largely on the leadership in

branches and on the propaganda the CPSA nationally could provide. The

loss of direct contact with the public, the deskilling and reskilling

effects, and the loss of job control in terms of in-built supervision

in the technology untilised all accumulate to increase membership

consciousness of this issues. In this climate it is possible for the

'factions' in the CPSA to exploit membership fears and grievances to

increase support for their policy platforms (see Moore and Levine:

1985).

Once again differences emerge between Broad Left and Moderate

officers, on the issue of new technology. The Moderate officers were

especially keen to emphasise the positive and beneficial aspects of new

technology which they believed could be guaranteed by a properly

negotiated agreement. Principally the Moderate officers recognise the

benefits to the work civil servants have to perform. They specify the

benefits in terms of greater satisfaction and reward with one's daily
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tasks; greater interest in one's work; providing access to the whole of

the information on one job; allowing civil servants to provide a better

class of service; creating the right jobs for guaranteed future

employment. Moderate officers were aware of membership fears and

apprehensions over the possible threat to their continued employment

and any possible deskilling. But they believed that such issues could

be resolved by a properly negotiated plan for the introduction of new

technology. This would allay membership fears and would aid both

employers and employees enjoying the benefits of new technology. The

Broad Left officers, on the other hand, while largely agreeing with the

necessity of new technology's introduction to improve the efficiency of

service, were still sceptical. The Broad Left officers were very

conscious of the threat to Civil Service jobs which new technology

poses in the longer term. Not only are jobs lost when the new

technology is installed but also when the technology is updated there

are losses through voluntary redundancy, early retirement and re-

grading. Broad Left officers envisaged the decimation of Civil Service

clerical work over the next decade.	 They were also aware that

although the membership is largely confused or blinded to this issue

the potential is present for a major membership reaction. This is

mainly because of changes that will occur in the work routine, in their

supervision and their status.

"I think computers increased militancy and I think it
increased it in two ways. First the fact that the Civil
Service is seen purely and simply as a training ground
for computer operators and that in the Civil Service
they are not being paid a fair rate for the job as a
computer operator. And second they couldn't care less
if they lost their job because they have a commodity which
they can sell elsewhere".
M. Kelly (1983: 47).

Broad Left officers were particularly confident of a strong
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membership reaction because once a loss of contact with the public is

felt (especially in the DHSS and DE) the members would begin to

complain. This is because a great many civil servants enjoy dealing

with individual cases on a personal level; they view this role as an

important component of their work.

Another reason given by the Broad Left officers which made them

hopeful of a strong membership reaction was the growing feeling among

members that substituting machines will also substitute relationships

between workers and machines. What the Broad Left officers saw as

worrying to the members were their fears of increased supervision

actually built into the new technology and the loss of status in terms

of control over the work they do. It was particularly felt that once

the membership had started to realise the full implications of working

with new technology then they would be receptive to calls for a

negotiated agreement promising no job losses. The Broad Left officers

also wanted a properly negotiated agreement over new technology, but,

unlike the Moderates, were prepared to encourage industrial action on

the issue.

Clearly membership awareness of the effects of new technology

depends on the scale and type of new technology employed and on

officials' ability to explain the longer term implications of its

utilisation. In some Departments this connection was gradually being

made, but in others the membership were completely unaware as yet of

the implications of introducing new technology.

CONCLUSION 

1. Characteristics of the Factional System

When considering the information analysed above, it is possible to

say that a formal factionalised political system exists within the



224

CPSA. This factional system, although not formally legitimised in the

constitution, exists defacto throughout the union structure. The main

objective and impetus for factional activity is winning control of the

NEC in the annual elections. However, in addition factional operations

occur at the section level with slates vying for control of section

committees each year. Therefore, factions in the CPSA take on a very

structured form of organisation that permeates all levels of the

union's structure.

In their internal organisation the two factions differ. The

Moderates have a very centrally based structure with the leading

national notables in the faction determining largely what activities

are embarked upon and policies promoted. The Broad Left, in

comparison, has a hierarchical structure which is in most ways a

'shadow' of the union's structure. In this manner there is more

involvement of lay members in the policy-determining process in that

faction. There exist dissentions within the Broad Left which are

becoming increasingly prominent.

The forms the factions take are largely due to the centralised

nature of both the employment and bargaining structures within the

Civil Service. This concentrates all consultation and negotiation of

relevant issues at the national level, thus imbuing national officials

with their importance. The type of electoral system within the CPSA

also concentrates factional activity at the national level. This is

because the frequency of national elections (annually) acts as a

stimulant for factional activity.

CPSA factions are not purely electioneering machines they are also

active between elections in mobilising their strength of resources

through the use of section bases. They do this not only because these
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power bases can be utilised in structuring votes at election times, but

also because they feel a responsibility towards the membership in

informing them of their respective political positions. This is

exemplified in the debate and argument over increasing the bargaining

scope of Area Committees. The Broad Left see this development as a

means to extend membership participation and help foster a more firm

'collective' identity in the union, while the Moderates perceive it as

a move by the Broad Left to increase its control in the union through

co-ordinating local activists.

Factional officers and supporters are aware of the instability in

union government that their activity brings to the CPSA. They are

especially concerned that an individual's abilities and skills are not

taken into account when votes are cast, but just which slate of

candiates they happen to be on. However, Broad Left officers are of

the opinion that the political system in the CPSA allows a clear choice

to be made in elections which they interpret as an efficient process

for effective government.

In contrasting their political positions and policies it is

apparent that a clear political choice can be made. The Moderate

faction puts primarily above all else economic and industrial

improvements for the membership, with only a limited political role in

the lobbying of MPs on specific issues. The Broad Left equate the

importance of a political role with that of the pursuit of economic and

industrial objectives. They believe that to have an effective

political role the CPSA must affiliate itself to the Labour Party.

These positions over the role of trade unionism underlie other

positions on further issues. The Broad Left see their role in

campaigning for and building-up a collective consciousness in the CPSA,



226

whereas the Moderates perceive their main purpose as simply to stop the

Broad Left from gaining control of the union. The Broad Left place

emphasis on having a strong leadership that communicates in a positive

manner to the membership and does not try to by-pass the union's

internal structures of representation. The Moderates emphasise having

an independent leadership not tied to the mandates of a faction or ADC.

The Broad Left are in favour of free collective bargaining with the ADC

being the final arbiter on whether to accept a pay deal or not. the

Moderates prefer to have established pay norms and to negotiate around

them leaving the decision to accept an award in the hands of the NEC or

a ballot of the members. The Moderates want to see the introduction of

a postal balloting system rather than the present workplace ballot

system for union elections, and no elections for full-time officials.

The Broad Left wish to keep the present system of elections and to

extend elections to those full-time officials currently not elected.

The Moderates oppose the proposed merger with the SCES on the grounds

of being 'swamped' by more articulate and active senior grades, whereas

the Broad Left are in favour of the merger which they see as resulting

in a more effective union and as a stepping stone en route to a single

union for the Civil Service.

In comparing one another the Moderates see the Broad Left as

socialist revolutionaries who are more interested in pursuing their own

political philosophy than the interests of the membership. The

Moderates believe that the Broad Left will always relegate trade union

work to second place. When they do propose policies on industrial

issues it is usually one-upmanship in trying to outbid what the

Moderates have initially proposed. The Moderates believe that the CPSA

cannot afford the luxury of continual political squabbling as it must
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concentrate on its industrial objectives. The Moderates, on the other

hand, are perceived by the Broad Left as an oligarchic grouping. The

individuals involved in the Moderate faction are described as self-

interested careerists who do not have the members' interests at heart.

This is compounded, so the Broad Left believes, by the large number of

incompetents specifically place on the Moderate slate each year. This

guarantees control in the hands of the 'inner sanctum' of national

officers in the Moderate faction. The Moderates manipulate the

instrumental orientations of the membership and are helped by their

favourable press.

This leads on to a consideration of the connections of the CPSA

factions with the wider political and industrial scene. The Moderates

contain a mixture of individuals whose political allegiances and

sympathies are spread across the political spectrum from the

Conservative Party to the right-wing of the Labour Party. The Moderate

faction has its own regular broadsheet called 'Daylight'. The

Moderates have connections with other right-wing factions in different

trade unions. The Moderates are supported by articles in the national

press and by finance from private sources (i.e. Trumid). Although the

Moderates claim to have 200-300 fully paid-up members their meetings

are infrequent (usually only twice a year), but the national officers

meet more often on an informal basis.

The Broad Left has a membership drawn from the 'left' of the

Labour Party, the 'Militant Tendency', the Communist Party and various

assortments of Trotskyite parties and groups. The main umbrella

organisation of BLOC provides most of the co-ordination and

administrative help needed in running the Broad Left, and it also

provides the medium to communicate with other 'Broad Lefts'. BLOC
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provides some of the finance to run the faction but most is collected

from individual subscriptions. The majority of meetings are held on an

informal basis, but a few formal meetings are held in the year mainly

to select candidates for union offices and before the ADC.

2. Determinants of the Political System 

Three major determinants were identified as exercising a major

influence on the nature of the political system in the CPSA. These

are:-

the Civil Service, membership characteristics and the workplace

environment.

Firstly, the Civil Service. It has already been mentioned how the

centralised nature of the bargaining and employment structures in the

Civil Service exercise a determining influence on the structue of the

CPSA and the factions within it. This association was strengthened by

the re-location policy of 'dispersal' in the 1960's that re-structured

both the employment and bargaining structures. As a consequence the

structure of the CPSA was modified to incorporate the new

collectivities, which helped to change the political system in the

union.

Although power is still mostly concentrated in the hands of the

national officials recent managerial practices have encouraged the

growth of demands for a devolution of bargaining power. This is

because at a local level non-pay issues are increasingly being

discussed and bargained over. The Moderates see this as a means for

the Broad Left to extend its control over the CPSA's activity at the

local level. The Broad Left wish to encourage a de-centralisation of

bargaining because it will help increase the participation of members
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and make Whitley Council representatives more accountable to the

members' mandate.

The Moderates believe that the Broad Left's attempts to

decentralise bargaining is really to help ferment and co-ordinate

industrial action throughout the CPSA. They believe this is a wrong

path to follow because, as displayed in the 1981 strike, industrial

action only leads to a situation of pressing for all out victory or

defeat. The Broad Left believe it is important to devolve as much

bargaining power as the CPSA nationally can because the larger branches

are capable of conducting their own negotiations. Behind both sets of

reasoning lies control of section committees. In most sections

whichever faction is able to mobilise and structure the vote in the

larger branches will win control. The Moderates are aware that the

Broad Left is strongest in these larger branches and will therefore,

resist any attempts to devolve bargaining powers. Therefore, the

Moderates are strongly opposed to giving increased powers to Area

Committees or creating a sub-branch structure.

Secondly, membership characteristics. In general the majority of

members were perceived by most officials as apathetic in their attitude

towards the union and its activities. When they do take an interest in

the union it is largely for 'instrumental' reasons. They also do not

want the union to be involved in political activities. However, many

officials related how the nature of the 'civil servant' has changed due

to the 'dispersal' policy. Government Departments were 'dispersed'

into traditionally Labour Party voting areas and those entering the

Civil Service in these areas brought this political orientation with

them. This trend has been compounded by the increase of graduates into

CO and CA positions and of employees from a manual family background.
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Yet the youthfulness of the CPSA membership, the predominance of

women and the great turnover in numbers all mix to give the political

system in the CPSA a very volatile character. Although the employment

concentration of members in large workplaces assists in union

recruitment and fostering a collective consciousness, there are still

major divisions. The prime division relates to the hierarchical

structure of the Civil Service and its grading system. Good trade

unionists are usually also good at their jobs and this leads to

promotion and joining the SCPS. This is another reason why the Broad

Left is keen on seeing a merger go through as quickly as possible.

Divisions are also manifest between Departments. Many officials

find it difficult to relate a local issue in DHSS to what is happening

in the MOD and vice versa. There are divisions within sections and

branches of an organisational and geographic nature. In the DHSS and

DE, particularly, there is direct contact with claimants which gives

first-hand experience of what cuts in public expenditure are doing. In

the MOD or HO there is indirect contact with the public so that civil

servants do not really face directly the consequences of Government

actions. Many branches are geographically dispersed between worksites.

In practice, the main base of branch organisation is usually in the

largest employment concentration which, in effect, means that many

groups of members are isolated from union activites. The above is

reflected in levels of attendance which can vary markedly from branch

to branch. However, where workplace branch meetings are held there is

usually a regularly good attendance.

In terms of the membership's political orientations the

overwhelming majority of officials were agreed that where members are

not apathetic then they are to the right of centre. In the fieldwork
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it was found that most members still support the Labour Party but there

is strong support for the Liberal/SDP Alliance. Some officials believe

that members in inner-city branches especially in the DHSS or DE

sections are more likely to be to the left of centre politically,

largely because of the environment they work and live in. It was felt

across all branches studied that the branch leadership did not

adequately reflect the members political views. Yet, it was also felt

that if most members were apathetic then the branch officials will only

keep on reflecting the views of those who are active.

Therefore, many officials proposed alternative ways in which

increased membership involvement can be brought about. These included

mechanistic changes such as changing the time, the venue etc. Some

officials suggested canvassing the membership more to discover what

issues they would like discussed. Yet others thought that by either

providing more information or making more contact or both, memberhsip

involvement could be increased.

Thirdly, workplace environment. The Government in its managerial

role is determined to use the public sector as a model for the private

sector not only in terms of pay levels but also in industrial relations

practices. Various proposals have been aired from time to time to

limit, if not erase, direct confrontation between the Government and

its employees. In particular a 'no -strike' agreement is seen as one

way to reduce conflict. Connected to this has been the imposition by

many Departmental line managements of a restriction to participation in

industrial action that directly relates to work issues. This

effectively prevents any 'sympathetic' action or action in the pursuit

of 'political' objectives. These objectives the present Government

would define as anything in direct opposition to the targets of its
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economic policies. However, what arises out of this study is that the

majority of civil servants are reluctant to embark on industrial action

in the first place. Civil servants are very conscious of being 'public

servants' providing a 'public service'. This mentality is ingrained

amongst Civil Service employees. The Government's combined actions in

its managerial practices and economic policies has induced a sense of

insecurity and feeling of despair among its employees. Some CPSA

members have responded by becoming increasingly more vocal and militant

in their attitudes to industrial relations issues.

The physical situation in many Government offices does not improve

matters. The combination of heavy workloads, overcrowding and

increasing management demands does not inculcate a healthy work

environment. There are differences between Departments. It was

mentioned before that the staff at the DHSS and DE have more contact

with the public. This contact often takes the form of verbal, if not

physical, abuse. The open-plan office, though easier to organise

within, often leads to increased supervision and intensification of

workloads. The alienation that many civil servants fell as a result of

the above conditions many CPSA officials (especially those who support

the Broad Left) are keen to exploit to help foster a greater sense of

solidarity amongst the membership.

It has also been mentioned above that although the majority of

CPSA members are not in favour of taking industrial action there has

still been an awakening of a 'social conscience'. Many civil servants

do not agree with the decline in standards of service ad part of

'efficiency' measures and with wholesale 'privatisation' measures.

While pay is seen as an immutable barrier, concentration on quality of

service issues has become more pronounced in recent years. The
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Moderates, naturally, only consider industrial action as the last

resort, of a number of available options. In contrast the Broad Left

believe it is a necessary and useful tool to use in establishing

effective trade union organisation.

Technology is seen as one issue that can possibly stimulate the

membership to take industrial action. This is because a great deal of

it is introduced through the 'back-door' without the union's knowledge.

There is a growing membership awareness of the affect technology can

have upon reducing the number of jobs. However, the main threat is

seen in terms of reskilling and deskilling that will eventually lead to

a 'knowledge gap' amongst the workforce. Broad Left officers are not

satisfied with the current agreement negotiated by the Moderates.

Instead, they wish to build upon membership resentment against

increased supervision and loss of discretionary tasks to negotiate

properly an all-embrasive technology agreement.

3. A 'Mature' Factional System

It is proposed that the factional system in the CPSA is a 'mature'

one. Mature not in the sense of responsibility but in the openness of

competition between structured and organised political factions and the

clear political choice that is offered. Factional activity and

competition in elections have existed in the CPSA for a number of years

in one form or another. Since the mid to late 1970's this form has

taken on a more definite shape. Competition exists at all levels of

the union and is exacerbated in many ways by the annual election

system. As mentioned above the centralised employment and bargaining

structures encourage the electoral competition for national and

sectional positions. Various characteristics of the membership have

also proved conducive to factional competition as have the physical
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circumstances in some Departmental offices. Finally, the attitude of

the present Government and the managerial practices it has introduced

have created a sense of injustice among civil servants which has made

them more responsive and discerning to the different policies promoted

by the CPSA factions. In short, a 'mature' faction system exists in the

CPSA.
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CHAPTER 5 

NALGO

INTRODUCTION

This chapter concerns the case study of NALGO. In a similar

analysis to that contained in the last chapter attention is focused on

the political system and culture within NALGO. The plan of this

chapter follows the plan for the CPSA. The first section outlines

NALGO's structure and the electoral system contained within it. The

organisational connections and relationships between the various

collectivities is traced, covering branches, district councils and

service conditions committees, Annual Conference (AC) and the National

Executive Council (NEC).

The second section describes recent developments and trends in

political activities within NALGO. The increasing political profile of

NALGO both nationally in the public eye and internally in its

administration is traced from the 1960s to the present, from TUC

affiliation to the ballot on affiliation to the Labour Party. Events

within the Metropolitan District are highlighted because of their

relevance to the branch surveys.

The third section covers the structure and policies of factions

within NALGO. From an initial definition of factions by respondents,

the policies and activities of factions are related to an analysis of

NALGO's organisational structure and procedures. Officials and

membership perceptions of factions and their policies are compared and

contrasted. Connections with external political and industrial bodies

are studied to gauge their influence on factional organisation and
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policy.

The fourth section contains an analysis of the major determinants

of the political system in NALGO. In a similar fashion to the last

chapter three areas are analysed: the public services (providing the

industrial and bargaining structures), membership characteristics (in

terms of structural and personal factors), and the workplace

environment (emphasising physical aspects, technology employed and peer

group loyalties).

Finally, the fifth section discusses the points raised in the

previous four sections and tries to reach a conclusion on the character

of NALGO's political system.

SECTION 1  -  THE STRUCTURE AND ELECTORAL SYSTEM OF NALGO 

This first section outlines the organisation structure of NALGO.

The major collectivities within NALGO are described individually.

Initially the branch is described, outlining its functions, meetings,

committees and officers. The second part outlines the role,

composition and responsibilities of the District Councils organised on

a geographic basis. The third element describes the service conditions

committees which cover all public services and nationalised industries.

They represent the major bargaining arena for national conditions of

service and pay. The fourth collectivity is the Annual Conference (AC)

and attention is given to its policy-formulating role. Finally, the

functions of the National Executive Council (NEC) are described as is

its method of election.

The National and Local Government Officers' Association (NALGO) is

the largest white-collar trade union in the country and it is the

fourth largest of all trade unions affiliated to the TUC. Its
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membership numbers some 780,000 (1984) of which the majority are

female. NALGO's original basis of recruitment was in local authorities

which included administrative, technical, clerical and professional

workers. After the creation of nationalised industries and the

transfer of functions to national organisations which took certain

services away from local government, NALGO followed its members into

the new industries and authorities. Therefore, it organises employees

in the National Health Service (NHS), British Gas, the electricity

industry, the water industry, road passenger transport, the British

Waterways Board, new towns and universities (see Spoor: 1967). With

the current Government's policy of 'privatisation' of public sector

concerns and services NALGO decided at its 1983 Annual Conference to

follow its members into the private sector. This was done primarily to

prevent the loss of members, to keep their representation and in the

hope of re-incorporation into the public sector under the return of a

future Labour government.

NALGO membership covers a wide range of occupations such as

lawyers, accountants, engineers, architects, planners, social workers,

librarians, nurses, technicians, computer staff, administrators,

telephonists, typists and clerks. They include many low paid workers

and a good number of highly paid workers. The bulk of NALGO membership

is located in local government, accounting for over 60% of the total.

NALGO has experienced a remarkable growth in membership since 1945.

When NALGO affiliated to the TUC in 1964 it had a membership of

338,322 (see Volker: 1966).	 Between 1965-1981 	 it increased its

membership at a rate of nearly 30,000 a year. In the period 1972-1982

NALGO's membership almost doubled. NALGO is party to the staff side of

the National Joint Council for Local Authorities' Administrative,
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Professional, Technical and Clerical Services and also to the national

joint councils for staff grades, together with the Whitley Councils of

all the public service and nationalised industries mentioned above.

NALGO- has two separate structures, one administrative and the other

industrial (see Eaton and Gill: 1983). The organisation of NALGO is as

follows:-

1. ADMINISTRATIVE STRUCTURE

A. Branches 

NALGO in common with most other trade unions has the branch as its

basic unit of organisation (of which there are 1,230). Similarly, a

branch can be organised on the one workplace or covering a number of

different sites. The features of the branch are nearly exactly the

same as the CPSA branch described in the previous chapter. These

include the Branch Committee being elected annually at the Branch AGM,

and the Branch Committee meeting once a month (as does the Branch

Executive Committee). NALGO has the very distinctive characteristic of

the extent of membership participation in its government. This

revolves around a committee structure at all levels in the trade union.

It is reflected in the well organised departmental structure within a

branch (particularly in local government). The officers on the Branch

Committee are made up of the principal officers (Chair, Secretary,

Treasurer etc.), departmental representatives and (in larger branches)

stewards.

Despite the high level of involvement in trade union affairs by

NALGO members, compared with other . trade unions, workplace activity has

until recently been largely underdeveloped. Branch secretaries in the

past dealt directly with the local authority but came into a particular

department as an outside union representative, and not as a workplace
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negotiator. In 1977 the Annual Conference passed a motion favouring

the creation of 'steward' systems in branches to give more of a direct

workplace input into Branch affairs and negotiations. A 1978 NEC

circular urged departmental representatives 'to be responsible to and

for a particular group of members and negotiate on behalf of this group

and individuals within this group'. It has been left to each branch to

develop the system of organisation most suited to its own

circumstances. A distinctive feature of this orientation toward

steward representation, in common with other trade unions in the public

sector, is that there should be a close link between branch and

workplace organisation. The common structure is supposed to have

steward committees in each council department which have regular weekly

meetings and a joint stewards committee from all departments which

meets once a month. Stewards are also directly co-opted onto the

branch committee to prevent any 'duality' in the administration and

conduct of branch negotiations. Indeed, the opposition inside NALGO to

steward systems saw their development as creating a potential

alternative branch structure with a life all of its own. Though the

leadership of NALGO itself did not see this development as a 'radical

upheaval' but more as a 'logical evolutionary development'. It is very

clear that the union hierarchy intends to keep tight rein on the

eventual shape and form of the steward system.

B.' District Councils 

Branches are organised into 12 District Councils which are based

on a geographic model:-

Metropolitan, Eastern, East Midlands, West Midlands, North West

and North East Wales, South Eastern, North Eastern, Scottish, Southern,
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South Wales, South Western Yorkshire, and Humberside. The number of

D.C.'s vary but in the Metropolitan it numbers over 600. Each branch in

the District is represented, the number of representatives being

determined by the size of the branch - hence the rather large

composition as Districts on average comprise of a 100 branches.

Every NALGO member has the right to vote for their District

representatives through a branch workplace ballot. Though each

District is also a constituency for the purpose of electing members of

the NEC. These members are elected by the whole membership of the

District by branch workplace ballots and postal votes. The number of

NEC members varies from region to region, but they also sit on the

District Council. This difference in electoral practice gives rise to

disputes over claims of legitimacy. The NEC members usually prefer to

stress that they are more representative of the ordinary NALGO

membership because of the fact that they are elected by a postal

balloting system across the whole District. The vast bulk of District

Council members are elected at their branches by workplace ballots.

However, whatever the claims of legitimacy by either side the truth of

the matter is that about the same percentage of membership vote in both

elections (around 30%).

C. Annual Conference (AC)

The Annual Conference (AC) is the supreme policy-forming body in

NALGO. It is comprised of two delegates from each District Council in

addition to branch representatives elected in proportion to branch

membership at branch meetings usually by show of hands. There is also

provision for the representation of sectional and professional

organisations. There are over 1,230 branches in NALGO which means that
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AC's are a large gathering (over 2,000 delegates).

Annual Conference is mainly responsible for the overall direction

of NALGO policy, and it has the authority to instruct the regional

Executive Council (NEC) to implement policy resolutions decided at AC.

D. National Executive Council (NEC) 

It is the NEC that is vested with the full authoritative power of

the union to manage its business subject to AC decisions. The NEC

numbers 69 seats (20 of which are currently women). The NEC is

mainly elected annually in Districts by individual ballot with papers

distributed through branches. The other members of the NEC are the

chairs of the national service conditions committees. The turnout

for the NEC elections often approaches the 50% mark, which is very high

for union elections. 	 The NEC's major power, in common with the AC is

its ability to instruct membership to take industrial action at any

time if it sees fit. There are 11 standing committees:-

Economic, Finance, General Purposes, International Relations,

Education, Law and Parliamentary, Publicity, Sport, Travel and

Recreation, Welfare, Equal Opportunities and Health and Safety.

2. INDUSTRIAL STRUCTURE 

A. Local Negotiations in Branches 

Branches in local government, new town, water and university

services have the ability to negotiate through local joint committees

or consultative committees. The staff side of these bodies are elected

at branch meetings or appointed from the BEC. They meet an equal

number of employers represenatives on a formal negotiating basis. In

electricity, gas and health services the first formal level of

negotiation is at the area or regional level.
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B. District Service Conditions Committees 

There are separate service conditions committees for each of the

services in the districts. The method of appointment varies, but most

have a system where every branch is able to nominate at least one

representative. They report to the DC and provide the staff side

members of regional/provincial negotiating bodies. They consider

service conditions problems on a District basis. The electricity

industry has 14 district joint councils. In gas there are 13 regions

with two joint councils in each (for staff and senior officers). In

local government there are 14 provincial councils.

The lynchpin at the District level is the District Organisation

Officer (D.0.0.) who ensures that the service conditions committees are

serviced, their policies are carried out and that a District Officer

(D.0.) is available to help branch requests. There are on average

about 8 D.O.s per District. They advise branch officers and members,

handle cases and attempt to solve dispute situations branch, regional

or national level. The D.O.O. is usually staff side secretary for the

provincial council in the District and the D.O.s take on the role of

staff side secretary of regional negotiating bodies in the other

services. All Districts have a District Education Officer (D.E.0.) who

is a national official whose responsibility is the coordination of

branch officer, steward, departmental and safety represenatative

training.

C. National Service Conditions Committees 

NALGO has separate service conditions committees for each public

service and nationalised industry. These include:-

Local Government Staffs
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Electricity Staffs

Gas Staffs

Health Service Staffs

Transport Staffs

New Town Staffs

Water Staffs

Industrial Estates Corporation and Development Agencies
Staffs

University Staffs

Valuation Panel Staffs

The above committees form the major negotiating panels for each

service at the national level. They deal totally with industrial and

conditions of service issues. They report both to the NEC and the AC.

They meet regularly, usually once a month. Its members are

the following representatives: 3 sent from the NEC and 1 from each

District Service Conditions Committee. The local government committee

has more members because some Districts have more than one provincial

council in their areas.

D. Group Meetings 

The day before AC group meetings are held where delegates from each

service meet separately to discuss issues affecting their own service.

Special group meetings of all branches within one service can also be

called at other times of the year.

SECTION 2 - RECENT INTERNAL POLITICAL HISTORY 

The second section contains a brief outline of the events and

activities that have shaped NALGO's internal policies both nationally

and locally over the last twenty years. The increasing political

profile of NALGO nationally is covered in addition to the increase in
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momentum of its own internal factions. This included events such as

the ballot held on Labour Party affiliation and the growth and demise

of the NALGO Action Group (NAG).

NALGO has gradually over the last twenty years increased it

profile both in an industrial and political sense (see Newman and

Smythe: 1982). In 1964 NALGO joined the TUC after six previous attempts

to do so had failed to get AC approval. However, it was not until 1970

that NALGO sanctioned its first official strike. Since then the NEC

has given its approval to requests from national and district service

conditions committees for industrial action on many occasions. Yet it

had undergone a painful transition in providing for industrial action

in its constitution, and many officials contend that this shows in the

somewhat half-hearted support given to those members engaged in

disputes.

”	 change in official policy owed much to a more pragmatic
shift of attitudes within the membership and among politically
less committed officials and lay representatives".
Hyman (1983: 50).

In the political sphere NALGO has taken a very critical stance of

Government policies since 1979. The 1981 AC voted in favour of

affiliation to CND and criticised the Government's civil defence

policies. NALGO was involved in the NHS dispute of 1982, has

consistently opposed the Government's employment legislation and

launched a El million campaign 'Put People First' as a direct attack

on- the Government's economic policy before the 1983 General Election.

This more overtly 'political' stance is reflective of the increasing

'politicisation' of NALGO's internal government. The 1980s have

witnessed the development of recognisable slates of candidates and the

growth of 'factions' at District level.
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The catalyst for a great deal of political organisation inside

NALGO was the decision of the 1981 AC to hold a ballot on affiliation

to the Labour Party. This immediately led to the formation of two

groups that favoured NALGO's affiliation to the Labour Party, the

'Campaign for NALGO Affiliation to the Labour Party' (CNALP), and 'For

Labour Affiliation Group' (FLAG). CNALP was mainly supported by the

'Militant Tendency', while FLAG was supported by the non-Trotskyite

Labour Left and the Communist Party, and centred on about 25 NEC

members. The NEC had originally opposed a ballot of the membership on

the question of affiliation (29-30). However, this was overturned by

the decision of the AC.

Those in favour of affiliation argued that it would bring

NALGO into the mainstream of the labour movement; that unions should be

involved where crucial decisions affecting its membership were made;

and that the Government's policies on employment and trade union rights

would seriously affect and limit the scope of NALGO's activities.

Those opposing affiliation argued strongly that NALGO must

continue its political neutrality because its members had to advise

Councils of many different political complexions. They also argued

that to identify with a political party which only a minority of its

members supported would be a gross travisty of the trust placed by the

members in their leaders.

The ballot was held early in 1982 and the majority, 382,577 (88%)

voted 'no' to affiliation with 49,925 (12%) in favour of it. The

ballot result for the creation of a political fund was 385,585 (89%)

against, and 46,215 (11%) in favour of its creation. The total number

of members who participated in the votes was 433,486 (58%) a very high

turnout for a postal ballot. The overwhelming size of the no vote
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justifies the leadership's caution in holding a ballot, but pro-

affiliation supporters took heart that, at a time of the Labour Party's

unpopularity in the opinion polls, it had the issue of affiliation in

front-of the membership.

At the District level factions are more prominent. In some

Districts factional competition has existed for a number of years, in

others it is slowly emerging, and in yet others faction activity is

dominant (if non-existent). The Districts that do have factional

competition for their annual elections to the DC are the Metropolitan,

Scottish, North Western and North Wales, North Eastern and South

Western. An interesting common characteristic that nearly all these

Districts share is that they are located in traditionally strong Labour

Party voting regions. This could add strength to the argument that

perhaps Labour Party voters and members are more predisposed to

factional activity than voters and members of other political parties.

The case study material gathered on NALGO later in this chapter will

cast more light on this particular question.

In the Metropolitan District, where the case study was carried

out, factions have been in existence from the early 1970s. At that

time the NALGO Action Group (NAG) was an active political alliance

across a broad front pressing for the adoption of progressive policies

by the NEC. NAG was very successful in mobilising support

(particularly over car allowances and London weighting) from middle to

high grades. By the mid-1970s it had achieved many of its original

objectives and gradually started to lose support from an apathetic

membership. At the same time the Socialist Workers Party (SWP)

infiltrated NAG, took control of its leadership and adopted

increasingly sectarian policies. The situation was further complicated
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by a switch of policy by the SWP leadership from establishing 'rank and

file' movements within unions to the abnegation of any form of official

position within unions. This did not enamour NAG to the bulk of its

former supporters and support for NAG and its candidates consistently

dwindled each year. The NAG faction itself was eventually wound-up in

1983 after years of marginal existence.

In the mid to late 1970s the demise of NAG led to the

establishment of a further two factions. The first to be formed was

'Fightback' which consisted of a loose collection of politically-active

National and District officials. Many of Fightback's members had

become involved in NALGO affairs originally through NAG in its early

days. They had since become disillusioned with the sectarian policies

of NAG and others on the left and therefore felt the need to establish

a more 'moderate' grouping to reflect the members interests.

The second faction to be established was the 'Broad Left'. The

reasons for its creation are much similar to those that led to the

creation of 'Fightback'. However, members of the Broad Left were

highly critical of the union leadership's acquiesence to the incomes

policies of the Labour Government (1974-9) during a period of declining

living standards. They therefore wished to act as a conscience to the

leadership and at the same time to build and mobilise support for

broader policies connected with what became known as the 'Alternative

Economic Strategy' (AES).

Since the late 1970s Fightback and the Broad Left in the

Metropolitan	 District have become increasingly more formal

organisations. The competition between them for DC seats has

intensified each year, with greater campaigning and canvassing. The

Metropolitan District has not been alone as other Districts have
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developed factional competition for DC seats. Moves are afoot to set-

up a national Broad Left in NALGO (mainly by 'Militant Tendency'

supporters), but many in the Broad Left feel this to be impractical.

However, the affect of the Conservative Government's legislation upon

internal elections will certainly increase the momentum to establishing

factions on a national scale.

SECTION 3 - FACTIONS AND CONCEPTIONS OF TRADE UNIONISM

Having described NALGO's structure, organisation and the history

of factions in the Metropolitan District this section analyses more

closely the structures of those factions and the policies they promote.

An initial definition of 'faction' in the context of NALGO is reached

based upon the opinions of officials.

Secondly, the organisation of factions is analysed specifically in

relation to their structure, objectives and level of operation.

Consideration is given to the ability of officials to utilise the

resources of collectivities in the support of factional aims. The

overall effect that factions have upon policy decisions made in NALGO

is also assessed through the responses of officials. In addition,

their opinions of how functional factions are to union representation

and administration are analysed.

Thirdly, a comparative analysis is made of the competing

conceptions of the role of trade unionism between the Fightback and

Broad Left officials. This is related especially to how importantly

they regard the role of leadership, and the role in which factions play

in the affairs of NALGO. Consideration is also given to the issues of

conflict between the factions and their respective policies upon these

issues. Lastly, the ability of factions to influence membership

perspectives is assessed through the opinions of factional officers.
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Fourthly, an account is made of the external connections that

factions possess. This is arrived at through an analysis of political

philosophy, political party membership, financial and organisational

support.

1. DEFINITION OF FACTION 

Like the Moderates within the CPSA, the NALGO officials who

support the Fightback faction did not consider themselves an

identifiable faction. Instead they have found themselves thrown

together for the sole purpose of arresting the growth of the 'left'

within NALGO. They do not believe they are espousing any ideology, and

most certainly do not think 'Fightback' is organised to promote an

ideology. However, when pressed on how they would define the Broad

Left faction they readily respond with definitions. They see the Broad

Left as a clique of politically motivated activists devoted to

Socialist and Communist ideologies that have as their prime aim the

capture and control of the union's leadership. By contrast Broad Left

officers and supporters do see themselves as constituting a faction,

and readily define what a faction is. They too saw a faction as a

grouping of politically conscious activists within a union pursuing a

common ideology. In addition, they are keen to emphasise that a

faction has to relate closely to the interests and needs of a union's

membership. Therefore its organisational framework must mirror that of

the union structure. All Fightback's supporters consider the Broad

Left to be an illegitimate grouping within NALGO, even though in many

Districts a tentative Broad Left organisation has been in existence for

many years. The Broad Left's supporters are fully aware of the

prerequisite in building up a legitimate and permanent basis of support
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within a union in order for a faction to be successful.

2. FACTIONAL ORGANISATION 

Extent of Organisation 

Both Fightback and Broad Left supporters recognise that their

respective factions are formalised at District level. However, there

is a great deal of variation in interpretations of what 'formalised'

means. For example, it seems as if officials in both factions consider

their opponents to be well-organised but themselves not to be. This

could reflect a felt need on the officers' part to justify their own

increasing organisation as a response to the growth in organisational

scale of their opponents. One leading Fightback officer stated that:

"Once the broad coalition that had supported the NALGO Action
Group collapsed, and the SWP had taken it over then Fightback
developed as a more permanent organisation. Since then the Broad
Left has emerged as the principal opposition".1

It is agreed across the factional divide that the crystallisation

of factional activity and its increasing profile within NALGO politics,

is still at an evolutionary stage. At A.C. factions are a prominent

feature as many branch delegations are mixed in their composition so

that fringe meetings cut across any group or sectional loyalties. Most

officials stressed that factional activity is primarily orientated

around the local government service. One Broad Left officer described

the dominance of local government in the following terms:

"This accounts for 80% of activists in NALGO and
discourages those members in the minority services
from participating" .2

The Broad Left officers and supporters criticised the Fightback faction

as a group of individuals without a coherent political strategy.

Fightback is seen purely as an electioneering body. Similarly,

Fightback officers and supporters see the Broad Left as an election
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machine and criticise its organisational strength. One Fightback

supporter described the situation in his branch:-

"The Broad Left have meetings before the Branch Executive
Committee; you can tell this in the voting patterns. If you wish
to have representatives on the Whitley Staff Side Committee, then
you need Broad Left approval to be able to get on".3

In contrast to the high degree of structural organisation found in the

CPSA's factions, the factions in NALGO are very loosely based. There

is no tradition of factional swings at the national level and therefore

political platforms are not the main criteria in elections. The absence

of elections for full-time officials pre-empts to a large extent

factional activity and increases the identification of full-time

officials with the interest of the union than with a political faction.

However, factions do exist at the District level (but not in all

Districts) albeit in a fairly rudimentary state. Both the Broad Left

and the Fightback officers and supporters point to the importance of

gaining factional control of larger branches. The reason behind this

is that branches have a major input into the A.C. through raising

motions. The collective weight of a number of key branches at A.C. can

effectively sway a vote. Nicholson et al found this to be true in

Sheffield:-

"Factionalism we found to be extremely important in shaping
the political processes of this branch".
Nicholson et al (1981: 219).

Therefore their own factional organisation is aimed at gaining and

keeping control of a number of large branches from where their

influence can be extended throughout NALGO's governmental structure.

One Fightback officer states:

"Fightback is just as disorganised as the Broad Left;
its main a purpose is to guarantee the election of
moderates to the NEC".4

The Broad Left officers and supporters emphasise that their
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faction is not an alternative union structure. They see the necessity

and importance of having a factional structure that is adaptive to the

changing environment the union finds itself in:-

"We need a structure that is responsive to the issues
that the members raise. Fightback is reflective of the
political interests of its members, but not the interests
of the union as a whole".5

Many Broad Left supporters are not that enthusiastic anyway about

what they see as a compromise programme, which further mitigates

against a more organised structure. In addition, a number of Broad

Left officials feel that the structure of the union can be distorted by

groups or individuals to prevent certain issues from being raised and

discussed.

Levels of Operation and Use of Collectivities for Factional Support 

Officers and supporters from both factions agree that the

District Council is the structural level in NALGO where factional

activity is concentrated. In the Metropolitan District this is

primarily because District representatives usually divide on an Inner

and Outer London borough split. The Inner London boroughs are usually

'left-wing' and the Outer London boroughs 'right-wing'. Fightback

supporters are outspoken about the dominance of the Broad Left at

District Council in the Metropolitan District. They do not think the

Broad Left are representative of the Metropolitan membership.

"The Broad Left District Council representatives are elected
at poorly attended branch meetings. Unlike the National
Executive members on the D.C. who are elected by the entire
Metropolitan membership, the D.C. branch delegates are
elected by tiny cliques".6

The table on the next page (5:1) reveals the extent of support for the

factions in the six branches studied. Overall Fightback receives more

support than the Broad Left from the memberships across the six
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Table 5:	 1

Faction

-

GAS

Factional Support

NHS LG4 TotalLG1 LG2 LG3

Fightback 19 16 18 18 17 13 101 58.0

Broad Left 4 17 7 8 4 7 47 27.0

N.A.G. 6 1 6 6 2 5 26 15.0

Total 29 34 31 32 23 25 174 100.0
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branches. In fact, only in one branch (the first local government one)

does the Broad Left have a higher total of support. The results above

tend to reinforce the argument of Fightback supporters that the Broad

Left is not representative of membership views in the Metropolitan

District. However, the combined support for the Broad Left and (now

defunct) NAG amounts to 42% of the overall figures. This is a

considerable amount, suggesting that the Broad Left has a larger

potential constituency amongst the membership than many Fightback

supporters would credit it with.

Broad Left officers and supporters see organisation of factional

activity to be far easier and of more immediate effect at District and

branch levels. They tend to be sceptical of what the union nationally

could achieve and see the bureaucratic nature of NALGO as encouraging

an anti-leadership perspective amongst activists. A.C. remains the main

arena in which factions have an impact on NALGO's national policies.

Fightback supporters resent the control the Broad Left exercise over

the D.C. which is due as much to Fightback supporters' regular non-

attendance as Broad Left supporters' regular attendance. The Broad

Left supporters affirm that about 90% of the decisions taken at the

D.C. are Broad Left initiated (for examples of factional propaganda see

Appendix V).

A Functional System? 

The majority of Fightback officers and supporters see no advantage

to be gained in having competing factions in union government. They

see it as causing unnecessary division and dissipating much needed

efforts away from vital union work.

"Any form of factionalism restricts choice and individuality.
In addition, you don't always get good candidates, and this
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carries through into the functions of the union".7

While this represents the majority viewpoint other Fightback

supporters do stress advantages from having factions.

"Although it (factionalism) makes black and white out of
grey issues when there's no need for it, we are better
off with it than without. The main reason being that
it allows the opportunity to have an alternative view
expressed" .8

The Broad Left officers and supporters are much more agreed on the

functional aspects that factions play inside NALGO.

"Factions help to put across a political philosophy that has
certain objectives. This process also helps to bring into
activity a great many people who might otherwise feel isolated".9

"...the central core of branch activists were split along
political lines, and each of the three main political
factions made concerted and repeated appeals to the
general membership for participation in the formal branch
and departmental machinery, admittedly trying to mobilize
participation for specific political ends but nonetheless
affording members opportunities for representation and
control".
Nicholson et al (1981: 223).

In addition, Broad Left supporters see their faction's primary

role as assisting in the explanation of issues to members and in

stimulating motivation to act upon those issues.

"Factions strengthen trade unionism by widening the
scope of issues, and increases the ability to have
successful industrial action by making members
knowledgeable about what is going on".10

There are a number of doubts raised by a few Broad Left

supporters. Their main concern is that the Broad Left could become so

structured that it would end trying to do some of the work NALGO itself

should be doing. They also feel that the Broad Left at District level

could be exploiting more from the lack of support NALGO nationally is

providing. The feeling amongst Broad Left supporters is that factional

activity is useful in preparing a strategy for national elections and

items at Conference but that its relevance to branch level activity is



258

very limited (if at all).

"Factions fulfil a functional need in the union through
their ability to mount effective voter campaigns for the NEC
elections....whether the Broad Left slate attracts more
votes through being public is open to doubt".11

The table following (5:2) shows how members in the six branches studied

voted in the 1983 elections for the 4 NEC seats in the Metropolitan

District. The table shows that 410 votes were cast altogether, by 113

members in the six branches. Clearly some members did not use all

their 4 votes, indeed at the very most 99 members used their 4 votes.

The overall votes and percentages for the factions are Fightback

173 (42.2%), Broad Left 167 (40.7%) and NAG/other 70 (17.1%).

Although the Fightback candiates received the majority of the votes, it

is the 17.1% who voted for NAG/other candidates that hold the balance.

Clearly candidates on the "left" have a combined total that is

greater than the one for Fightback candidates. However, given the

split in the "left" vote Fightback candidates emerge victorious. This

correlates with the election as the 4 Fightback candidates were

returned in the Metropolitan District. Nevertheless, there exists a

large body of support for Broad Left candidates reflected in the above

samples of (perhaps?) more interested members. Whether the Broad Left

candidates would receive greater support if they did not publicly

declare their membership of the Broad Left is open to speculation.

3. THE ROLE AND POLICIES OF FACTIONS 

Views on Trade Unionism

In general the Fightback officers and supporters were of one mind

in perceiving the role and objectives of trade unionism as relating

solely to economic and industrial issues. They interpret these issues

mainly as improving terms of conditions and service, salaries, health
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Table 5: 2 - National Executive Council Elections

(i)	 FIRST VOTE

Faction GAS LG1	 LG2 LG3 NHS LG4 ! Total %

Fightback 9. 8	 7 7 4 2 37 37.4
Broad Left 2 14	 8 9 5 5 43 43.4
NAG/Other 3 5	 4 4 2 1 19 19.2

Total 14 27	 19 20 11 8 99 100.0

(ii)	 SECOND VOTE

Faction GAS LG1 - LG2 LG3 NHS LG4 Total %

Fightback 9 10	 8 7 5 4 43 42.6
Broad Left 2 12	 7 9 4 5 39 38.6
NAG/Other 3 6	 3 4 2 1 19 18.8

Total 14 28	 18 20 11 10 101 100.0

(iii) THIRD VOTE

Faction GAS LGI	 LG2 LG3 NHS LG4 Total %

Fightback 9 8	 7 7 6 5 42 43.3
Broad Left 2 14	 8 9 4 5 42 43.3
NAG/Other 3 4	 2 2 1 1 13 13.4

Total 14 26	 17 18 11 11 97 100.0

(iv) FOURTH VOTE

Faction GAS LG1	 LG2 LG3 NHS LG4 Total

Fightback 9 12	 8 8 9 5 51 45.1
Broad Left 2 14	 8 9 4 6 43 38.1
NAG/Othsr 3 '6	 4 3 2 1 19 16.8

Total 14 . 32	 20 20 15 12 113 100.0
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and safety and individual grievances. A slight difference of opinion

emerges over the appropriate methods to utilise in the pursuit of

unions' economic and industrial interests.

One officer emphasised that although ...

“ ... few people join a trade union to be involved in
political activities, and see it mainly as an insurance
policy, still there are issues which can only be resolved
by political means".12

Most officers and supporters concur with this statement but feel it

wrong for NALGO to actively campaign on certain political issues. The

officers and supporters who hold this viewpoint agree that it is proper

for NALGO to be involved in direct consultation with the government of

the day, as an extension of the trade union's collective bargaining

function, but wrong for the NEC to issue pronouncements on political

issues which diverge too widely from the members' interests at the

branch level.

Table 5:3 shows how importantly members in the six branches

studied regard different economic and political objectives of trade

unionism. It is immediately obvious that 'economic/union' objectives

are overall given a higher 'yes' vote than 'political/social' ones.

Securing pensions is given the highest support, 93.5%, with improving

working conditions second, 92.7%, and protecting jobs third, 91.6%. It

is interesting that pensions is given the highest priority, no doubt

reflecting the older aged workforce in NALGO compared to the CPSA.

Equality for women is given the highest priority, 83.4% of the

'political/social' objectives, with working for the welfare of all in

society second, 74.3%, and equality for ethnic minorities third, 64.8%.

The lowest categories to gain a 'yes' vote of the 'economic/union'

objectives are more union meetings, 10.37., secondly, helping other
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Table 5.3 -- Members views on Economic/Union and

Political/Social Objectives of Trade Unionism

(i)	 Objective

Economic/Union Yes No Don't Total
Mind

Increased Wages 186 23 9 218

Help other unions in dispute 62 73 77 212

Secure pensions 202 11 3 216

Improve working conditions 202 12 4 218

Protect jobs 197 10 8 215

Promote union education 149 46 18 213

Work for participation in
management 144 38 31 213

Increase number of meetings 22 115 76 213

(ii)	 Objective

Political/Social Yes No Don't Total
Mind

Campaign on political issues 72 27 111 210

Sponsor Labour M.P.'s 52 37 122 211

Help elect a Labour Government 60 31 124 215

Encourage more nationalisation 43 35 136 214

Work to help the local community 136 39 39 214

Work for the welfare of all in
society 162 27 29 218

Work for female equality 181 20 16 217

Work for racial equality 140 36 40 216
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unions in dispute, 29.2% and thirdly increased participation in

management, 67.6%. In the 'political/social' section encouraging more

nationalisation comes lowest with 20.1%, second is sponsoring Labour

Party MPs, 24.6% and thirdly working for the return of a Labour

Government, 27.9%. Clearly the majority of members do not prefer any

direct involvement in party political issues, especially in connection

with the Labour Party.

In contrast the Broad Left officers were all in agreement on a

political role for trade unions. The difference between Broad Left

officers lay in how far that political role should be extended. The

majority of Broad Left officers tend to see the role of trade unions as

one primarily to defend workers rights and interest:-

"The prime aim is a mass organisation of the working class,
to mobilise the working class to defend its interests".13

In this objective trade unions play an educative role to involve

their members in issues which do not necessarily directly affect them.

It is through trade union education that members become politicised.

However, other Broad Left officers define the role of trade unions as

purely defensive politically. Trade unionism to them is primarily

concerned with wage bargaining and thus 'economistic' in character and

objectives. Therefore for trade union members to become politically

conscious industrial action is necessary:-

"It is only through collective struggle that consciousness
is raised".14

Some Broad Left officers were more perceptive and calculating in

their definitions by linking the role of trade unions to the current

political and industrial relations climate:-

"Trade unions have to have a political role because the
present Government is too preoccupied with trade unions,
so the Government itself is making the role of trade
unionism a political issue".15
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It is felt amongst these officers that just by the very nature of

working in the public sector itself the policies of the Government

directly affect the interests of NALGO members. This political

relevance is compounded when the present Government has proceeded in

making trade unions central to their employment legislation.

Political Leadership 

Supporters of both factions emphasis the importance that the role

of leadership plays in determining internal union politics. The

distinction between the two major facets of leadership, reflecting and

leading membership views is made by most supporters. The Fightback

officers in particular stressed the need for leaders to influence

members:-

"Leaders must have the ability to initiate debate especially on
issues where it is possible to lead membership concern. The
individual leader is important in starting new trends and catching
hold of others emanating from the membership".16

Supporters and officers of the Broad Left while agreeing with the

necessity for a strong leadership, also raised the possibility of

disadvantages arising from this. They envisage a qualitative

difference between various leaderships in the functioning of the union,

primarily based on political orientation:-

"In certain branches the views of the Branch Secretary
influences strongly the way decisions are reached.
A person in this position acrues a great deal of in-knowledge.
This can be dangerous as the Branch Secretary can be seen
as the fount of all information. Therefore, this reinforces
the authority of the incumbent's position and can lead to
reduced delegation. The major problem is that somebody who
is not good in the job could be destructive with so much
authority". 17

Fightback supporters do single out another disadvantage

concerning leadership policies. It is thought essential for those in

position of leadership not to abuse their powers of responsibility
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through the advocacy of policies not acceptable to the membership:-

"The danger is that unless a leadership is responsive to the
feelings of the grass-roots then it could be way out ahead
of the members".18

Issues of Conflict 

Officers and supporters of both factions are agreed upon the major

issues of conflict between them. These issues centre mostly around

approaches to the Government's policies and internal forms of

representation within NALGO. Fightback officers and supporters are

opposed to what they see as the Broad Left's attempts to 'hi-jack' the

union and turn it into a vehicle for a industrial fight against the

Government. One Fightback supporter articulates this point:

"The Broad Left want to provoke industrial action for
political purposes, not in the interests of the membership".19

Another Fightback supporter added that:

... the Broad Left favours anything that smells of industrial
action, especially when they are also able to knock the union
establishment" .20

They see this strategy as detrimental to the interests of the

members and in conflict with the stated objectives of the union.

Although on certain aspects of Government policy (such as privatisation

and public spending cuts) there is agreement with the Broad Left's

position, conflict remains over the appropriate tactics to follow.

The Broad Left's officers and supporters see resistance to the

Government's policies as a means to advance the political understanding

of the membership:-

"The major task is to link up the basic issues the membership
face with the present Government's policies in a realistic
manner. This means instilling some sense of enthusiasm
... it can be done by publicising where members are successful
in pursuing an objective to give them the confidence for a more
involved participation" .21
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Table 5:4 shows how members in the six branches covered by the

survey voted in the ballot on affiliation to the Labour Party in 1982.

In the actual ballot nationally 88% voted against affiliation and only

12% in this sample voted in favour of it. That 21.8% in this sample

voted in favour is reflective of two aspects:-

1. The members in this sample are probably more active in the union

and/or certainly more interested in union affairs.

2. The Metropolitan District is renowned for being more politically

aware and hence more 'left-wing', than some of the other Districts.

This objective of increasing the members political awareness is

seen as running in conjunction with organisational changes within

NALGO. This is particularly so firstly in terms of the relationship

between District Council branch delegates and the NEC members elected

by open-ballot that sit on the DC, and secondly, the relationship

between the DC branch delegates and the District Organisation

Officer (D.0.0.). The officers and sympathisers of the Broad Left do

not see the NEC members playing the role that they should be doing, and

see the DOO as unaccountable to the DC and therefore able to play one

branch off against another. It is the Broad Left's responsibility, as

they see it, to reveal the union's inability to serve the interests of

the low paid, ethnic minorities and women because of the cumbersome

bureaucratic structures that constrain any initiatives taken.

Perceptions of Policy 

In practical terms the Fightback officers and supporters seek

improvements for the members through a strategy of 'peaceful co-

existence' with management. This strategy sees industrial action as a
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Table 5.4-- How Voted in Ballot for Affiliation to the Labour Part

Vote GAS LG1 LG2 LG3 NHS LG4 Total %

Voted 'for 7 17 4 9 4 6 47 21.8

Voted against 23 13 26 20 11 16 109 50.4

Did not vote 7 11 6 12 14 10 60 27.8

Total 37 41 36 41 29 32 216 100.0
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sanction only to be used in situations where every other initiative has

come to a standstill. Supporters of Fightback want the union's members

to be involved in union affairs on a direct and close basis, therefore

national issues have to be put into perspective. It is almost with a

sense of disbelief and horror that they describe how Broad Left

supporters debate Poland, CND or the EEC for the whole length of

meetings without discussing the basic issues of interest to members in

the workplace. The Broad Left supporters chide their Fightback

counterparts for their equivocal and non-political stances:-

"They follow no consistent policies; the only issue that
unites them is opposition to the Broad Left".22

The philosophy of Fightback appears to the Broad Left as one that

is gradualist and evolutionary in nature.

"Fightback appeals to the politics of the older members and
those in the middle range of local government grades. Fightback's
approach is an appeal to the doctrine of reason, leading to
co-operation over the implementation of spending cuts. They
frame their arguments, as a 'human nature' debate, in terms of
what members really want and members inert reluctance to embark
on any form of 'industrial action".23

A large part of their appeal, Fightback supporters consider, rests

in their non-political stance. They pride themselves on not being tied

to any party political philosophy however vague. They are determined

to resist affiliation to the Labour Party at all costs, even though

some of them are Labour Party members and voters. Their 'non-

political' orientation accounts for their opposition to the

affiliation of NALGO to CND.

"(Moderate stewards).. .lacking ideological committment,
tended to be less prepared to devote major personal
resources to the represenative task, and were more
inclined to rigidly separate union from job functions,
often give precedence to the latter".
Nicholson et al (1981: 218).

In a similar fashion to the Moderates in the CPSA the Fightback



268

supporters believe in the 'neutrality' of the local government officer

ready to serve councils of whatever political colour. One leading

Fightback officer said:-

"The bulk of members are not so much political as apolitical,
which is partly due to working in the public service and the
mentality that goes with it".24

This mentality is an anathema to Broad Left officers and

supporters. They see the attempts of Fightback to reduce the political

potential of the union's role through limiting debate to workplace

issues as trying to turn NALGO back into a staff association. One

Broad Left supporter described so:-

"They (Fightback) are individuals motivated by personal
interests resting on a large passive support. This support
depends on the continued apathy of the membership, which
for the foreseeable future gives them the advantage as the
members are not made aware of what's going on".25

The platform the Broad Left see as able to win over the support of

the membership and to increase their political understanding of issues

that affect them consists of an aggressive defence of current services.

This includes the rejection of redundancies, early retirement and cuts

in services; the preservation and extension of current services and

conditions; and the adoption of Equal Opportunity rights for women and

ethnic minorities (see Maybin: 1980).

Factions Influence on Members 

There is recognition by the majority of supporters in both

factions of the membership's lack of interest in wider political issues

and in the articulation of these issues by the factions. The Fightback

faction took this as a vindication of their non-political stance, while

the Broad Left are sanguine about the effort they will have to exert in

order to increase political awareness. One Fightback officer said:-

"The members are totally uninterested in politics and



269

apathetic over involvement of any sort".26

Whereas a Broad Left officer took the view that:

... where branch communications are weak then the attitudes
of the members are largely shaped by the media".27

In the battle to win membership support the Fightback faction are

convinced that members involvement in union affairs can be nurtured

gradually through the concentration of activity upon the day-to-day

issues facing members. Broad Left officers and supporters are

conscious that their activities have only an indirect affect upon the

majority of members and that energy and thought has to be given to

articulating issues that members are prepared to campaign upon:-

"Members are prepared to tolerate the activities of factions
within a reasonable level but remain highly suspicious of their
objectives" .28

In terms of elections Fightback and Broad Left supporters were

keen to stress the relatively good turnout of members (between 30-40%

on average).

The following table 5:5 shows how influential members consider the

opinions of others at work in affecting their way of voting in recent

union elections and if they canvessed others in the branch to vote in a

similar manner. In table 5:5(i), only 4 (2.0%) consider themselves to

have been influenced 'a great deal', whereas 170 (83.7%) do not think

their decision had been influenced in any way through talks with

others. Only 33 (16.3) feel that their decision to vote a certain way

was influenced by talks with others. Compared to the CPSA, the

influence of factions upon NALGO members seems to be fairly minimal.

In table 5:5(ii) only 1 (0.5%) member canvassed 'a great deal' for

the candidates he/she supported. The overwhelming majority of members

did nothing, 173 (83.2%). Only 35 (16.8%) of the sample responded that

they did do something in the way of canvassing in their branches for
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Table 5.5— Talks With and To Others about Union Elections

Amount

(i)

GAS

Talks With Others

LG4 TotalLG1 LG2 LG3 NHS

A great deal 0 0 1 0 3 0 4 2.0

A lot 0 0 1 1 1 0 3 1.5

A little 3 9 4 4 3 3 26 12.8

Nothing 32 28 29 35 19 27 170 83.7

Total 35 37 35 40 26 30 203 100.0

(ii) Talks To Others

Amount GAS LG1 LG2 LG3 NHS LG4 Total

A great deal 1 1 0.5

A lot 1 2 0 0 1 5 2.4

A little 5 6 5 6 4 3 29 .	 13.9

Nothing 29 31 28 36 22 27 173 83.2

Total 35 38 36 42 26 31 208 100.0
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the candidates they supported in the elections. Clearly only a very

rudimentary form of canvassing occurs in NALGO at branch level for the

NEC elections. This is reflective of the factions concentration of

support among union activists rather than amongst the ordinary rank and

file membership.

"The implication of this is that the local union is faced with
a choice - to bring political issues onto the branch agenda
which may prove controversial, raise participation rates, and
render the branch subject to factionalism and possible disunity,
or to restrict the agenda to relatively inconsequential and
routine items that will not provoke any strong reaction among
members and hence neither encourage participation nor run the
risk of internecine conflict and disunity".
Nicholson et al (1981: 224).

It is felt by some Broad Left supporters that the members are

inclined to vote for those candidates who are more active in the union

than others regardless of political label. Indeed, some members may

agree with the position that the Broad Left takes on certain policy

issues but will still vote for Fightback candidates.

"Those members who read the election addresses of the candidates
will realise the political connotations involved but it still
doesn't colour their thinking".29

The Fightback officers and supporters think it is advantageous for

them if their views are clearly stated on election addresses. By doing

this they are certain of a good vote for Fightback candidates from

across services and departments.

"To guarantee a good turnout it is essential that members know
where you stand".30

In the first local government branch researched in this study

supporters from both factions related how they were able to gain

control of the BEC through changes in membership attitudes. To begin

with, when the Council was first subjected to Government cuts the Broad

Left controlled BEC recommended outright resistance to job loss. This
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was not well received by the membership, some of whom were willing to

accept early retirement. The Fightback faction were able to mobilise

the membership's opposition to industrial action, and forced the Broad

Left BEC to resign when a branch vote went against industrial action.

The BC then fell into the hands of the Fightback faction. The Broad

Left immediately began campaigning amongst the membership to overturn

the Fightback dominated BEC. Eventually the BEC decided to put the

issue to a referendum of the branch, however the Broad Left advocated a

boycott. In the referendum only a quarter of the membership voted and

a special branch meeting was held where the Broad Left was confirmed as

the new leadership by a narrow majority.

The above example serves to illustrate that in certain branches

where factions are active the usually passive membership can be

persuaded to vote for a faction through vigorous canvassing. The

initial response of the membership resulted largely from perceived

individual interests which the Fightback faction was able to

articulate, and the later reaction was after consideration of

collective interests as expressed by the Broad Left faction (also see

Blume: 1970).

4. CONNECTIONS OF FACTIONS 

The majority of Fightback officers and supporters are reluctant to

profess any political allegiance. Indeed, they consider themselves to

be a loose grouping of individuals drawn from a spectrum of political

opinion or of no political inclination at all. Only when pressed do

they say that there are supporters who are members of the Conservative

Party, the Liberal Party, the Social Democratic Party and the Labour

Party (on the right wing). However, as a group Fightback does not

possess any connection with political parties. They therefore do not
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follow any political line on trade union affairs. Their philosophy, if

one exists, is based on their united opposition to the encroachment of

the Broad Left into positions of authority within NALGO and their

united support to the political neutrality of the union.

The Broad Left, as in the CPSA, has members and supporters drawn

from a variety of political parties and groups. These include the

Labour left, the Communist Party, the Militant Tendency, the Socialist

Workers Party, the Workers Revolutionary Party and the New Communist

Party. In particular though, the non-Trotskyite Labour left and

Communist Party members dominate the Broad Left. Yet Broad Left

officers and supporters pointed out that the lack of a rigid

organisational structure has left a lot of room for freedom of thought.

"Some elements in the Broad Left (especially the 'Militant
Tendency') have been pushing to create a national Broad Left,
but this has not been the source of inspiration for the
Broad Left in the Metropolitan District".31

Many in the Broad Left recognise that the common ground they share

with the Labour Party and Communist Party on national policies such as

trade union issues, the Alternative Economic Strategy (AES) and general

political strategy will exert increasing pressure to establish a

national organisation. The danger some Broad Left supporters see in

this development is the jockeying for position of different political

groupings (especially those who are much more sectarian in nature such

as the Militant Tendency and the 'Socialist Organiser') within the

Broad Left to win overall control of it.

Fightback officers and supporters profess to having no cross-union

links with 'moderate' groups in other unions. However, they do admit

that individuals may have connections but as a group Fightback does

not. In addition most Fightback supporters are not keen on involvement
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in local trades councils. In terms of meeting § Fightback officers and

supporters mainly meet on an informal basis. There is a tendency to

hold _meetings before the District Council each month, but these occur

on an ad hoc basis. Indeed, some Fightback officers expressed the

opinion that:-

... it is so disorganised that it does itself a disservice
at times".32

In contrast the Broad Left are eager to establish and strengthen

contacts with other union Broad Lefts. The major forums for doing this

are local trades councils and in the SETUC (South-East Regional Council

of the Trades Union Congress), (mention is made of NUPE and the TGWU in

this connection). These contacts are also made on an informal basis

through organisations such as the LCC (for examples of LCC etc.

propaganda see Appendix IV). In terms of communications a regular

newsletter is sent round to a selected list of activists informing them

of what events are forthcoming. There are monthly meetings held before

the DC and other meetings occur throughout the year concerned with the

selection of a slate of candidates for election and educational

sessions. In certain services separate Broad Left meetings are held

such as in Local Government (whose activists far outweigh any other

service), gas and the NHS. Finance for the Broad Left is either raised

by branch donations or through collections at meetings. As in CPSA, it

seems clear that the level of external assistance factions receive is

determined to a large extent by the level of internal organisational

sophistication the factions have achieved.
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SECTION 4  -  THE DETERMINANTS OF THE POLITICAL SYSTEM

As In the CPSA, there are three main structural factors which

influence the development of the political system within NALGO.

Firstly, the public service as a whole structures both NALGO's own

internal organisation and its collective bargaining system. Secondly,

changes in membership characteristics affect the role of the NALGO

membership itself especially in regards to their own activities.

Finally, the affect of the working environment in terms of changing

managerial policies and physical environments.

1. THE PUBLIC SERVICES 

Centralised Bargaining 

Understandably there is strong agreement from supporters of both

factions about the influence of public service structures and

procedures upon the structure, organisation and character of NALGO. In'

the local government service it is felt that the very centralised

nature of the service exerts great influence on the union's

organisation to the extent of mirroring the employment structure. In

particular it is the centralised Whitley Council bargaining system

which acts as the prime determinant in shaping all other structures and

procedures in the public service. Fightback officers and supporters

are keen to keep the nationally centralised structure of the union so

that it is aligned closely to the bargaining units of the Whitley

system, and strongly oppose attempts to devolve bargaining

responsibility (see Kochan and Wheeler: 1975; Gerhart: 1976; Stieber:

1973). Many Fightback supporters fear the break-up of the union if the

centrality of the structure is not kept.

"... few sections of workers in public administration occupy
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strong strategic positions so that effective action has
required a highly orchestrated strategy acting widely upon
morale and narrowly upon the disruption of the key activities.
This implies a centralised authority because it would not be
feasible to allow individual sections to decide their own wages
policies and then permit unlimited access to the association's
resources".
Neill (1978: 2840.

Outside of local government in the other public services and

nationalised industries bargaining is mainly carried out at the

regional level and is therefore less remote. However, these other

public services still have a myriad of negotiation channels consisting

of several layers of committees (for example, the NHS and British Gas).

This is further complicated for NALGO by having only a minority union

interest in those services rather than being in the majority. In gas,

for example, the Gas Higher Managers' Association (GHMA) formed in 1981

represents about 40% of senior management. One gas official related

how frustrated he is with those members of the staffs ide committee who

are elected directly from the shopfloor and who act unilaterally

without informing the BEG. Yet, in the local government service

national negotiations are seen as remote and removed from the

experiences of the ordinary membership:-

"The national negotiations are distant from the members;
this furthers the impression of the union making arbitrary
decisions without membership involvement. In the end it
only serves to increase the members' sense of alienation
from the union".33

Certain Broad Left officers and supporters criticised the

centrality of the union structure in placing too great a reliance on

NEC members.

"They (NEC members) nominate one another to posts for
which function they have nothing in common with,
so that their time is fully devoted to national
duties and they lose touch with branch-level concerns".34

It is the continuity of these people in the NEC positions that
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many in the Broad Left see as increasing the considerable bureaucratic

nature of the union. Attempts to improve the efficiency of the union

organisation are not being made by the NEC members. The full-time

officials in NALGO are also seen as a brake on initiative in the union

structure.

It is nonsensical for the structure and officers within them
to operate as if the union still had 80,000 members!".35

In particular, Broad Left supporters feel that the role and

influence of DOO's in the union structure is not fully appreciated.

Although the NEC is the supposed custodian of the union's decisions,

power is actually devolved to the DOO's. The DOO's possess a great

deal of autonomy, they make all the decisions on what work their staffs

do, and what secretarial and administrative services are provided to

which branches. The DOO's are also directly involved in any industrial

action that occurs in a District, yet they are accountable to the NEC

not the DC. The Broad Left supporters think this channel of

accountability should be reversed so that the role and activities of

DOO's are related more to the needs of their memberships in the

Districts.

Branch Autonomy and 'Decentralisation' 

This distance between national and local level bargaining is

heightened by the relative autonomy that NALGO branches possess. The

organised strength of the NALGO locally relates to the independence of

the Councils (their employers), some of whom are ready to exploit the

flexibility given them to the full. In the larger branches (especially

in the Metropolitan District) the officers can raise their own levies,

and in some branches anything between £5,000-20,000 can be stored in

branch accounts. Some of the Fightback supporters resent the way in
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which a number of Labour Councils have deliberately help foster union

organisation to the benefit of 'left-wing' elements in NALGO.

Criticism also comes from some Broad Left officers who feel that

the branches have too much autonomy...

It ... as it chokes issues under discussion, and leads to
feelings of frustration".36

However, another Broad Left officer said that although many

misunderstandings result from branch autonomy...

... structures are not always as important as it is what
actually happens within those structures that is of primary
importance" .37

Table 5:6 lists responses by the members in the six branches

studied as to the major decision making level within NALGO. Unlike the

CPSA members, NALGO members are more divided on placing the major level

of decision-making within the union. It does appear that most members

recognise the importance of the national forum in bargaining centrally

and also local branch autonomy in bargaining over various terms of

conditions and service. It is also to be noted that the local

government branches do not rate the importance of the national level as

highly as the branches in gas and the NHS. Altogether 63 (30.1%) of

the members see the main decision-making level to be between District

and National levels, while 71 (34.0%) see it as lying between the

branch and District levels.

A key part of the increasing branch autonomy has been the adoption

by certain Councils of a 'decentralisation' strategy. The crux of the

'decentralisation' policy is to breakdown the physical cen- tralisation

of Council bureaucracies in town halls by moving sections of

departments out into other areas of the borough. The main example of

this is in housing departments where neighbourhood housing offices are

established on Council estates. Broad Left officers and supporters
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Table 5.6— Main Level of Decision-Making in NALGO

Level GAS LG1 LG2 LG3 NHS LG4 Total

At Branch level 3 4 2 5 4 3 21 10.1

Between Branch
& District 10 14 11 13 7 16 71 34.0

At District level 2 7 7 9 2 4 31 14.8

Betyeen District
& National 11 10 13 12 9 8 63 30.1

At National level 9 3 2 2 7 0 23 11.0

Total 35 38 35 41 29 31 209 100.0
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strongly favour the 'de-centralisation' policy while the Fightback

officers and supporters are more critical and sceptical. One Broad

Left supporter concludes that:

"Decentralisation will understandably cause many organisational
problems for the union. The long-term aim, however, is to
reduce the size of the central administrative structure
to hopefully end up with greater efficiency and strength
of union organisation".38

Involved in the 'decentralisation' strategy is the devolution of

bargaining to the shop level which gives a further stimulus to the

development of a steward system.

"(Union policy on steward system)... arrived more by accident
than design...".
Ayland (1980: 4).

The Broad Left naturally support this development and are keen to

formalise and incorporate the steward system within NALGO's structure

(see Nicholson and Ursell: 1977; Terry: 1982). Broad Left officers and

supporters place a great deal of trust in the role of effective steward

organisation at the workplace.

"The most important and immediate decisions are made in the
shop. Shop stewards play a large role in determining the
political stance of the membership".39

"As one branch officer commented to us: 'The steward system
has meant the greater direct involvement of people; they can
meet evey day on site if they wish. It means that they are
less alienated from the union, and it gives us far greater
bargaining strength'...".
Nicholson et al (1981: 52).

... it appears that it is the more left-wing political
activists who have laid the greatest stress on steward
organisation".
Linn (1977: 54).

Although the steward system many be more representative and

accountable in local government its wholesale adoption into other

public services poses more problems.

Yet others in the Broad Left stress the need for different forms
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of steward systems in order-for them to be adapted to particular

circumstances:-

"Initially the branch should define what the problems are and
then start to mould the organisational structures to thus needs.
This requires the most able people and also those who are fully
committed for it to be able to function properly".40

"What is significant is the ability to use the so-called
national grading structure in local government as a frame-
work for local bargaining about the grades to be attached
to posts, something which is often overlooked by authorities
on industrial relations who regard local government as being
dominated by strong centralised bargaining".
Ayland (1980: 86).

Some Broad Left officers and supporters stress the importance of

members involvement to guarantee the effectiveness of the steward

system:-

"The steward is the only contact with the union on a daily
basis for the vast majority of members. The steward requires
regular meetings and bulletins to back them up. The autonomy
of the shop is important as union officials tend to act as
'firefighters' because their inert nature is to control members'
actions. Autonomy will survive as long as it does not work
against the collective interests of the members; it takes
the confidence of one shop to raise the confidence of other
shops" .41

...if a steward system is to seriously involve members in
decision-making it is important that in a situation where
the stewards are pursuing a policy or course of action that
is opposed by the membership, that a means of immediately
challenging that policy is available to the members".
Linn (1977: 67).

Naturally the Fightback officers and members are less enthusiastic

about the benefits of the steward system. Indeed, many see the steward

system as a means by the Broad Left to usurp the traditional authority

of the BEG. Fightback officers and supporters are sceptical of the way

the Broad Left enhance their influence on NALGO through the

manipulation of steward committees. The Fightback officers are not

opposed to the steward system per se, but rather oppose indirect means

of election.
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"Those officers who are elected directly clearly state what
they are voting for and against; this produces moderates.
The Broad Left has no direct electorate, they emerge upwards
through the layers of the union's structure".42

The basic flaw that Fightback supporters see in the steward system is

management actually agreeing to devolving its bargaining power. If the

steward is to function correctly then stewards must have the authority

to carry their tasks out and management must recognise this as so. The

potential threat that the steward system could unleash is the whole

structure of bargaining collapsing due to the stewards' inability to

negotiate. Therefore, a great burden on the success of the steward

system rests on the individuals who become stewards. The 'de-

centralisation' process in many Councils is forcing a re-think of union

organisation and the adoption of a steward system requires matching

those members with specific expertise to appropriate union offices.

Some Fightback officers and members believe that introducing steward

systems can lead to increased conflict at the workplace.

... the process of establishing stewards' committees may lead,
at least in the short term, to a rise in the number of industrial
actions at a local level...".
Linn (1977: 51-2)

In some branches where they have introduced a steward system a number

of departmental committees have resisted the change.

... the devolvement of responsibility to departmental
level in NALGO branches has created to sort of difficulties
which have traditionally beset busy branch offices at the
centre".
Ayland (1980: 21)

In Sheffield the NALGO branch officers thought they had the complete

answer in their steward system, but they ran into difficulties vis-a-

vis BEC authority and spheres of bargaining. (See Nicholson et al

1981).
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"(Decentralisation of negotiating powers)... does not just
have the effect of providing an extra link in the process
of communication and union decision-making, but does lead
to changes in the roles played by members, stewards or
representatives, lay branch officers and full-time officers,
and in the amount of control that each exercises within the
decision-making process".
Linn (1977: 66).

2. MEMBERSHIP CHARACTERISTICS 

Backgrounds Affecting Attitudes 

In relating their assessments of how other officers and the

membership view the role and objectives of trade unions both Fightback

and Broad Left supporters predominantly feel that (with the exception

of certain officers within NALGO, particularly at District level) the

vast majority of members define the role and objectives in economic and

industrial terms. This primarily concerns issues such as job security,

increased pay, correcting unfair treatment, monitoring pension schemes

and car allowances. Indeed, it is also felt that the full-time

officers within NALGO are keenly aware of the innate conservatism of

the membership:-

"The members are conservative; they don't want to participate;
they're apathetic" .43

Accordingly the NEC members see their primary role as the defence

and advancement of these interests. To the Broad Left the NEC reflects

an 'economistic' and 'sectional' outlook which is apolitical in nature.

The Fightback officers and supporters chastise many branch

officers for seeing trade unionism as an extension of political

activity, especially when the majority of members view the union as

being too 'political' and as having policies which concern something

external to their daily problems. In certain branches some Fightback

officers are of the opinion that the overt political posturing of many

branch officers has effectively alienated a large proportion of the
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membership. These members have come to see NALGO as primarily

concerned with issues totally divorced from their workplace concerns

and are therefore unable to relate to NALGO in a meaningful way:-

"Some officers are incapable of not preaching the party line,
so much so that the majority of members are fed up to the
back teeth with political dogma and as a, result certain groups
are even turning their backs to the union".44

In particular, Fightback supporters are critical of the activities

of the Metropolitan DC and its control by the Broad Left, which they

see as steering the union away from its proper role and pursuing

irrelevant political issues. Therefore, in the eyes of the Fightback

officers, it is their duty to direct the emphasis of NALGO affairs to

those workplace issues which the membership can positively relate to

(as mentioned above). By doing this NALGO would be directly

representing the interests of its members and the officers could be

confident of membership support for the actions that they take.

Broad Left supporters are also aware that at District Council

level certain officers (on the 'Left') are more concerned with

furthering the aims of their own political party, and others still are

more concerned with their own careers. Yet, there is an optimistic

belief that although the sections of the membership have no strong

feeling of identification with NALGO it is still possible for their

consciousness to be raised over 'human issues' (i.e. the National

Health Service) as the members appreciate that it is reasonable for the

union to take a standpoint. Considerable disagreement exists between

many branch officials over the extent to which their members would want

to take action in the pursuit of political issues either local or

national. Indeed, one DC official thinks that at the most only 10% of

the NALGO membership in the Metropolitan District actually see a
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political role for the union. However, it is recognised that when the

members are aggrieved about an industrial matter then they are prepared

to be militant and to embark on industrial action. This is because...

...many members expect to be given a lead by the union and
they readily respond to what the union instructs as they
recognise the union's authority to do so. Naturally, some
members are anti-union and others feel the officials are
not doing as much as they could, but overall the majority
of members will follow the unions lead".45

Divisions of Personal Characteristics 

All officials interviewed commented on the heterogeneous nature of

NALGO's membership primarily in terms of sex, age, grade, education,

occupation, industry and service. The variations within the NALGO

membership are largely the result of the union's recruitment across

local government, the NHS, nationalised industries and other public

sector bodies; yet, within these services (and especially local

government) the union recruits vertically across the grading

structures. This increases the diversity in the composition of NALGO's

membership, and also in their orientation to trade unionism (how they

perceive the role of unionism) and what objectives they regard as

legitimate for trade unions. This heterogenity, most officials agree,

is reflected in the composition of the factions membership. The

reasons why this should be so are analysed below.

The majority of officials considered the bulk of NALGO's members

to be middle-aged between 30-50 years of age, which many officials see

as a result of a sharp decline in recruitment over the last five years.

It is also agreed that the younger members, below 35, tend to be more

actively involved in union affairs. However, a sizeable proportion of

older members are also active; this being especially marked in some of

the minority services. One official in the NHS remarked how middle-
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aged women are strongly involved in union affairs and bring a pragmatic

outlook which reflects their previous long experience. The younger age

groups (below 25) are not seen as being particularly active. Some

Broad Left officers see this as reflective of broader anti-union social

attitudes prevalent since 1979; whereas Fightback officers feel that

younger members prefer to establish themselves in their careers before

becoming involved in union activities that might be detrimental to

those careers at an early stage. In terms of those members who are

active in factions most officers locate the age range as between 30-50.

The following table list the ages of the members in the sample

from the six branches studied and of the officials interviewed. Table

5:7 reveals that the majority of members are concentrated in the 26-40

age range in the sample. This correlates quite well with the opinions

of the officials interviewed. In the officials sample the

concentration is a little older between 26-45. In the members sample

55 (25.5%) are aged between 26-30, 40 (18.5%) are aged between 31-35

and 33 (15.3%) are aged between 36-40 (15.3%). 	 The respective figures

for the officials sample are 8 (20.0%), 13 (32.5%) and 8 (20.0%). In

addition the size of the figures reflect the expansion in NALGO'S

membership over the last twenty years.

Those members active in the Broad Left are seen as part of the

wave of progressive, articulate young graduates, who entered the public

service from 1968 onwards and have helped to change the image of NALGO.

In comparison the age range of Fightback members is considered to be

more general (with slightly more older members) and part composed of

the late 1960s/early 1970s generation. The influx of graduates to the

public sector has continued apace but with a marked downward push into

clerical officer posts for which they are over-qualified:-
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Table 5.7

Age

--	 Age_

OfficialsMembers

16-20 3 1.4 0 0.0

21-25 31 14.4 3 7.5

26-30 55 25.5 8 20.0

31-35 40 18.5 13 32.5

36-40 33 15.3 8 20.0

41-45 8 3.7 4 10.0

46-50 19 8.8 1 2.5

51-55 10 4.6 1 2.5

56-60 7 3.2 1 2.5

61-65 10 4.6 1 2.5

Total 216 100.0 40 100.0



"The majority of graduate entrants come from a working-class
---''' background and because of the unemployment situation are

I(

having to apply for posts which do not match their
qualifications" .46

The -following tables list the qualifications of members in the 6

branches studied and the officers interviewed, and their family

I backgrounds in terms of parental occupations and union memberships. In
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table 5:8 the listing of highest educational qualifications reveals how, Jri

, qualified NALGO'S membership is.	 In total 115 (54.2%) members possess 
SN

profesional qualifications or degrees. The respective figure for

officials is 18 (56.2%). This reinforces the argument that the

qualified middle and higher grades tend to play a more active role

within NALGO. It also confirms the opinion of some officials that more

and more well qualified employees are joining the public services. In

1 table 5:9(i) it is immediately obvious that the majority of NALGO'S

members and officials come from non-manual backgrounds. In the

'managerial/professional' row 62 (28.3%) of members and 12 (31.5%) of

officers had/have fathers in these occupational categories. The

respective figures for mothers are 20 (9.1%) and 9 (23.1%). Once

again, as in the CPSA sample, the 'other/housewife' row reveals a

further distinction. In the members sample 17 (7.8%) had fathers and 97

(44.1%) had mothers in the 'other/housewife' row. In comparing those

officials and members with parents in manual occupations a further

interesting feature is noticed. In total in the columns for members 88

(40.2%) had/have fathers and 48 (21.8%) had/have mothers in manual

occupations. The respective figures for officers are 11 (28.9%) and 3

(7.7%). These figures further underline the influence of middle and

higher grades in official positions within NALGO.

Table 5:9(ii) shows that officials are more likely to have

had/had parents who were/are members of a trade union. Altogether 24
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Table 5.8	 --	 Qualifications

OfficialsQualification Members

CSE 8 3.8 0 0.0

0 Level 22 10.4 9 28.1

ONC-OND 6 2.8 2 6.3

A Level 14 6.6 2 6.3

HNC-HND 17 8.0 1 3.1

Professional 38 17.9 8 25.0

Degree 55 25.9 5 15.6

Higher Degree 22 10.4 5 15.6

*Other 30 14.2 0 0.0

Total 212 100.0 32 100.0

* The majority in this column possessed pre-CSEPO' Level
qualifications (i.e. school certificates).
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Table 5.9	 --	 Family Backgrounds

(i)	 Parents Occupations

PARENT	 .	 FATHER MOTHER

Occupation	 Members	 %	 Officials %' Members	 %	 Officials	 %

Managerial/
Professional	 62	 (28.3)	 12	 (3145). 20	 (9.1)	 9	 (23.1)

Administrative	 15	 (6.8)	 5	 (13.2) 15	 (6.8)	 5	 (12.8)

Self-employed	 20	 (9.1)	 5	 (13.2) 13	 (5.9)	 1	 (2.6)

Supervisory/
clerical	 17	 (7.8)	 5	 (13.2) 27	 (12.3)	 8	 (20.5)

Skilled manual	 49	 (22.4)	 9	 (23.7) 10	 (4.5)	 1	 (2.6)

Semi-skilled
manual	 17	 (17.8)	 0	 (0.0) 18	 (8.2)	 0	 (0.0)

Unskilled manual	 22	 (10.0)	 2 (5.2) 20	 (9.1)	 2	 (5.1)

Other/housewife 	 17	 (7.8)	 0 (0.0) 97	 (44.1)	 13	 (33.3)

Total	 219	 100.0	 38	 103.0 220	 100.0	 39	 100.0

(ii)	 Parents Union Membership

PARENT	 FATHER MOTHER

Member Officials	 Members	 % Officials	 %	 Members

Yes 24	 (60.0)	 87	 (41.6) 14	 (35.9)	 29	 (13.

No 14	 (40.0)	 122	 (58.4) 25	 (64.1)	 186	 (86.

Total 38	 100.0	 209	 (100.0) 39	 (100.0)	 215	 (100.
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(60.0%) of officials have/had a father who was/is a union member, while

for members the figure is only 87 (41.67.). The respective figures for

mothers are 14 (33.9%) and 29 (13.5%). Therefore, those members who

become officials are more likely to have or have had parents in trade

unions.

It is obvious that the majority of NALGO's membership is female.

Indeed, in some of the minority services such as the 'NHS' or the

'Universities' women account for over three-quarters of the membership.

In local government it is not surprising to find that in certain

departments, such as social services or libraries, women predominate in

number. However, female participation in NALGO affairs is

proportionally very low compared to that for men. This is also true

for those members who are involved in the factions. The reasons for

this lack of participation are varied and some relate equally to men as

well as women. Many officials note that a large proportion of female

NALGO members are concentrated in low-paid, low grade, routine

occupations mainly of a clerical nature. Broad Left supporters tend to

emphasise the practical, financial and sexist problems that young

married/single mothers suffer from which mitigate against involvement

in the union (see Cupper: 1983).

The next table shows the sexual breakdown of the officials and

the membership in the six branches studied, and the marital status of

the members. In table 5:10(i) and table 5:10(ii) the figures for sex do

not correspond to the national division in NALGO. The membership

figures are 137 (62.3%) male and 83 (37.7%) female. This is almost a

reversal of the figures nationally. However, the division between

officials is even greater. Only 11 (27.5%) of officials in the sample

are female, while 29 (72.5%) are male. 	 In a similar fashion to the
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Table 5.10 — Sex and Marital Status 

(i) Sex of Officials and Members 

Sex Officials Members

Male 29 72.5 137 62.3

Female 11 27.5 83 37.7

Total 40 100.0 220 100.0

Sex

(ii)

GAS

Sex of Members by Branch

LG4 Total %LG1 LG2 LG3 NHS

Male 26 26 28 26 13 18 137 62.3

Female 11 15 8 16 18 15 83 37.7

Total 37 41 36 42 31 33 220 100.0

(iii)	 Marital Status of Members

Marital Status Total

Single 79 35.9

Married 123 55.9

Divorced/Separated 18 8.2

• 220 100.0
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CPSA, these figures reveal how low level the involvement of women is in

officer positions in trade unions. NALGO, nationally and locally has

made positive attempts to rectify this problem, but there still remains

many barriers to overcome before the vast majority of women can have an

opportunity to participate to the extent their male colleagues

participate.

In table 5:10(iii) the overwhelming majority of the membership in

the 6 branches studied are married, 123 (55.9%). This is reflective of

NALGO'S vertical structure covering all grades and all ages. However,

with the majority of NALGO'S membership being concentrated in the

middle-age range it is not unnatural to find most of its members to be

(or have been) married.

Structural and Sectional Divisions 

In terms of background and differences between groups of members

in various departments and sections an analysis similar to that which

emerged in the CPSA is given by officials. All officers and supporters

across the factions are agreed that different occupations attract

different types of people. This mainly manifests itself in a division

between those members involved in occupations that deal directly with

the public, and those members in occupations that deal indirectly with

the public.

"Put bluntly, the more union conscious members are those that
work in jobs that are socially conscious. Those members involved
in jobs that relate primarily to the improvement of the Borough's
infrastructure are usually more conservative and inactive".47

Yet, other officials put down the differences between the types of

members in occupational groups as depending on their route into a

career, experience in local government and relations with peer groups.

Most officials and supporters point to members in social services and
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housing departments as the most actively involved in union affairs.

The major reason they cite for this being so is the

11
	

radicalising effect of the job that they do as they
have the most contact with the public".48

Officers and supporters of the Broad Left regard social services and

housing departments as having a ready-made consciousness because of the

nature of the social problems they come across.

"Members in the Social Services especially are more geared
to action, more committed, more active and more articulate due
to the nature of their jobs and because many are graduates".49

In contrast to the social services and housing members officers

and supporters of both factions see members in departments that have

less or no direct contact with the public as being inactive and less

committed to NALGO. These groups include those who work in finance

departments (such as accountants), planning departments (such as

architects), and executive departments (such as committee clerks).

Members in the above departments are seen to be more career-orientated

than union-orientated and have no interest in the union unless an issue

arises which concerns them directly. They are also less likely to

possess a degree in comparison proportionally to social services

members. In between the above extremes of occupational groupings come

most members. Those members in engineering, transport and construction

departments are seen to be more union orientated because of their close

physical proximity to manual unions and because many of their number

have manual pasts. Other members in environmental health and amenities

departments are perceived to have a 'friendly society' view of the role

and objectives of the union. Nicholson et al found similar divisions

in Sheffield:-

I' ... three dimensions. One is political, for example, the
bloc of Treasury, Planning and Design and Estates have a
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large number who feel the branch is too politically involved.
They have some less vocal supporters in Education. The second
bloc would like to extend political involvement outside of
service conditions issues. Then we have the moderates versus
the militants. The moderates want an association rather than
a trade union, inaction rather than action. They feel there
should never be any conflict. You can further subdivide the
left wing into those who want workers' control and those who
see trade unions as opposition without managerial responsibility".
Nicholson et al (1981: 149).

The following table 5:11(i) and 5:11(ii) outline the departments

and occupations of the membership sample from the six branches studied.

In table 5:11(i) it can be seen that the members in the sample are

randomly spread across many departments. This reflects the randomness

in which the sample was selected . However, some departments have more

representation because of the greater number of members who work in

them. Though, taken together the sample will reflect a mixture of

viewpoints and experiences.

In table 5:11(ii) certain occupational groups tend to dominate

more than others. These are in particular administration and

engineering with social services and planning closely following them.

Again, there is a random mix of occupations that makes for a mixture of

opinions and attitudes.

Needless to say one could find many orientations to trade unionism

within any single department. However, it is more than coincidence

that officers and supporters of both factions interviewed are agreed

that members in certain departments exhibit characteristic traits. It

is therefore possible to describe how these traits affect orientations

to unionism and what general perceptions are identifiable to members in

particular departments.

The major factor which gives cause for distinction between the

membership in NALGO is one primarily related to the vertical structure

of the union. This is the inclusion in NALGO's membership of middle
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Table 5.11 -- Members Departments and Occupations

(i) Departments

Department GAS LG1	 LG2	 LG3 NHS LG4 '	 Total

Finance 7 3	 6	 7 8 1 32 14.7

Housing 0 6	 7	 9 0 3 25 11.4

Social Services 0 10	 1	 8 0 13 32 14.7

Administration 5 9	 3	 6 14 2 39 17.9

Amenities 0 4	 0	 2 0 4 10 4.6

Planning 6 3	 13	 7 0 4 33 15.1

Education 1 n	 0	 0 2 0 3 1.4

Construction 1 2	 0	 0 0 0 3 1.4
Engineering 15 4	 1	 2 7 4 33 15.1

Environmental
Health 0 0	 5	 1 0 2 8 3.7

Total 35 41	 36	 42 31 33 1	 218 100.0

(ii) Occupations

Occupation GAS LG1	 LG2	 LG3 NHS LG4 Total %

Finance 5 3	 5	 3 6 1 23 10.6

Housing 0 6	 6	 7 0 1 20 9.2

Social Services 0 10	 1	 7 0 11 29 13.4

Typing 2 1	 0	 3 8 0 14 6.4

Administration 8 8	 4	 13 8 7 48 22.1

Amenities 0 4	 n	 2 0 4 10 4.6

Planning 7 4	 13	 3 0 2 29 13.4

Engineering 14 5	 3	 3 8 5 38 17.5

Environmental
Health 0 0	 3	 1 0 2 6 2.8

Total 36 41	 35	 42 30 33 217 100.0
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and higher managerial grades. Historically and traditionally NALGO was

formed by these grades as an association for local government officers

and their influence has continued to permeate down throughout the

years. However, the rapid expansion of NALGO in the 1960s and 1970s

has led to a reversal of the middle and higher grades importance in

numerical terms. Nevertheless, in terms of influence, middle and

higher grades still exercise a disproportionate importance.

"The higher grades participated more for their number and
provide a body of leadership for the union".50

In some ways this relates to their traditional role within NALGO, but

in others it reflects the increasing unease amongst these grades

concerning the narrowing of differentials, marginalisation of their own

managerial roles and the overall decline in public service funding by

central government.

... the perceived reduction in income and status combined
with increased job insecurity may provide a basis for
collective discontents".
Gospel (1978: 367).

One Fightback officer described the situation in this way:-

"If members are good at their jobs and are rewarded by
promotion to higher grades, should the union then deprive
itself of their expertise? Anyway, most members could
be described as bosses of one sort or another".51

However, the general trend in recent years has been for lower grades to

participate more in NALGO. This invariably has meant the increasing

involvement of middle grades rather than grades at the lowest end of

the career structure.

Table 5:12 shows how the membership sample in the six branches

studied breaks down on the basis of grading. It is clear that

predominantly higher and middle grades are represented in the sample.

These grades account for 107 (50.2%) of the overall sample. This
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Table 5.12 -- Grade

LG1 LG2 LG3 NHS LG4 TotalGrade GAS

Principal Officer 11 10 9 11 8 6 55 25.8

Senior Officer 12 9 6 4 9 5 45 21.1

Manager 1 1 3 1 5 0 7 3.3

AP 6 19 16 15 5 17 78 36.6

Clerical Officer 6 2 0 8 4 2 22 10.4

Technician 1 0 2 1 0 2 6 2.8

Total 37 40 33 40 31 32 213 100.0
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reflects the disproportionate influence that these grades exercise

within NALGO. The 78 (36.6%) of members who are the AP grading are

reflective of the growing number of lower grades who are participating

more in the union. Therefore, both trends are reflected in the sample.

The major reasons for the trend of increased participation of

middle grades are complex and varied but relate primarily to the status

attached to middle and higher grade positions. By being located in a

more identifiable managerial position the middle and higher grades

possess and exercise a certain authority which is both respected and

suspected by lower grades. The generally greater educational

qualifications of middle and higher grades adds further to this respect

and suspicion because of their ability to articulate and analyse

problems and issues.

"A great deal of deference exists to those grades who are
more qualified and experienced".52

Therefore, many members in lower grades feel reticent from contributing

in discussions where more senior grades are present because they feel

intimidated by the presence of members with greater authority and

intellect (in addition, most senior grades tend to be held by males who

exploit the lack of confidence many women posses when in a collective

forum). This alienation from and suspicion of higher grades has led

many members to believe that senior management might be using NALGO to

achieve their objectives rather than in the interests of the membership

as a whole. For many this reasoning results from ignorance because of

their lack of participation, and they therefore do themselves a double

injustice. Most officials regard C.O.'s membership as good for NALGO's

strength because of their influential positions and access to

information. However,

If ... what many members do not perceive is the inherent conflict
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in the organisation of NALGO. As the more effective NALGO
becomes in representing the interests of lower grades, then it
will also, to the same extent, affect adversely the interests
of higher grades. This the higher grades realise more quickly
and, therefore, participate to protect their interests".53

This also raises the interesting point concerning the 'dual role'

that many senior grades find themselves occupying. Those higher grades

who are also stewards or branch officers find themselves many a time in

a position where they are performing a managerial role too ...

... those members who are Section heads or the like, possess
a strong ability to wear two hats at the same time. This appears
a fundamental contradiction, but it does not work that way in
practice" .54

Indeed the 'duality' of the role some C.O.'s are performing

and the increasing profile of lower grades within NALGO has forced some

C.O.'s to contemplate a breakaway.

"The dual nature of the manager's role is a source of
contradiction and ambivalence".
Gospel (1978: 363).

In the minority services notions of professionalism are even stronger

among higher grades and in some separate associations exist. Indeed,

the Federated Union of Managerial and Professional Officers (FUMPO),

was formed on 1.1.86. This represents a grave threat to NALGO and its

national officers are constantly on guard for any signs of

discontentment. One official explains:-

"C.O.'s have no tradition of militancy or steward organisation
basically because of the background and orientation of the
people recruited. Therefore a shop which is management dominated
is unlikely to see a clear divide between manager and employee,
so they will put their union membership second".55

Many senior grades have been warned off in the past from union

involvement because of the detrimental affect it may have on careers.

Indeed, many are restricted in what they can do for NALGO because it

may compromise their positions.
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"Several stewards pointed to friction at lower management
levels, with pressures put on some stewards by their immediate
superiors".
Linn (1977: 33).

The following tables 5:13(i)-5:14(ii) show the length of service,

length of union membership and positions held presently or in the past

of the membership sample from the six branches studied. In table

5:13(i) it is immediately apparent that the majority of members have

not the same length of service as the officials. This is perfectly

understandable. However, 14 (35.9%) of the officials have only served

1-5 years which suggests that there exists a certain amount of turnover

in officials. In table 5:13(ii) the officials have a far greater

length of union membership than the majority of members. As in the

CPSA sample, the difference between length of service and greater

length of union membership for some officials and members is due to

membership of a previous trade union.

Tables 5:14(i) and 5:14(11) show how many of the membership sample

hold or have held posts within NALGO. In table 5:14(i) the total

number of officials involved is 26; of this total 2 (7.7%) hold 3 posts

or more, 2 (7.7%) hold 2 posts, and 22 (84.6%) hold one post. In table

5:14(ii) the total number of officials involved is 55; of this total 6

(10.9%) have held 3 posts or more, 14 (25.5%) have held 2 posts, and 35

(63.6%) have held one post. Turnover of officials is comparatively

greater than the CPSA. However, in total, the percentage of all those

in the sample who hold a position is 11.2% (26) with 88.8% not holding

a postion. In terms of previous positions 23.7% (55) of the sample

have held a post with 76.3% never having held one. These figures

reveal that there is greater stability and continuity in turnover of

officials in NALGO compared to the CPSA.

Many officers and supporters of both factions point out that some
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Table 5.13 - Length of Service and Union Membership

(i) Length of Service in Public Service (or NALGO for F.T.O's) 

Years Officials	 %	 Members %

1-5

6-10

11-15

16-20

21-25

26-30

31-35

36-40

	

14	 35.9	 92	 42.2

	

8	 20.5	 66	 30.3

	

11	 28.2	 36	 16.5

	

3	 7.7	 8	 3.7

	

1	 2.6	 3	 1.4

	

2	 5.1	 7	 3.2

	

0	 0.0	 4	 1.8

	

0	 0.0	 2	 0.9

Total 39	 100.0	 218 100.0

(ii) Length of Union Membership

Years Officials	 % Members % Length of NALGO
Membership
(Members only)

1-5 6 15.4 91' 14.4 124 56.4

6-10 10 25.6 64 29.1 50 22.i

11-15 12 30.8 41 18.6 32 14.E

16-20 7 17.9 8 3.6 5

21-25 1 2.6 4 1.8 3 1.4

26-30 2 5.1 7 3.2 4 1.E

31-35 1 2.6 2 0.9 2 0.S

36-40 0 0.0 3 1.4 0 0.0

Total 39 10'0.0 220 100:0 220 100.0
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Table 5.14 — Union Positions Held or Holding

(1)	 Present Post(s)

Post GAS	 LG1	 LG2	 LG3	 NHS	 LG4 Total

District o	 1	 o	 o	 o	 o 1	 3.1

Chair o	 0	 o	 o	 o	 o 0	 0.0

Secretary o	 o	 1	 o	 o	 o 1	 3.1

B.E.C. Member o	 o	 2	 1	 1	 o 4	 12.5

Dept. Rep. 2	 0	 5'	 1	 3	 4 14	 43.8

Steward 1	 2	 0	 4	 3	 2 12	 37.5

Other 0	 0	 0	 0	 0	 0 0	 0.0

Total 3	 3	 8	 6	 7	 6 32	 100.0

(ii)	 Past Post(s)

Post GAS	 -L131	 LG2	 LG3	 NHS	 LG4 Total

District 0	 2	 0	 0	 1 3	 3.7

Chair o	 1	 1	 0	 2	 0 4	 4.9

Secretary 2	 1	 1	 o	 1	 o 5	 6.2

B.E.C. Member 2	 5	 3	 2	 3	 2 17	 21.0

Dept. Rep. 5	 7	 5	 8	 5	 6 36	 44.4

Steward 1	 3	 0	 5	 2	 5 16	 19.8

Other o	 o	 o	 o	 o	 o 0	 0.0

Total 10	 19	 10	 15	 14	 13 81	 100.0
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members treat NALGO as a career grade structure. This is because they

identify a successful union career as an alternative means and route

for a- successful occupational career. Therefore, even amongst union

officials there exists an element who are professly careerist and

opportunist as regards their motivation. Naturally, those members who

have become C.O.'s after an active union involvement are regarded with

the most suspicion. Yet, even as C.O.'s they still utilise union

channels to obtain information. This practice had led one branch

secretary to describe C.O.'s as

... either paternal bullies or slick operators depending
on their want".56

Divisions Between Workplaces 

Finally, divergence amongst membership attitudes is also caused

through the physical location of public service buildings and in

geographic area. Fightback officers and supporters are more ready to

condemn the local government inner-London borough branches for being

Broad Left controlled and out of step with the membership. The outer-

London borough and shire branches appear to Fightback as more moderate

and traditionally-orientated. In contrast the Broad Left officers and

supporters regard the inner-London borough branches as more politically

sophisticated than the outer-London borough and shire branches. Again,

in the minority services those branches in urban areas are seen as more

politically aware than those in suburban or rural areas. Many reasons

are given for supposing the above besides the obvious one of more

exposure to political influences in urban areas. In particular, shire

branches are not regarded as fruitful for the development of factions,

primarily because they have a lower level of union membership, and

therefore (one must presume) a less efficient mode of organisation.
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Conversely in urban areas branches tend to have high levels of

membership and more efficient communication and organisation because of

the larger physical concentrations of members.

This raises a second aspect to the cause of divergence between

members on a locational basis. The majority of officers talk of the

problems involved when organising a branch which is spread over many

worksites. In particular, where certain work groups are physically

scattered in out-stations, residential premises, day-nurseries etc.

(who are largely staffed by female members), then it is extremely

difficult to encourage participation in union activities. Therefore,

feelings of isolation and alienation from the rest of the branch are

quite common among these work groups:-

"A lot depends on what they (members in outlying sites)
want from the union, and on how relevant the union appears
to be to them specifically".57

The distribution of members in various locations is further

complicated by the policy of many Labour Party controlled Councils to

'de-centralise' their services (especially in housing). This policy

poses additional strains on internal union communications and contact,

though in many instances has given a stimulus to steward organisation.

This raises another aspect of divergence in that some of the outlying

workplaces more readily respond to union initiatives than others.

"One can expect a variety of responses from different
workplaces dependent on the type of work group".58

It implies that in these cases it is perhaps not so much a condition of

location which affects orientations to unionism as the particular work

group/mileu those members are themselves in. This now carries over

into a discussion of the affects of the workplace environment upon

membership perceptions and attitudes towards unionism and factions in
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NALGO (See Section 3).

Members Political Views and Involvement 

It is felt by supporters of both factions across all the branches

involved in the study that the majority of members are politically to

the right of centre if not apolitical. The first local government

branch is fairly typical of all the branches studied in the way all

factional supporters recognise the existence of a large amount of

support among the members for the Liberal Party/SDP Alliance and for

the Conservative Party. This is strengthened by opinion in the NHS

branch where Fightback supporters dominate the BEC and consider

themselves fully representative of membership political views.

However, it is also recognised that a certain element of the members

are active in a whole range of political parties and groups on the

left. The Fightback supporters in the first local government branch

blame the change in the Council's staff recruitment policy for the

influx of leftward-leaning members and a consequent reduction of the

'older style' members. Supporters of both factions do not consider the

various BEC's to be representative of their membership' political

views: they do see the BEC's as being more representative of the

activists political views. Naturally, those who do attend meetings

will have a great say in branch policies. One Broad Left supporter

pointed out that:-

"The members will support and finance certain political
causes such as CND, but only the activists regularly
attend branch meetings. It is because of this separation
between the activists and members that the members feel
themselves to be powerless in relating to the union".59

The following tables 5:15-5:21(ii) list the voting patterns,

political party membership and activity, and opinions and attitudes on

contemporary political issues of members and officials in the samples.
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Table 5.15- Voting Behaviour in 4 General Elections 

(i)	 Members

Party 1974 (Feb)% 1974 (Oct)% 1979 % 1983 %

Conservative 43 (29.9) 48 (31.4) 56 (28.9) 43 (22.E

Liberal/SDP 19 (13.2) 20 (13.0) 36 (18.6) 73 (38.2

Labour 79 (54.9) 82 (53.6) 100 (51.5) 69 (36.i

Other 3 (2.0) 3 (2.0) 2 (1.0) 5 (2.E

Total 144 ,100.0 153 100.0 194 100.0 190 100.(

(ii) Officials

Party 1974 (Feb)% 1974 (Oct)% 1979 % 1983 %

Conservative 6 (21.4) 6 (22.2) 7 (18.4) 1 (2. n

Liberal /SDP 4 (14.3) 1 (3.7) 6 (15.8). 16 (41-1

Labour 18 (64.3) 20 (74.1) 25 (65.8) 22 (56.,

Other 0 (0.0) 0 (0.0) 0 (0.0) 0 (0.,

Total 28 100.0 27 100.3 3$ 100.0 39 100.
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Table 5.16 — Political Party Membership

Member .	 GAS

(i)

LG1

NALGO Members

LG4 TotalLG2 LG3	 NHS

Yes 1 7 6 5	 3 7 29 13.3

No 36 34 29 36	 28 26 189 86.7

Total 37 41 35 41	 31 33 218 100.0

( ii) NALGO Officials

Member

Yes 25 62.5

No 15 37.5

Total 40 100.0

Table 5.17 — Which Political Party

(i) NALGO Members

Party GAS LG1 LG2	 LG3	 NHS LG4 Total

Conservative 0 1 2	 0	 1 2 6 20.7

Liberal, 0 9 nJ 	 01	 n .-) 1 3.5
SDP 1 0 0	 0	 0 2 3 10.3
Labour

Other

s, 5

1

.4	 5	 2

1

3 1i

2

58.6

6.9

Total 1 7 6	 5	 3 7 29 100.0

(ii)	 NALGO Officials

Party

Conservative 0 0.0

Liberal 3 12.0

SDP 2 8.0

Labour 10 40.0

Other 10 40.0

Total 45 100.0
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Table 5.18	 — Political Party Attendance

(i) NALGO Members

Attendance GAS LG1	 LG2	 LG3	 NHS	 LG4 Total

Week 0	 2	 0	 0	 0	 1 3 10.4

Month 1	 4	 1	 4	 2	 1 13 44.8

Year 0	 1	 3	 1	 1	 3 9 31.0

Never 0	 0	 2	 0	 0	 2 4 13.8

Total 1	 7	 6	 5	 3	 7 29 100.0

(ii) NALGO Officials

Attendance

Week 14	 56.0

Month 7	 28.0

Year 4	 16.0

Never 0	 0.0

Total 25	 100.0

Table 5.19 —	 Political Party Canvassing

NALGO Members

Canvass GAS LG1	 LG2	 LG3	 NHS	 LG4 Total

Yes 0	 6	 2	 5	 2	 2 17 58.6

No 1	 1	 4	 0	 1	 5 12 41.4

Total 1	 7	 6	 5	 3	 7 29 100.0
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Table 5.20 — Employment Acts 

(i) NALGO Members 

Opinion
	

GAS LG1 LG2 LG3 NHS LG4
	

Total

Strongly support 6 1 3 3 2 1 16 8.6

Mildly support 12 6 12 8 7 7 52 27.8

Mildly against 8 7 4 8 11 6 44 23.5

Strongly against 6 24 12 13 8 12 75 40.1

Total 32 38 31 32 28 26 187 100.0

(ii) NALGO Officials 

Opinion

Strongly support 0 0.0

Mildly support 6 26.1

Mildly against 4 17.4

Strongly against 13 56.5

Total 23 100.0

Table 5.21	 Government's Economic Policies

Total

(i)

Opinion

NALGO Members

LG3 NHS LG4GAS	 LG1	 LG2

Strongly support 4	 1	 4 1 3 3 16 7.6

Mildly support 10	 6	 11 7 6 6 46 21.9

Mildly against 6	 6	 4 6 6 6 34 16.2

Strongly against 14	 27	 17 23 16 17 114 54.3

Total 34	 40	 36 37 31 32 210 100.0

(ii) NALGO Officials

Opinion

Strongly support 1 4.3

Mildly support 0 0.0
Mildly against 8 34.8

Strongly against 14 60.9

Total 23 100.0
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In tables 5:15(i) and 5:15(ii) the figures for each political party

remain fairly constant for the first three elections. As in the CPSA

figures in 1983 there is a marked change in voting patterns. In the

members table 5:15(i) it can be seen that votes for the Labour Party

dropped from 51.5% in 1979 to 36.4% in 1983. The majority of these

votes went to the Liberal/SDP Alliance. The vote for the Liberal Party

in 1979 was 18.6%, but for the Alliance in 1983 this increased to

38.4%. Therefore the Alliance took the largest share of the votes from

the NALGO membership sample in 1983. The change in support in the

officials sample table 5:15(ii) is equally as marked. In 1979 the

Liberal Party received support from 15.8% of the officials sample, but

in 1983 the Alliance gained 41% of their support. This support came

from the reduced support both for the Conservative Party (from 18.4% in

1979, to 2.6% in 1983) and for the Labour Party (from 65.8% in 1979, to

56.4% in 1983). However, unlike the members, the Labour Party still

received the majority of the officials' vote. This underlines that the

officials in NALGO are politically more to the "left" than their

members.

The decline in support for the Conservative Party is more marked

in the officials' sample than in the membership sample. The peak of

support for the Conservative Party from the officials was in October

1974 when 22.2% voted for it, it then fell in 1979 to 18.4% and in 1983

to 2.6%. In the members' sample, support for the Conservative Party

peaked, similarly, in October 1974 at 31.4% this fell to 28.9% in 1979

and to 22.6% in 1983. This fall in support is undoubtedly linked to

the experiences of many NALGO members in public services of the

Government's cash limits and privatisation measures.

Tables 5:16(i) and 5:16(ii) show that the vast majority of members
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do not belong to any political party (86.7%), while the majority of

officials are members of a political party (62.5%). This further

underscores the officials being more politically aware than the

members. Tables 5:17(i) and 5:17(ii) show that of those who do belong

to a political party, the majority of members belong to the Labour

Party 17 (58.6%) with 6 (20.7%) belonging to the Conservative Party.

However, in the officials' sample the majority belong either to the

Labour Party (40.0%) or to 'other' political parties (40.0%). The

majority of officials in the 'other' row belong to the Communist Party,

though a few do belong to other -left-wing political parties. Once

again this confirms that trade union activists are more likely to

belong to the Labour Party than to any other political party. Tables

5:18(i) and 5:18(11) show how regularly members of political parties

attend political meetings. In the officials sample 56.0% attend on a

weekly basis, 28.0% on a monthly basis and 16.0% on a yearly basis. In

the members sample only 10.4% attend on a weekly basis, but 44.8%

attend on a monthly basis. In addition, 31.0% attend annually and

13.8% never attend meetings. These figures confirm that trade union

activism is strongly related to political party activism. This is

supported by table 5:19 which shows that of those NALGO members who

belong to a political party 58.6% are prepared to canvass in local and

national elections.

In tables 5:20(i) and 5:20(ii) it can be seen that the views of

the members and officials are roughly in accord over opinions towards

the Government's employment legislation. However, in tables 5:21(i)

and 5:21(ii) there is a divergence between the views of the members and

officials towards the Government's economic policies. While the

majority of members are strongly opposed to these policies (54.3%),
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altogether a significant minority favour them in some way (29.5%). In

contrast only 4.3% of officials favour the Government's policies. This

underlines the party political position of many officials compared to

members.

In response to membership feelings of isolation and remoteness

from the union, many branch leaderships have developed their own

methods for increasing involvement. In the local government branches,

in particular, union training and educational courses have been held

before the annual steward elections to encourage members continued

interest in union affairs. Some branches have chosen target groups or

issues to stimulate participation by holding meetings or organising

campaigns around women, black workers and anti-nuclear protests. Many

of the Broad Left supporters once again emphasise the importance of the

steward's role.

"The stewards must be confident of their own ability and skill
in involving others politically. To this end issues such as
public spending cuts, racism and internal-only vacancies must
be raised and thoroughly discussed".60

Table 5:22 overleaf shows the attendance of members at their

branch meetings in the 6 branches studied. It can be seen that the

figures in table 5:22 show a very poor regular attendance at branch

meetings. Only 13.7% of the sample attend nearly always, with another

16.9% attending fairly often. However, a further 36.5% attend once or

twice a year, which supports the argument that members are discrimi-

nating in attendance on the choice of issues that occur on branch

agendas. It is a disappointing sign, and perhaps reflective of those

members who are located at outlying stations, that 32.9% never attend

branch meetings.

"In explaining the poor attendance of Building Works Department
representatives at the Executive Committee the senior steward
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Table 5..22	 -- Attendance

Attendance GAS LG1. LG2 LG3 NHS LG4 Total

Almost always 0 6 15 1 4 4 30 13.7

Fairly often 3 12 3 9 2 8 37 16.9

Once/Twice• 12 17 10 24 5 12 80 36.5

Never 22 6 8 8 20 8 72 32.9

Total 37 41 36 42 31 32 219 100.0



315

said - 'we are not really interested in external affairs. We've
got enough problems of our own'...".
Linn (1977: 38).

Most factional supporters agree that members are prepared to

participate fully where they can perceive an issue as directly

affecting their own interests. These can include the annual pay claim,

the threat of industrial action, privatisation, re-grading,

victimisation and redundancy. The problems arise mainly in trying to

get members to perceive the relevance of an issue in a collective sense

rather than in an individualistic sense.

Disagreement between Fightback and Broad Left supporters exists in

how best to achieve this. Many Broad Left supporters wish to increase

the immediacy of report-backs to members and are sceptical of those

branch officers who continue to see NALGO's traditional role (an

association to defend professional status and privilege) as their

primary objective. Fightback supporters lay more emphasis on the

pursuit of 'bread and butter' issues whether in support of an

individual or a group to increase participation. They believe this is

paramount because the union is judged on how relevant it is to the

members, and where stewards exist how effective the steward is in

identifying with the members interests. The issue of increased

membership involvement is not as clear cut as the positions above might

suggest. Indeed, some Broad Left supporters would agree with the

opinions of Fightback and vice-versa. However, it is clear that a

major divergence of opinion exists between supporters of either faction

upon this particular issue.
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3. WORKPLACE ENVIRONMENT 

Industrial Relations and Management Strategies 

It has been noted above that the Whitley Council system of

negotiation and consultation is highly centralised in structure and

procedure. It was also established that this structure of bargaining

exercises a great determining influence on the structure of NALGO

itself. The affect of this centralised method of bargaining upon the

union and on members perceptions of NALGO'S role is considerable. The

majority of officials interviewed comment upon this affect in a

negative manner, for example:-

"The union reflects local government procedures so much
that it is easy to call meetings, discuss issues and leave
them unresolved to write reports upon".61

Yet given the bureaucratic nature of NALGO's organisation, most

officials regard the hierarchical bargaining structures as exercising

the greatest influence on NALGO's affairs (see Cohen: 1979; Somerton:

1977). In the gas industry, for example, not only do NALGO officials

have to negotiate through a hierarchical myriad of bargaining channels,

there also exists separate negotiating procedures for higher

management. This further increases the complex bargaining patterns,

and also heightens distinctions of status between different grades of

NALGO's membership. The major problem that many officials find,

especially those who support the Broad Left, is the reporting back of

the proceedings concerned with negotiations to the ordinary

membership:-

"Although in theory members have the right of recall of
the national negotiators, in practice there is no feedback,
and where there is it is not sufficiently swift enough for
action to be taken".62

This leads, many officials agree, to feelings of distance and
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remoteness from the negotiations by the membership. These feelings are

given added strength by lengthy and drawn-out procedures followed

within the Whitley Council system. At times it can appear to some

members as if this system is non-existent as no changes are forthcoming

from it. At other timess union officials believe that management try

to incorporate them in manpower planning through agreements on the

redeployment of staff. All of these aspects reinforce a picture of the

Whitley Council system as (one official describes):-

11 ... archaic, cumbersome, huge and alienating!".63

To many members the Whitley Council system can be restrictive and

inhibiting as far as their own careers are concerned. Officials,

especially Fightback supporters, can point to members who are worthy of

more recognition in their jobs but are restricted by the present

arrangements concerning gradings and salary scales:-

"The Whitley system is a strait-jacket. It does not allow
high-flyers to develop to their full potential. The system
protects the weak, but is also holds back the strong".64

However, some Broad Left supporters are prepared to defend aspects

of the Whitley Council system in local government. The major

negotiating strength that the structure of bargaining bestows upon

NALGO is that it allows the union nationally to pursue its bargaining

objectives and claims in a united fashion. The employers are never

united nationally because of the political differences between

Councils. NALGO, however, is able to combine its members across

Councils, and if need be across services, in order to put pressure on

the employers' side. Nationally NALGO possess great bargaining

strength, but in practice it is hardly ever utilised as nearly all

forms of industrial action take place at the individual branch level.

In common with the Civil Service, the public services have been
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subjected to public spending cuts and efficiency drives. The strict

use of cash limits has led to what has become known in local government

as f ratecapping f , and the more efficient use of resources has spurned a

whole range of 'privatisation' measures across many services and

industries. The harsh economic environment has greatly affected

industrial relations within the public sector, and employees

perceptions of their role within it. Many officials (especially those

who support Fightback) bemoan the loss of the old consensus in town

hall politics:-

"In previous years anyone elected to the Council Chamber
thought they were defending something worthwhile, but the
new type of Tory councillor sees public services as a
parasite on society".65

The old 'civic duty' of most local government officers has

suffered as a result. The continued decline in status and economic

standards of local government officers, coupled with the

bureaucratisation and rountinisation of their work has encouraged

feelings of dissatisfaction and resentment. The differential aspect of

NALGO's trade unionism, based on workplace distinctions between grades,

has been consistently eroded. In addition, the decline in standards of

service provided, due to central Government financial cutbacks, has

seriously affected the concept of a public servant providing an

adequate service.

"The public service has not before been affected by a profit
motive, hence the previous situation engendered a different
relationship to work. In the private sector the affect of
industrial action can cause a company to go bankrupt, in the
public sector this can never happen as costs are always made
up. Members are aware of this and can exploit it. In
certain departments, such as social services and housing,
there exists a moral compunction in the work. Members carry
the largest moral responsibility with the most direct
public contact. They can see the problems caused to
the public by the decline in the standards of service. It
offends them morally to see such a deterioration, and
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inclines them to more readily embark on industrial action
to seek redress".66

There is, therefore, a greater realisation on behalf of the NALGO

membership of the similar position and circumstances that face manual

unions and themselves. This has aided NALGO in developing an

industrially militant consciousness without being overtly too

political. Campaigns against Government policies have been co-

ordinated by NALGO in all its services either independently or in

unison with other unions. Many officials (particularly those who

support the Broad Left) envisage these campaigns in the defence of jobs

and services as not just 'pure economism' but serving to highlight the

'political' nature of many decisions that affect the provision of

services locally (see Winchester: 1983).

"The financial constraints of local government are directly
political; in the case of a pay rise the argument that the
employer can't afford it is ultimately down to a political
decision - not to increase the rates".67

Supporters of the Broad Left recognise that the majority of the

members are more prepared to help with defending standards of service

than with defending their own individual interests at work. In some

ways Broad Left supporters hope that by developing a broader political

dimension to NALGO's campaigns it will help in overcoming the public

servant mentality that still exists in many sections of the membership.

To this end:-

"... the union has to break down the facade of professional
status which leads to a false consciousness (like nurses in
the NHS); it has to combat directly notions of a career
ladder, the emphasis on superiority, earning more money
and taking greater responsibility".68

It is these individualistic occupational traits that Broad Left

supporters perceive as responsible for the remaining hostility of some

groups of workers towards union involvement. The main example given to
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illustrate this is the case of residential workers. The members in

this occupational grouping usually have similar backgrounds and

qualifications. They are scattered in small groups across many out-

lying sites away from the main core of local government employees.

Officials say that the style of management towards these groups of

employees are usually anachronistic in an hierarchical fashion. Most

officials contend that union involvement directly mirrors the manner in

which individuals are viewed at work. This type of working environment

leads to a rather idiosyncratic outlook because residential workers do

not appreciate the importance of involvement as they do not experience

it at work:-

"They (the residential workers) orientate themselves according
to the way they are perceived, and respond to the kind of control
given them. If they are powerless at work then they are
powerless in the union".69

The tables overleaf show members attitudes in the six branches

studied to participation in industrial action that has an economic or a

political objective. It is apparent from the results in tables 5:23(i)

and 5:23(11) that the members in the sample are not willing to

participate in industrial action of both varieties. In a strike with

an economic objective only 34% were willing in some way to participate

in it. A further 41.3% were very reluctant to participate at all. In

table 5:23(ii) these figures decrease and increase.	 Only 21.4% of the

members were willing to participate in a strike that has a political

objective. In contrast, 60.9% of the members were very reluctant to

participate in such an action. These figures emphasise how difficult

it is for branch officers to overcome the professional ethics and

barriers that prevent many members from participating in forms of

industrial action.
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Table 5.23 -- Willingness to participate in industrial action 

with an industrial or political objective 

(i)

Participation

Industrial Strike

NHS LG4 TotalGAS	 LG1	 LG2	 LG3

Very willing 0	 7	 7	 8 2 6 30	 14.0

Quite willing 2	 8	 8	 10 7 8 43	 20.0

Little reluctant 9	 12	 6	 11 8 '7 53	 24.7

Very reluctant 25	 14	 13	 12 14 11 89	 41.3

Total 36	 41	 34	 41 31 32 215	 100.0

(ii) Political Strike

Participation GAS	 LG1	 LG2	 LG3 NHS LG4 '	 Total

Very willing 0	 6	 3	 7 0 6 22	 10.2

Quite willing 0	 7	 4	 3 7 3 24	 11.2

Little reluctant 4	 8	 6	 9 4 7 38	 17.7

Very reluctant 32	 20	 21	 22 20 16 131	 60.0

Total 36	 41	 34	 41 31 32 215	 100.0
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Physical Conditions of the Workplace 

This now raises a second important aspect of the work environment

that supporters of both factions regard as exerting influence on

membership perceptions of trade unionism. It concerns the logistics of

physical workplace space. The importance of location has been

mentioned above in terms of inner-city/shire branches and the

concentration of members in one/a number of work sites. In addition,

the actual office plan is extremely important in fostering peer group

loyalties and in assisting union communications and contact. In the

previous chapter the importance of the open-plan office in facilitating

a collective consciousness and in assisting factional organisation in

the CPSA was clearly appreciated by officers and members of both

factions. The affect of the open-plan office environment is no less

different for factions in NALGO.

The majority of officers and supporters across both factions

consider the open-plan office an aid in facilitating union

communications. This is basically because of the ease of access

allowed by that particular environment. The open-plan office

stimulates greater social involvement between members because of the

closer physical proximity of so many employees. However, while it is

easy to start general discussions and pass information quickly in open-

plan offices, at the same time supervision is closer. It is generally

felt by the majority of officials interviewed that work tends to

dominate in the open-plan office because of the closer supervision. It

is largely because of this that many officials have found members

constructing new barriers to secure an element of confidentiality (such

as divides between desks). In some ways the small office with a couple

of employees guarantees a deeper conversation with a more considered
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opinion on different issues than the impersonal environment of an open-

plan office. Therefore, there exists separate advantages and

disadvantages from the affects of open-plan and small offices for both

employees and for the union. This has implications for the third major

aspect of the work environment's affect on membership perceptions of

trade unionism.

Use of Industrial Action and NALGO Members 

The third aspect of the influence the work environment can

exercise concerns the propensity and ability of groups of members to

conduct industrial action. It has already been discussed above how

certain branches (in inner-city areas) are considered to be more ready

to embark on industrial action and have the autonomy and resources to

do so. It has also been noted that certain occupational groups have

overcome their professional prejudices in launching industrial action

for a number of reasons (though primarily relating to a decline in the

standards of services due to central government cash limits). These

factors when combined to the benefits and problems associated with the

physical distribution of members, in terms of both workplaces and types

of office, have a greater influence on membership willingness and

predisposition to participate in industrial action of one form or

another (see Griffin: 1981).

"A union presence in an office, or in a section, where none
previously existed, can lead to the discovery of grievances
which would not otherwise have been raised within the union".
Linn (1977: 59).

Nearly all officials interviewed believed that although the

branch leadership may see the necessity to call industrial action over

a particular issue, they are still dependent on the response from the
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membership. If the members do not perceive the issue as worthy of

industrial action then they will not take it. This, however, is only

half of the issue. Many officials relate that the most arduous task is

to persuade members that the action to be taken will be effective

rather than the members perceiving the justification for the dispute.

"If the members have a grievance then they will take action,
but what type of action and how much depends on the leadership
given by union officials".70

Naturally, the Fightback officers and supporters were not as

inclined as their Broad Left counterparts to encourage the membership

to resolve their grievances through industrial action. However, they

did recognise the necessity of industrial action in the pursuit of

legitimate union claims but not in order to achieve wider 'political'

objectives. Broad Left supporters emphasise the 'political' aspects of

industrial disputes particularly by relating them to the economic

policies of the current Conservative Government. They believe that the

overall political climate in the country has a profound affect on the

militancy of the members - it can reduce their willingness to strike

because of mass unemployment, and/or increase their perception of the

'political' nature of many 'managerial' decisions taken in the public

services. Broad Left supporters are more inclined to perceive the

'educative' affects of industrial action. They see participation in

industrial action as producing a 'consciousness-raising' effect on the

membership. Those who may have been apathetic before can become more

involved in union activities through their experiences while

participating in industrial action. Many Broad Left supporters believe

that experiences of industrial action make members more sensible to how

other disputes are reported in the media (see Blume: 1973).

The Fightback supporters do not share such an 'optimistic'
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perspective concerning the affects of industrial action upon the

membership. In contrast they are more disposed to stress the 'two-way'

nature of experiences during periods of industrial action. They

consider that most disputes are very different and individual in their

own way. Disputes all have different causes and outcomes. However,

they can either give a fillip members if the dispute if successfully

resolved, or they can have an absolutely devastating affect upon

members morale if unsuccessful in outcome. If a long dispute is not

resolved in the members favour it can leave them shattered and

unwilling to participate in similar action for many years. Fightback

supporters believe that the key to maintaining membership morale lies

in how the dispute is handled and how it is reflected to the members.

"The Broad Left are like a 'bull at a gate' at times; they
rush into a dispute without properly gauging the effect
on the members. If a dispute is prepared for and organised
in such a way as to fully prepare the members for whatever
result, then membership reaction will not be so negative if
the dispute does not achieve all it was expected to do".71

An interesting divergence in approach to industrial action exists

between the supporters of Fightback and the Broad Left. Where the

Broad Left seeks to highlight the 'political' nature of disputes and to

encourage 'consciousness-raising' aspects of members experiences, the

Fightback faction are more reticent to emphasise the benefits accruing

from industrial action. Indeed, they are more prepared to face the

detrimental affects that industrial action can have on membership

morale and predisposition to embark on future action if the action is

unsuccessful. Understandably the differences in perception find

support from different services, branches, occupational groups etc. for

the reasons discussed earlier in this section. In terms of issues that

arouse officials' and members' concerns one in particular consistently
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emerges in discussion. This is new technology which is the final

aspect of the work environment that supporters of both factions see as

influencing members' perceptions of trade unionism.

The Effects of New Technology 

The majority of officials are concerned primarily with manner in

which new technology has spread in the public service without a proper

negotiated agreement: there is no nationally agreed new technology

agreement. This is not plausible or practical given the wide diversity

and disparity between the employers (i.e. Councils). Therefore, the

most NALGO nationally can do is to help formulate national guidelines

in the hope that branches locally will reach new technology agreements

with their respective employers. However, evidence from the branches

studied locally and from officials interviewed suggests that the

overwhelming majority of branches do not possess such agreements and,

indeed, have not held discussions on reaching such agreements.

Therefore, new technology has been introduced in all sorts of ways, in

most cases without thought of linkage or future development.

Some of technology that is introduced in 'old' not 'new'!
The employers are trying to utilise a technology which is
dated" .72

Most officials are concerned at the very selective and informal way in

which most of the new technology has been introduced. This is because

they believe the reasons for its introduction have not been for the

benefit of those employees it is supposed to assist, but rather to cut

jobs and staff costs in the name of efficiency. Officials believe that

those members who work in finance departments and typists generally are

the prime groups under threat of job loss.

The fear of most officials is that the potential for job loss as a

the result of the introduction of new technology is just as enormous as



327

the potential improvement in the quality/quantity of service. This

fear results from a mistrust of managerial reasons for new technology's
73

introduction.	 "The fear-of the unknown" as one official describes it.

The primary reason for this fear is the lack of a coherent, thought-out

management strategy for the utilisation of new technology and its

possible consequences (see APEX: 1979).

"The users of the technology are aware of the potential affects
of the machinery they work on, and relate that to the union!".74

Officials are particularly concerned that the possible long-term

employment generation affects of new technology have not been thought

through by the employers. The imperative on the employers side, as far

as union officials see it, is to achieve short-term aims (such as

reductions in staff costs and increased efficiency) at the expense of

longer-term benefits. The suspicion of managerial motives is given a

further stimulus by the lack of consultation with union representatives

over new technology's introduction. Officials believe that if they are

involved in discussion with management concerning the choice of an

appropriate system and how to incorporate and adapt it to present

working conditions then the benefits of new technology can accrue to

all parties affected. One official relates how in his department the

union representatives were able to organise the members around the

possible health and safety effects of new technology to force

management to negotiate and reach an agreement on its introduction.

All officials are aware of and prepared for the deskilling effects

of new technology. The uneven introduction and development of various

systems has major repercussions for job content and gradings. Indeed,

many officials envisage the new skills created by new technology as no

less monotonous as the older out-dated skills. In some respects new
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technology can lead to work intensification, rather than its

alleviation such as word-processing (see Moore and Levine: 1985).

"New technology can deskill jobs, routinise and de-humanise
work, creating a crypto-factory environment".75

However, not all officials think new technology has only negative

effects. Some officials are aware of situations where the introduction

of new technology has allowed members to be released from mundane work

and to pursue more interesting aspects of their occupations. In this

respect these officials believe the union should concern itself with

the affect of new technology on the quality and nature of work. The

union's role should be one that is educative to project the advantages

to be gained from new technology for the members.

"Where more work is the result of new technology's
introduction then the union must press for more pay;
where less work is the result then the union must
ensure the safety of jobs".76

It is with these objectives in mind that many officials prefer to

bargain with management in a piece-meal fashion over new technology

rather than having a general agreement to refer to on each occasion.

This is because officials recognise that the overwhelming majority of

members favour the introduction of new technology. This is due to a

variety of reasons but primarily because they believe it will end a

great deal of monotony involved in their work and because it has a

certain status attached to it. Most members want to familiarise

themselves with the new technology because, as they perceive it, it

will enhance their own position and job prospects. However, many

officials are concerned at the way in which a lot of agreements are

made at the members own expense because they have not thought through

the whole issue.

"The members can end up with more monotonous work because
of the control new technology is able to exercise over work
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levels. In the past the individual employee couldcontrol
this, but now that control is incorporated within the
technology" .77

In many respects the control element is the most immediate and

noticeable difference in the performance of the members work tasks.

The loss of individual discretion over work loads is keenly felt and

gives rise to various grievances. These grievances can be exploited by

union officials. Broad Left supporters are quite prepared to

capitalise upon membership apprehensions to encourage industrial action

in the pursuit of properly negotiated new technology agreements.

Fightback supporters are opposed to this preferring instead to accept

the inevitable widespread introduction of new technology and to bargain

over each specific adaption of technology in the interests of the

members (see Robins and Webster: 1982).

CONCLUSION 

1.	 Characteristics of the Political System

A formalised factional system exists in NALGO at the level of the

District (but not in all Districts). At national level the electoral

system is not conducive to factional activity, partly because of its

regional and service based compostion, and partly because, although

important issues such as pay are decided centrally, bargaining is

largely devolved on a regional/branch basis in the majority of

services. However, the structure of the factions tends to be very

loose and their prime motivation is electoral. In effect, competition

takes the form of mobilising electoral support in the larger branches

in each District and in guaranteeing branch delegate support at A.C.

In the Metropolitan District, the two major factions of Fightback

and the Broad Left compete in electoral competition. Fightback

supporters consider themselves representative of the memberships'
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industrial and political views, unlike the Broad Left. The Broad Left

control the D.C. and are therefore keen to increase support at branch

level, particularly through the introduction of steward systems.

Fightback supporters oppose this introduction and what they consider

the indirect means of election that exists for D.C. delegates.

This is one reason why some Fightback officers and supporters

believe there is no advantage to be gained from factional activity.

They believe that it creates false choices by lumping every candidate

in one faction or the other, and, consequently, inept candidates are

elected solely on the basis of having the right label. Yet other

Fightback supporters believe that factions are good for the union

because they offer a clear political alternative to the membership.

The majority of Broad Left officers and supporters agree with this

latter view emphasising that offering a clear political choice

stimulates many members into activity. The role of factions, as they

see it, is to assist in explaining issues to members. However, some

Broad Left supporters fear that the Broad Left could become too

structured and organised so that it will be doing some of the work that

NALGO should be doing. The major danger, as they perceive it, is that

the Broad Left's relevance to life in branches will become increasingly

limited.

The main policy orientation of the Fightback faction is to

represent the economic and industrial concerns of the membership. They

consider that few members join to be involved in political activities,

therefore involvement in political issues should be very limited. The

Broad Left consider a political role for NALGO to be as important as

its economic and industrial role. They believe this primarily because

the Government's progressive actions that have turned trade unions into
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a major political issue. Broad Left supporters see themselves as

playing an educative role for the members in heightening their

political awareness especially through industrial action.

This divergence over the importance of a political role is

mirrored in opinions towards the relevance of union leadership. All

officials were agreed on the importance of leaders reflecting and

leading membership views. The Fightback officers and supporters

stressed especially the ability of a leader to influence membership

opinion. The Broad Left supporters were more ready to see a

qualitative difference between those leaders who were responsive to

membership interests and those who, through the advantage of

incumbency, use their position in a self-perpetuating manner.

Fightback supporters see the danger of many left-wing leaderships being

too advanced in their views as to total divergence from the true state

of membership opinion over certain issues.

There are fundamental political differences over how the union

should operate and the relative importance of certain issues. The

major threat the Fightback officers and supporters see the Broad Left

as posing is of 'hi-jacking' the union leadership and using this

position to launch industrial action against the Government. The Broad

Left for their part are anxious to make the connection between

political and industrial issues. Broad Left supporters are critical of

what they see as the bureaucratic nature of NALGO which does not

service the members the way it should. They see this as largely

because the NEC members are not fulfilling the role they should be

performing, and because the D.0.0.s are not accountable to DCs.

The supporters and officers of the Fightback faction regard the

discussion of international issues as irrelevant to the interests of
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the membership. The Broad Left regard the discussion of international

issues as a legitimate part of trade union work, and criticise

Fightback supporters for being apolitical and pandering to the so-

called 'common sense' approach that many older NALGO members adopt.

The Fightback officers and supporters retort that the political

'neutrality' of the local government official is the key lynchpin of

the profession. Therefore, it is only right that the union should

reflect such views and resist any attempts to seek affiliation to the

Labour Party as this would compromise the position of NALGO in the eyes

of the membership. The supporters of the Broad Left regard a 'public

servant' mentality as anathema and see Fightback's actions as

purposefully reducing the political potential of NALGO. NALGO, to

them, is no longer a local government officers' association and the

union leadership should recognise this by adopting a platform of the

aggressive defence of services.

The supporters of the Fightback faction point to the lack of

interest the membership shows in political issues as a vindication of

their non-political stance. They believe it is essential for the union

to concentrate on industrial issues that directly affect the membership

in order to stimulate increased participation. The Broad Left officers

and supporters acknowledge the importance of targeting on issues

relevant to members but interpret this in its broadest sense. The

majority believe that overt factionalism is disadvantageous to the

Broad Left as many members, although agreeing with the Broad Left

policy stance on specific issues, will still vote for Fightback because

they are scared off. The Fightback officers and supporters

inadvertently recognised this when they stated their support for a

factional slate. They believe it is better for the members to be
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offered a clear-cut political choice in election address. The

Fightback supporters know that they are likely to gain the votes of

many-members who do not agree with the political views of those in the

Broad Left.

Both Fightback officers and supporters are adamant that they do

not follow any party political line. Their members are either

apolitical or drawn from all major political parties. The Broad Left

by contrast reflects quite closely the views of the non-Trotskyite

Labour Party 'left' and of the Communist Party. There are other

supporters drawn from Trotskyite parties and groups such as the

'Militant Tendency', SWP and WRP, but their influence is not as great.

Naturally these differences lead to many disagreements, particularly

over whether the Broad Left should take on a 'national' organisation in

NALGO or remain tied to its District base. The Fightback faction do

not have formal organisational connections with other 'moderate' groups

in various trade unions, but individual members do meet 'moderates'

from other unions. Fightback meetings are mainly held on an informal

basis but regular meetings are held for nominating candidates for their

slate, before the A.C. and before DC meetings. The Broad Left has

organisational contacts with other 'broad lefts' through trades

councils, SETUC and the LCC. The Broad Left produces a regular

newsletter and meetings are held in a similar fashion to Fightback,

although supporters in different services meet separately. Finance for

both factions is usually raised from individual members and supporters

and by donations from larger branches.

2. Determinants of the Political System

In this chapter three factors were shown to have an important
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influence on the political system in NALGO. These are:-

the public services, characteristics of the membership and the

workplace environment.

Firstly, the public services. The structure of NALGO is a

bifurcated one separating bargaining and non-bargaining channels. Yet

both channels share a similar centralised structure. NALGO's structure

mirrors the employment and bargaining structures found in the public

services. Fightback is keen to retain the centralised basis of the

Whitley Council system and opposes any moves to devolution. The Broad

Left believes that the present bargaining system places too great a

dependence on NEC members and full-time officials who, like D.0.0.s,

have too much autonomy. The continuity of individuals in NEC positions

increases the bureaucratic nature of NALGO and no attempts are made to

improve the organisation. This all adds up to produce an image of

national negotiations as distant and remote from the needs of

individual members. Therefore, change is needed in the form of

devolved bargaining responsibilities.

The Broad Left sees building upon the relative autonomy of

branches within NALGO as one means of progress. At the level of the

individual branch much can be achieved with a co-operative employer.

Indeed, many councils have introduced de-centralisation polices which

have encouraged the devolution of bargaining. De-centralisation

policies have also helped incorporate the steward system within NALGO's

structure. The Broad Left look upon the steward system as a means to

increase members involvement in the union and emphasise the importance

of having an adaptive steward system to meet particularistic

environments. Supporters of Fightback regard steward systems as a
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means of the Broad Left usurping the traditional authority of BECs.

They also believe that it is impossible to have a widespread use of the

steward system in NALGO if managements do not agree to devolve

bargaining responsibility on their own side down to line managers. If

this is the case then a steward system would be pointless as it would

be operating in a vacuum. They also point to the difficulties of the

Sheffield branch and the problem of finding the right individuals

capable of representing all interests.

Secondly, membership characteristics. Nearly all officials agree

over members' perceptions of their primary interests. These are

industrial interests which the Broad Left interprets as leconomistict,

and are reflected in the policies adopted by the NEC. The Broad Left

believes it can raise the conscience of members over 'human issues'

(such as the NHS) and that members are prepared to take industrial

action if they have a grievance. Fightback supporters criticise the

Broad Left for perceiving trade unionism as an extension of politics,

believing that this approach alienates many members from the union.

Instead, Fightback sees its role as re-directing the union back to its

primary function of representing members' industrial interests.

There exists great variations in the characteristics of NALGO

members which is reflective of its recruitment base. In general, most

of the membership is aged between 30-50 years, a high proportion are

graduates, the overwhelming majority are women and the senior grades

tend to participate more. Differences in attitude are also the result

of having direct or indirect contact with the public. In departments

such as social services and housing employees directly face the public

and, therefore are aware of the affects cuts in public expenditure are

having. Those NALGO members who work in departments such as the
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borough treasurer's, planning and chief executive's office have

indirect contact within the public and are less aware of the direct

affects of the cuts in public expenditure.

The tendency over recent years is for middle and senior grades to

become even more active in the union. Many officials relate this to

the unease that these grades feel over their loss of differentials and

decline in status as a direct result of the Government's economic

policies. It is easier for those in positions of authority (and with

high levels of education) to participate in NALGO and take on a leading

role. However, this has aroused the suspicion of many lower grades who

are dubious over the 'dual role' that many senior grades perform. Some

lower grades believe that many middle grades use their experience in

the union as a means to further their own occupational careers rather

than as representing the interests of all members.

There also exist politically relevant differences amongst the

membership on a geographical basis. Firstly, in the Metropolitan

District the major divide is between the inner- and outer-London

boroughs. Branches in the inner-London boroughs tend to have more

'left-wing' leaderships and therefore, are more supportive of the Broad

Left. Branches in the outer-London boroughs tend to have more 'centre'

and 'right-wing' leaderships and are, therefore, more supportive of

Fightback. This difference is extended to shire branches which tend to

have more 'centre' and 'right-wing' leaderships than compared to urban
•

branches. The Broad Left officers relate this to the high level of

membership involvement and better organisation of urban branches

generally compared to those in the shires.

Secondly, most branches are spread over many different workplaces

and this adds to the variation in attitudes of the mebbers. The policy
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of de-centralisation has increased this variation. Indeed, many groups

of members feel isolated from branch activities because they are

conducted usually at the largest site of employment concentration. In

these circumstances it is more likely that many groups of members will

be influenced more by the attitudes of their local management than by

NALGO.

In assessing the membership's political views nearly all officials

were agreed that the majority of members are either apolitical or

right-wing in their political orientation. In the fieldwork survey it

was shown that in the 1983 General Election most members had voted for

the Liberal Party/SDP Alliance. Fightback supporters believe that they

are representative of these opinions and clearly part of their

membership is drawn from political parties which reflect these

opinions. The majority of officials interviewed are politically to the

'left-of-centre'. Indeed, most BECs are seen as representative of

activists' view points and therefore will be 'left-wing' politically.

In developing ways to increase membership participation all

officials related them to the interests of the membership. Fightback

officers and supporters are keen to stress the importance of industrial

issues to members. The Broad Left feel that although this is important

the mechanism of reporting back needs to be overhauled. Supporters of

the Broad Left are of the opinion target groups amongst the membership

can be selected to orchestrate campaigns around. It was also suggested

that union education and training courses could be held before steward

and branch officer elections to help increase members' involvement.

Thirdly, workplace environment. At the local level many union

members feel distanced from the bureaucratic apparatus of the Whitley

Council system: for example, it appears restrictive to many over re-
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grading claims. Furthermore, the decline in status and rewards and the

increasing routinisation of work have helped to create an air of

dissatisfaction amongst local government officers and other public

servants. The decline in the standards of service which is a direct

result of cuts in public expenditure has also affected NALGO members'

perceptions of the nature of industrial relations in the public

services. The Broad Left officers and supporters aim to build on this

dissatisfaction by exploiting the political connotations of many

decisions made. They see this as a means to overcome the occupational

barriers that prevent many members from taking part in industrial

action. The major bargaining strength that they perceive is NALGO's

ability to pursue claims united nationally,

which the employers' side can never achieve.

In building-up this increased awareness the majority of officials

pointed to advantages of organising in open-plan offices. This

environment assists union organisation and fosters a collective

identity. However, some officials point out that the open-plan office

creates new barriers, and that supervision can be a lot closer which

can hinder rather than help union organisation. The Broad Left

supporters want to use this environment to encourage membership

involvement in the union and to lay the groundwork for taking

industrial action. Fightback supporters reject the Broad Left's

attempts to do this as inappropriate for the correct representation of

members' interests. They do not share the opinion of the Broad Left

that idustrial action has an educative affect. The way a dispute is

handled and how its progress is communicated to the members is what

Fightback supporters regard as the most crucial aspects of any form of

industrial action.
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One environmental issue which does stand out from any other is

that of technology. In most branches technology has crept in without

management negotiating an agreement with the union. No national

technology agreement is practicable given the diversity in employers,

so that it is up to the individual branches to negotiate their own

agreements. It is obvious from the officials interviewed that most

managements have not thought through the longer-term implications of

technology. In many cases different systems have been introduced in a

selective way with no linkage possible. The major fears amongst most

officials and members is the threat of job loss and work

intensification resulting from technology's introduction. The approach

of Fightback supporters is to emphasise the positive aspects of

technology and to encourage piece-meal bargaining. The Broad Left's

supporters are of the opinion that the longer-term implications

especially relating to job discretion need to be spelt out and where an

agreement is not reached then industrial action should be used.

3. An 'Adolescent' Faction System

The political system in NALGO is one that possesses an

'adolescent' factionalism. Adolescent because political competition is

not as overt as in the CPSA. At the national level factional activity

is very restricted due to the union's electoral system and the

employment and bargaining structures. At the District level factional

aotivity is more overt and with similarly structured and organised

factions as in the CPSA. However, many Districts do not as yet have

this factional competition which effectively prevents a coherent or

continual national factional organisation. It is because bargaining

over service conditions related issues is concentrated at the District

or individual branch level that factional activity is stimulated and



350

encouraged. This has gathered momentum by the devolving of bargaining

through the de-centralisation policies of some councils which has

assisted the developmnet of a steward system and its incorporation

within the union structure. The diverging characteristics of the

membership and the physical environments in many services have proved

conducive to factional activity. As in the CPSA the economic policies

implemented by the present Government and managerial practises utilised

have heightened feelings of disenchantment amongst NALGO members. As a

result the NALGO membership is more receptive to the differing policy

positions put forward by the respective factions, particularly as

regards to the future strategy for NALGO to adopt. It is for these

reasons why given the nature, extent and connections of NALGO factions

that I am able to say an 'adolescent' faction system exists in NALGO.
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CHAPTER 6 

ASTMS 

INTRODUCTION 

The analysis followed in this chapter is similar to the previous

two chapters. Attention is focussed on the political system and

culture within ASTMS. The plan followed is also similar. The first

section outlines ASTMS' organisation and its electoral system. The

organisational inter-connections and relationships between the various

collectivities in the administrative structure (Branches, Divisional

Councils, Annual Delegate Conference and National Executive Council)

and the industrial structure (Groups, National Advisory Committees,

National Industrial Advisory Committees and National Officers) are

traced.

The second section describes and examines recent developments and

events in the internal politics of ASTMS. The growing disenchantment

with the present national leadership and their style is chronicled,

leading eventually to the creation of the 'Broad Left' in 1983. The

political differences within the two London Divisions 8 and 15 are also

described.

The third section outlines the structure and policies of the

national leadership supporters and the Broad Left. This relates them,

from an initial definition of 'faction', to an analysis of ASTMS'

organisisational structure and procedures. Particular consideration is

given to the role of full-time officials within ASTMS, and,

specifically, the debate concerning their election.

The role and policies of the Broad Left and the national
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leadership supporters are compared with what officials and members

consider them to be. Finally, the influence of external political and

industrial bodies on the Broad Left and activities within ASTMS are

considered.

The fourth section contains an analysis of the major determinants

of the political system in ASTMS. As in the previous two chapters

three principal areas are analysed: the service/company (providing the

industrial and bargaining structures), membership characteristics

(structural and personal factors), and the workplace environment

(emphasising physical aspects, technology employed and peer group

loyalties).

The fifth and final section discusses the points raised in the

previous four sections and assesses the character of ASTMS' political

system.

SECTION 1 - THE STRUCTURE AND ELECTORAL SYSTEM OF ASTMS 

This first section outlines the organisational structure of ASTMS.

In the administrative structure the basic unit of the Branch is

described in terms of its varying types, 	 functions, meetings,

committees and officers. Secondly, the role, composition and

responsibilities of the Divisional Councils organised on a geographic

basis are described. Thirdly, the role of the Annual Delegate

Conference (ADC) as the main policy-formulating body is outlined.

Finally, the role, functions and method of election of the National

Executive Committee (NEC) are described.

In the industrial structure the basic unit of the Group is

described, then the National Advisory Committee's (NAC's) role as the

major bargaining arena for pay and conditions of service in each

industry. Thirdly, the role in bargaining of National Industrial .
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Advisory Committees which take on responsibility for a specific

industry is discussed. Finally, the position of full-time officials at

National and Divisional levels is discussed.

The Association of Scientific, Technical and Managerial Staffs

claimed to be the largest and fastest growing white-collar union in

Europe in the 1970's. In 1984 it had 390,000 members. It organises

across many areas, but mainly among scientific, technical and

managerial employees in manufacturing industry, insurance, banking,

commerce, educational and health. The majority of its members are in

engineering industry with large pockets of members in airways,

universities, chemicals, computers, steel, food, footware, tobacco,

health and telecommunications (see Eaton and Gill: 	 1983).	 Its

organisation is a follows;-

ASTMS is divided into two separate and parallel structures. One

is administrative and the other industrial.	 The administrative

structure deals with the functioning and policy formulating areas of

the union. The industrial structure serves primarily to organise

bargaining units and conduct negotiations for the varied and diverse

ASTMS membership. The structures are described below:-

1. THE ADMINISTRATIVE STRUCTURE 

A) Branches 

The basic unit of the administrative structure is the branch which

number nearly 800 in total. There are 4 different types of branch:-

1) Closed (or 'fixed') branches - when all members work for the same
employer (usually in one workplace).

ii) Industrial branches -	 when all members work in the same
industry.
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iii) General (or 'open') branches - when all members work in the same
geographic area.

iv) National branches - 	 when all members work in the one
company/service across the country.

The branches are run by a 'Branch Committee' (B.C.) the principal

officers (Branch Chair, Branch Secretary, Branch Treasurer etc.) are

elected each year at the Branch 'Annual General Meeting' (AGM).

Departmental representatives who sit on the BC are elected within their

own departments and perform a similar function to a shop steward. The

principal Branch officers meet as the Branch 'Executive Committee'

(B.C.) to discuss policy initiatives and issues arising arising from

the workplace.

B) Divisional Councils 

ASTMS is divided into 16 geographical 'Divisional Councils'

(D.C.'s) each of which is composed of a large number of branches.

D.C.'s consist of one member from each Branch of 150 members or under

and two from Branches with over 150 members. They meet at least four

times a year, but many meet once a month. In each Division there are

full-time 'Divisional Officers' who are available for guidance to

branches and can assist in negotiations (nearly 90 in total). They make

regular reports to the D.C. There is also a Divisional Education

Officer (D.E.0.) who provides regular training courses. The functions

of the D.C.'s are to strengthen and co-ordinate the activites of

branches, and to act as the medium through which the National Executive

Council (NEC) is kept informed of membership affairs. Each D.C. member

is elected by branch ballots of the membership to serve for one year.
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C) National Executive Council (NEC) 

The NEC is invested with the managing authority of the union. It

consists of 22 members:- 16 elected on a Divisional vote, 4 elected on

a Regional vote, (Divisions are grouped into 4 Regions), 2 elected on a

National vote, and the President and Vice President (also elected

nationally). The General Secretary is appointed and is a non-voting

member of the NEC. All the ballots are conducted simultaneously and

the term of office for NEC members is two years. In addition ASTMS

employs 8 National Officers, the Deputy General Secretary and the

Assistant General Secretary.

D) Annual Delegate Conference (ADC) 

The supreme governing body of ASTMS is the A.D.C. It is chaired by

the President of the union. Delegates to the A.D.C. are elected at

Branches usually by a show of hands at the AGM or another branch

meeting (nearly 1,400 delegates in total). A Rules Revision Conference

is held every five years. The ADC discsses and votes on various

resolutions submitted by Branches, D.C.'s and the NEC, which determines

union policy.

2. THE INDUSTRIAL STRUCTURE 

A) Groups 

The basic unit of the industrial structure is the Group. Groups

form the bargaining unit in negotiations with employers. Smaller

Groups are attached to the nearest general Branch, but if they recruit

more members then a separate closed Branch can be created.

B) National Advisory Committees (NAC's) 

These exist for Groups for large companies. They act to co-

ordinate information and to determine bargaining policy where
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negotiations are centralised. A member of the NEC chairs the NAC with

a full-time official as secretary. Those associations who have joined

ASTMS through merger are separately provided for in their own

'Sections'.

C) National Industrial Advisory Committees 

These committees exist for Groups of members in the same industry.

They perform the same role as NAC's in providing a forum to exchange

information. The industries covered are carpets, ceramics, chemicals,

footwear, health service, insurance, publishing, shipping, shipbuilding

and steel. In some of the larger industries, such as insurance and

chemicals, the NAC is supplemented by Divisional Advisory Committees to

cover local terms and conditions. The engineering industry has its own

'Engineering National Conference' with delegates drawn from Divisional

Engineering Advisory Committees.

D) National Officers 

The National Officers have prime responsibility for ASTMS

organisation and development in one industry and may have a bargaining

role in large companies. All the national full-time officials provide

a major input into the activities of ASTMS. It is not surprising that

in the 1970's with its rapid rate of growth ASTMS faced numerous

organisational and administrative problems in servicing its membership.

These problems are accentuated by the weak hold ASTMS has in some

workplaces and the competition for members from other trade unions and

staff associations. There is a sub-committee of the NEC that deals

specifically with officer coverage and selection. The role of full-

time officials in the union is extremely important and pivotal to the

proper functioning of ASTMS.



357

SECTION 2 - RECENT INTERNAL POLITICAL ACTIVITY 

The second section contains a short description of the events and

developments that have formed the internal politics of ASTMS both

nationally and locally within London over the last decade. The

increasing dissension within ASTMS over the role and activities of the

national leadership is followed leading to the formation of the Broad

Left in 1983. This includes reaction to the ADC vote in 1981 in favour

of Tony Benn's candidacy for the deputy leadership of the Labour Party

and the increasing financial troubles of ASTMS. The composition of the

Broad Left, its affect on the London Divisions and its fortunes since

1983 are considered.

ASTMS has always had a tradition of being 'left-of-centre' in

terms of its political character at national level. This tradition

stretches back beyond 1968 to the two founder unions of ASSET and

especially, AScW. It is also reflected in ASTMS' use of its political

fund to affiliate to the Labour Party. However, it is widely known

that less than 30% of ASTMS' members actually pay the political levy.

This paradox has not stopped the leadership of the union in playing an

active and prominent role within the internal policies of the Labour

Party.

"With the exception of a small 'ASTMS Red Collar' group,
the energies of activists are... supportive of the 'broad
left' perspectives of the leadership of the union. Faced
with conversative and passive fellow members, the activists
view the substitutionalism of the leadership, which is in
part paraded as professionalism, as progressive. The
positions adopted by the leadership change under specific
pressures and from its own assessment of internal and
external factors but... the leadership of ASTMS has remained
fairly stable and secure, with no effective challenge from
either left or right".
Carter (1980: 403)

Since 1981, however, the policies that the ASTMS leadership have
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pursued in the Labour Party have increasingly moved from the 'left' to

the 'right' of centre. The decision of the 1981 ADC to support Tony

Benn for the deputy leadership of the Labour Party brought condemnation

from many quarters, especially over how the decision was reached. In

response, the ASTMS leadership recommended that on future occasions ADC

delegations should first carry out a Branch ballot conducted in the

same manner as NEC elections.

In the following two years it was the poor state of ASTMS' funds

and financial mismanagement which intensified conflict between the

leadership and the ADC. At the 1982 ADC it was reported that in 1981-2

ASTMS suffered a £906,000 deficit of income against expenditure, in the

light of a £450,000 surplus the previous year. The union had been hit

by falling membership at the same time as it financed the purchase of

its impressive new headquarters in Camden. The NEC had decided in July

1981 to have a levy on Branch funds to cope with the problem, which

eventually raised £500,000. It was calculated on estimated Branch

accounts and left several Branches in the red. The NEC was condemned

for 'mishandling a levy of branch funds' and speaker after speaker

called for its resignation. A motion demanding this was defeated by 2

to 1 only after delegates had paused to reflect that ASTMS would have

been without an Executive for at least four months.

The growing disenchantment with the leadership over its financial

mismanagement and its more rightwards drift in Labour Party politics

led to the creation by activists within ASTMS of a Broad Left at the

ADC in May 1983. The basis of support for the Broad Left in ASTMS

came mainly from the old 'Red Collar' elements (the SWP front

organisation from the early 1970's, established as a part of their

'rank and file' strategy, defunct by the late 1970's) and younger left
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Labour Party activists with Trotskyite sympathies (e.g. 'Militant',

'Briefing', etc.). The Broad Left held its founding conference on the

2nd July 1983 in Birmingham and elected a steering committee. It was

decided at this conference to establish Broad Lefts in all Divisions

with their own steeting committees.

The response from the ASTMS leadership was quick and firm. In a

circular to all officials of the union the General Secretary condemned

the development of factionalism whether by the 'Broad Left' or the

'Conservative Trade Unionists'. Clive Jenkins criticised factions as

being "... unhelpful and divisive", and instructed D.C.'s not to help

factions with their finance as they are not official union bodies. In

addition, the General Secretary cautioned officials to be wary of

attempts by the 'Broad Left' to involve itself in industrial disputes

to further its objectives (see Appendix VI).

"Where political factionalism has existed, the opposition
has been of the poorly organized kind, based on local and/
or national caususes coalescing around specific issues on
the executive or in conference in opposition to an otherwise
dominant leadership. Defeat for the national leadership
of their favoured candidates in elections has been unusual.
Contests for office, when they occurred, have been determined
more by reference to the candidate's experience or by
regional, industrial or occupational characteristics than
by his or her political associations".
Undy and Martin (1984: 195).

The situation within the London Divisions contains a mixed

response to the Broad Left. In Division 8 the D.C. leadership and

full-time officials are by and large Communist Party or Labour Party

members and supporters, fully supportive of the ASTMS national

leadership. The DC meetings are quite formally organised and

conducted, with critisism of the national leadership not tolerated at

all. The Broad Left found a ready welcome from many Trotskyite

socialists who were disillusioned and frustrated with the current
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leadership in Division 8. A steering committee for the Broad Left in

Division 8 was set up in July 1983 and regularly monthly meetings began

for supporters.

In Division 15 the D.C. leadership are more mixed in their

political affiliation. The majority are Labour Party supporters but

not fully behind the policies of the ASTMS' national leadership. The

D.C. meetings are quite open with critical comment of national

leadership policies freely raised and discussed. In this climate the

Broad Left did not find a receptive audience. As in NALGO, many of the

Broad Left sympathisers in Division 15 were sceptical and critical of

establishing a national Broad Left. They hold this view primarily

because of the organisational difficulties involved in doing so in such

a 'general' union as ASTMS, and also because they believe they could

more effectively influence ASTMS' policies through the existing

official channels (in private many were also sceptical about the motives

of some of those in the newly established Broad Left).

Since the fieldwork was conducted these reservations about the

nature and objectives of the Broad Left were proved to be well founded

over the next two years. The Broad Left in the face of leadership

opposition found no regular niche in ASTMS' structure and was

increasingly ostracised and marginalised even by many of its initial

supporters. Given the above decline of support the Broad Left reverted

to a less prominent profile in ASTMS, and still has not managed to

legitimise its role or mobilise any broad support amongst the

membership. Similarly to the situation in NALGO, the affects of

Government legislation on the internal union elections for national

positions might give succour to a developing factional political

system. Only time will reveal this.
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SECTION 3 - FACTIONS AND CONCEPTIONS OF TRADE UNIONISM 

This section analyses more closely the divisions between the

supporters of the national leadership and the Broad Left principally

over the role of full-time officials and the structure of the union.

Initially, a definition of 'faction' and how it would relate to the

context of ASTMS is reached based on the assessments of officials.

Secondly, the form and nature of political activity within ASTMS

is described especially in relation to the positions adopted by the

Broad Left in order to create a basis of support within ASTMS. This

includes a debate over whether to participate in the existing

structures of the union or to concentrate in building up an

industrially workplace based support. Views on the effectiveness of

the present union structure and the role of full-time officials are

contrasted. A comparison is also made between officials over whether

the Broad Left has a 'legitimate' role to play in ASTMS.

Thirdly, a comparison is made of differences between the Broad

Left and supporters of the national leadership over the objectives and

direction of ASTMS. This is related to ASTMS' political role and

membership involvement in political issues. The importance of

leadership in offering the membership a firm direction is discussed.

The policy questions both external and internal that divide the Broad

Left sympathisers from the national leadership supporters are assessed

through the opinions of officials alongside their ability to influence

and mobilise membership interest.

Finally, an account is given of the external connections that the

Broad Left as a faction possess through consideration of political

ideologies, political party membership, financial and organisational
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support.

1. DEFINITION OF FACTION 

It is because of the lack of an overt factional political system

in ASTMS that the responses from officials interviewed tend to be

ambiguous and haphazzard. Indeed, the majority of officials refer to

other unions when conceiving of and describing factions. It is felt by

most officials that factions are divisive and disruptive to efficient

union organisation. Those officials not connected to the Broad Left

view factions as politically-inspired to achieve objectives external to

the legitimate and mainstream aims of trade unions. They fear political

extremism from left or right, be it the Broad Left or the Conservative

Trade Unionists (C.T.U.). Therefore, factions are seen as something

alien to traditional trade unionism, primarily because of the political

ideologies they promote. These officials do not deny that there is a

political role for trade unionism (and most believe in it very

strongly) but not to the extent that it predominates over other more

industrial interests.

The Broad Left off iciers naturally do perceive the need for

factions to diverge and organise along political lines. Unionism is

seen as integral to the political aspirations of the working-class. If

these aspirations are to be realised then those politically-conscious

elements inside trade unions must organise themselves into factions.

The 'Labourist' traditional policies and leaderships of the trade

unions must be challenged and defeated.

"...'Labourism' entails a definition of workers' interests
within the framework of the existing social order, and
an identification of 'politics' (as a sphere of social
and economic aims and aspirations transcending the
immediate agenda of collective bargaining) with the
institutional arena of parliamentary government
... Unions have thus accepted both the impropriety
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of mobilising their industrial strength in pursuit of
objectives external to the sphere of industrial relations,
and the overriding jurisdiction of Labour's parliamentary
representatives in formulating the political programme and
priorities of the movement".
Hyman (1983: 58).

To this end an unequivocal political platform relating to a socialist

ideology must form the basis of Broad Left policies. If a clear

political choice is set out before the members in elections and

campaigns then, the Broad Left officers believe, the members will

respond with full support.

2. FACTIONAL ORGANISATION 

Extent of Organisation 

There exists only a rudimentary form of factional activity within

ASTMS. It is not like as in the CPSA, a well publicised and

organisationally efficient form. It does not exist at the National or

Divisional level. Unlike NALGO, at its District Council level,

factions in ASTMS are not overtly present or functioning within the

union structure. Factional organisation, where it does exist in ASTMS,

is disparate, very low-key and external to the main union activities.

The prime reason is the illegality of factions within ASTMS. The

current leadership will not tolerate a public, organised factionalism

because it sees any form of factional activity as divisive and

weakening to the main objectives and efforts of the union.

Naturally, this point of view is espoused in particular by those

officials who support the leadership. They tend to emphasise the

external and alien nature of factions compared to ASTMS traditional

mode of operation. Specifically, they regard the recent formation of

the Broad Left as the creation of a small clique of activists (mainly

Trotskyites of one form or another) who because of their political
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philosophies, are isolated from the mainstream of officials in the

union and therefore are trying to create their own power base to usurp

the present leadership.

A second aspect to comments from those officials who support the

leadership is illustrative of how dissent is processed within ASTMS.

While condemning any public factions on a national scale, many

officials did confied that a factional activity of sorts does take

place. This form of factional activity is manifest at the ADC every

year and at most Divisional Councils. It takes the form of fluid,

temporary alliances of political activists across a range of issues.

Therefore, there is no organisation with a policy platform base, but

rather a situation of 'pressure group' politics where alliances of

individuals and small cliques are formed to advance a particular

cause! issue.

In London this form of factional activity is quite apparant. In

Division 8 a core group of leadership supporters effectively control

the Divisional Council. Its members are mainly associated with the

traditional left-wing in the Labour Party and Communist Party. This

'group' regularly holds pre-meetings to the DC meeting every month. It

is opposed by elements, which have since come to form part of the Broad

Left in the London Divisions. These are mainly a collection of

Trotskyite sympathisers ranging from old elements of the 'Red Collar'

faction to younger members of the SWP, WRP, Socialist Organiser etc. In

Division 15 there exists a more open style of debate and organisation.

There are no 'groups' in control of the Divisional Council, and most

splits that do occur are largely on an industrial rather than political

basis.
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Levels of Operation 

The emergence of the Broad Left has added a new dimension to the

above brand of political activity. Many of those sympathetic to the

Broad Left agree on the need for contact on a regular basis. Since the

1981 ADC and the vote for Tony Benn in the Labour Party deputy

leadership campaign, those on the 'left' in ASTMS have not stayed in

touch with each other. Therefore many hope the Broad Left will provide

the organisation that is required to facilitate communication between

'left-wing' activists across different industries. The Broad Left

officers are determined to organise within the Divisions, but they are

concerned that the faction does not turn into a pure 'election

machine'. The priority most Broad Left officers wish to place on the

faction is the promotion of alternative policies to those of the ASTMS

leadership and their supporters; particularly in promoting the wider

aspects of democracy within the union.

"The Broad Left needs to be a forum for different ideas
that puts issues directly to the membership and is able
to generate alternative policies".1

In the attempt to develop this forum many sympathisers of the

Broad Left emphasise the need for the Broad Left to be 'broad' in the

true sense of the word. They do not want the faction to become

marginalised on the fringes of ASTMS' structure. To this end the

organisation of the Broad left has to be very informal without rigid

rules and procedures. Yet other Broad Left sympathisers wish to place

the efforts of the faction in encouraging those members involved in

industrial action wherever it may be in a Division (especially where

the national leadership does not whole heartedly support it). These

sympathisers see the Broad Left as evolving into a campaigning body at

the individual Branch level, through the two-pronged approach of
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putting issues directly to members and of helping members in dispute

situations (for examples of arguments within the Broad Left see

Appendix VI).

Table 6:1 overleaf shows support for the national leadership and

Broad Left within the six Branches studied. Clearly the national

leadership receives overwhelming support from the membership (58.3%).

It is only in the 'administrative' open Branch that the Broad Left

receives more support than the national leadership. Considering that

the Broad Left as a faction is very much in its formative period, to

receive 36.9% of the members support is a respectable figure. However

it is possible that some of this support will tend to drift away once

the faction takes on a more concrete form.

The majority of those officials who support the national leadership

do not agree with the need for a Broad Left. Their opposition is

primarily related to what they perceive as something external to ASTMS'

structure. They cite the activities of Broad Lefts in other trade

unions to illustrate their point.

"In other unions the Broad Lefts are trying to help union
members organise on an industrial basis. There is no need
to do this in ASTMS as the union organises itself industrially
already. ICI and Shell have National Advisory Committees and
there are numerous combine committees. Therefore, if ASTMS is
already organised along industrial lines then where is the
imperative behind a broad left? It must come from an external
political party line".2

This quote exemplifies the reasoning of those officials who support

the national leadership. However, those officials who support the

Broad Left see a need in the union to strengthen and build-up its rank

and file collectivites. In particular, these officials want the Broad

Left to participate in joint shop steward committees if it is to be

effective in any way:-
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Table 6.1 -- Factional Support 

Faction BA N118 1 Admin Pub Eng NHS 2 Total %

Leadership 24 11 9 21 16 17 98 58.3

Broad Left 6 10 17 7 12 10 62 36.9

Other 0 4 0 0 3 1 8 4.8

Total 30 25 26 28 31 28 168 100.0
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"It is only through relating directly to the members on an
industrial basis that any achievements of lasting significance
will be made. It is a white collar union not a political
party after all".3

The Broad Left officers and sympathisers are aware of relating to

members on industrial issues. If they do not achieve this they realise

that the Broad Left will become marginalised and ostracised from the

main body of the union and its constituent collectivities. Therefore,

although Broad Left officers and sympathisers agree on the necessity to

organise on a Divisional basis, there is disagreement over the correct

strategy to pursue. There are those who want to concentrate on gaining

control of DC's, because of their policy- determining role, through

putting issues directly to members at the workplace. To achieve this

• • •

"The Broad Left must organise in the workplace initially
to establish its strength ready to take over the DC.
It must not get sucked into the existing industrial
structures of the union or it will suffacate".4

They see the Broad Left as building itself up gradually to act as a

pressure group on the national leadership.

The second strategy that others espouse is working through the

present industrial structures of ASTMS to act in a co-ordinating role

to allow 'left' activists throughout the union to develop a network.

The officials who support the national leadership naturally oppose any

factional organisation at Divisional level. They do see the

appropriateness in having factions of 'temporary alliances' at ADC and

even rank and file political activity, as it underpins the official

structures. However, they see more permanent factional organisation

throughout the union as a threat to its internal cohesion and purpose.

They are particularly concerned with the danger that the Broad Left

poses to the strength of ASTMS organisational efficiency.
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"If a successful Broad Left is mounted, undoubtingly,
it will sap the negotiating activity of the union; it
will force activists to become involved in political
activities that will drag them away from industrial
problems and issues facing the membership".5

The danger, as these officals see it, is that if the Broad Left is

successful in organising industrially it would weaken ASTMS' bargaining

strength and create splits and divisions among the various industrial

sections that unite to form the present union.

Use of Collectivities as Bases for Factional Support 

The influence of the present union structure upon the strategies

favoured by different Broad Left officers and sympathisers is very

great. The whole debate relates primarily to the separation of

industrial and policy issues within ASTMS. The bifurcated nature of

the channels of bargaining and non-bargaining underlines the

fundamental difference between strategies that give preference to

organising in one channel rather than the other. The bargaining

channel centres around the National Advisory Committees for different

companies and sections, down to the 'Groups' at the workplace. The

main inter-action is between full-time officials and lay negotiators;

the Branch does not interfere in it. The non-bargaining channel

centres on the main collectivities within the administrative structure

of the union. It works to a pattern of policy formulation that has

overt political considerations. The practical effects of this divorce

between issues is to syphon off the more politically conscious and

active members of the union into the non-bargaining channel, and to

allow the pursuit of industrial objectives to be followed through the

bargaining channel without the 'hinderance' (as the national leadership

sees it) of the politically active members. This separation of issues

into the two channels is also present in the minds of the majority of
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the membership. Most members are interested in what happens in their

NACs and National Industrial Advisory Committees rather than in the

deliberations of the DCs. This separation of industrial from policy

concerns, strengthens the individuality of industrial sections and

prevents the development of a collective consciousness across the

industrial boundaries of ASTMS' membership. The philosophy behind

ASTMS' growth has also encouraged a sectional outlook.

"The conscious pursuit of increased membership has meant
that ASTMS has accepted mergers on the other parties'
terms, thus incorporating and recognising many vested
interest groups" .6

Not unnaturally it is the Broad Left officers and supporters who

take a very critical view of the union's structure. One off ical says:-

"It's almost as if ASTMS is organised to create the maximum
disunity. The new members are apathetic and will not participate
in union activities, because they have joined for the wrong
reasons. They only view ASTMS as an insurance policy, nothing
more. The union has taken in groups that all have special
arrangements, it is difficult to organise them in one system
because massive sections of the members do not believe in
trade unionism" .7

Broad Left sympathisers feel that the opportunistic relation to

the new sections of members by the leadership has encouraged a move

towards a more instrumental trade unionism throughout the union.

"The structure thus insulates groups of members from one
another and minimises the likelihood of collective identity
within the workplace, or branch, even between ASTMS members".
Carter (1979: 311).

- The electoral system for the NEC in ASTMS is based on the

industrial sections within the union as well as on the geographic areas

of the DC's. This increases the 'industrial individualism' of the

membership as they vote along industrial lines for candidates from

their own industry.
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"The NEC election system needs to be overhauled; the mechanism
of how candidates are elected has to be altered to cut down the
numbers that stand and to breakdown the divide between industrial
and policy matters".8

Broad Left officers and sympathisers see the present electoral

system as reinforcing the distance between the DC and the members. The

officials who support the national leadership do not accept the

arguments above. Instead they believe that ASTMS as a 'general' white-

collar union should attempt to represent as many of the diverse

interests within the union as possible. The present electoral system,

these officials believe, is adequate in doing so, and because of its

representative nature prevents the need for factions to operate.

Indeed, the absence of elections for full-time officials pre-empts

factional activity, as in NALGO, and strengthens the identification of

officials with the interests of the union rather than with a certain

political faction.

The final critisism of some Broad Left officers and sympathisers

is the difference between 'open' and 'closed' Branches in turnout of

votes. They believe that 'closed' Branches have an in-built advantage

because the membership is fairly concetrated in one particular

workplace. In 'open' Branches, and those organised on a company basis,

the random geographic distribution of the membership means that the

vast majority do not attend Branch meetings and are, therefore,

difficult to reach when elections occur. Those officals who support the

national leadership condemn many 'open' Branches as 'rotten boroughs'

because of the lack of participation and the ease with which political

activists can take control. There clearly is an advantage that the

'closed' Branches possess in maximising their turnouts and those

officials who support the national leadership are just as aware of this

as those who support the Broad Left.
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The following table 6:2 reveals how members voted on the six

Branches studied in the 1983 elections for NEC positions. Although the

elections were held before the Broad Left was formed, and therefore an

analysis of factional voting cannot be done, the table still reveals

interesting variations in voting. It is quite noticeable, compared to

the CPSA and NALGO, that the turnout in ASTMS is rather smaller. This

confirms the lack of interest many members take in internal union

affairs. It is also apparent that in the first NHS Branch and the

administrative Branch voting is very low when compared to the other

four Branches. This is probably a reflection on Branch organisation in

terms of the membership being dispersed over a geographic area rather

than concentrated in a 'closed' Branch.

A second observation is the strength in voting for candidates who

support the national leadership. In all elections, except for the

Divisional one, these candidates received a majority of the vote by

substantial margins. This reflects on how successful the union

machinery is utilised by leadership supporters in mobilising their

vote. This strength in voting is something the Broad Left will have to

face it it tries to establish its own base of support.

” ... it is reasonable to suppose that the voting intentions
of each section of ASTMS reflected, in part, the different
experiences and concerns that these members had as employees
and citizens".
Fairbrother (1978: 277).

Therefore, in terms of strategies for the future evolution of

ASTMS' structure the present leadership and their supporters have a

different 'blue-print' from the one that the Broad Left and its

sympathisers possess. The officials who support the leadership feel

compelled to press the union to evolve more along industrial lines than

is presently the case. The cause for this, as they perceive it, is
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Table 6.2 —

(i)	 President

Voting in Union Elections

Eng NHS 2 TotalNHS 1 Admin PubCandidate BA

J. Caton 1 0 0 1 1 1 4 8.9

R. Thomas 1 0 -2 1 0 0 4 8.9

*L. Wells 7 3 1 8 10 8 37 82.2

Total 9 3 3 10 11 9 45 100.0

(ii)	 Vice-President

Candidate BA NHS 1 Admin Pub Eng NHS 2 Total

*E. Hoyle 8 2 2 7 6- 7 32 71.1

J. Rooker 2 0 3 3 3 2 13 28.9

Total 10 2 5 10 9 9 45 100.0

(iii) National

Candidate 13A NHS 1
Admin Pub Eng NHS 2

Total

F. Allenby 0 0 0 1 0 0 1 2.3

*J. Dore 6 0 0 6 7 5 24 55.8

S. Jefferson 0 1 0 0 1 1 3 7.0

S. Lister 3 1 2 3 2 4 15 34.9

Total 9 2 2 10 10 10 43 100.0

(iv)	 Regional

Candidate BA NHS 1 Admin Pub Eng NHS2 Total

P. Bell 1 0 0 1 1 1 4 9.5

*E. McNally 5 2 0 6 5 5 23 54.8

N. Mikardo 3 0 2 3 5 2 15 35.7

Total 9 2 2 10 11 8 42 100.0

(v)	 Divisional

Candidate BA NHS 1 Admin Pub Eng NHS 2 Total 0/0

K. MacGrillen 5 0 0 7 5 7 24 60.0
*A .	Sier 4 0 0 3 6 3 16 40.0

Total 19 0 0 10 11 10 40 100.0

* This denotes candidates who are supporters of the national

leadership.
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that companies are re-structuring in such a way (i.e. centralising

bargaining) that for the union to be able to negotiate successfully it

has had to establish reporting-back systems that miss out the Branches

completely. They see the present Branch system as totally irrelevant

to membership needs. Therefore, by rationalising and concentrating the

union's resources through re-organisation along industrial lines the

bargaining strength of ASTMS will be increased and not wasted on

political issues.

"The reform of the union structure should be based around
combine and National Advisory Committees which would underpin
collective bargaining in each sector and release resources
that can be segmented into the industrial organisations".9

In contrast the majority of Broad Left officers and sympathisers

wish to see a structure evolving that is devolving power within the

union to the workplace and Group level. However, rather than only

concentrating on membership industrial needs the Broad Left wish to

incorporate political issues and to provide for greater inter-workplace

and Branch communications in order to stimulate a collective

consciousness. The relative autonomy and responsibilities that

Branches currently possess, through being able to keep 10% of

subscriptions taken and conducting their own negotiations, the Broad

Left sympathisers wish to devote to Groups or workplace branches. In

this way a properly constituted sectional/industrial conference and

National Advisory Committee can be created that is directly accountable

to the Groups.

"The success of the representatives is dependent upon them
being able to articulate and express the scope of trade union
activity in a way that is relevant to the members. Representa-
tives are subject to the constraints associated with the social
organisation of work and the members' expressed consciousness
of their trade unionism".
Fairbrother (1978: 318).
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In this way, the Broad Left hope, the present disproportionate

influence that full-time officers possess through their present pivotal

position in bargaining negotiations can be overcome.

Effects on Union Decisions 

In turning to consider how much influence factions could be

expected to exert over union decisions, the issue of the bifurcated

channels in the unions structure is met once more. Those officals who

support the national leadership see the only possible forum in which

factions can influence union decisions as being the DC's. This is

because all resolutions from Branches that relate to political issues

are sent there. These are sent on to the NEC after discusssion by the

DC. The other main forum is the ADC itself where factions have a high

profile and political issues are debated.

"Most of the political resolutions from DC's and the ADC
are not supported by the NEC because of the divisive effect
they can have on the membership as a whole".10

One official pointed to the affect of the TUC's Day of Action in 1981,

which because it stretched involvement over into the industrial

sections caused a huge uproar from the membership when it completely

failed. Another official cited the vote for Tony Benn in 1981 at ADC

which cost the union many members' resignations. Most of the officals

point to the prevalence of small Branches as the cause of

unrepresentative decisions. It is because the voting system is based on

Branch meeting attendance that activists have the main say in

resolutions. This is reflected in the motions at ADC and many officials

observe that ADC is intimidating for new delegates who can be swayed by

experienced political speakers. The bureaucratic nature of ASTMS also
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means that control of a number of Branches by small groups can give

them a disproportionate influence in the union compared to their size.

"Two much time is spent on politicking at Branch and
DC meetings. The start is always on the political
aspects of industrial matters. The left-wing activists
are always successful at infiltrating into officerships
and the educational activites of the union".11

It is the danger of the Broad left attempting to encourage

industrial action through an emphasis on political facets to industrial

problems that worries most supporters of the leadership.

Above all the Broad Left is seen as a divisive force, because of

the scission it can cause through its anti-leadership stance. The

leadership's supporters are of the opinion that the Broad Left's

influence is exaggerated and its core of support is only based on 2 or

3 Branches.

Understandably, the Broad Left officers and sympathisers do not

share the views of the officials above. Instead, they recognise that

although their influence is sparse and patchy at the moment, in order

to increase it they will have to establish the Broad Left's legitimacy

in the eyes of the membership. To achieve this they consider that it

is paramount to develop support in all the constituent parts of ASTMS'

in order to win a proper mandate. The Broad Left sympathisers are also

aware that personal interests of individuals play a large part in

factional activity. They interpret this danger in two ways:-

Firstly, certain full-time officials and other activists in ASTMS

might associate themselves with the Broad Left not for principled

reasons but for their own personal reasons and objectives. Secondly,

other political groups such as the SWP are committed to certain

policies by which they infiltrate union structures to advance their own

political strategy.
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"It is possible, therefore, for a faction or party to make
rapid headway once it makes an initial breakthrough, as
success brings in more expert adherents or (careerists)
who in turn give the faction or party a better chance of
future success".
Undy and Martin (1984: 197-8).

In some respects, the Broad Left sympathisers see the two aspects

above as combined in the role of some members of the Communist Party in

ASTMS.

"The Communist Party are kidding themselves; they lost
their influence but haven't revised their analysis and
perspective. They think they have a vested interest in
maintaining the status quo, but they are not going anywhere!"12

Many of the Broad Left sympathisers are disappointed that in the past

attempts to embarrass and chastise the leadership have floundered

because of schism within the opposition and the lack of consistent

membership support. This is why many Broad Left officers and

sympathisers believe it has been so easy in the past for the leadership

to ignore the political motions and resolutions coming up from the DCs

and ADC, and to stifle any political initiatives from the lower

collectivities of the union. The Broad Left officers and sympathisers

are aware of the need to tread cautiously. They realise that certain

actions they might take or policies that they may adopt could cause

division within ASTMS.

"ASTMS is a very conservative union in terms of membership;
they are not the shock-troops of the vanguard. To get
them on the picket lines is a great victory".13

The Broad Left are aware that if their intentions are perceived as the

sole objective of winning 'naked power' by positioning individuals then

this could easily induce those on the 'right' in the union to organise

themselves more effectively. Therefore the Broad Left's strategy, as

most of its sympathisers see it, will be to campaign on issues that

unite members rather than divide them (incomes policy, NHS etc.), and
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to seek procedural changes in ASTMS through the Rules Revision

Conference.

A Functional System? 

The officials who support the national leadership are naturally

more critical of the role factions play in a union when considering if

they are functional or not. Many of these dismiss factions (and

especially the Broad Left) as a mere diversion, and a trend which is

prevalent at the moment in a number of unions. Though, other officials

are more pragmatic realising that factions are inevitable in one form

or another. However, although they can see a positive role for

factions in pushing power downwards in the union, they still

nevertheless emphasise the negative aspects. Specifically, the

officials are afraid that a Trotskyist dominated Broad Left would be

too disruptive because of the sectarian attitudes they possess.

"Sectarianism has grave repercussions for the union.
It could turn ASTMS into a mirror image of the Labour
Party. It would be a perpetual state of warfare which
would ultimately result in less democracy".14

In contrast Broad Left officers and sympathisers tend to emphasise the

more positive aspects of factions, especially in relation to

themselves. The main feeling amongst them was that the Broad Left was

a 'breath of fresh air' to the union. In doing this it would bring

activists together by taking on a co-ordinating role. If it failed to

to this then it is felt that the Broad Left would be merely responding

to events rather than initiating. Some sympathisers point to the

successes of Broad Lefts in other unions in mobilising members and

gaining their electoral support. Many of the Broad Left's sympathisers

are of the opinion that its creation is an indication that ASTMS'
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leadership can no longer claim to hold a 'left-wing image. By doing

this it is hoped that other issues and ideas will be raised by the

members.

However, other Broad Left sympathisers are not as enthusiastic.

They believe that the Broad Left must take stock of its position and

recognise its limitations because of the informality of the

organisation it currently possesses.

If it tries to jump too quickly without the members support
behind it, then it will be making itself vunerable to attack
from the leadership. This could develop into a full-scale
witch-hunt and purge of activists".15

3. THE ROLE AND POLICIES OF FACTIONS 

Views on Trade Unionism

There exists a reasonable degree of accord between the supporters

of the national leadership and those of the Broad Left on their views

of trade unionism. They both affirm the prime objective of trade

unionism as the defence and advance of the memberships workplace and

industrial interests. The vast majority of officials believe that

political objectives are not something distinct from economic ones and

are, therefore, equally as valid and essential.

"Trade unionism is intrinsically political because it is
about changing the power balance in the workplace".16

It is not really differences between the supporters of the national

leadership and those of the Broad Left that are the most sharp as

differences within their respective ranks concerning the prime

objectives of trade unionism. Many of the national leadership's

supporters wish the emphasis to be on industrial rather than political

objectives. They believe that defending members working rights should

be far higher on the union's list of objectives than the pursuit of
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political issues not directly related to membership interests.

"The balance is wrong between ASTMS' industrial and
political roles; part of the political weakness is the
failure to maintain industrial strength".17

These- officials recognise the importance of pursuing political

questions to enlighten and inform the membership, but they do not think

this should be done at the expense of more traditional union work. In

addition, they do not believe that the union should adhere ridgidly to

a party political platform, but, rather unite the members on general

political issues (such as the NHS, education, etc.). In this, the

basic strength and solidarity of the union structure is kept intact and

political objectives pursued without negative reactions from sections

of the membership.

Table 6:3 overleaf lists the importance given to economic/union

and political/social objectives by the members in the six Branches

studied. In a similar manner to the CPSA and NALGO the

'economic/union' objectives receive a far larger proportion of 'yes'

votes.	 'Improving working conditions' comes top with 98.3%, second is

the 'protection of jobs', 97.8%, and thirdly 'securing pensions',

94.4%. In the 'political/social' category 'working to help the local

community' is the highest favoured, 70.9%, second is 'working for the

welfare of all in society', 66.9% and third is 'working for female

equality', 64.1%. The lowest supported objectives in the

'economic/union' category are 'holding more meetings', 14.0%, secondly

'helping other unions in dispute', 45.0% and thirdly 'increased

participation in management', 50.8%. In the 'political/social'

category 'sponsoring Labour Party MPs' is the lowest supported

objective, 24.6%, second is 'encouraging more nationalisation', 26.3%,

and third is 'helping to elect a Labour Government', 40.2%. Clearly



381

Table 6.3 — Members Views on Economic/Union and

UnionismPolitical/Social-Objectives of Trade

Objective

Economic/Union Yes •No DK Total

Increase wages 166 2 20 178

Help other unions in dispute 81 59 40 180

Secure pensions 170 2 8 180

Improve working conditions 178 0 3 181

Protect jobs 177 2 2 181

Promote union education 109 35 36 180

Work for participation
in management 92 71 18 181

Increase no. of meetings 25 100 54 179

Objective

Political/Social ' Yes No DK Total

Campaign on political issues 91 66 22 179

Sponsor Labour M.P.'s 44 84 51 179
Help elect a Labour Govt.
Encourage more

72 79 28 179

nationalisation 47 95 37 176

Work to help the local
community 127 12 40 179

Work for the welfare of
all in society 121 14 46 181

Work for female equality 116 45 20 181

Work for racial equality 101 64 15 180
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the majority of the membership sample do not want to be involved

directly in party politics, and especially when concerned with the

Labour Party.

"By avoiding, or limiting the discussion about politics
at the factory, the members tacitly reinforced the potential
for unity amongst the membership about trade union matters".
Fairbrother (1978: 279-280).

Yet other officials who support the national leadership make a

distinction between the organisational and the individual levels within

ASTMS. At the organisational level they see a formal political role

for ASTMS, through its affiliation to the Labour Party and the

influence it is thus able to exert in Parliament. Secondly, at the

individual level they point to the union's informal political role in

organising members at workplaces to express their collective interest

as a fundamental, legitimate, democratic right.

"However, it is the political implications of the objective
reality of union organisation that has to be brought out
from a subjective appreciation of what members think that
representation ought to be".18

Therefore, these officials realise the basic practical problems

they have in persuading members of the relevance particular political

issues have to their own immediate interests. Although, many officials

are finding this process made easier by the present Government's

economic policies which are encouraging more involvement with party

politics.

"Industrial problems are tending to be turned into
political ones and are far less easier to divide
than before because of the current Government's
policies". 19

This development finds an echo in the Broad Left where certain

supporters say that they have found a dove-tailing of political and

industrial issues in the minds of many members.

"The essence of trade unionism is to effect the best
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possible combination of workers through overriding
sectional interest and squeezing as much as possible
out of the employer. This naturally enters into a
political conflict" .20

It is not surprising that all Broad Left officers and sympathisers

believe in the equal primacy of industrial and political objectives for

trade unions. They believe that it is unrealistic to limit and

restrict union objectives to industrial issues.

"The aims of trade unionism have to go further than pay
and conditions, living standards etc, they equally apply
in a wider manner than restriction to a Group of workers
in one factory".21

Disagreement does exist between Broad Left sympathisers over how

far the political interests of ASTMS can find their own expression and

how far they should be tied to a specific political party. Many

officials believe that the union acts as a forum in the generation of

political policies that affect the national political agenda. Some

officials believe this policy-formulation role should be directed

towards an independent stance for ASTMS to take. Others believe it is

essential to maintain and extend the link with the Labour Party.

"ASTMS nationally has a high political profile and actively
encourages its members through its structures to become
involved in party politics. The common ground between
the union and the Labour Party should be constantly
emphasised" .22

Political Leadership 

When considering the importance of political leadership all

officials interviewed are agreed on the necessity for a strong and

competent style. Many officials recognise that the potential for abuse

is enormous. Understandably the supporters of the national leadership

are quite emphatic in stressing the advantages gained from the present

General Secretary's brand of leadership.

"The General Secretary plays a very important role as
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he defines the public image of the union. The high
public profile that he adopts evolved from a strategy
reached with the agreement of activists at the time
(1968) to purposefully put the union on the map".23

Clearly in the pursuit for growth the irascible and industrially

militant image that Clive Jenkins has projected in the past has

advanced the reputation of ASTMS in getting something done. The

leadership supporters regard the current leadership's ability to take

initiatives and to use their imagination as major attributes in ASTMS'

growth. They believe that only a handful of members have leadership

qualities and a consistent well-informed leadership, at whatever level

in the union, is a limited occurance. Therefore, the role of full-time

officials, whether at National or Divisional level, is vitally

important in keeping the union functioning.

"Leadership is especially important at Branch and Group
level because that's what the members pay for - expecting
someone to do something for them. Hence the need for a
good back-up service from full-time officials".24

Some Broad Left sympathisers agree with the need to remain in touch

with the members but do not agree that full-time officials are always

in a better position to judge what is right for the members. Yet other

Broad Left sympathisers argue that Jenkins has created his own new

power base in ASTMS through the successful mergers in the financial

sector and Jenkins' high profile in TUC and Labour Party affairs. Many

Broad Left sympathisers believe that the NEC's move to the 'right' is

symptomatic of the inclusion of members from the financial sector with

no previous political experience. However, some of the leadership

supporters are critical of the leadership's style. They believe that

ASTMS has lost its industrial drive and, through the persona of

Jenknins, is too involved in TUC and Labour Party affairs.

"The leadership used to be innovative and active, but now
the union is running like hell to stand still".25
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These same officials feel that although the present leadership

style has been good for recruitment to the union, it has also been able

to exert far too much influence in union decisions. This has led to a

great deal of resentment not only among activists but among the broad

base of the membership too. The major cause for the leadership's

extention of influence, these officials see, as due to the failure to

develop a collective leadership in ASTMS. This has led many officials

to agree with proposals for the election of full-time officials. Undy

and Martin make similar remarks in conjunction with the TGWU:-

"By managing procedures and controlling information, the
general secretary or national officers can often persuade
conference to accept their proposals and reports with little
criticism".
Undy and Martin (1984: 201).

Given the above developments the majority of Broad Left officers

and sympathisers would prefer to see the full-time officials

democratically accountable through periodic elections. At national

level, especially, there is an identifiable responsibility for an area

and officials, Broad Left sympathisers believe, ought to be seen to

achieve aims set or not.

The majority of those officials who support the leadership see the

introduction of elections for full-time officials as possibly leading

to corruption, enforcing patronage and encouraging factionalism. It is

also felt that lay officials will not have the same feelings of

responsibility to defend Divisional Officers to members.

"In a union you should judge officials on what they have
done, not on their politics. The potential for full-time
official mischief is heightened by elections".26

Naturally the above critical comments on the leadership style of

the General Secretary are echoed and amplified by the officers and

supporters of the Broad Left.
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"The leadership style is fragmented and dishonest; never
collectively led. Jenkins is not a trade unionist anymore,
he treats ADC with contempt and does not make the effort
to convince. There's no debate in the union, the leadership
does not feel threatened; it feels totally secure".27

In particular criticism is levied at the NEC for not having stood up to

the General Secretary in the past. Some see the introduction of

election for the post of General Secretary as a means to control

Jenkins.

The Role of Factions 

The role of the Broad Left within ASTMS is a subject of intense

debate for officials. The supporters of the national leadership are

particularly vehement in their dismissal of the Broad Left as a faction

of passing significance.

"The Broad Left campaigns against the leadership purely
because it is the leadership. This is their sole
'raison d'etre".28

The national leadership supporters do not see that need for a 'Broad

Left' in ASTMS. They consider that a spread of professed political

belief already exists in ASTMS because of the political freedom in the

union which attracts political activists.

These officials feel that it is primarily 'open' Branches that the

Broad Left will receive support from because (as mentioned above) this

is where they consider political activists to be concentrated.

"They see the Broad Left as composed of middle-class
graduates with no roots in the industrially based
membership" .29

They believe that the Broad Left will try to influence DC's because it

is from this forum that motions are passed to ADC and control of the DC

is the means of election to the NEC. The supporters of the national

leadership do not see the Broad Left remaining intact or in existence
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for very long because of the philosophies of the political groups that

compose it.

There are differences between the officers and the sympathisers of

the Broad Left themselves over the role they see for the faction in

ASTMS. The majority see the Broad Left as a positive force within

ASTMS in being able to press for open policies, debates and discussion.

To achieve this they wish the Broad Left to be active at every level in

ASTMS, initiating issues and not just reacting to them.

"If the Broad Left is excluded internally from the
ASTMS structure by the leadership then a slate is
required for elections and that can only work with
increased organisational means" .30

However, some Broad Left sympathisers believe by concentrating on

debate within the existing administrative structure of ASTMS through

DC's and Rule Revision Conferences will not effectively put arguments

in front of the members. They consider that even if the faction is

successful in getting its motions adopted at DC it is not the same as

having a full mandate from the membership in the individual section.

These sympathisers also believe that if the Broad Left does not address

itself to the problem of many members being non-political then it will

remain on the fringes of the union. This problem is especially

prominent in the private sector compounded by employer resistance and

attitudes of anti-unionism among employees.

"It is all right winning debates at ADC but nothing is debated
in the industrial sphere and so it is not heard at the plant
level" .31

Some of these sympathisers point to the health service Branches in

London as an example to back up their opinions. The London health

service Branches are the least organised of Branches across services

yet their leadership is the most militant in rhetoric (whether on

industrial or political issues).
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"It is so easy to take a militant stance at poorly attended
Branch meetings, but far harder to get the members out in
support" .32

Yet other sympathisers criticise the individual basis of the Broad Left

which they see as laying itself bare to the blight of sectarianism.

Instead they suggest that the Broad Left should try to act as an

umbrella organisation uniting activists and members on issues that all

political parties unite around rather than playing party politics

within the faction.

Issues of Conflict 

This discussion on the role of the Broad Left in ASTMS leads on to

consideration of the major issues that the Broad Left will seek to

promote and those it will clash with the leadership over. The issues

can be distinguished further by a separation between those that relate

to external national and international political issues, and those that

relate to the internal structure and policies of ASTMS.

In the first category the division that occurs is not really on

factional lines but rather on a party political basis. Therefore,

splits occur within both the ranks of the leadership and Broad Left

supporters. The issues concern Nicaragua, El Salvador, Chile, Poland,

Israel and the P.L.O., Lebanon, Turkey, Northern Ireland, CND and

nuclear defence, Alternative Economic Strategy (AES), import controls,

incomes policy, equal rights and opportunities, NHS and the Employment

Acts (1980, 1982 and the proposed 1984 measures). The major

frustration that many officials feel is that although everybody is

responsive to the above issues in ASTMS only a very few officials bring

new ideas into the debates.

"Its like watching home-movies, the same old shots over
and over again. Or even winding a toy soldier up. You
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see them go through the same movements and hear them
speak the same speeches".33

In addition, some supporters of the national leadership criticise the

discussion of many international issues because they do not directly

relate to the industrial interests of the membership.

In the second category the splits in opinion follow more closely

the divide between those who support the national leadership or the

Broad Left. The supporters of the national leadership criticise the

Broad Left for being more interested in their own political objectives

than in the security and continued coherence of the union. These

officials can only see danger through the divisive affects that a Broad

Left can cause by canvassing for structural changes in the union. They

cite two recent examples of where the affects of decisions manoeuvred

for by those on the 'left' have repercussions on the rest of ASTMS.

Firstly, the decision of the 1981 ADC to support Tony Benn in the

Labour Party deputy leadership campaign was the outcome of a

purposefully mounted operation by those activists on the 'left'. The

affect of this decision was to lose ASTMS' a few hundred members (in

the first week alone 200 members left the union in the Midland Bank

section). Secondly, the bitter opposition from sections of the 'Left'

to the decision of the ADC to overturn ASTMS' policy for the

nationalisation of the banks. It is felt by supporters of the

leadership that the opposition to this reversal of policy was short-

sighted and divisive. In recognition of ASTMS' growing membership in

the financial services field the leadership has no option but to

reflect the wishes of the members in these services.

Therefore, the Broad Left sympathisers appear driven by, to the

supporters of the leadership, a desire to split the union asunder.

They fear that employers might take advantage of the Broad Left's
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creation to launch a 'Red Scare' to frighten away members from ASTMS,

sack union activists and break existing agreements. The leadership

supporters also intensely resent the manner in which those on the

'left' claim to speak in the name of the membership. To these

officials the Broad Left has no mandate from any section of the

membership to speak in their name. Indeed, it is felt that the Broad

Left sympathisers are more ready to speak to a motion than to work with

the membership.

The Broad Left sympathisers, naturally, reject such accusations

they prefer to concentrate on those issues they see as being imperative

to resolve for the future of ASTMS. Specifically, they wish to

encourage the increased involvement of members in ASTMS in order to

open up the union structures and to broaden the horizons of the members

outside of their own service or industry. The means to achieve this,

as the Broad Left sympathisers view it, is through the increased

accountability of the NEC to the members and the election of full-time

officials, primarily the General Secretary. The Broad Left supporters

regard the 1982 ADC vote for the election of the TUC delegation as a

warning shot to Jenkins of what he might expect in the future. The

Broad Left officers and sympathisers see these changes as main issues

to be canvassed for and confronted in ASTMS because of the built-up

frustration with the union's bureaucracy and with Clive Jenkins'

persona.

"The full-time officials are less of an effective machine
than they used to be. Now they appear more alienating and
stage managed" .34

Many who support the Broad Left want to focus members' discontentment

with the union nationally into more productive workplace and industry-

or service-wide campaigns to defend jobs and services.
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"We must develop policy across a broad spectrum and not
just on a geographic/localised basis".35

This is the strategy that most Broad Left sympathisers wish to pursue.

Perceptions of Policy 

The strategy outlined above forms the main policy platform of the

Broad Left. The supporters of the national leadership are highly

critical of this policy platform. As mentioned previously they regard

the Broad Left's policy platform as one that is primarily anti-

leadership. This is because the Broad Left is composed of members from

different political groups and parties, and an anti-leadership stance

is basically all that unites them. The prime inspiration in

establishing the Broad Left the national leadership supporters see as

being the 'Militant Tendency' and other Trotskyite factions on the left

of the Labour Party. Their purpose in doing so is seen as an attempt

to wrest control and power in ASTMS away from national and full-time

officials. This they hope to achieve through the demand for the

increased accountability of full-time officals through elections.

"There isn't a DC where the General Secretary is not
criticised. The attacks are made on an institutional
basis".36

The national leadership's supporters are afraid that the Broad Left

could attempt to set itself up as a union within a union. The demand

for elections the supporters of the national leadership see as

misplaced and totally impractical. This is because of ASTMS' being a

'general' union with a trade group structure that reflect this.

"If you have a homogeneous membership, as in an industrial
or craft union, then you can organise the lay structure
and political structure together. In an amorphous general
union the members are not best served that way. If officers
are elected on political grounds they will spend most of the
time electioneering, their personalities will take prededence
over their competence. The election of full-time officials is



392

a knee-jerk issue purportrated by the Broad Left to gain support.
This will introduce the perception of full-time officials as pure,
pristine and perfection itself. The members would suffer as the
officials would only handle the easy issues and spend time
socialising to gain support".37

"It is possible that the introduction of postal ballots would
stimulate the development of such factions by encouraging
ambitious members, out of time with the established leadership,
to band together for electoral purposes. This might happen
because moving the ballot away from the branch and increasing
turnout weakened the influence of the established leaders over
elections and hence they could be more easily challenged".
Undy and Martin (1984: 112).

Therefore, the national leadership supporters are strongly determined

to resist calls for the introduction of elections for full-time

officials because of the detrimental affects it will have on the union.

"The full-time officials are the conscience of the union.
They are bureaucrats trying to defend the status quo.
The Broad Left's attempts to elect them will provide
the employers with a wedge to drive between the leadership
and members".38

They envisage a situation where the service to the membership will be

undermined and the full-time officials would effectively control the

union machinery. They feel that once elected by secret ballot the

officials will not attend NEC and DC meetings anymore as they would no

longer be accountable to these committees. They fear that the personal

interests of the officials will override any responsibilities to the

union and the membership. This will lead to bad management within the

union and tensions between those officials directly elected and those

not.

"The mass media will also encourage the emasculation of
active officers if they oppose the Establishment in any
way. In this situation an officer could be elected who
takes decisions that are not in accord with membership
wishes" .39

Above all the supporters of the national leadership are of the opinion

that the union and its effectiveness will suffer with constant changes

of officials through election. The current system is regarded as the
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most appropriate for ASTMS' structure.

"The election of officials is an irrelevancy. ASTMS is
controlled by the members through overseeing policy at
ADC. The NEC is a lay body and the employing agent of
full-time officials which provides a better and more
efficient service to members. If you superimpose a
supposedly democratically controlled elected official
it will be an anti-democratic move. This is because
it will destroy the accountability of officials to
the NEC".40

The Broad Left officers and sympathisers consider their demand for the

election of full-time officials the major plank in a policy platform

that seeks to re-establish workplace trade unionism.

"The members expect the officials to do everything. They can
do not more than you can do yourself; looking to officials
all the time is a fault. The full-time officials at ADC
are smart and elegant but politically naive of the members
daily struggle. There is a realisation of the need to go
back to the roots of trade unionism".41

Therefore, Broad Left officers and sympathisers want to set up a list

of campaigning priorities that relate to the members workplace

interests. Some feel there is a danger of channeling all their

energies into concentrating on attacking the national leadership

instead of building up membership support at the grass-roots. As a

consequence a major element in the Broad Left's policy platform is to

press for the devolving of Branch administrative powers down to the

Groups. This closer involvement of Groups in the administrative

structure of ASTMS' Broad Left sympathisers see as helping to

strengthen workplace organisation and assist in extending support for

the Broad Left's policies.

Factions Influence on Members 

Understandably, the national leadership supporters are very

sceptical of the support the Broad Left can hope to mobilise. They

consider the Broad Left's influence or potential influence to be wildly
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exaggerated. They believe that the majority of members are openly

hostile to the influx of political ideas at union meetings and view the

role of factions in a negative light. This is because officials

believe that the members possess an 'economistic' outlook towards the

role of trade unions and are 'instrumental' in their support for

issues. Most officials are agreed that less than 30% of the membership

actually pay the political levy, and only these members have a direct

interest in political issues.

Table 6:4 shows how many members in the six Branches covered by

the survey agree with the existence of the political levy and how many

pay it. The two tables are rather complementary. In 6:4(i) only 37.4%

of members 'strongly agree' with having the political levy, but when

added to those that 'mildly agree', this figure increases to 62.6%.

The total figure for those who disagree with the existence of the

political levy is 37.4%. In 6:4(ii) 53.4% of the members in the sample

actually pay the political levy. This is a far higher figure than the

reputed national average of 30%. It can be explained by the fact that

the sample is largely contained of more active and interested members

and therefore the majority of those who did not respond are also

presumed not to pay the political levy. In fact 36.4% in this sample

do know whether they pay the political levy or not. It can be supposed

that a proportion of this number if they find out that they do pay

might stop payment. Therefore, once again the apathy and ignorance of

many members to the wider affairs of the union is revealed. This

confirms many officials critique of the divorce of administrative and

industrial structures in ASTMS.

Therefore most officials who support the national leadership see

the Broad Left as an attempt to retrieve a lost position by a number
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Table 6.4 — Members Agreeing With and Paying the Political Levy

(i)	 Agreeing with the Political Levy

TotalOpinion BA NHS 1 Admin Pub Eng NHS2

Strongly agree 6 12 18 6 9 7 58 37.4

Mildly agree 6 7 6 8 6 6 39 25.2

Mildly disagree 3 3 0 4 4 4 18 11.6

Strongly disagree 10 5 2 9 7 7 40 25.8

Total 25 27 26 27 26 24 155 100.0

(ii) Paying the Political Levy

Pay BA NHS 1 Admin Pub Eng NHS2 Total

Yes 10 18 20 15 16 15 94 53.4

No 17 7 7 12 10 11 64 10.2

Don't know 3 7 3 2 1 2 18 36.4

Total 30 32 30 29 27 28 176 100.0
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of 'far left' political activists in ASTMS. The main factor that has

helped the Broad Left these officials consider, is the lack of

participation by members at Branch level which allows 'left' activists

to dominate the union machinery. Many officials believe that most

activists are involved in ASTMS because of their political beliefs or

party connections.

"If a member becomes active in the union it is because they
feel they can contribute something. They equate their own
theories of life to the work situation they find themselves
in".42

Supporters of the national leadership single out 'open' Branches in

particular as ones dominated by political activists.

"Open Branches are full of all the one-off's. The Branches
cover small groups of members who rarely attend a single
Branch meeting. This is why you have a hard core of
political activists in control".43

Consequently, the Broad Left appears to the supporters of the national

leadership as composed of a mixed bag of union members. The officials

feel that many members are associated with the Broad Left because of

its alternative attraction in its formative period, rather than because

of political beliefs.

Table 6:5 reveals how much members in the six Branches studied

were canvassed by others and how much they canvassed others at work to

vote for certain candidates in the recent union elections. In table

6:5(i) no member considers themselves to have been canvassed 'a great

deal', though 15(9.4%) do think they were influenced in the way they

voted 'a lot'. Overwhelmingly 120 (75.5%) consider that they were not

influenced in any way by talks with others. Altogether only 39 (24.5%)

members believe that their decision to vote in a particular way was

influenced by others. In table 6:5(ii) a greater amount of members 125

(78.6%) did nothing to persuade others to vote for certain candidates.
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(i)	 Talks With Others

Amount	 Aero	 NHS 1	Admin	 Pub	 Eng	 NHS2	Total

A great deal	 0	 0	 0	 0	 0	 0	 0	 0.0

A lot	 3	 0	 0	 .4	 4	 4	 15	 9.4

A little	 4	 2	 1	 5	 7	 5	 24	 15.1

Nothing	 22	 24	 21	 18	 17	 18	 120	 75.5

Total	 29	 26	 22	 27	 28	 27	 159	 100.0

(ii)	 Talks To Others

Amount Aero	 NHS 1	Admin	 Pub	 Eng	 NHS2 Total

A great deal 0	 0	 0	 0	 1	 0 1	 0.6

A lot 3	 0	 0	 3	 4	 2 12	 7.6

A little 3	 1	 1	 5	 5	 6 21	 13.2

Nothing 23	 25	 21	 19	 18	 19 125	 78.6

Total 29	 26	 22	 27	 28	 27 159	 100.0
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Only 34 (21.4%) of the sample had actually done something in order to

persuade others to vote the way they preferred. However, these figures

are higher than NALGO which shows that even without overt factions

canvassing still occurs, either along industrial lines or for

supporters of the national leadership. This, again, reflects on the

strength of support the national leadership is able to mobilise (see

Blume: 1970).

The majority of Broad Left officers and sympathisers recognise the

above critisism and are pragmatic to the limitations and constraints

imposed upon them. They realise that in the short-term the Broad Left

will primarily consist of activists and its influence will be small. A

further constraining factor is that important sections of the 'left' in

ASTMS have yet to tie themselves to the Broad Left banner. The

sympathisers realise the need to build a genuine mass base of support

amongst the membership which they interpret as evolving around

political and industrial issues (i.e. wage controls, national disputes,

Employment Acts). Primarily they regard this as a test of leadership in

activists' ability to push the members in making a stand. Through

offering guidance and support on different issues, union elections and

industrial disputes the Broad Left sympathisers hope to construct their

membership support.

"If only 2 or 3 members become active in the workplace it
will have been worthwhile. If nothing is done the Broad
Left will just be a bureaucratic entity".44

4. CONNECTIONS OF FACTIONS 

The difficulty in ASTMS is that there is only one overt political

faction, the Broad Left. Therefore, although the majority of officials
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who support the national leadership are members of political parties

(mainly the Labour Party and Communist Party) they do not stand on an

overt political platform in ASTMS elections. As a consequence it is

only appropriate to examine the external connections of the Broad Left.

The national leadership supporters see the 'Militant Tendency' and the

SWP as the main instigators behind the establishment of the Broad Left.

They do not regard it as a 'broad left' in Labour Party terms, but as

an attempt by various Trotskyists to revamp the old 'Red Collar'

faction along different lines. When the first Broad Left meeting was

held at Birmingham the Secretary of the West Midlands DC did not know

it was taking place and he is regarded as being on the 'left'. This is

why the Broad Left does not appear to be too broad to officials who

support the national leadership.

"They are rehashing old ideas to a new mix. Trotskyists
within and without the Labour Party are trying to pull
in a broader 'left'. Yet there is a fundamental ideological
difference between the 'Militant' and the SWP".45

The sympathisers of the Broad Left acknowledge that it primarily

consists of members from the 'Militant Tendency', 'Socialist

Organiser', 'Socialist Action', the left of the Labour Party and

independent socialists. The stimulus for this amalgam of socialists is

seen as the drift of various trade unions to the centre and right and

the Labour Party's constituencies drift to the left. Sympathisers of

the Broad Left do not see its future in posing as a 'Militant' or

'Trotskyist' organisation. The Broad Left, as these officials see it,

has to adopt policies from a range of 'left' political parties,

especially from the Labour Party 'Left'. Most Broad Left sympathisers

recognise the need for a 'cross fertilisation' of ideas, but witht the

firm imprint of a clear ASTMS identity.

"It is impossible to operate within the union unless
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the Broad Left has a wide canvass of support. To achieve
this it must gain access to the broader membership".46

In terms of the Broad Left's appeal within ASTMS most officials

agree .that in the NHS and Publishing sections the Broad Left is likely

to attract the majority of its support. In the other sections, most

notably Engineering, Insurance and Universities, the Broad Left will

not gain much support because they are more attached to the present

national leadership.

Most of the Broad Left officers and sympathisers are clear in

stressing their links with organisations and groups such as BLOC, CLPD

and LCC. The main help these links provide is in assistisng of

setting-up the bureaucracy to run the organising of the faction. The

Broad Left also utilise official union links with SETUC and various

trades councils. There are also links across the boundaries within

ASTMS (for examples of BLOC, etc. propaganda see Appendix IV).

Financially support is raised mainly from individuals, from some

DC's and from the external assisting groups. In terms of meetings there

are frequent ones at all levels of the union's structure. For example,

there are pre-meetings to the DC's meetings each month. There are

regular monthly meetings of Broad Left supporters in each Division.

There is a twice yearly national conference of the Broad Left, and a

regular bulletin is issued to all supporters. In addition, many

meetings are held on an 'ad hoc' basis. In essence though, the Broad

Left is dependent on the personal contacts of its supporters at the

local level and how far these contacts are extended or not. Finally,

as mentioned previously, in the CPSA and NALGO case studies, the level

of external support received by the Broad Left is mainly determined by

the level of internal organisational sophistication it is able to

develop. At the time of the fieldwork this support was not as great as
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in the CPSA and NALGO factions because internally the ASTMS Broad Left

has yet to evolve a firm organisational framework.

SECTION 4 - DETERMINANTS OF THE POLITICAL SYSTEM 

In a like-fashion to the CPSA and NALGO three main structural

factors which influence the development of the political system within

ASTMS are investigated. These are:-

Firstly,	 the	 industrial sectors contrasting managerial

organisation and collective bargaining arrangements.

Secondly, the characteristics of the ASTMS membership and how they

affect levels of participation within the union.

Thirdly, the affect of the working environment taking particular

consideration of employer policies and physical differences.

1. THE INDUSTRIAL SECTORS 

Influence of Public and Private Sector Bargaining Systems 

All officials interviewed are agreed that the industrial sectors

which ASTMS operates within affect the nature of the union structure.

The major division is between the public and private sectors of the

economy. The industrial structure of ASTMS was described previously,

as was the debate between supporters of the national leadership and the

Broad Left over its importance and relevance. Across the public and

private sector the various industrial sections are at different stages

of organisation. In the private sector the old ASSET base in the

Engineering Section is the best organised, while organisation in the

Insurance Section is very patchy. In the public sector the old AScW

base in the Universities Section is very well organised, while in the
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NHS organisation was non-existant in many places until the 1982

national strike. In the private sector ASTMS organisation has been

affected by the current economic recession. This is especially true

for those members in the engineering and manufacturing industries.

"The union has taken a big hammering in loss of members
due to the mix of industrial/political policies of management
and the Government" .47

This has made organising in the private sector difficult.

Officials comment that more successful Branches are those with more

local autonomy. This is because of the wide variation in procedures

and grievances that oscilate between various companies. One official

mentions the publishing industry where bureaucratic jealousies damage

the interests of the membership. The authority and influence exercised

by National Officers many officials see as increasing the bureaucratic

tendencies inherent in collective bargaining processes.

"In the private sector there are less closed shops than in
the public sector. In particular it is with medium-sized
companies that you often find negotiations far from easy.
It is not the same as bargaining over public sector imposed
norms" .48

Another official points to the multi-union situation that exists in the

chemical and electronics industries which affects ASTMS organisation.

There exists in these industries a good combination of shop steward

multi-union organisation at plant, company and national levels. In

other industries the National Officers and DO's have a more direct

involvement. Broad Left officers and supporters are keen to encourage

the development of an industrial trade unionism under the

'leadership' of TASS, seeing the policy of ASTMS as too moderate and

not appropriate for its structure.

Table 6:6 lists responses by members in the six Branches studied

as to the major decision-making level within ASTMS. It is clear that

ASTMS members see the main level of decision-making at the Division.

In fact 47 (33.3%), the largest single group, place the Division in
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Table 6.6— Main Level of Decision-Making in ASTMS 

Level BA NHS 1 Admin Pub Eng NHS2 Total %

At branch level 2 2 4 0 0 0 8 5.7

Between branch &
division 6 3 7 8 11 9 44 31.2

At divisional level 10 5 7 10 9 •	 6 47 33.3

Between divisional
& national 4 16 6 2 5 6 39 27.7

At national level 0 2. 0 0 1 0 3 2.1

Total .	 22 28 24 20 26 21 141 100.0



404

this category. The second largest group, 44 (31.2%), are divided in

seeing the main powers as shared between the Branch and Divisional

levels.. Yet another group, 39 (27.7%), are divided in seeing the main

powers of decision-making as shared between the Divisional and National

levels. This mixture of, more or less, equally divided assessments of

where the main level of decision-making resides in ASTMS is perhaps

reflective of the little knowledge most members possess of the higher

structures of the union. It is apparent that most members are of the

opinion that powers are devolved in ASTMS and that they do not feel too

beholden to the NEC or National Officers.

In the public sector the organisation of ASTMS has been affected

by the centralised nature of the industrial and employment structures.

In essence union organisation revolves around the national forums of

collective bargaining as enshrined in the Whitley Council system. The

employers assist in this:-

"The management in the public sector have a more benign
attitude to the unions, so it is easier to organise and
achieve reasonable negotiation procedures even if it is
only nationally" .49

The concentration of bargaining at national level reflects on ASTMS

organising nationally pursued claims. The major difficulty is that

under the present Government's economic policies the NHS, universities

and nationalised industries have had imposed norms and a hidden wage

policy has existed.

"It is difficult to achieve anything through locally
based negotiations. This is complicated by Government
employment being statute, so that it is difficult to
tear-up procedures. Therefore the public sector is
much more bound by procedure".50

Consequently, the very bureaucratic nature of negotiation procedures

through the Whitley Council system combined with a policy of strict

cash limits complicates the manner in which ASTMS members are fully

able to relate to it. Indeed, some officials regard the Whitley
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Council system as a complete sham and see the only way for ASTMS to

progress (in the interest of the membership) is withdrawing from it in

order to try to negotiate separately.

However, Broad Left officers believe that it is easier to organise

factional activity under centralised bargaining arrangements. This is

because it is easier to draw in a wider constituency of members with a

common interest on a single issue than in the private sector where this

is far from practicable or realisable. Likewise, direct confrontation

with the Government over industrial issues inevitably at some stage

draws in larger issues and questions of a political nature. These

officials are of the opinion that in trade unions that recruit only in

the public sector, the major role that centralised bargaining plays is

reflected in the way in which the pay issue dominates their national

conferences. The national leadership supporters are critical of this

because they see it as making full-time officials accountable to a pay

policy rather than a proper broader based assessment of the valuable

functions they perform for the union.

In the private sector the industrial structure of ASTMS is

determined by the employment structure found in each industry. For

example, the Insurance Section closely reflects the 'paternal'

employment practices and structures of that industry. The Engineering

Section reflects the more traditional approach to collective

bargaining. Initially, the union evolved around local bargaining but

now there exists a mix of centralised and localised negotiations with

great individual company variation. The ASTMS leadership have

purposefully pursued a strategy that encourages employers to organise

their bargaining arrangements on a national basis. Once again this has

had the effect of bureaucratising collective bargaining procedures

around the central positions held by National Officers. This strategy
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has been successful in promoting the growth of ASTMS. However, some

Broad Left critisise it:-

"The union in its urgency to expand through posturing
is now left with local agreements covering isolated
groups of members. There was not enough rapid
appreciation of how the situation would develop".51

Supporters of the national leadership defend the union's

strategy as a response to the decisions to centralise bargaining by a

number of multi-nationals.

"There is a move over to place emphasis on corporate policy
with national centralised bargaining and more aggressive
managerial techniques" .52

However, the Broad Left are critical of the way the leadership has

tried to force Groups of members into one section or another through

its advocacy of national bargaining.

In many respects the above relates to arguments over the structure

of ASTMS mentioned earlier in the chapter. There is a feeling amongst

many officials that although the policy for growth made sense at the

time it originated, it has now out-grown itself. Yet ASTMS appears

locked into a state of inertia with an inability to change because of

its own financial crisis. It is this financial retrenchment, many

officials see, that necessitates a structural change. Broad Left

officers and supporters feel that the members will ultimately respond.

2. MEMBERSHIP CHARACTERISTICS 

Backgrounds Affecting Attitudes 

All officials are agreed on what the majority of members regard

the purpose of trade unions to be and the objectives it is legitimate

for unions to pursue. These are basically the defense and advancement

of the members industrial interests. Industrial interests are defined

the protection of, and increase in, salaries and the improvement of

conditions of service.

"The members basically see the union as a form of insurance
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policy against any unforeseen action the employer might take".53

Some officials are of the opinion that although members are prepared to

press for improved conditions it is largely not because they wish to

enter into conflict with management but because they want their

opinions to be considered before managerial decisions are taken

affecting the workplace. In effect, the officials are articulating a

desire on the behalf of middle and lower management grades to a right

of participation in higher managerial decision-making. This appears as

a major grievance which provokes many to join or become more active in

the union.

"(In Reckitt and Colman) ... some of these managers said that
they were reluctant members of ASTMS, as they did not like its
militant image and links with the Labour Party, but that they had
joined because they wanted such an independent union for protection".
G. Bamber (1986: 13)

This is symptomatic of how many members are recruited to ASTMS.

In a great deal of cases it is a response to specific grievances that

are either actual or perceived. This in turn means that many members

have specific objectives that they tend to prioritise over other.

Therefore these members are more concerned with their own individual

problems and issues affecting them with the broader affairs of ASTMS.

The members are seen as placing emphasis on the local bargaining

situation. Most officials interpret this as a need for good union

representatives at the basic negotiating level who can advise and

bargain on issues relating to pay and conditions of service.

"Members have an individualist outlook, and use the union
as the need arises,but especially over grading and contract
problems".54

This 'individual' approach to trade unionism is encouraged by

ASTMS' structure and organisation which specifically articulates

individual grievances of an industrial nature. This has the further

affect of encouraging members to think 'individually' about their own

industrial concerns and to ignore or neglect the wider issues and
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aspects of trade unionism. The Broad Left sympathisers are particularly

critical of the leadership's purposeful policy in amplifying such an

individual consciousness. The net affect is that the majority of

members do not understand how the union functions properly, even though

they realise some form of democratic process exists they are largely

uninterested in utilising it.

"The structure encourages the membership to be schizophrenic.
They do not equate their own union membership with what they
read or hear about unions generallyu.55

Therefore, although the membership is agreed with the union's aims

on industrial issues, they make a firm distinction between what they

regard as industrial and political objectives. In practice, although

most members would agree on the legitimacy of pursuing wider political

objectives, they would not be prepared to involve themselves in

industrial action that has political objectives. This means that many

members do see a role for ASTMS in party politics. About 70% do not

pay the political levy. Officials mention that some Groups of members

who are involved in work that is commissioned by the MOD are more

inclined to think that ASTMS should not be involved in party politics

as it may adversely affect their jobs.

The Broad Left officers and supporters regard the apolitical

attitude of many members in ASTMS as reflective of the leadership's

strategy for growth. The pursuit of increased membership led ASTMS

into more conservative recruitment areas through amalgamations and

mergers with various staff associations. The new membership are

predominantly drawn from managerial and professional occupations, many

of whom have middle-class backgrounds. This is especially so with the

financial sector where the membership is extremely conservative in

their perceptions of the aims of trade unionism. Consequently, the

traditional conservative outlook of the old staff associations are
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reflected in the views of the new members who largely have an

'individualistic' outlook towards trade unionism. Some Broad Left

officers believe that many of these members would be less conservative

in their opinions if they were encouraged by the union to face broader

issues. Indeed, some of these members have begun to understand the

political philosophy of trade unions, as one official puts it:-

"A person who joins a trade union is half way towards wisdom".56

Naturally, the Broad Left sympathisers are more optimistic that

once given a lead many of the members will follow. The one such issue

they hope will raise questions of the union's structure in front of the

membership is the election of full-time officials (as discussed

earlier). The full-time officials are criticised for retaining their

own perspective towards union affairs which is seen as the result of

their role in a non-elected position to satisfy the demands of the

membership.

All officials are agreed that amongst activists in ASTMS, there is

a very varied cross-section of political views. The majority of

activists are Labour Party members or sympathisers, but even amongst

them there exists gradations of opinion. The major differences occur

over how to go about achieving their aims and what will be the net

results from pursuing a particular course of action. Some officials

argue that the public sector members are the most politically aware,

articulate and active in ASTMS, and more willing to raise political

issues. The members in the private sector are seen as being not as

politically conscious, articulate or active and are less willing to

utilise the union's administrative channel with the DC. This poses

problems for the 'right-wing' in ASTMS (in the form of the C.T.U. and

others) because their supporters are concentrated in the private

sector.

... the right-wing is effectively non-speaking, non-
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political and not articulate because of the source of
membership from where they derive their support".57

To a certain extent some officials perceive the differences in

political awareness as a result of the social backgrounds of different

groups of members. In the public sector high political awareness is

seen as a result of class background. In the case of university

technicians, for example, the majority are drawn from a working-class

background and possess a distinct class character. In the NHS and

various fringe bodies that are Government sponsored the ASTMS

professionals are drawn from a middle-class background but possess a

'left-wing' political outlook.

"Many of these professionals are in their 30's or 40's
and were politically radicalised in the 1960's. In fact
they are more radical than those older or younger than
them" .58

Table 6:7 lists the family backgrounds, in terms of parental

occupations and union memberships, of members in the six Branches

studied and of the officials interviewed. In table 6:7(i) it is

apparent that the majority of members, as in NALGO, come from non-

manual backgrounds. In the 'managerial/ professional' row 67 (36.8%) of

members and 10 (25.0%) of officials had/have fathers in this

occupational category. The respective figures for mothers are 15

(8.3%) and 7 (17.5%). In the 'administrative' row 32 (17.6%) members

and 13(32.5%) officials had/have fathers in this occupational category.

The respective figure for mothers are 26 (14.3%) and 1 (2.5%). Yet

again, as in the CPSA and NALGO samples, the 'other/housewife', row

reveals a further division; in the members sample 6 (3.3%) had/have

fathers and 83 (45.6%) had/have mothers in the 'other/housewife' row.

The respective figures for officials are 0 (0.0%) and 16(40.0%) which

reveals that officials are more likely to have had both parents working

when growing up.

In comparison to NALGO and CPSA, not many of ASTMS' members and
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Table 6.7	 -- Family Backgrounds

(i)	 Parents Occupations

Parent Father Mother

Occupation lembers %	 Officials	 .% Members % Officials	 %

Managerial/
Professional 67	 36.8	 10	 25.0 15 8.3 7 17.;

Administrative 32	 17.6	 13	 32.5 26 14.3 1 2.;

Self-employed 18	 9.9	 2	 5.0 5 2.7 2 5.1

Supervisory/
Clerical 19	 10.4	 6	 15.0 32 17.6 6 15.1

Skilled Manual 35	 19.2	 5	 12.5 5 2.7 3 7.;

Semi-skilled
Manual 2	 1.1	 1	 2.5 4 2.2 0 0.1

Unskilled
Manual 3	 1.7	 3	 7.5 12 6.6 5 12.;

Other]
housewife 6	 3.3	 0	 0.0 83 45.6 16 40.1

Total 182	 100.0	 40	 100.0 182 100.0 40 100.1

Parent

(ii)	 Parents Union Membership

Father Mother

Member Officials	 % Members	 % Officials	 % Members

Yes

No

20	 50.0

20	 50.0

65	 35.7

117	 64.3

15	 37.5

25	 62.5

43

139

23

76

Total 40	 100.0 182	 100. 0 40	 100.0 182 100
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officials come from a manual background. 	 In total 40 (22.0%) members

and 9 (22.5%) officials had/have fathers, and 21 (11.3%) members and 8

(20.0%) officials had/have mothers in manual occupations. This

strengthens the argument over the 'managerial' nature of the membership

and officials in ASTMS.

In table 6:7(ii) the figures show that, in common with the CPSA

and NALGO, officials are more likely to had/have parents who were/are

trade union members. Altogether 20 (50.0%) officials had/have fathers

who were/are trade union members, while for members the figure is 65

(35.7%).	 The respective figures for mothes are 15 (37.5%) and 43

(23.6%). Yet again this confirms that officials are more likely to

come from backgrounds where at least one parent was/is a trade union

member (see Cupper: 1983).

In the private sector, especially in engineering and other related

industries, the traditional background for ASTMS members has been

promotion to foreman/supervisor from the shopfloor. This has usually

meant that these employees have already been trade union members in

manual unions such as the AUEW and TGWU. They, therefore, are already

socialised to trade unionism and bring a strong union orientation to

ASTMS.

"The representatives and stewards in engineering have a
uniform social background and a similar sense of grievance".59

Tables 6:8 and 6:9 show the length of service, length of union

membership and positions held presently or in the past of the

membership sample in the six Branches studied and of the officials

interviewed. In table 6:8(i) it is immediately clear that the

officials in similarity to the members are concentrated in the lower

half of the table between 1-25 years of service. In total 20(50%)

officials and 99 (54.4%) members have lengths of service between 1-10

years. No official has more than 25 years servuce, while only 11
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Table 6.8 -- Length of Service .and Union Membership 

(i) Length of Service with Service/Company

Years

(or ASTMS for F.T.O's)

Officials	 Member

1-5 11	 27.5	 59	 32.4

6-10 9	 22.5	 40	 22.0

11-15 14	 35.0	 27	 14.8

16-20 3	 7.5	 34	 18.7

21-25 3	 7.5	 11	 6.0

26-30 0	 0.0	 3	 1.7

31-35 0	 0.0	 5	 2.7

36-40 0	 0.0	 2	 1.1

41-45 0	 0.0	 1	 0.6

Total 40	 100.0	 182	 100.0

(ii) Length of Union Membership

Years Officials	 %	 Members	 %	 Length of ASTMS Membership
(members only) .%

1-5. 8	 20.0	 62	 34.1	 73	 40.3

6-10 10	 25.0	 52	 28.6	 72	 39.7

11-15 15	 37.5	 42	 23.1	 34	 18.8

16-20 3	 7.5	 14	 7.7	 1	 0.6

21-25 2	 5.0	 7	 3.8	 1	 0.6

26-30 1	 2.5	 0	 0.0	 0	 0.0

31-35 0	 0.0	 1	 0.5	 0	 0.0

36-40 1	 2.5	 2	 1.1	 0	 0.0

41-45 0	 0.0	 2	 1.1	 0	 0.0

Total 40	 100.0	 182	 100.0	 181	 100.0
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Table 6.9

Post

— Posts held or holding

Eng NHS2 Total

(i)

Aero

Present Post(s)

NHS 1 Admin Pub

Division 3 1 1 1 2 3 11 9.0

Chair 1 1 0 1 2 2 7 5.7

Secretary 0 0 1 0 1 1 3 2.5

Member 2 1 2 3 2 4 14 11.5

Dept. Rep. 12 3 2 11 11 11 50 41.0

Steward 0 8 1 2 1 1 13 10.6

Other 5 6 4 3 3 3 24 19.7

Total 23 20 11 21 22 25 122 100.0

Post

(ii)

Aero

Past

Pub Eng NHS2 TotalNHS, Admin

Division 1 3 1 1 3 4 13 10.9

Chair 0 1 2 0 2 1 6 5.0

Secretary 2 2 4 2 4 4 18 15.1

Member 2 0 3 2 4 5 16 13.5

Dept. Rep. 5 5 4 5 5 7 31 26.1

Steward 2 6 3 5 3 3 22 18.5

Other 2 5 5 1 0 0 13 10.9

Total 14 22 22 16 21 24 119 100.0

Post(s)
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(6.1%) members have more. Therefore, the officials are quite

representative of the membership in terms of length of service

reflecting the youthful image of the union. Table 6:8(ii) shows

officials have a proportionally greater length of union membership

compared to the members. In fact 15 (37.5%) officials have between 11-

15 years union membership compared to only 42 (23.1%) of the members.

It is also noticeable, when compared to NALGO and CPSA, that more of

ASTMS members were members of a previous trade union. While 114

(62.7%) members have been a trade union member for between 1-10 years,

145 (80.0%) members have only been a member of ASTMS for the same time

period.

In tables 6:9(i) the total number of officials involved is 89; of

this total 11 (12.4%) held 3 posts or more, 22 (24.7%) hold two posts

and 56 (62.9%) hold one post. In table 6:9(ii) the total number of

officials involved is 84; of this total 8 have held 3 posts or more, 19

have held two posts and 57(67.9%) have held one post. These figures

suggest that there is a relatively high turnover in officials.. In

table 6:9(i) the percentage of all those who hold a position is 48.4%

(89) and in table 6:9(ii) the similar percentage is 45.7% (84). This

means that nearly half the sample have held/hold a position or

positions within ASTMS. However, it is more probable that these

figures are more representative of the activists on which the sample is

based. Naturally, with a greater proportion of activists in the sample

it would appear as if more members are active in the union.

Some officials argue that although this mix exists of those

members who are foremen or supervisors entering ASTMS from a union

background, in many cases the commitment is rather by habit than by

conviction. In contrast, those professionals, technicians and

scientists in the private sector who join ASTMS are seen to do so more
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out of conviction than habit.

One example an official gave is the situation at Penguin Books in

the publishing industry. The union was started here by middle

management because of grievances many had with the direction of higher

management. Those managers who took the initiative to start union

representation were those who were Labour Party members. Therefore,

in this particular case, and in others, ideological commitment is seen

by many officials as a major factor in stimulating the need for union

representation.

"In many situations these politically-motivated activists
see the union as a means to represent those members who
agree with their politics in a particular work environment".60

Divisions of Personal Characteristics 

The major division between the ASTMS membership on the basis of

characteristics most officials see as between those who work in the

public and private sectors of the economy. In the private sector

(especially in engineering) the majority of members were aged between

30 - 60, are male and tend to be active in the workplace but not in the

higher structures of the union. In educational terms there is a

noticeable influx of young professional graduates joining ASTMS from

lower managerial positions. In terms of grades ASTMS recruits all

managerial, professional and technical levels. Some officials believe

that ASTMS is carried by its higher grades because of their

managerial! administrative functions.

The following table 6:10 outlines the occupations of the

membership sample taken from the six Branches studied. It is

immediately obvious that the vast majority of members are concentrated

in the occupations of managers, administrators or engineers. This

reflects the major divide within ASTMS between its strong presence in

engineering and associaated occupations, and its increasingly more

managerial/administrative membership in the finance sector and the
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Table 6.10

Occupation

Occupations

Pub Eng NHS2 Total %Aero NHS 1 Admin

Scientists 0 17 0 0 0 0 17 9.3

Managers/
Administrators 5 0 24 13 11 9 62 34.1

-
Engineers 19 13 1 11 9 15 68 37.4

Professionals 6 0 2 6 8 5 27 14.8

Service
personnel 0 2 3 0 3 0 8 4.4

Total 30 32 30 30 31 29 182 100.0
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public services. In total 68 (37.4%) members are in engineering

occupations and 62 (34.1%) members are in managerial/administrative

occupations. The Branch by Branch divide shows that in the 'Aerospace'

Branch 19 out of 30 members have engineering occupations, and in the

'Administrative' Branch 24 out of 30 members have administrative

occupations. The growth in numbers of managerial/administrative

occupations is reflected in the 'Engineering' Branch where only 9

members out of 31 give their occupations as engineering while a further

11 give their occupations as managerial/administrative.

It is the Insurance Section which does not conform to this pattern

in the private sector. In Insurance the majority of members are

female, the age range is more cross-spread (reflecting vertical

recruitment across gradings) and men tend to be active in ASTMS rather

than women. This, to a certain extent, reflects the influence of higher

grades, and many in lower grades are suspicious that promotion to a

higher grade may be as a result of union activity. There is the added

problem of strong loyalty to the individual companies because of the

'paternalistic' relationship that dominates labour relations in the

finance sector.

Table 6:11 overleaf lists the ages of the members from the sample

in the six Branches studied and of the officials interviewed. The table

reveals that the majority of members are concentrated in the 31-45 age

range. The officials column shows that they are concentrated in the

26-40 age range. The officials are, therefore, slightly younger than

the members they represent. This adds further to the argument of the

youthfulness of ASTMS' image. Altogether 90 (49.7%) members are aged

between 31-45 years, and 28 (62.5%) officials are aged between 26-40

years.

In the public sector the majority of members are female, aged



419

Table 6.11

Age

--

Members

Age

Officials%

16-20 4 2.2 0 0.0

21-25 20 11.1 8 10.0

26-30 24 13.3 8 20.0

31-35 26 14.4 9 22.5

36-40 31 17.1 8 20.0

41-45 33 18.2 5 12.5

46-50 16 8.8 3 7.5

51-55 12 6.6 1 2.5

56-60 10 5.5 2 5.0

61-65 5 2.8 0 0.0

Total 181 100.0 40 100.0
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between 20-40 and they tend to be active in the higher structures of

ASTMS. In the universities the sexual division between members is more

50/50, but in the NHS the overwhelming majority of members are female.

As in the private sector ASTMS recruits vertically across grades but

there is a tendency for higher grades to, proportionally, participate

more in the activities of the union. There is also a tendency for

certain managerial grades not to participate because of potential

embarassment when involved in direct negotiations with union officials

in their managerial capacity (as in NALGO).

"The high grades have a natural suspicion of the lower
ones because they don't know what's festering back at
the workplace" .61

Table 6:12 shows how the membership sample in the six Branches

studied breaks down on the basis of grading. As in the NALGO sample

there is a tendency for higher grades to be over represented in the

sample. This, given the type of managerial areas that ASTMS recruits

in, is not to be unexpected. However, it is clear that ASTMS has a

strong base amongst the middle and lower levels of management. While

42(25.4%) members are located in the highest two grades, another . 91

(55.2%) members, the overwhelming majority, are located in the middle

to lower gradings. This reflects the recruitment base of the union

covering supervisory/foremen grades and young professional managers. In

terms of educational qualifications young professional graduates, as in

the private sector, are increasingly joining ASTMS. One Branch

official in the NHS comments that although medical students and doctors

do not play a role in the industrial life of the ASTMS Group in the

hospital (the members are mainly technicians), they nevertheless take

an active interest in the policies and political issues that arise in

the union's administrative structure. Although, the official also says

that medical students and doctors are increasingly taking more of an

interest in the industrial negotiations of the Group which he sees as
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Table 6.12

Grade '

--

Aero

Grade

Admin Pub Eng NHS2 Total %NHS 1

Principal 2 1 1 1 0 0 5 3.0

HEO 6 3 8 8 6 6 37 22.4

ED 6 15 4 6 6 8 45 27.3

AO 7 10 9 6 6 8 46 27.9

CO 7 3 1 9 6 6 32 19.4

Total 28 32 23 30 24 28 165 100.0
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reflective of the current defensive climate prevailing in the NHS.

Table 6:13 lists the qualifications of members in the six Branches

studiea and of the officials interviewed. In a similar fashion to the

NALGO membership, ASTMS members are well-qualified. In table 6:13

altogether 77 (48.3%) members possess professional qualifications or

degrees.	 The respective figure for officials is 34 (85.0%).	 Clearly

the officials are drawn into ASTMS because of their professional and

academic qualifications. This supports arguments that those of a

higher grade will tend to be involved in the union because their

managerial/administrative occupations equip them with the necessary

skills and available time to do it.

The main feature which stands out prominently is the difference

between the activity of women members in the private and public

sectors. In the private sector the majority of the female membership

tend to be inactive and concentrated in low grade and low paid jobs.

In the public sector women take on a more active role in union affairs.

There appears to be a general disenchantment with the present

structures of the union.

"Young women in the public sector have a generalised frustration
because they feel the union is not representing them the way it
should and therefore not achieving what they want".62

The following three tables 6:14(i), (ii) and (iii) show the sexual

division of the officials interviewed and members surveyed in the six

BranChes and the marital status of the members. Tables 6:14(1) and

(ii) correlate quite well with the national sexual division of ASTMS'

members. The membership figures are 128 (70.3%) male and 54 (29.7%)

female, and for officials a greater divide, 32 (80.0%) male and 8

(20.0%) female. As in common with the previous two unions, ASTMS

figures reveal the low involvement of women in official postions. In

table 6:14(ii) a Branch by Branch breakdown still shows women to be a
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Table 6.13	 --

Qualification

Qualifications

OfficialsMembers	 %

CSE 1 0.5 0 0.0

0 Level 4 2.2 3 7.5

ONC-OND 3 1.7 0 0.0

A Level 30 16.7 1 2.5

HNC-HND 21 11.7 2 5.0

Professional 29 16.1 10 25.0

Degree 38 21.1 18 45.0

Higher Degree 20 11.1 6 15.0

*Other 34 18.9 0 0.0

Total 180 100.0 40 100.0

*
The majority in this column possessed pre-CSE '0' level
qualifications (i.e. school certificates).
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minority in each case, but more marked in some Branches than others.

In table 6:14(iii) the majority of members are married, 101 (55.5%).

Only 48 members (26.4%) are single. This is a lower percentage than

CPSA or NALGO which reflects on the proportionally older average age of

ASTMS' members, their greater length of service and their more senior

positions.

These women members perceive a strong body of anti-feminist

feeling within ASTMS. They point to the decision of the ADC over

recent years to reject resolutions in favour of positive

discrimination. This has also increased the proportion of women

members who are anti-leadership and fuelled their frustration with the

union's structures. Women are, therefore, increasingly seen as a

source of radical change within ASTMS. Indeed many have become union

activists through their own involvement in political parties. This has

not gone unnoticed by many Broad Left sympathisers who hope that this

source for change in ASTMS can be channelled in their favour.

Structural and Industrial Divisions 

The supporters of the national leadership are prepared to

recognise that there are weaknesses as well as strengths in drawing so

many members together as a collection of unionised industrial

organisations. Yet they believe that this huge mixture of occupations

is the essence of ASTMS's vitality. They also believe that it is not

necessarily what members' occupations are that determine their

attitudes, but rather where they work and what their managers are like.

This is why individual issue campaigns affect specific groups in

different ways, and the union leadership has to pre-empt the responses.

This relates once again to differences between the public and

private sectors. It is felt that the private sector retains a more

'individual'- and 'industrial'- orientated perspective because of its
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Table 6.14 -- Sex and Marital Status

and Members(i) Sex of Officials

Sex Officers % Members

Male 32 80.0 128 70,3

Female 8 20.0 54 29.7

Total 40 100.0 182 100.0

Sex

(ii)

Aero	 NHS 1

Sex of Members by Branch

TotalAdmin Pub Eng NHS2

Male 25 19 15 23 25 21 128 70.3

Female 5 13 15 7 6 8 54 29.7

Total 30 32 30 30 31 29 182 100.0

(iii)Marital Status 

Marital Status

Single 48 26.4

Married 101 55.5

Divorced/
separated 22 12.1

Widowed 11 6.0

Total 182 100.0
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direct detachment from the Government and its policies. Comparatively

those employed in the private sector are 'better-off' in financial

terms than their colleagues in the public sector. This is not to say

that members in the private sector are not 'militant', but that their

'militancy'	 is	 directed more towards economic rather	 than	 political

issues. This	 is	 particularly	 true of the	 Engineering	 Section as

compared to	 the Insurance Section. In the public sector it 	 is the

economic policies	 pursued	 by	 the Government	 which	 are	 seen as

responsible for the increasing politicisation of those employed in it.

"Working in the public sector it is easier for members to
make political connections between management's policies
and the Governmenes".63

Many officials are of the opinion that the public sector is more

likely to attract those people who are more socially-orientated than

others. This social orientation is reflected in their work and (just as

in NALGO and CPSA) it equates them directly with the human problems in

running an under-finance service. It is because of this increasing

political awareness amongst union members in the public sector, so many

officials believe, that the Government is attempting to

institutionalise unions through the advocacy of no-strike clauses in

individual employment contracts.

In addition to the above trends in the public and private sectors

that increase differences between ASTMS' members there are also

divisions on a physical basis. Many officials relate the difficulty

involved in trying to organise members in the head offices of companies

and at research establishments. This is because they are usually

heterogeneous Groups of members working on small projects and

compounded by geographic dispersal.

"The more dispersed the membership is and the more
particularised an individual's work is, then the more
difficult it is to organise".64

In the NHS, for example, hospitals usually have a wide variety of
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departments, and variations in being physically concentrated or

scattered.

Table 6:15 overleaf shows the attendance of members at their

Branch meetings in the six Branches studied. Regular attendance at

ASTMS Branch meetings is not as bad as NALGO's comparatively, but not

as good as the CPSA. Only 14.9% (27) of the sample attend 'almost

always', with another 23.6% (43) 'fairly often'. 	 By far the biggest

group, 69 (37.9%), attend 'once/twice a year'. This would tend to

suggest that this group of members are practising a certain

'instrumentalism' in attending Branch meetings only when certain issues

arise. A further 43 (23.6%) members never attend Branch meetings which

is a low but, nevertheless, disappointing figure.

One official outlines what he sees as all sorts of contradictions

within ASTMS' industrial sections. For example, in Philips the members

are aware of working for a complex multi-national organisation that is

vertically integrated. However, ASTMS organisation is matrix and its

inter-relations with the Philips organisation can be confusing for many

members. By way of contrast in Canada Life Assurance the organisation

of the company is very individually orientated. The contracts of

employment given to employees are the most minimal, and commission is

individually based. Therefore, ASTMS has adapted itself in its

organisation to structures that mirror those of the company.

... you have to be flexible and able to rationalise
so that the union can apply itself to match the way
members work within a company structure".65

The manner in which ASTMS has evolved to cope with this

flexibility in approach is related to the differences between 'open'

and 'closed' Branches. The 'open' Branch combines members who are not

engaged in inter-related activities, often in isolated Groups and many

being professionals of one sort or another. The 'closed' Branch is
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Table 6.15	 --_

Attendance

Attendance

Admin Pub Eng NHS2 TotalAero NHS./

Almost always 4 6 5 3 5 4 27 14.9

Fairly often 6 4 4 9 11 9 43 23.6

Once/Twice 13 9 12 12 11 12 69 37.9

Never 7 13 9 6 4 4 43 23.6

Total 30 32 30 30 31 29 182 100.0
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concentrated on a particular workplace and Group of members with a

common identity facing common issues.

Members Political Views and Involvement 

When considering the political orientations of the membership in

the Branches studied all officials are agreed that the majority of

members are either Conservative Party, Liberal Party, Social Democratic

Party or 'right-wing' Labour Party supporters or voters. The main

reason they give for this is the fact that only 30% of the members

actually bother to pay the political levy. In one Branch, according to

an official, only 20% of the members pay the levy. Officials believe

that the members view the role of ASTMS primarily as one that is an

insurance policy. However, the officials are also of the opinion that

on some issues (such as the NHS, education etc) the members take a

progressive stance and are supportive of the union's actions in

relation to these issues. Overall though, the members are not

supportive of ASTMS's role within the Labour Party and its involvement

in direct political issues.

The following tables 6:16-6:22 list the voting patterns, political

party membership and activity, and opinions and attitudes on

contemporary political issues of officials interviewed and members

surveyed in the sample from the six Branches.

In tables 6:16(i) and 6:16(ii) the figures of each political party

remain fairly constant in the first three elections. As in the other

unions, 1983 shows a marked change in voting trends. In table 6:16(i)

it can be seen that votes for the Labour Party from the ASTMS

membership declined slightly from 49.4% in 1979 to 46.2% in 1983. A

bigger drop was recorded in support for the Conservative Party. In

1979 39.2% of the sample voted for the Conservative Party, by 1983,

this figure had fallen to 27.8%. Yet again, as in NALGO and CPSA, it
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Table 6.16	 -- Voting Behaviour in 4 General Elections

(i)	 Members

Party 74	 (Feb)	 % 74	 (Oct)	 % 79 % 83 %

Conservative 56	 40.0 50	 35.7 65 39.2 48 27.8

Liberal/SDP 13	 9.3 14	 10.0 17 10.2 44 25.4

Labour 71	 50.7 76	 54.3 82 49.4 80 46.2

Other 0	 0 .0 0	 0.0 2 1.2 1 0.6

Total 140	 100.0 14D	 100.0 166 100-0173 100.0

(ii)	 Officials

Party 74	 (Feb)	 % 74	 (Oct)	 % 79 83

Conservative 0	 0.0 0	 0.0 0 0.0 0 0.0

Liberal/SDP 2	 7.7 2	 7.7 4 10.3 1 2.6

Labour 24	 92.3 24	 92.3 35 89.7 37 94.8

Other 0	 0.0 0	 0.0 0.0 2.6

Total 26	 100.0 26	 100.0 39 100.0 39 100.0
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Table 6.17	 -- Political Party Membership

(i) Members

Member Aero	 NHS,/ Admin	 Pub Eng	 NHS2 Total	 %

Yes	 - 7	 6 15	 10 .14	 11 63	 35.0

No 23	 26 15	 20 17	 16 117	 65.0

Total 30	 32 30	 30 31	 27 180	 100.0

(ii) Officials

Member

Yes 31 77.5

No 9 22.5

Total 40 100.0

Table 6.18	 -- Which Political Party

(i) Members

Party Aero NHS 1	Admin Pub	 Eng NHS2 Total

Conservative 1	 1 0	 1 0 3 4.8

Liberal 1 0	 0 2	 1 1 5 8.1

SDP 1 0	 0 1	 1 1 4 6.5

Labour 5 3	 14 7	 11 9 49 79.0

Other 0 1	 0 0	 0 0 1 1.6

Total 7 5	 15 10	 14 11 62 100.0

(ii)	 Officials

Party

Conservative 0 0.0

Liberal 0 0.0

SDP 0 0.0

Labour 25 80.6

Other 6 19.4

Total 31 100.0
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Table 6.19	 -- Political Party Attendance

(i) Members

Attendance Aero	 NHS 1	Admin Pub• Eng NHS 2 Total

Week 3 0	 3 3 3 2 14 22.6

Month 3 3	 6 6 8 7 33 53.2

Year 1 0	 6 1 2 2 12 19.4

Never 0 2	 0 0 1 0 3 4.8

Total 7 5	 15 10 14 11 62 100.0

(ii) Officials

Attendance

Week 14 48.3

Month 6 20.7

Year 9 31.0

Never 0 0.0

Total 29 100.0

Table 6.20 --	 Political Party Canvassing

Canvass Aero	 NHS 1 Admin Pub Eng NHS 2 Total

Yes 6	 3 13 8 11 9 50 80.6

No 2 2 2 3 2 12 19.4

Total 7	 5 15 10 14 11 62 100.0
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Table 6.21	 --	 Employment Acts

(i) Members

Opinion Aero NHS 1 Admin Pub Eng NHS2

Strongly support 6 0 1 6 4 4

Mildly support 5 7 3 7 6 4

Mildly against 6 4 4 6 4 6

Strongly against 8 16 20 7 11 9

Total 25 27 28 26 25 23

Total

21 13.(

32 20.

30 19.!
71 46.'

154 100.1

Total

Officials 

Strongly support 0 0.0

Mildly support 3 12.5

Mildly against 9 37.5

Strongly against 12 50.0

Total 24 100.0

Table 6.22 -- Government's Economic Policies

(i)
	

Members 

Opinion	 Aero NHS 1 Admin Pub Eng NHS 2

Strongly support 7 1 1 7 6 5

Mildly support 9 6 1 6 4 5

Mildly against 1 5 2 3 3 4

Strongly against 12 18 24 14 16 13

Total 29 30 28 30 29 27

(ii)	 Officials 

27 15

31 17

18 10

97 56

173 100

0 inion

Strongly support 0 0.0

Mildly support 3 12.5

Mildly against 9 37.5

Strongly against 12 50.0

Total 24 100.0
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is the centre parties that gain the most votes. The vote for the

Liberal Party in 1979 was 10.2%, but by 1983 the vote for the

Liberal/SDP Alliance increased to 25.4%. What is remarkable about the

ASTMS sample compared to CPSA and NALGO is that the vote for the

Labour Party held up very well in 1983, and consequently more of the

vote for the Conservative Party switched over to the Liberal/SDP

Alliance. Unlike the CPSA or NALGO, in ASTMS in 1979 there was a large

Conservative Party vote, and in 1983 the vote for the Labour Party only

fell marginally. This is reflective of the managerial and professional

occupations that ASTMS recruits in and of the 'left-of-centre' politics

of many of its members.

By contrast the officials sample remains very constant in support

for political parties. Indeed, officials vote nearly 'en mass' for the

Labour Party. In 1979 89.7% of officials voted for the Labour Party,

with 10.3% voting for the Liberal Party. In 1983 the vote for the

Labour Party actually increased to 94.8%, while the vote for the

Liberal/SDP Alliance fell to 2.6%. This strong vote for the Labour

Party in 1983 is swimming against the tide of the trends in the other

unions, and confirms that officials are more to the 'left' politically

than their members.

In table 6:17(i) 35.0% of the membership sample belong to a

political party, while in table 6:17(ii) the similar figure is 77.5%.

This further underlines the argument that ASTMS contains more

politically active members and that some of these same members join in

the first place because of their political commitment. Table 6:18(i)

shows of those members who belong to a political party 79.0% belong to

the Labour Party, in Table 6:18(ii) a similar figure is recorded for

the officials, 80.6%. In the 'other' column for officials, 19.4% is

recorded. The majority of these belong to the Communist Party. No

official belongs to the Conservative, Liberal or Social Democratic
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Parties which confirms the more 'leftward' political leanings of the

officials.

Table 6:19 shows how regularly members and officers attend their

political party meetings. In (i) 22.6% of the members attend on a

weekly basis, compared to 48.3% in (ii) of the officials. The largest

group of members in (i) attend on a monthly basis 53.2%, while in (ii)

20.7% of officials attend monthly. In addition, of members in (i)

19.4% attend once a year, and the similar figure for officials in (ii)

is 31.0%. Therefore, trade union activism and poltical party activism

are related quite positively when considering the activities of ASTMS'

officials. Table 6:20 reveals that 80.6% of political party members in

the membership sample are prepared to canvass in local and national

elections. This is a very high figure when compared to CPSA and NALGO

and points further to the high percentage of politically active members

in ASTMS.

In table 6:21(i) and (ii) it can be seen that the majority of

members and officials oppose the Government's current employment

legislation. Altogether 101 (65.6%) members are opposed to this

legislation with 21 (87.5%) officials equally opposed. In table

6:22(i) and (ii) similar figures of opposition are recorded for the

Government's economic policies. In the members sample (0 115 (66.6%)
are opposed to these policies, while in the officials sample 21 (87.5%)

are opposed. The more emphatic opposition of officials to these two

issues is perhaps reflective of their party political position.

In terms of the representativeness of the Branch leadership in

their political views to those of the membership all officials are once

again in agreement. They all agree that they are not representative of

the majority of their members political views. In all Branches the

officials believe they are to the 'left' of the members in political
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orientation. In some Branches the officials believe they are to the

'left' of the members in political orientation.	 In some Branches the

officials believe that a sizeable minority of the membership hold

similar political views, but in most Branches the officials consider

their political views to be very unrepresentative of those of their

members.

On considering alternative ways to stimulate increased membership

involvement the responses of officials relate to their perceptions of

members views of the role of trade unions. Certain officials believe

that it is possible to trigger some members by chance into activity,

whereas the mass of members will only be pulled into union affiars for

specific issues. This relates to the officials' reasoning that the

members have an 'instrumental' outlook towards the union and will only

involve themseleves on issues that directly relate to them. For

example, one NHS Branch official says that members only involve

themselves on issues that affect their professional status.

Many Broad Left officers consider that as most women feel

alienated from the union's structures that therefore a special attempt

ought to be made to highlight the importance of issues that affect

women.

"A lot of women have a better understanding of industrial
tactics, but are only involved to a limited extent".66

To increase women's participation facilities such as a creche are

thought of as being necessary innovations for union meetings.

In stimulating more general participation most officials would

like to see more emphasis on local interests and political issues. The

Branch or Group should be able to invite outside speakers and move

sites of meetings regularly if the membership is dispersed. It is felt

that the circulation of minutes, agendas and documents are not in

themselves a sufficient substitute for an open democratic meeting. One
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official says:-

"Group meetings at the workplace are the most effective -
up to 80% attendance. Only industrial matters are discussed,
but that's why they are so successful".67

3. WORKPLACE ENVIRONMENT 

Industrial Relations and Managerial Practices 

Once again the major differences that officials see within ASTMS

on the basis of workplace environment is between the public and private

sectors. Specifically it is the prime difference in the level of

collective bargaining between national and company/local levels that

the majority of officials believe exercise an affect on the

consciousness of members and their extent of activity within the

union. In the private sector where bargaining tends to be based on a

company/local level the ASTMS membership are 'industrially' conscious

and militant. This is because they can directly relate to the on-site

negotiations that affect them in the workplace. Broader issues are not

considered in the workplace becasue they are not perceived as relevant

to the bargaining interests of the members.

In the public sector where bargaining is largely concentrated at

the national level, mainly through the Whitley Council System, the

ASTMS membership are not only 'industrially' but also 'politically'

concious and militant. As negotiations are centralised at the national

level the members find it easier to relate to the affects of broader

issues to their own workplace situation. Naturally, the growing

realisation that management policies are the direct result of

centrally-made political decisions based on a party political platform
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has encouraged the political awareness of ASTMS members in the public

sector (see Winchester: 1983). However, it must be said that a large

proportion of members in the public sector are still unwilling to take

industrial action to further their interests because of their

commitment to provide a public service.

"In the NHS a public servant consciousness predominates
because industrial action is perceived as hurting
patients and students directly".68

Since the national strike action in 1982, according to officials, ASTMS

members in the NHS have identified more with the union because they

feel on the defensive due to Government public spending cuts. This

identification between the union and defending standards of service has

been exploited by officials as a mobilising base to launch campaigns.

"The cuts in funding have resulted in the closure of small
and specialist hospitals with the district general hospital
or a large medical school becoming the norm. These are
hospitals run on the lines of a fully integrated factory
system" .69

Physical Conditions of the Workplace 

All officials stress the importance of direct contact with the

union for the members, to keep them informed and committed. In the

Engineering Section, one official put it this way:-

"It is the day to day practical experience of shop-
floor trade unionism which is most important and
valuable as far as the members are concerned".70

The workplace environment is recognised as being very important in

assisting and developing union communications. Officials recognise that

for members who are in higher occupational grades the working

environment is physically pleasant with no time discipline and overt

supervision. However, for members in lower grades the working

environment is of a poorer standard. In engineering there are a lot of

health and safety problems and accidents at work which give cause for

strong grievances. In insurance although the working conditions are
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far better than engineering many members work in isolation which in

itself can be a cause of alienation.

"In a modern office the only knowledge of the union is
received information, which gives a limited look at
negative rather than positive aspects of the union's
role" .71

In a similar manner to NALGO and CPSA the majority of officials in

ASTMS are agreed upon the positive benefits derived from the 'open-

plan' office environment. These benefits the officials interpret

primarily as the facilitating of recruitment and communication.

"This environment helps foster collective discussion
and the exchange of ideas, both vital components of
union activity" .72

Many officials believe that the open-plan office environment leads

to improved job satisfaction among employees. Broad Left officers and

sympathisers more readily support the more positive aspects of the

open-plan office which they see as condusive to factional activity.

However, a sizeable minority of officials do not regard the open-plan

office in a favourable light. They do not believe that this

environment generates increased involvement in union affairs. Rather,

they believe that it leads to the reverse to be true. The open-plan

office allows for more intensive supervision and therefore encourages

employees to be more work-orientated rather than fostering a collective

identity. As one official explains:-

"Members don't like open-plan. They prefer small offices.
It is difficult to arrange meetings in open-plan offices
because some employees are unionised and others are not.
Members are unable to identify with the work because so
many different jobs are just thrown together without proper
aforethought" .73

Use of Industrial Action and ASTMS Members 

The above discussion of the affects of the workplace environment

upon the activity of members and union communications is related by

many officials to questions of leadership and the supposed
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predisposition towards industrial action of certain groups of members.

In particular many officials see the root cause of white-collar trade

unionism as a response to the lowering of professional status (see

Griffin: 1981).

"The resurgence and growth of white-collar unions is
due to employees saying if others can hold up the
employers to ransom then why not us".74

The loss of professional status has perhaps been more keenly felt

in the public rather than private sector of the economy.

"There is a gut feeling of frustration especially over
closures and not being able to provide a decent service
in NHS".75

In the private sector, one official relates how previously members

retained an old-fashioned loyalty to the company, but in the last few

years a new professional personnel management are trying to incorporate

unions via 'factory councils' and institutionalise them as part of

management.

"They are cunning in using the union as a sounding board to
avoid trouble and bargaining issues, and at the same time
are introducing American-style union-busting techniques
through by-passing the unions to talk directly to the
members" .76

Naturally these developments have caused resentment amongst ASTMS

members.

However, this being said, many officials still observe that most

members do not want to go on strike by virtue of the fact that they are

professionals with a firm commitment to their occupations. Therefore

pariicipation in industrial action depends on specific issues.

Officials are aware that they have not got the automatic solidarity of

the members. Therefore the manner in which issues are communicated to

the members is extremely crucial.

"You need an issue other than a commitment to trade
unionism to get them (the members) going".77

"The members do not have to think along identical lines,
nor do they have to have identical experience. They simply
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require a consciousness of their collective interests: this
enabled them to define their problems in ways that enabled
the collective definition of problems".
Fairbrother (1978: 370).

This is why all officials place emphasis on leadership at the

local level because although participation in industrial action can be

conscious building if it lost then collective identity can be lost too.

"Every dispute is messy. It it never a complete victory
or defeat. It is not always easy to discern between what
people do or say, but confidence in the union is expressed
in support for its officers (full-time officials)".78

Not surprisingly Broad Left officers and sympathisers perceive

experiences in dispute situations as having an educative affect on

members. This is especially so in the NHS where, these officials

believe, a politicising of the membership is occuring. Broad Left

officers and sympathisers also believe that industrial militancy helps

improve union organisation which in turn improves the execution of

industrial action (see Blume: 1973).

Table 6.23 overleaf shows members attitudes in the six Branches

studied to participation in industrial action that has an economic or

political objective. In 6:23(i) the members in the sample are roughly

evenly split over willingness to participate in industrial action that

has an economic objective. Altogether 88 (49.2%) members would be

willing to particpate, while 91 (50.8%) would be unwilling to. The

closeness of these figures compared to NALGO and CPSA relates to ASTMS'

image of being an industrially 'militant' trade union. However, in

table 6:23(ii) only 69 (38.6%) members are willing to participate in

industrial action that has a political objective, while 110 (61.4%) are

unwilling to. Even though the majority of members are opposed to

participation in industrial action with a political objective, in

comparison with CPSA and NALGO the percentage of those willing to take

part is quite high. Therefore, there is less reticience within ASTMS

to embark, on industrial action with a political purpose which is no
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Table 6.23 -- Willingness to Participate in Industrial Action 

with an Industrial or Political Objective 

(1)

Participation

Industrial Strike

Pub Eng NHS 2 Total %Aero NHS 1 Admin

Very willing 4 6 15 6 8 9 48 26.8

Quite willing 6 9 6 7 6 6 40 22.4

Little reluctant 8 8 2 4 4 2 28 15.6

Very reluctant 12 8 6 13 12 12 63 35.2

Total 30 31 29 30 30 29 179 100.0

(ii) Political Strike

Participation Aero NHS 1 Admin Pub Eng NHS2 Total	 %

Very willing 2 4 12 3 5 6 32	 17.S

Quite willing 4 7 9 6 7 4 37	 20.i

Little reluctant 7 8 1 5 5 6 32	 17.9

Very reluctant 17 12 7 16 13 13 78	 43.5

Total 30 31 29 30 30 29 179	 100.0
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doubt reflective of the higher proportion of political party activists

within ASTMS.

Effects of New Technology 

One issue which does stand out in officials minds as having the

potential to mobilise members around is that of new technology. This

is largely because members are concerned to have properly negotiated

technology agreements to allay their health and safety fears. At

the moment however, the majority of the membership appear passive and

indifferent in the acceptance of new technology's introduction.

Officials believe the cause to be two main reasons. Firstly, the

positive aspects of using V.D.U.'s, word processors, etc are strongly

emphasised by managements and members react favourably to this.

"Initially the new technology takes out the boring tasks,
members like it and see it as a new toy".79

Secondly, it is generally accepted by most members that jobs will

be displaced through the introduction of new technology because

managements use commercial arguments to support such job loss which

members understand and easily relate to.

"The union's policy is of no redundancies as a result of
new technology's introduction, but we aren't holding the
line with the members on no job loss. This is because in
areas such as insurance the union is organised vertically
from the top - down, so that members in higher grades
predominate and new technology poses no threat to them".80

It is true that new technology is replacing many jobs in low-paid work.

These are the people who can least afford to take in industrial action.

Traditionally these employees have lower union membership and,

consequently, less active members.

There is another important reason why, officials feel, the loss of

jobs is not being stemmed. This is that a great deal of new technology

is being introduced without the union knowing about it. The new

technology is being introduced in a piece-meal way (see Robins and
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Webster: 1982).

Broad Left officers believe the union should follow through with

arguments on what the potential affects of new technology can be. But,

the national leadership supporters criticise the Broad Left for having

a 'Luddite' attitute to new technology and being blind to its

advantages.

Indeed, some officials go so far to say that the union has taken

technology on board too soon because it has underestimated how slow

many managements would be in introducing it.

"There is a technology lag between first and second
generations of systems because employers are waiting
for the price to drop and for improved systems".81

Therefore, the affect of new technology upon jobs and work content has

not been as great as predicted by initial union estimations. This

raises another important point. According to some officials much of

the technology that the union is involved in negotiating over is not

'new'. Indeed, ASTMS recruits the very people who are involved in

advancing the frontiers of technological knowledge. Technology in

itself is not seen as a great threat to jobs, rather it is the way in

which it is implemented and utilised by managements that give voice to

union concerns.

"... technology's introduction is used by managements to
accomplish other plans and policies".82

In one engineering Branch, officials are concerned at the way new

technology's introduction has effected a change in managerial

techniques and approaches to labour relations through the creation of

new grades. Previous managerial functions that supervisors and foremen

held are becoming part of the production process itself.

In another Branch in the publishing industry officials express

concern over the manner in which new technology (such as word
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processors) is generating qualitatively different standards and

increased work loads. The re-training of employees in new skills has

only generated the demand to cope with extra capacity.

The majority of officials fear that the modern office is

increasingly becoming a factory environment with routinised work

structured to the way the work is done. Officials interpret the

process of 'deskilling' and 'reskilling' through adaption to new work

practices as an uneasy one. It is hoped by officials that they can

shake the members out of their current complacent attitude to new

technology's introduction and make them aware of the potential for

significant future job loss. This process will occur in some sections

more quickly than others, for example, in insurance new technology has

far from reached its full potential, with redundancies increasingly on

the horizon, but in the NHS there exists a very minimal threat because

of the public expenditure cuts (see APEX: 1979).

"As yet new technology has not taken a hold of the labour
intensive insurance/banking sector. Members in this
sector could be organised to be more actively involved
over the issue, but it is not the burning issue in
members' minds at the moment".83

By concentrating on aspects of new technology that affect work

content and standards of professionalism officials are optimistic that

members will respond to fight the negative affects of new technology

(see Moore and Levine: 1985).

CONCLUSIONS 

1. Characteristics of the Political System 

In ASTMS no overt factional activity occurs at any level in the

union's structure. It is more similar in nature to pressure group

politics on specific issues that revolves primarily around the ADC and

DC's. Overt political factionalism similar to that which exists in the
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CPSA and NALGO is unconstitutional in ASTMS. The creation of the Broad

Left in 1983 has however brought an influx of overt factonal activity

in ASTMS' internal politics. Yet the Broad left has evolved outside of

the official structures of ASTMS and the supporters of the national

leadership (being the majority of union officials) do perceive it as a

faction external to ASTMS. Therefore, for the Broad Left to have any

impact on ASTMS it must infiltrate the official union structures or it

will remain marginalised on the fringes of the union.

In their pursuit of establishing the Broad Left's legitimacy many

of its sympathisers are split between strategies focussing on the

industrial and administrative structures of the union. Many Broad Left

sympathisers fear that if the Broad Left is turned into a pure

electoral machine and campaigning priorities become a secondary

objective then it will not build the base of support it requires

amongst the membership. Instead the Broad Left (because of the union's

industrial structure encouraging the sectionalism of workplace groups)

should concentrate on campaigning at the workplace level through

participation in combine committees and attempt to devolve Branch

responsibilities to Groups. This strategy, according to those that

propose it, would make the NACs more accountable to the wishes of the

members at the workplace and would decrease the influence of National

Officers over collective bargaining.

The supporters of the national leadership regard the formation of

the Broad Left and its possible future activities as a threat to the

internal cohesion of the union through weakening its bargaining

strength and opening rifts amongst the membership. These supporters

recognise that structural changes are necessary but prefer a re-

structuring along industrial divisions. They believe that the

bargaining channel within the union should be strengthened through
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directly co-ordinating with Groups and missing out Branches altogether.

National leadership supporters consider many Branches to be

dominated by 'ultra-left' activists. This is because most members do

not participate in the affairs of the Branch and therefore the

activists can wield a disproportionate influence. This is particularly

true of 'open' Branches which tend to have a higher proportion of

politically active members. The Broad Left officers and sympathisers

recognise that they have to tread carefully to prevent ructions within

the membership and not to provoke a 'right-wing' backlash. Their

initial role, as they perceive it, is to co-ordinate the opposition to

the current national leadership in ASTMS through campaigning on issues

that unite members across different political affiliations. In essence

the Broad Left sympathisers stress the positive aspects of their

faction through being a 'new broom' that can co-ordinate oppositional

activities to the national leadership and provoke a response from the

membership. By contrast, the national leadership supporters dismiss

the Broad Left as a passing diversion that will wreck itself by the

sectarian attitudes of those political groups who comprise it.

It is an interesting feature of ASTMS that both those officials

who support the national leadership and the Broad Left give equal

priority to the importance of economic and political objectives in

trade unions. However, elements within both groups disagree with the

majority on where the emphasis should lie. Some national leadership

supporters believe that the priority for ASTMS should be on industrial-

related issues and that the union should not be tied to a party

political platform. Likewise, some elements in the Broad Left would

prefer ASTMS to adopt an independent political stance and not tie

itself to Labour Party policy. The overwhelming majority of officials

support the political link with the Labour Party and see the

convergence of political and industrial issues as a result of the
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present Government's economic policies.

A major issue of debate in ASTMS is the style of the present

leadership, particularly Clive Jenkins. All officials agree on the

necessity of having a strong and competent leadership but disagreement

arises over the activities of the present leadership. While the

supporters of the national leadership praise Jenkins' projected image

as responsible for ASTMS' growth and stress the importance of full-time

officals in keeping the union functioning, Broad Left sympathisers are

critical of the dominant role that most National Officers play in

collective bargaining which they see as stifling many membership

initiatives. They are also critical of the way, as they perceive it,

Jenkins has carved out his own power base within the union through

recruitment in the financial sector. Some of the national leadership

supporters are critical of the way ASTMS has lost its industrial drive

and of the leadership's total involvement in Labour Party and TUC

concerns. Many see the failure of Jenkins to develop a collective

leadership in ASTMS as a cause of inertia in the union structures. The

response from Broad Left sympathisers is to demand elections for full-

time officials becoming a law unto themselves.

The national leadership supporters are of the opinion that the

Broad Left campaign against the leadership simply because it is the

leadership. The Broad Left sympathisers reject this charge seeing

their objective of increasing membership involvement in ASTMS'

structures. They do recognise that the problem of apolitical members

has to be met face on and many propose campaigning on cross-party

issues (such as the NHS). This is the major issue of conflict between

the national leadership supporters and the Broad Left. The Broad Left

want to 'open-up' the union through the election and direct

accountability of full-time officials. The national leadership
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supporters believe that the objectives of the Broad Left are divisive

to ASTMS which will lead to employers utilising these divisions for

their own advantge. In addition, they do not believe that the Broad

Left possess any mandate from the membership for its proposed changes.

The national leadership supporters, therefore, perceive the Broad

Left to be a grouping of 'far-left' political activists who are only

united on their opposition to the leadership. Some of the national

leadership's supporters see the Broad Left as a 'Militant Tendency'

front organisation ambitious to wrest control of ASTMS from the

leadership for their own political designs. The influence of the Broad

Left national leadership supporters see as wildly exaggerated because

of the 'economistic' outlook of the vast majority of the membership.

In contrast the Broad Left officers and sympathisers see their whole

strategy as designated to re-establish workplace trade unionism. They

recognise the constraints and limitations they will face in their

formative period but they believe this to be a test of leadership.

This leadership they are confident of providing to build their basis of

support amongst the membership.

In terms of the Broad Left's external connections, the majority of

sympathisers realise it cannot be perceived by the membership as a

'Militant' front organisation. Although, the Broad Left receives great

assistance from the 'Militant' inspired and dominated BLOC, other

support comes from CLPD, LCC, individuals in SETUC and various trades

councils. Finance is provided by the aforementioned bodies and by

individual members and sympathisers. Meetings are generally held on a

Divisional basis and a national conference is held twice yearly. A

regualar bulletin is issued to all members and sympathisers but most

communication and contact is made on a personal basis.

2. Determinants of the Political System



450

There are three main influences on the nature of the political

system in ASTMS. These are:-

the industrial sectors, membership characteristics and the workplace

environment.

Firstly, the industrial sectors. The degree and effectiveness of

ASTMS' organisation varies between different industries and is in many

ways a reflection of the prevalent circumstances in each industry. One

varying factor is the type of collective bargaining. It can range from

centralised to localised bargaining and from multi-union to individual

Groups. Naturally the main distinction is between the private and

public sectors. The private sector has the widest disparity of

bargaining form. The public sector is largely uniform with centralised

negotiations at the national or regional level. The private sector is

represented by a 'traditional' trade union attitude to industrial

relations with a patch work of agreements, broken agreements, lock-outs

and strikes. In the public sector trade unionism has been fostered and

encouraged from above without the sacrifice and struggle of the private

sector. In practical terms this has meant organisation has been easier

but very procedurally based around the Whitley Council system of

bargaining.

Broad Left officers and sympathisers consider it easier to

mobilise members in the public sector because many thousands of members

can be drawn in on a common single issue. They percieve the climax of

a Successful campaign to be direct confrontation with the Government

which serves to highlight the 'party politics' of managerial decisions.

Invariably the most regular and effective issue which mobilises the

majority of members in union campaigns is that of pay. The supporters

of the national leadership believe that in trade unions which recruit

totally in the public sector their full-time officials are held

accountable to a pay policy rather than their own individual merits.
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This they consider to be detrimental to the efficient government and

bargaining effectiveness of a trade union.

In the private sector the national leadership has forcibly pursued

a strategy to persuade individual companies to adopt an organisation of

collective bargaining along a centralised basis. This undoubtably

helped in ASTMS' growth because it suited many managments' corporate

policies to have a more centralised system of bargaining. It also

suited the ASTMS leadership because, as pointed out earlier, the

industrial structure revolves around the pivotal position of National

Officers. Therefore, this policy for growth helps to justify the role

of National Officers and extend their influence in the industrial

structure of the union. Broad Left officers and sympathisers criticise

the way in which many Groups of members have been bulldozed together to

suit ASTMS' bargaining structure. They reject totally the national

leadership's supporters defence that in many cases the leadership was

responding to company re-structuring. Instead, they believe that this

strategy has led to the current financially over-stretched position of

ASTMS. They believe the leadership must change its strategy and re-

structure its industrial structure to meet the demands of all sections

of the membership.

Secondly, membership characteristics. The individualistic outlook

of the membership as regards the objectives of trade unions has already

been commented on. The structure of ASTMS encourages a sectional

outlook. However, it is also apparent that individual membership

reasons for joining trade unions are important. This reflects on the

recruitment strategies of the present national leadership.

In the private sector, especially among supervisors/foremen in

engineering, the majority of members enter ASTMS from other trade

unions.	 Therefore, this section of the membership is already
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socialised to trade unionism. The other members who join ASTMS as

their first trade union are usually managerial and professional grades

who have a perceived need to join. This usually is a felt grievance,

whethei individual or collective, concerning conditions of service in

their employment. In the public sector the technicians in universities

and the NHS correspond in character to the engineering membership.

However, the majority of ASTMS' membership in the public sector are

largely administrative grades. In most cases joining ASTMS is accepted

as part of commencing a job therefore a large propotion of members are

received into the union without necessarily being committed to trade

unionism per se. This is similar to the situation in insurance where

the vast majority of members form 'received growth' in ASTMS through

the various mergers and amalgamations ASTMS has conducted with in-house

staff associations. They do not necessarily have to possess a previous

commitment to trade unionism before becoming ASTMS' members. This

recruitment strategy of the national leadership has led many

sympathetic to the Broad Left to equate the overall apolitical

attitudes of the membership with the recruitment in traditionally non-

union and conservative areas.

In terms of specific characteristics the majority of members and

officials come from a white-collar background, with officials more

likely to have had/have at least one parent as a trade union member.

In the private sector (excluding insurance) ASTMS members are typically

aged between 30-60, male, active in the workplace and with a sizeable

proportion of young professional graduates. In insurance the majority

of members are female, all ages, and with active higher grades

predominantly male. In the public sector ASTMS' members are typically

female, aged between 20-40, active in the higher structures of the

union and with vertical recruitment. As in the private sector the more

senior grades tend to participate more in the union. 	 In generalised
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terms the public sector membership tend to be more collectivist in

orientation and politically militant.

In political terms most officials agree that the members are more

to the right than the left of centre in party politics. This they see

as reflected in the official union figure of only 30% of the membership

paying the political levy. The survey figures showed that there has

always been a large body of support amongst the members for the

Conservative Party and in 1983 most of this vote transferred to the

Liberal Party/SDP Alliance. This is different from the trend in the

previous two unions. The majority of officials are strongly committed

to the Labour Party and there exists a positive correlation between

political and industrial activity. All officials concede that they are

not representative of their members political views. This many

officials relate to members non-attendance at Branch meetings and to

the isolated nature of many work Groups scattered across different

worksites. Many officials believe that by concentrating on relevant

local issues with local speakers more members can be encouraged to

participate. Some officials, particularly Broad Left sympathisers,

point to the gradual increase of women in union affairs and think the

union should do more to encourage this. Broad Left sympathisers are

hopeful that the frustration many women feel towards the current

national leadership can be manipulated to the Broad Left's advantage.

Thirdly, workplace environment. The pervading influence of the

structure of collective bargaining is again noticeable in the workplace

environment between industrial sectors. In the private sector the

common occurance of localised bargaining tends to inculcate workgroups

towards concentration on immediate industrial issues. The majority of

members relate to the on-site negotiations and do not perceive broader

issues as relevant to their own interests. In the public sector the
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prevalence of centralised bargaining helps in practice to relate

immediate industrial issues to broader political ones in the minds of

the membership. It is easier for the membership to relate broader

issues to their experiences at the workplace level. gowever, there is

still a sizeable element of the membership that prefer not to embark on

industrial action because they feel a sense of loyalty to their public

service. This 'public servant' mental barrier has been broken down to

a large extent by the union being identified with defending standards

of service. This is something the union has been able to exploit in

its campaigns to its own advantage.

In terms of physical environments all officials laid emphasis on

the importance of direct contact with the members and keeping them

well-informed. However, environments vary from and within the various

industries. For example, in engineering there are innumerable health

and safety problems, whereas in insurance problems arise due to the

isolation of many individual members and Groups of members. Naturally

those members who are senior grades have a far more conducive

environment in which to work than those of lower grades. The majority

of officials praise the positive benefits that an open-plan environment

brings in terms of union organisation and building a collective

identity. However, other officials believe that open-plan leads to

increased supervision which they see as detrimental to creating a

collective consciousness.

The majority of officials consider that the spur to growth of most

white-collar trade unions is the consistent decline in status levels.

Therefore, this increases the individualism in orientation towards

ASTMS of most members. The members approach to initiating industrial

action is always dependent on the specific issues involved. In essence

the response elicited from the membership over whether to take

industrial action or not rests on how the reasons for the dispute are
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communicated and handled by the local leadership. The Broad Left

sympathisers are of the opinion that dispute situations can be very

educative through the experiences of individuals involved. The

supporters of the national leadership more readily see the negative

affects of losing a hastily prepared dispute in terms of loss of

members.

One major issue which is mentioned by most officials is that of

the introduction of new technology. Although the majority of members

show concern over ensuring a properly negotiated agreement when

officials raise the topic, they are still quite indifferent to its

introduction. They are more willing to accept the positive

consequences of new technology and the commercial arguments for job

loss. In most cases technology is introduced without the union knowing

about it, and it hits the low-paid most who can least afford to take

action over the issue. Some officials believe that ASTMS over-

estimated how quickly managements would install new technology, and

that ASTMS did not take account of the fact that some members produce

and utilised this technology which is not new to them. Generally the

technology itself is not perceived as a threat but rather the manner in

which managements have introduced it particularly the incorporation of

supervisory functions into the production process. There are also the

problems of increased work loads, routinised work patterns and

deskilling associated with technology. Most officials are confident

that if the union is ready to emphasise the possible negative

ramifications of technology then the membership will respond.

3. An 'Infant' Factional System

In concluding from the analysis above I propose that the political

system in ASTMS is one that possesses an 'infant' factionalism.
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Infant not in the sense of immature but in lack of overt political

competition between electoral factions. The absence of legitimate

rivalry between competing political factions has led to a form of

'pressure group' politicking within ASTMS. It is interesting to

speculate at this juncture whether the Broad Left represents yet

another form of marginalised political activity or whether it can

transform the existing political system. The main reason for the lack

of overt factional activity relates to the bifurcated nature of ASTMS'

structure.	 The division between administrative and industrial

structures effectively siphons off political activity into the non-

bargaining channel. Non-bargaining issues are perceived as irrelevant

by the membership, whose economistic and sectional outlook is

encouraged by the structure of the union (the failure to link political

issues with industrial issues is a main factor in the creation of the

Broad Left). The limited perspective of the membership reflects the

managerial occupations and backgrounds of many. In the Insurance

Section especially the majority of members are conservative both in

their work relationships and general politics. A major divide in

organisation and attitudes falls between the public and private

sectors.	 Generally the public sector members can perceive the

relevance of direct political decisions to their daily work roles

because of centralised bargaining but this does not necessarily

increase their propensity to engage in industrial action. 	 It is

because of this form and nature of political activity that I am able to

say that an 'infant' factional system exists in ASTMS.
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CHAPTER 7 

CONCLUSIONS 

INTRODUCTION 

This final chapter will consider the similarities and differences

between the three trade unions studied in the the fieldwork in terms of

their internal political systems and factional activity within them.

The first section consists of a comparison of variations in the

characteristics of union factional systems. This particularly relates

to how structured factions are in their organisation and composition.

The influence of different employment and bargaining structures is then

considered. The activities of factions within the three unions is then

compared together with how functional their roles are perceived. A

comparison is then made of factions' policies and objectives, and their

attitudes to the relevance and importance of leadership. Finally, the

various external connections of the factions are contrasted.

The second section contains a comparison of variations in the

determinants of union political systems. This is primarily based on

three principal determinants: industrial sectors, membership

characteristics and workplace environments. In terms of industrial

sectors differences between the public and private sectors mainly in

terms of bargaining and structure are contrasted. Particular attention

is given to Government and employer policies in terms of managerial

practices. In relation to membership characteristics differences in

attitudes, backgrounds, positions, status, personal characteristics,

organisational and geographical divisions are compared and contrasted.

In terms of workplace environments attention is given to similarities

and differences in terms of managerial practices, physical situations,

technology employed and predispositions to engage in industrial action
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are compared.

The third section compares and contrasts the political systems and

factionalism found in the three trade unions studied. This is done

through a close analysis of four major determinants (as stated in

chapter 3): trade union structure, industrial sector, membership

characteristics and workplace environment. The influence of these

determinants are considered respectively and related to the main

factors and themes distinguished in Chapter 2. The analysis will also

test the validity of the hypotheses stated in Chapter 3 and the inter-

relationships of the determinants. It is hoped that the thesis

explains why in the three trade unions studied the factions take the

particular form that they do.

Finally, a summation is made of the overall objectives and results

of the thesis in the form of a finishing conclusion.

SECTION 1 - VARIATIONS IN THE CHARACTERISTICS OF 
TRADE UNION FACTIONAL SYSTEMS 

The characteristics of political systems displayed in the three

trade unions have varied and differed quite markedly. In the CPSA a

highly formal and structured factional system exists at all levels of

the union exemplified in the electoral competition between the Moderate

and the Broad Left factions. In NALGO a similar but less structured

factional system exists at the District level, illustrated in the

electoral competition between the Fightback and Broad Left factions.

In ASTMS, no overt factional activity exists, instead a 'pressure

group' politics operates lobbying on specific issues. The creation of

a Broad Left faction in 1983 signals a change in the internal politics

of ASTMS, but as a faction it is in danger of being marginalised by

supporters of the national leadership.

In their internal composition factions within the three unions
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differ markedly. In the CPSA the Moderate faction is very centralised

and dependent on a key small group of 'leading lights'. By contrast

the Broad Left is a conglomeration of differing socialist groups. Its

structure is hierarchical in nature, mirroring the structure of the

union. In NALGO a similar situation exists with the Fightback faction

being centralised and administered by a small group of leading

officers. The Broad Left is similarly constructed of different

socialist groups but does not have the internal sophistication or

extent of organisation and support as exists in the CPSA's Broad Left.

In ASTMS the national leadership and its supporters exercise a

pervading influence throughout the union but do not constitute a

faction rather they follow the NEC line on policy issues. By contrast

the Broad Left is in its formative period and therefore is confined to

a small number of activists randomly spread throughout the union. Once

again it consists of various socialist groups and is organised

externally to the official structures of ASTMS.

The reasons why the factions take on the particular forms that

they do is related primarily to the employment and bargaining

structures with which the unions interact. In the CPSA the centralised

nature of the Civil Service in its employment structure and the Whitley

Council system of bargaining is reflected in the structure of the CPSA.

In addition, the CPSA's electoral system being annually based for NEC

positions focuses factional activity at the national level. In NALGO

employment and bargaining are both centralised and localised. The

principal issues of bargaining are discussed centrally through national

negotiating bodies, but local matters are negotiated with individual

employers. Variations occur within public services and nationalised

industries where many bargaining issues are more regionalised than

localised. Therefore, factional activity is primarily District based.

In ASTMS a similar situation exists with centralised and localised
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bargaining arrangements. In the private sector there exists a plethora

of bargaining levels with individual employers, though the union

leadership encourages centralised arrangements. One of the Broad

Left's aims is to unite members across the divisions and boundaries

caused by this bargaining situation.

In terms of factional activities variations exist within the three

unions. In the CPSA both factions are engaged in activities at levels

lower than the national. On a section level these factions through

control of collectivities utilise resources at their disposal to

further their own aims. In NALGO both factions are primarily

orientated to electioneering, but in the Broad Left many officers and

supporters are involved in the pursuit of introducing steward systems

to devolve bargaining power. In ASTMS the main activity of the Broad

Left is to establish its legitimacy in the eyes of the membership.

Some sympathisers favour electoral priorities, others prefer to

emphasise its campaigning role to devolve bargaining power to Groups.

Differences have also emerged over how functional to union

government officials perceive the role of factions to be. In the CPSA

the majority of officials were aware of how volatile the present

political system is and the manner in which this allows second-rate

candidates to be elected. However, more Broad Left officers were of

the opinion that factions allow a clear choice to be made in elections

and that they sharpen and heighten political debate in the CPSA. In

NALGO similar arguments were raised by officials concerning the

disadvantage factional slates have in electing poor candidates.

Similarly most Broad Left officers and supporters agree that factions

offer a clear political alternative to members. However, many

supporters fear the Broad Left could become too structured around

elections and lose its relevance to ordinary Branch affairs. In ASTMS
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the supporters of the national leadership are totally opposed to any

form of overt factionalism because they perceive it as a threat to the

internal coherence of ASTMS. They also believe that the Broad Left is

unrepresentative of the views of the majority of members and only

derives its support from a few 'open' branches. The Broad Left

officers and sympathisers see themselves as offering a new directon for

ASTMS and increasing members' political awareness.

The policies and objectives of the factions in the three unions

differ but basically follow similar lines. In the CPSA the Moderates'

platform rests on economic and industrial gains for the members and on

stopping the Broad Left taking control of the NEC. The Broad Left

equate the importance of both economic and political objectives for

trade unions and to achieve them they must campaign to create a strong

collective awareness in the union. In NALGO the Fightback platform is

similar to the Moderates in the CPSA by the stress placed on economic

objectives. They do not believe members in NALGO wish to be involved in

politics. The Broad Left, similarly to the CPSA, regard with equal

importance both political and economic objectives especially as• the

present Government has made trade unions a political issue. In ASTMS

both the national leadership supporters and the Broad Left are agreed

on the equal importance of political and economic objectives. However,

some national leadership supporters prefer to emphasise industrial

objectives, while some Broad Left sympathisers would prefer ASTMS to

have its own political stance and not be tied to the Labour Party.

In attitudes towards union leaderships there are also similarities

and differences. In the CPSA the Moderates prefer to have an

independent leadership not tied to a particular faction but do not

favour elections for full-time officials. The Broad Left agree with

the need to have a strong leadership accountable to the members'

interests through election. In NALGO all officials were agreed on the



462

importance of the leadership reflecting members views. Fightback

supporters emphasized the ability of leaders to influence members

opinions and not to have a too 'political' leadership. Broad Left

supporters made a qualitative distinction between those leaders who

reflect members interests and those who use their position to their own

advantage. In ASTMS, in a similar fashion, all officials agree on the

need for a strong and competent leadership. However, while the

national leadership supporters praise the role of the General Secretary

and National Officers, the Broad Left sympathisers are highly critical.

In particular, many officials criticise the leadership for letting

ASTMS lose its industrial drive by recruiting in the financial sector

and involving itself too extensively in Labour Party affairs. The

present leadership is also criticised for failing to develop a

collective leadership; the Broad Left wants to see elections

introduced but national leadership supporters see this as leading to

overt factionalism.

Similarities and differences are also apparent in how factions

perceive their rivals' policies. In the CPSA the Moderates see the

Broad Left as a mixed group of socialist revolutionaries dedicated to

pursing a certain political strategy that involves taking over the

union. They believe the Broad Left only imitates the policies of the

Moderates in a more radical fashion. The Broad Left perceive the

Moderates as an oligarchic grouping of self-interested careerists.

They believe the Moderates purposefully exploit the instrumental

interests of the members for their own gain. In NALGO the Fightback

officers and supporters see the Broad Left as intent on leading NALGO

into confrontation with the Government. They also believe that the

Broad Left is more prepared to debate international and national

political issues than those issues which directly 'affect the members in
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the workplace. They believe strongly in the political neutrality of

the public servant and consider that the majority of members believe in

this too. The Broad Left officers and supporters reject firmly the

'non-political' approach of Fightback, they interpret Fightback's

actions as purposefully trying to restrict the political potential of

NALGO. They believe strongly that the connection between political and

economic issues has to be made explicit to the membership. In ASTMS

the national leadership supporters are of the opinion that the Broad

Left campaigns against the leadership purely because it is the

leadership. They believe the Broad Left's aims to be divisive because

they have no mandate from the membership and are only a small group of

political activists. The Broad Left want to 'open-up' ASTMS through

the direct accountability of full-time officials and to re-establish

workplace-based trade unionism.

In terms of external connections factions in all three unions

possess these in one form or another. In the CPSA the Moderates have

members whose political views and political party membership ranges

from the right-wing of the Labour Party to the Conservative Party.

They receive financial, administrative and publicity support from other

trade union moderate groups, parts of the national media and private

organisations such as Trumid. The Broad Left has members drawn from

the left of the Labour Party, the Communist Party and various

Trotskyite parties and groups. Assistance both financial and

administrative is given primarily by BLOC and individual supporters.

In NALGO Fightback members are drawn from the same political parties as

the CPSA Moderates. The financial and administrative support that

Fightback receives is largely forthcoming from internal NALGO resources

and members. Similarly, the Broad Left is constructed of members from

many different left-wing political parties, but primarily the Labour

and Communist Parties. The Broad Left receives administrative and
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financial support mainly from individual contacts through trades

councils, SETUC and the LCC. In ASTMS the Broad Left is primarily

constituted of members drawn from various Trotskyite political parties

and groups. Financial and administrative support is given by BLOC,

CLPD, LCC, SETUC, trades councils and individual supporters.

SECTION 2 - VARIATIONS IN THE DETERMINANTS OF 
TRADE UNION POLITICAL SYSTEMS 

Variations are apparent in the influences of three main

determinants upon the political systems of the three trade unions

studied. These are:-industrial sectors, membership characteristics and

workplace environments.

Firstly, industrial sectors. All three trade unions recruit in

the public sector, while only one predominantly recruits in the the

private sector (ASTMS). Therefore, all three of the trade unions are

affected by the structures of the public service. In the CPSA the

centralised nature of the Whitley Council system of bargaining

exercises a pervasive influence on the union. This is compounded by

the CPSA recruiting only lower grade clerical positions, making it a

homogenous union in structure. In NALGO bargaining is predominantly

centralised through the Whitley Council system but more scope exists

for regional/district and local bargaining due to the heterogeneity of

the employers' side and the bifurcated union structure separating

industrial and administrative systems. The range of bargaining issues

is increased because of heterogeneity in NALGO'S structure through

recruiting vertically. In ASTMS there also exists a bifurcated

structure dividing administrative and industrial systems. In the

public sector bargaining is centralised in common with the two unions

above but more on the NALGO model. In the private sector collective

bargaining is more multi-various ranging from national and company
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level negotiations down to workplace and Group level bargaining. In

the public sector bargaining is very procedural but in the private

sector bargaining is more haphazard, conditioned by the exegencies of

the economic climate, managerial policies, etc.

Recent changes in the above bargaining arrangements affect the

unions in a number of ways. In the CPSA the Government's policy of

'dispersal' in the 1960s and consequent re-structuring of the Civil

Service created new collectivities within the CPSA's structure.

Moreover, the 'new' civil servants from traditionally Labour Party

voting areas affected the balance of 'political' forces inside the

CPSA. The 'dispersal' policy led to the creation of the Broad Left and

increased demands for a devolution of bargaining. Similarly, in NALGO

the main debate concerns the devolution of collective negotiations.

The Broad Left have encouraged the adoption of steward systems in

branches, this has been assisted by the introduction of 'de-

centralisation' policies in some councils. In ASTMS the national

leadership has consistently advocated the adoption of centralised

bargaining where it has not existed before to complement the industrial

structure of the union. This policy was certainly one factor

responsible for ASTMS' rapid growth in the 1970s, but is not seen by

many officials to be relevant to the economic environment and company

re-structuring of the 1980's.

In the CPSA the Moderates perceive the Broad Left's support of the

devolution of bargaining as a means to increase its control within the

union through consolidating their power in the larger branches. Their

aim, the Moderates believe, is to encourage and co-ordinate widespread

industrial action across the union to force a direct confrontation with

the Government. The Broad Left believe that the devolving of

bargaining powers is long overdue as the area committees and larger

branches are more than able to conduct their own negotiations. In
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NALGO the Fightback faction similarly oppose moves to devolve

bargaining seeing the steward system as an attempt by the Broad Left to

usurp the authority of B.E.C.'s. They also believe that in many cases

it is pointless to have steward systems unless managements act first to

devolve bargaining. The Broad Left perceive the devolution of

bargaining as a means to increase membership interest and involvement

in union affairs. Bargaining would not appear as remote as its does to

members at the moment. In ASTMS the Broad Left is keen to introduce

elections for full-time officials as a means to make them more

accountable, when bargaining, to the wishes of the membership. They

criticise the way the present policies of ASTMS has bulldozed members

together when their interests are different. The supporters of the

national leadership oppose elections for full-time officials because

then officials will be accountable to a pay policy rather than pursuing

the bargaining interests of the membership.

Secondly, membership characteristics. There are very different

features amongst the memberships of the three unions, but those working

in the public sector share similar characteristics. In CPSA the

majority of members were perceived by officials to be apathetic towards

union activities and having an 'instrumental' approach. Although, as

mentioned earlier, the dispersal policy has brought more union-

orientated employees into the Civil Service from a manual background

and educationally many better qualified than previously. In NALGO a

similar situation exists with a very apathetic membership having

'economistic' interests. In general NALGO members are well-qualified

and their backgrounds are largely non-manual. In ASTMS the membership

is not regarded as apathetic in connection with the pursuit of what

they consider their own interests to be. This reflects the

'individualistic' outlook of most members inculcated by the structures
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of the union. In the private sector, particularly in engineering,

supervisors/foremen come from manual backgrounds and are therefore more

union-orientated. However, the vast majority of ASTMS members have

entered the union through 'received growth' and therefore do not

necessarily have the same commitment to trade unions. As in NALGO the

majority of members are from non-manual backgrounds, and many are very

well-qualified.

In the CPSA the members' average age is between 20-30 and women

account for nearly 70% of the total membership. A problem for CPSA is

that by recruiting only clerical grades it loses many active members

through promotion. Divisions are manifest between and within sections.

These relate primarily to direct exposure to the public and geographic

barriers to participation. In NALGO the members average age is between

35-45 and women account for 60% of the membership. It is noticeable

that senior grades have a tendency to participate more in union

affairs, the main cause of which is perceived as a decline in

differentials and status. There also exist divisions within and

between services and departments. Again, these are on a similar basis

to CPSA relating to exposure to the public and geographic differences.

In ASTMS in the private sector members average age is between 40 - 50

and predominantly male, except for insurance where ages are younger and

the majority are women. In the public sector members average age is

between 25-35 and women are predominant. In both public and private

sectors, as in NALGO, there exists a tendency for senior grades to

participate more in union affairs. As has already been mentioned above

there is a tendency in ASTMS' structures and procedures to inculcate

'individual' Groups. This naturally leads to innumerable variations

and differences both within and between services, industries and

companies. However, public sector members are more 'collectivist'
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orientated which is perceived to be due to their bargaining situation.

In the CPSA the membership's political views were perceived by

officjils to be mainly right of centre. This consequently has led to

branch leaderships being unrepresentative of the membership's political

views. Most officials see this as due to the apathy of members in not

attending union meetings. They suggest that mechanistic changes could

be made to improve attendance or through canvassing members to discover

new issues, and providing them with more information. In NALGO,

officials were more emphatic in perceiving their members to be mainly

right of centre in political terms. Clearly branch leaderships are

unrepresentative of these political views. All officials are agreed on

the need of improving members' involvement through relating activities

and issues more to their immediate interests. Some officials believe

targeting special groups can increase participation or through improved

union educational facilities. In ASTMS once again officials placed

members political views largely to the right of centre, as one can

deduce from the low figure of 30% who pay the political levy.

Naturally, it follows that most branch leaderships consider themselves

unrepresentative of members' political views. Officials not only blame

members' apathy for this but also the isolated situation of many

Groups. The ways to increase members involvement officials see as

increased concentration on local issues in the broadest sense. Some

offiCials believe that women's issues ought to be given a lot more

priority given the number of women in membership.

Thirdly, workplace environments. Understandably there are a great

many variations and differences in the environments of the huge number

of workplaces the three trade unions recruit in. However, given the

huge variety there are many similar influences that emerge which affect

the ways in which the unions' organise and function. This is
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particularly the case with the public sector and the three unions.

In the CPSA it is the marked change in managerial practices, under

the present Government, which is seen as the major influence on trade

unionism in the work environment. There has been a rigid

interpretation of the Government's pay norms and efficiency procedures,

in combination with increasing restrictions on the participation of

CPSA members in 'sympathetic' or 'politically' motivated industrial

action. The saga of GCHQ has not helped to endear the Government's

policies to civil servants. All in all a feeling of insecurity and

despair has been induced in civil servants. In NALGO public

expenditure cuts have also increased feelings of dissatisfaction

amongst public employees. In particular many senior and middle grades

have felt a decline in status and discretion compounded by a

routinisation in their work. In addition the overall declines in the

standards of public services together with 'privatisation' measures

have, in a similar manner to the CPSA, created feelings of disaffection

and despair with the current Government's policies. In ASTMS those

members in the public services have reacted very similarly to the . way

NALGO members have done to Government policies. There is still a

traditional professional resistance to embarking on industrial action

to achieve aims but the connection between political and industrial

objectives is increasingly being made by the membership. In the

private sector the more common phenomena of localised collective

bargaining increases the disparity between work environments in terms

of managerial practices. Issues are approached by the members on an

'individualistic' basis in terms of how it affects them directly.

Therefore, ASTMS is flexibly geared to meet these specific requirements

of members in different work environments.

In physical situations there are many similarities and differences

in the ways the three unions organise and operate. In the CPSA
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physical differences are manifest between Departments in work

environments. In the DHSS and DE there is more direct contact with the

public. and often screens are used which are not conducive to good

harmonious relations. Overall workloads are heavy, most offices are

overcrowded and managerial demands increasingly intensify. The open-

plan work environment although allowing the union to organise more

easily does lead to increased supervision and workloads. In NALGO the

physical conditions of the majority of offices are similar to the CPSA.

This has led to many members overcoming occupational barriers to

perceive NALGO's ability to pursue claims involving industrial action.

Once again the affects of the open-plan working environment are as

similarly mixed as in the CPSA. In ASTMS there are numerous

differences though all officials are agreed on the importance of

constant and direct contact with the members. Work environments vary

from the health and safety problems encountered in engineering to the

more pleasant surroundings in insurance offices. As in the other two

unions the advantages and disadvantages of open-plan work environments

are appreciated by officials.

In terms of the memberships' readiness to take industrial action

in the three trade unions, again, various similarities and differences

emerge. In the CPSA there has been a reaction to 'quality of service'

issues with many members fearful of a decline in standards. There is

also a growing awareness of the threat of technology to present jobs

and the negative affects of reskilling and deskilling. In NALGO the

Broad Left officials are keen to use industrial action for its

'educative affect' on members. Naturally Fightback supporters are

opposed to this preferring to only use 'strike action' as a last

resort. As in the CPSA many members have a growing awareness of the

threat of technology to current jobs and more work intensification.
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There is difficulty in reaching common agreements because of the

diversity in employers. In ASTMS across industrial sectors illembers do

perceive a decline in their differential and status. As in NALGO Broad

Left sympathisers are more prepared to emphasise the 'educative

affects' of industrial action than their opponents. Once again

technology is seen as a threat in some parts of the union to present

jobs, however, other sections of ASTMS' membership are quite

indifferent and readily accept managerial arguments. Most officials do

not perceive the technology in itself as a threat but rather the way in

which it is implemented by different managements. In common with the

other unions there are fears concerning loss of supervisory functions,

increased workloads, routinised work patterns and deskilling.

Officials despair that technology is hitting hardest the lower paid who

can least defend themselves.

SECTION 3 - COMPARATIVE POLITICAL SYSTEMS AND 
POLITICAL FACTIONALISM 

In the previous three chapters the main determinant variables (as

outlined in chapter 3) and the relationships between them were

described and analysed. The four main areas in which hypotheses were

located are trade union structure, industrial sector, membership

characteristics and workplace environment. This section will analyse

in more detail conclusions regarding the validity of the hypotheses and

the strength of relationships between determinants.

1. Trade Union Structure 

In terms of trade union structure the three unions studied were

very individual in their organisation but similarities do exist. Undy

et al's bifurcated model of union structure was found to be most

appropriate. The structure of the CPSA is singular in nature and

centralised in form combining both representative and bargaining
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channels. NALGO and ASTMS by contrast have bifurcated structures with

separate representative and bargaining channels. In the CPSA

representative and bargaining issues become so inter-twined that it is

not poesible at times to divorce the two. This has ramifications for

the internal political system because elected full-time officials are

identified with a certain political faction and their motives are made

suspect when advocating a particular stance for the union to adopt over

a bargaining issue. Naturally, this acts as a stimulant to factional

activity. In NALGO and ASTMS the separation of representative from

bargaining issues into individual channels allows for discussion of

bargaining issues to be largely unaffected by political questions.

This reduces the scope in which factions can successfully operate as

political issues are dealt with separately and leave the mass of

members untouched. The example of ASTMS (and TASS in chapter 2) shows

the encouragement of 'instrumental' interests amongst members by the

leadership and at the same time pursuing their own political objectives

through the Parliamentary arena.

Clearly, the evidence in the three chapters support James' model

of polyarchy. There are numerous collectivities within the three

unions which can, and are, utilised for the advancement of factional

objectives. In the CPSA factional activity is concentrated at the

national and sectional levels, in NALGO at the District level and in

ASTMS it remains unofficial but largely based on Divisions. Individual

members use union positions to promote or safeguard the interests of

their respective factions. In NALGO and ASTMS, especially, because of

their bifurcated structures it is easier to discern 'institutionalised

needs' (as defined by Hyman: 1975) of the unions which arise from their

internal bureaucracies. These interests can be as much in conflict as

in congruence with the interests of factions, and indeed many lay

officials complained of a 'third force' of full-time officials to be
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contended with.

In the CPSA this separation of full-time officials interests from

factions is not discernable. This is largely because of the electoral

system. The election of the main full-time official posts acts as a

catalyst for factional competition. The absence of these elections in

NALGO and ASTMS pre-empts any factional activity and strengthens the

identification of full-time officials with the interests of the union

rather than with a certain political faction.

A further important factor in initiating and sustaining

factional activity is its legitimacy (as described by Dickenson: 1980),

either recognised officially in a union's constitution or unofficially

in the eyes of the membership. In the CPSA factions are legitimately

recognised de facto in the eyes of membership and are not outlawed in

the constitution or current policy of the union. In NALGO a similar

situation exists although legitimate recognition in the eyes of the

membership is mostly limited to those Districts where factions operate.

In ASTMS factions are specifically barred from operation

constitutionally and no legitimate recognition has been received from

the members in support of factional activity.

In comparing the three unions it is possible to suggest that

factional activity in each represents different stages on a continuum

(This measure is adopted from the work of Undy and Martin: 1984, and

Seifert: 1981; 1984). For example, in the CPSA political factions have

operated on a continual basis in their present form for over ten years

and have evolved quite elaborate political platforms in terms of their

policy bases (the importance of which is stressed by Dickenson: 1981;

1982). In NALGO political factional activity is largely confined to

the District level and has only functioned in its present form for the

last five years which means their policy platforms are not as elaborate
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as the CPSA. In ASTMS political factions have been absent for a long

time and the Broad Left has only just evolved so that its policy base

is largely unstructured and amorphous. Therefore, the CPSA represents

one end of the continuum (mature), NALGO represents the middle stage

(adolescent) and ASTMS represents the other end of the continuum

(infant).

The continuum can be augmented by the addition of external

support (as developed by Seifert: 1981; 1984). The CPSA factions to a

great extent have their own internal consistency and are not overtly

dependent on outside assistance. In NALGO although the factions have

their own rudimentary internal organisation they are largely dependent

on external support. In ASTMS the Broad Left is totally dependent on

the resources and administrative ability provided by external bodies.

Therefore, one could create a separate continuum like Seifert, but I

would prefer to combine the two continuums as the level of external

support is determined by the level of internal organisational

sophistication.

2.	 Industrial Sector 

The relationship between industrial sectors and collective

bargaining procedures is reciprocal. They each have a determining

influence on the other. In the public sector collective bargaining is

centralised through the structures of the Whitley Council system mainly

involving national and regional negotiations. In the private sector

collective bargaining is more diversified. There is a heterogeneity of

structures ranging across national, company, district and plant

bargaining. The affects of these collective bargaining systems upon

factional development is noticeable between the public and private

sectors.

In the public sector the centralisation of collective bargaining
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at the national level allows the direct identification of Government

policy determining managerial practise. In all the three unions there

is a growing disenchantment with the decline in standards of service,

the privatisation of services and the overall affects of cuts in public

expenditure. It is also much more easier to unite the bulk of a

union's membership around a single issue. Therefore, factional

policies towards defending services and preventing further under-

resourcing are viewed much more critically by the members than

previously. Indeed, in the CPSA (and NALGO to a certain extent) the

full-time officials and NEC members are held directly accountable for

their success or otherwise at the bargaining table. The result for

failure is swift and devastating as witnessed by the removal of the

Moderates in 1982 after the 1981 strike.

In the private sector because collective bargaining is more

disparate in structure and form it is not as easy or as obvious to make

connections between managerial strategies and Government policies. In

ASTMS the plethora of bargaining units and channels reinforces

sectional perspectives amongst different work groups. However,

although there are many different collectivities within the bargaining

channel in ASTMS, all with varying degrees of power and resources, they

do not assist the development of factions. This is primarily because

the nature of workplace, company and national bargaining is one that is

very bureaucratised through the influence exercised by ASTMS National

Officers.	 This is due largely to their pivotal positions in

negotiations and the consequent authority they are able to command

particularly in respect of exercising a veto on decisions. Their

determining influence in the bargaining channel pushing for centralised

negotiations has helped in incorporating the union within the

collective bargaining apparatus of individual companies (see Hyman:

1979).
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Therefore it is possible to say that the relationship between

industrial sector and collective bargaining systems does have a

determining affect on the structure of unions and consequently on their

internal political systems. In the CPSA factions are very centrally

organised with competition between them at its sharpest over control of

collective bargaining collectivities. In NALGO because there is local

as well as national collective bargaining factional activity reflects

this through its concentration at District level. In ASTMS bargaining

is so diverse that factional activity cannot establish itself because

of the mass of disparate individual concerns of different groups of

members.

The situation above is complicated (as mentioned before) by the-

bifurcated structure of NALGO and ASTMS. Their representative and

bargaining channels are separate and in some respects differ in

organisation. As mentioned earlier Undy et al point out that a union

can be centralised and non-participatory in one channel and devolved

and highly participatory in the other. It is clear that NALGO is very

centrally organised in its bargaining channel and devolved in its

representative system. ASTMS is similar in its structures covering

public sector membership but different in its structures for private

sector membership. In the private sector the bargaining channel is

decentralised but the representative channel is centralised. In a

general union such as ASTMS it would be wrong to say this situation

exists with all sections of members but it is generally the rule.

3. Membership Characteristics 

If only one observation can be surely stated about membership

characteristics in the three unions studied it is that there exists a

mass of heterogeneous characteristics which make simple categorisation

unrealistic.	 The	 heterogeneity	 of	 individual	 background
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characteristics gives rise to an equally heterogeneous plethora of

attitudes. Understandably these characteristics and attitudes have an

affect on the character of the unions themselves and factions within

them (as Price argues in Hyman and Price: 1983).

The CPSA, in terms of grading, contains a membership that is

fairly homogeneous. NALGO and ASTMS in comparison have a very

heterogeneous membership. 	 Undy and Martin (1984) contend that

factional activity is more likely in a union with a homogeneous I

membership. This is because political factions can compete without

endangering the basic cohesiveness of the union. This is true for the

CPSA, but by itself the homogeneity of the membership is not a decisive

factor in determining the nature of a union's political system. In

NALGO and ASTMS the occupational heterogeneity amongst the membership

does act as a brake on factional development because political factions

are perceived as a threat to the internal coherence of the union.

However, it is the structural divisions, both vertical and

horizontal, between union members that have a pervading influence on

membership attitudes and characteristics. These divisions are largely

of an industrial nature reflecting the 'sectional' perspectives (as

outlined by Fairbrother: 1983) of many members. This is particularly

true of ASTMS where the leadership's overall bargaining strategy

involves the active manipulation of sectional interests (see Carter:

1980). NALGO similarly is affected by the sectionalism of its

membership mainly because of the many services and occupations its

recruitment base covers. Even in the CPSA, which has the most

homogeneous membership of the three, there are sectional divisions

between members in different Government Departments.

The consequence of this sectional outlook on behalf of the

membership has two facets. Firstly, there is a marked tendency to
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perceive trade union objectives as purely industrial which gives an

l economistic' orientation to union priorities (see Hyman: 1975). c

Secondly, membership concern and interest in trade union matters tends

to be limited to economistic issues and , as a result, membership

participation rests on their discrimination between issues which they

perceive as directly affecting them (see Ursell and Mills: 1978).

Indeed, when considering the pattern of ASTMS growth, it is apparent

that membership of a trade union is not in itself a satisfactory

requirement for guaranteeing a collective consciousness amongst the

membership (see Price in Hyman and Price: 1983).

The question of trade union consciousness raises wider issues

associated with white-collar unionism. In NALGO and ASTMS especially

the fieldwork shows a strong 'professional ethos' held by many

occupational groups in both unions (as defined by Neill: 1978 and

Crompton and Jones: 1985). Indeed, examples were given of where the

interests of trade union membership conflicted with the interests of

professional conduct. In some instances, particularly in NALGO, senior

grades have been able to internalise this conflict of principles and

discretely practise a 'duality' of interest (see Nicholson et al:

1981). However, in other situations, especially so in ASTMS, senior

managers are not prepared to put their union interests before their

professional ones and consequently ASTMS has devised, through its Group

organisations, a system where these managerial positions are not

compromised (see Fairbrother: 1978 and Carter: 1980; 1985).

This 'professionalism' inherent in a great many white-collar

occupations, together with a sectional identification and economistic

orientations generally, has repercussions for the character of white-

collar union. In the fieldwork survey the 'differential' basis of

white-collar trade unionism was amply covered. White-collar trade

unionists feel themselves to be different from and superior to manual
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workers because of the nature of their occupations and their own social

backgrounds. This 'differential' distinction is demonstrated in the

bargaining strategy pursued by ASTMS particularly in respect of their

supervisory membership (see Price in Hyman and Price: 1983).

When considering individual membership characteristics it is far

more difficult to generalise. It is obvious (as stated in chapter 2)

that individual members can have a multitude of associations and it is

a decision of the individual to which of these affiliations he or she

wishes to be involved in more than others. The vast majority of union

members do not prioritise participation in union affairs (as discussed

by Ursell and Mills: 1978). However, when they do participate the

affect they can have on union decision-making can be quite great. Most

union leaderships studied are fearful of the loss of members through

voting with their feet if anything too 'political' is embarked upon.

Conversely it is precisely those members who wish to develop and extend

a political role in the three unions who participate the most in union

affairs (Ramaswamy: 1977 argues that this is so). It has been quite

clearly shown that there is a strong positive correlation between union

activists and membership of a political party.

Naturally, this leads to many instances where decisions are taken

on political issues that are probably the converse of membership

opinion. However, both NALGO and ASTMS through their bifurcated

structures are able to nullify the effects of these decisions. The

leaderships of both unions are aware that the overwhelming majority of

members are more interested in bargaining related issues, therefore

interest in or attention to the decisions of the representative channel

is very limited (see Carter and Smith in P. Armstrong et al: 1986).

4. Workplace Environment 

In the studies it is shown that participation in trade unions is
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not solely determined by the decision or choice of the individual

member, it is also affected by the workplace environment.

Traditionally participation has invariably been associated with work-

related factors. Although some of these factors hold true for manual

unions most are not relevant for the work context of white-collar

unions. In NALGO and ASTMS, as mentioned above, it has been an

observed phenomenon that senior grades are more predisposed to

participation in union affairs than other grades (see Neill: 1978).

This can be related to the 'high-trust' occupations they hold allowing

them the time and ability to pursue union duties. However, it holds

true that senior grades are more concerned, than other grades are that

their union is reflecting and promoting their interests. This can lead

to suspicion and distrust between grades and this was a noticeable

feature in the fieldwork ( Nicholson et al: 1981 also noted this

phenomenon).

When considering the above work situation of senior grades

combined with the prevailing sectional perspectives of most white-

collar trade unionists another interesting factor emerges. Unlike most

manual occupations, given the circumstances of white-collar occupations

in the work situation, many white-collar trade unionists are able to

utilise 'individual' methods of representation and advancement with

their employers (see Price in Hyman and Price: 1983). This naturally

focuses the role of the union towards a service facility providing

helpful resources on those industrially-related issues pursued

collectively. In the fieldwork this was shown to be particularly

relevant to the manner in which ASTMS organises and to a lesser degree

in NALGO too.

The physical aspects of the workplace environment can prove either

beneficial or disadvantageous to union participation and consequently
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factional development. Understandably there are great variations

between the companies, services and industries that the three unions

recruit within. In many workplaces open-plan offices are helpful in

assisting the recruitment of union members and in sustaining union

participation. This environment also assists factional activity

because in the study evidence supports Nicholson et al's (1981)

description of factional activity as an 'informal social process'. In

the open-plan working environment communication and contact are greatly

facilitated and outweigh problems associated with greater supervision

and work intensification. In all three unions the open-plan

environment was shown to be helpful to factional organisation and the

more compartmentalised small office work environment detrimental to

factional activity.

In addition all unions face major problems in having members

scattered in isolated workplaces which distances them from branch

activities and from full participation in union affairs. It can be

said that factions prefer to aim their activities at where employment

concentration is largest. In the CPSA a major part of factional

competition is concerned with gaining control of the larger branches

because of their importance as bargaining collectivities and as

powerful voting blocs within the union. The Broad Lefts across the

three unions appear to derive their strength of support from larger

branches and concentrate their activities on them more than their

opposing factions.

A very important determining variable apparent in the fieldwork is

that of technology. Technology is extremely influential in the white-

collar working environment because of its deskilling effects. In the

three union studied in the fieldwork (both Crompton: 1979; 1980 and

Armstrong: 1983 debate these effects) the effects of deskilling have

been noticed but the main impact of technology is perceived by most
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officials as yet to come. There clearly is in some occupations a

lessening of authority and status as certain discretionary tasks are

incorporated within the new technology introduced. This relates to the

arguments described earlier over the differences between 'capital' and

'labour' functions inherent in most white-collar occupations (see

Crompton and Jones: 1985; Armstrong et al: 1986). The amount of

personal control an individual employee can exercise is seen as an

important bench-mark in measuring the affects of technology.

In ASTMS, especially, it was pointed out that many supervisors/

foremen felt a conflict in their 'role-play' at work because they

lacked the necessary authority to impose their instructions (see Ellis:

1971, Carter: 1980, 1985; Fairbrother: 1978). They also felt a

grievance over the loss of certain 'capital' functions that had become

incorporated in new technology. Supervisors/foremen have always

occupied a pivotal position between capital and labour and these

further technological changes have marginalised them to a greater

extent. The dissatisfaction that has emerged is something factions in

all three unions can all exploit to their own advantage. However, in

many respects membership dissatisfaction arises out of a sense of 'loss

of control' and it is not to be misconstrued as an indication of

proletarianisation and a growth of collective consciousness (see

Armstrong et al: 1986).

CONCLUSION

This thesis has attempted to explain and describe the causation,

nature and connections of political factionalism in the context of the

internal political systems of three white-collar unions. In doing so I

have analysed previous academic work on union government and white-

collar unionism and have extracted those variables and models I

consider relevant to the study of this thesis. In turn these variables
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and models were adapted and fashioned to the particular objectives of

this thesis and hypotheses were formulated, and a research design was

constructed around them.

The fieldwork was largely qualitative in nature, though

quantitative techniques were also utilised. In essence information was

compiled relating to the characteristics of factional systems and the

determinants of union political systems. The results from the

fieldwork demonstrated the important influence of four main

determinants: trade union structure, industrial sector, membership

characteristics and workplace environment. The particular inter-

relationships of these determinants in the three unions were shown to

be fundamental in affecting the nature of internal political systems

and the degree of factionalism.

Finally, in concluding a comparative analysis was made across the

three unions. This ultimately showed that while many similarities

exist between the three unions there are also great differences that

distinguish one from another. It is these differences that give each

union's internal political system and the degree of factionalism its

particular uniqueness. It is shown that the measure of a continuum is

the most applicable when explaining the causation, nature and connections

of political factionalism in trade unions. 	 It is hoped that this

thesis has cast a little more illumination on the 'informal social

process' of political factionalism and will act as a spur and guide to

further research on this subject.
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APPENDIX I

INTERVIEW SCHEDULE FOR NATIONAL/DISTRICT/SECTIONAL/ 

DIVISIONAL/BRANCH/GROUP OFFICERS 

The schedule has been divided the following way: firstly, personal

details to compare and contrast motivations and responses to

factionalism; secondly, factional organisation to determine factional

operation in decision-making; thirdly, factional connections to

calculate the width of factional organisation and appeal both internal

and external to the union; fourthly, causes of factionalism to find and

grade those variables influencing the nature and ingredients of

factional conflict.

Section 1 - Personal Details

1 Sex

2 Age

3 Length of time in union

4 Length of time official

5 Present position

6 Previous positions in union and occupations

7 Educational background

8 Parent's occupations and union membership

9 Attendance at branch meetings

10 Voting in NEC elections

11 Canvassing behaviour

12 Strike on industrial issue

13 Strike on political/sympathy issue

14 Political party membership

15 Voting behaviour in general elections
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16 Intention of voting

17 Attendance at party meetings

18 Employment legislation

19 Government's economic policies

20 Common Market

21 Nuclear weapons

22 Proportional representation

23 Labour Party leader

24 Postalots

Section 2 - Factional Organisation

1 Own views on trade unionism

2 Other officers' views on trade unionism

3 Members views on trade unionism

4 Respondent's definition of faction

5 Extent to which factions organised formally/informally

6 Respondent's position as regards factional activity-
functional/dysfunctional

7 Effect of factions on membership

8 Levels of operation of factions and concentration

9 Key areas of factional activity/conflict

10 Issues around which factional disputes coalesce

11 Effect of factions on union decisions

12 Member of faction

13 Description of own factional policies

14 Views on other faction's policies

15 Resources factions mobilise to support policies

16 Political orientations of branch membership

17 Political represenatativeness of branch leadership and arising
disputes with membership
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18 Issues increasing membership involvement

Section 3 - Factional Connections

1 Relation of faction to wider political scene

2 Overlapping of membership

3 Common policies

4 Relation of faction to industrial groups

5 Finance of faction

6 Frequency of faction's meetings and discussions

Section 4 - Causes of Factionalism

Respondent's opinion on causes giving rise to factional activity

within the union, i.e. industrial sector, workplace environment,

new technology, union structure, collective bargaining position,

industrial relations history, membership characteristics,

political leadership of the union.



Years

3. What is your marital status?

10 11

Single	 p1
Married	 J 12

Divorced/Separated ri 3
Widowed	 El 4
Other	 0 5 12

4. What is the highest educational qualification you
possess?

CSE	 01\
tot LEVEL	 •	 I-1 2
ONC/OND	 TI 3
'A' LEVEL	 I-1 4
HNC/HND	 1.7 5
PROFESSIONAL	 ri 6
B.A./B.Sc.

HIGHER DEGREE	 El 8
OTHERS (please statOr.1

	 LAO
13

APPENDIX II	 46/	
oFrizr

POLITICAL AND SOCIAL ATTITUDES OF TRADE UNIONISTS QUESTIONNAIRE"	
USg

Most of the questions can be answered by making a tick in a
box opposite one of the answers listed under the question. If you
are unsure of your answer then please could you tick either the
answer that comes closest to it or a 'Don't Know' box, or 	 1 2 3
alternatively you are asked to write in your own answer. 	

fg-I hope that you can answer every question as fully as possible
so that there will be more statistical evidence when processing
the data. Please ignore the statistical coding in the right-hand
margin as this is to aid the collation of data. 	 4

Thank you again for your time and effort in co-operation with
this questionnaire.	 Cl

Section 1 - Introduction 

1. Your Trade Union 	 	 5
2. Your Trade Union Branch 	 	 6

3. Your Department 	  7 8

Section 2 - Background 

1. Are you male or female?

Male

Female

2. What was your age last birthday?

Lil02 99

-1-



10. What was your father's occupation when you were
growing up?

MANAGERIAL/PROFESSIONALO 1

SELF-EMPLOYED 0 2
ADMINISTRATIVE	 7 3
SUPERVISORY/CLERICAL E 4

SKILLED MANUAL	 05
SEMI-SKILLED MANUAL	 6

UNSKILLED MANUAL	 7

OTHER (please state)
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5. What is your occupation?

OFFICE

USE

OCCUPATION 	 15 16

6. What is your grade?
GRADE 	 17 18

7. How long have you worked in the Public Service?

YEARS 	 ':19 20

8. How long have you. been a trade union member?

YEARS 	 21 22

9. How long have you been a member of your present
trade union?

YEARS 	 23 24

25

11. At that time was your father a member of a trade
union or not?	

YES	 0 I
NO	 02 26

12. What was your mother's occupation when you were
growing up?	

MANAGERIAL/PROFESSIONAL01

SELF-EMPLOYED
	

2

ADMINISTRATIVE
	

3
SUPERVISORY/CLERICAL
	 04

SKILLED MANUAL
	

Os
SEMI-SKILLED MANUAL
	

06
UNSKILLED MANUAL
	

CI 7
OTHER (please state)

	 08 27

-2-
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13. At that time was your mother a member of a trade
union or not?	

YES	 0 1
NO	 E1 2 	 211

Section 3 - Trade Union Views and Involvement 

(This section concerns your participation in the
union, your views on power within the union and
general objectives you think your union should
pursue.)

1. How regularly do you attend branch meetings?

ALMOST ALWAYS	 0 1

FAIRLY OFTEN	 C:32
ABOUT ONCE OR TWICE
A YEAR	 03
NEVER	 El 4	 29

2. Did you attend the last branch meeting?

YES	

EillNO	 2	 30

9. At the present moment do you hold any of the
following positions within your union?

DISTRICT/SECTION COUNCIL MEMBER F-11
BRANCH CHAIRPERSON	 El 2

BRANCH SECRETARY	 it3

BRANCH COMMITTEE MEMBER	 0 4
DEPARTMENTAL REPRESENTATIVE

SHOP STEWARD	 0 6
OTHER (please state)

	  D7
DO NOT HOLD ANY POST	 09 31 32 3:

4. Have you held any of the following positions within
your present trade union or a previous union in
the past?

- 3 -

DISTRICT/SECTION COUNCIL MEMBER ril
BRANCH CHAIRPERSON 	 1J2

BRANCH SECRETARY	 I-13

BRANCH COMMITTEE MEMBER	 7 4
DEPARTMENTAL REPRESENTATIVE	 n 5

SHOP STEWARD	 0 6
OTHER (please state)

	  0 7
NEVER HELD ANY POST 	 09 34 35 3E



DID NOT VOTE
O 3

9	 39
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5. Who out of the following candidates did you vote
for in the last elections for national officers?

a) GENERAL SECRETARY:-

ALISTAIR GRAHAM (MODERATE)	 0 1
JOHN MACREADIE (BROAD LEFT)	 112
OTHER (please state)

03
DID NOT VOTE	 E.I 9 36

b) DEPUTY GENERAL SECRETARY:-

JOHN ELLIS (MODERATE)	 Es].
JOHN MACREADIE (BROAD LEFT) 	 0 2
OTHER (please state)

	  ri 3
DID NOT VOTE	 El 9 37

c) GENERAL TREASURER:-

JOHN RAYWOOD (MODERATE) 	 E: 1
TERRY AINSWORTH (BROAD LEFT) 02
OTHER (please state)	

D3
DID NOT VOTE
	

O 9 38
d) PRESIDENT:-

CHARLIE ELLIOTT (MODERATE)

KEVIN RODDY (BROAD LEFT)
	

02
OTHER (please state)

6. How much did talks with friends and colleagues at
work help you to make up your mind on which way
to vote?

THEY DID A GREAT DEAL

THEY DID QUITE A BIT

THEY DID A LITTLE

1::11
r-1 2
03

THEY DID NOT L_4 40

7. How much did you do to get others in the branch to
vote for the candidates you favoured?

I DID A GREAT DEAL	 n 1
I DID QUITE A BIT	 02.
I DID A LITTLE	 1-1 3
I DIDN'T DO. ANYTHING 	 El 4 41

- 4-



MODERATE GROUP

BROAD LEFT

OTHER (please state)

Dl
02

n3
09 46NO PREFERENCE

/".
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	 OFFICE

USE

8. How would you vote in a ballot on CPSA affiliation
to the Labour Party?

FOR AFFILIATION	 7=.1714

AGAINST AFFILIATION	 I 12
DON'T KNOW	 173
WILL NOT VOTE	 04	 42

9. If your branch was to strike on an industrial issue
how willing would you be to do picket duty?

VERY WILLING	 01

QUITE WILLING	 I-12

A LITTLE RELUCTANT	 03
VERY RELUCTANT	 04	 43

10. If your branch was to strike on a political issue
or in sympathy with another union on strike how
Waling would you be to do picket duty?

VERY WILLING	 01

QUITE WILLING	 I—T2

A LITTLE RELUCTANT	 I-13

VERY RELUCTANT	 04	 44

11. In your opinion, in important issues concerning
the branch, how much is decided by the branch members
and officials and how much by officials higher up
at sectional and national levels?

BRANCH MEMBERS AND OFFICIALS DECIDE ALL 	 1-11

BRANCH MEMBERS AND OFFICIALS DECIDE MOST

BRANCH MEMBERS/OFFICIALS AND SECTIONAL/
NATIONAL OFFICIALS DECIDE THINGS EQUALLY 	 1:13
SECTIONAL AND NATIONAL OFFICIALS DECIDE MC/ST.04

SECTIONAL AND NATIONAL OFFICIALS DECIDE ALL 05	 45

12. As you are aware different groups under different
names compete for the leadership of your union;
which particular group would you sympathise with
if you were forced to choose?

-5-



03	 48 -

49
03
	 50

03	 51

0-3
	 52

3	 53
••••n•••P

3	 54
WORK FOR BETTER HEALTH,
PENSION & INSURANCE
SCHEMES D. 02 5503

4Y4	 OFFICE
13. Which of the following issues do you think your	 USE

union should pursue? (please answer all statements).

YES NO DON'T MIND

TRY TO INCREASE MEMBERS'
PARTICIPATION IN
MANAGEMENT	 03.02
CAMPAIGN ON NATIONAL
POLITICAL ISSUES	 1-1 ---1
TRY TO GET HIGHER WAGES	 1 02
WORK TO IMPROVE THE
GENERAL WELFARE OF ALL
WORKERS IN SOCIETY

WORK FOR EQUAL WAGES FOR
WOMEN

HAVE TRADE UNION SPONSORED
M.P.'S IN PARLIAMENT- 	 102

WORK FOR THE IMPROVEMENT	 r-1 ---
OF LOCAL COMMUNITY LIFE	 1_1	 2

L_12

EL 02

WORK FOR EQUAL RIGHTS FOR
MINORITY ETHNIC GROUPS	 Lii02	 0 3	 56

	

C:1 3	57

	

Li 3	 58

	L...1 3 	59

	

11 3 	 60

	

3	 61

	

[1 3 	 62

	

1 13 	 63

D4	 ri 4 0 4
DID NOT VOTE	 P1 9 	 09	 D9

TRY TO GET BETTER WORKING
CONDITIONS FOR MEMBERS

HOLD MORE FREQUENT BRANCH 1.3 11--2
11MEETINGS 

HELP ELECT A LABOUR
GOVERNMENT	 EL P
IMPROVE MEMBERS' EDUCATION ,--1
IN TRADE UNION AFFAIRS 	 ! II i

_.:b.

Ei

PROTECT MEMBERS' JOBS

HELP OTHER UNIONS IN THEIR a 02
DISPUTES

ENCOURAGE FURTHER
NATIONALISATION OF INDUSTRY D1 02

2111101,1 National Political Views and Involvement
(This section concerns your views on national
political issues and how actively you pursue them).

1.Which political party did you vote for in the
following general elections?

FEB. 1974 OCT. r_474 MAY 1979
ElCONSERVATIVE	 i	 L_J1	 L_Ji	 64

LABOUR	 I 2	 —12	 --12	 65
LIBERAL	 El 3	 :=1 3	 0 3	 66
OTHER (please state)

-6-
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2. Which political party did you vote for in the
General election on June 9th?

CONSERVATIVE	 1

LABOUR	 0 2
LIBERAL/SDP	 0 3
OTHER (please state)

3. Are you a member of a political party?
YES

NO

4. If yes, please tick which political party you
are a member of from the list below.

CONSERVATIVE

LABOUR	 C:)2
LIBERAL	 03
SDP	 1-1 4
OTHER (please state)

5

ri

68

69

C:J 4
DID- NOT VOTE	 9	 67

5. If a member, how regularly do you attend meetings
of your political party?

. ONCE A WEEK OR MORE	 EDI
ONCE A MONTH	 0 2
ONCE A YEAR	 17 3
NEVER	 04 70

6. If a member, do you usually canvass for your
political party during elections (local and
national)?

YES	 171
NO	 F--2	 71

7. Do you support/oppose the Conservative
Government's 1982 Employment Act?

STRONGLY SUPPORT

MILDLY SUPPORT

MILDLY AGAINST

STRONGLY AGAINST

NO OPINION

El 1
0 2
0 3
n4

9	 72

-7-
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8. How do you feel about the Conservative Party's •
monetarist policies?

STRONGLY SUPPORT 1

MILDLY SUPPORT 2

MILDLY AGAINST 3
STRONGLY AGAINST 4
NO OPINION 9

9. Do you think that Britain should leave or remain in the
Common Market?

75

LEAVE	 El I
REMAIN	 92

NO OPINION	 9 76

10. Which strategy do you think Britain should adopt over
nuclear weapons?

MULTILATERALISM(DISARM ONLY WITH OTHERS) 2

UNILATERALISM (ABANDON NUCLEAR WEAPONS)	

1RETAIN NUCLEAR WEAPONS	 3
NO OPINION	 0 9 77

11. Do you think proportional representation should be
introduced in British general elections?

YES

NO

NO OPINION	 78

12. Which of the following politicians would be the best
possible choice for the next leader of the Labour Part ?

TONY BENN	 1

DENIS HEALEY

NEIL KINNOCK

PETER SHORE

OTHER (please state)

NO PREFERENCE

13. Do you favour the election of full-time officers
through postal votes?

STRONGLY FAVOUR THIS METHOD

MILDLY FAVOUR THIS METHOD

MILDLY DISAGREE WITH THIS METHOD

STRONGLY DISAGREE WITH THIS METHOD

NO PREFERENCE

-8-
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Q
 Challenge

THE JOURNAL OF THE DHSS BROAD LEFT
	

UNION NEWS No.18

BIRMINGHAM FIGHTS ON
FOR OUR BENEFIT

Photo. Andrew Wtard (Report)

CPSA members in the DHSS,
traditionally regarded as the best
organised section of the union,
have never before been engaged in
so many major disputes, as those
reported in this special issue of
Section Challenge. They are not
confined to any one area or to a
particular type of office. What
they do have in common is a
membership response to a deli-
berate attack by management on
CPSA policy and hard earned
conditions of service, coupled
with spontaneous membership
action about shortages of staff.

Earlier this year the union's
Section Executive Committee
carried out a consultation exercise
where the members were asked to
vote in favour of all out strike
against government cuts. The
final tally of your votes was good.
However, the final vote of over
11,000 in favour, 10,000 against,
was not seen by the Section
Executive Committee as a strong
enough vote for all out strike,
because it only represented a 44%
turnout of the membership.
Since then, lengthy negotiations

, have been taking place with
departmental management, using
that vote as a symbol of your
anger and fears, to try to force a

continued overleaf

This special edition of Section Challenge has been compiled by the National Organising Committee. National
Secretary: Bill Boyle 59 Offenbach House, Roman Road, London E2 ORB. P & P by the National Organising
Committee.
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Militant Public Meeting
CPSA CONFERENCE 198Z

-AND THE PURR
wit TRANWERRED

7b 7lit 7102

'A fighting socialist programme
for the CPSA and labour movement'

The period since the 1981 CPSA conference has seen the conclusion of the longest strike in the history
of our union, attacks by the Tories on the pay, jobs and working conditions of CPSA members and the
election of the union's senior full-time officers for the first time.

The Tories continue to show their contempt for the working class, both those at work and those
unemployed and, through their so-called "Employment" Bill, they hope to weaken the trade unions in
order to launch further attacks on living standards, jobs and conditions.

Never before has a fighting socialist programme and leadership been more vital for the CPSA and
the labour movement. Come along and discuss the lessons of the last year and the way forward.

• BRIAN INGHAM (Militant's Industrial Editor)
• KEVIN RODDY (CPSA Broad Left Presidential Candidate, personal capacity)

• DOREEN PURV1S—CHAIRPERSON (DHSS Central Office Branch, personal capacity)

QUEENS HOTEL, PROMENADE, BRIGHTON
7.30 pm, Tuesday 11 May 1982

(The Queens Hotel is situated on the promenade, a few minutes' walk from the Conference Centre in
the direction of the Palace Pier and Dolphinarium)

Printed by Cambridge Heath Press Ltd In& 1 Mentrnore Terrace. London E8 3PN.
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The Block Vote Remains for the following hallo

Corporate Director Trustee-
J. amb Mr	 CO DIT London

ation
P&T Leeds GMO
P&T Bradford GMC
MOD Chilwell
OPCS London
MOD Bordon
MOD Gloucester
Home Office Croyd4
DHSS Rotherham
DHSS Rotherham
DE London HQ
MSC Cambridge
MOD Woolwich
MOD Llangennech
DHSS N. Surrey
Courts Blyth

MOD Rosyth
MOD Rosyth
DIT East Kilbride

DHSS Cardiff
DIT Cardiff RGS

MOD Lisburn
DHSS Dublin

DHSS Manchester
DHSS Dublin

MOD Bath

MODERATE NOMINA'TI
New Voting System

The year 1982 presents us with
our annual opportunity in CPSA to
maintain democracy.

Conference 1979 decided by a
huge majority that our 225,000 indi-
vidual members would have the
opportunity to vote for President and
NEC, by individual ballot paper at
branch, sun-branch or workplace
meetings to be held between the 8th
April and 7th May 1982. CPSA HQ

FORD&
are issuing timely and explicit in-
structions on the procedure to be
carried out.

Before this time, however, the
General Secretary invites branches to
nominate individuals for the various
offices and delegations in the union.
This invitation must be in the hands

of branch secretaries by the 22r
February and the form must 1
returned to him by noon on the 121
March.

The, Item "National Nomin
tions" must be included on your AG
Agenda, this is the only way th
members can put names to ti
meeting; for approval, and onwa
traninnision, to the General SA
tary on the form provided. (Previo
notice of individual nominations
not required prior to the AGM.) .

President
C.H. Elliott Mr	 HCO P&T Bradford GMO
Vice-Presidents (2)
K.M. Losinska Mrs PS
P. Womersley Mrs LO II
National Executive Committee
S.S. Anderson Miss EO
J. Billouin Mr	 CO
J. Butcher Mr	 CO
P. Brown Mrs	 CO
A. Carr Mr	 LO II
M. Chambers Mrs EO
I. Devenish Mrs
C.H. Elliott Mr
J. Fosdal Mrs
A. Gilhespy Mr
M. Grirashaw Mr
A. Hepple Mrs
M. Hickman Miss
J.M. James Mrs
M. Kaye Mrs
K.M. Isinska Mrs
D. Milnes Mr
P. Mylward Mrs
A. Newell Mr
F.E. Osborne Mr
S. Parry Mrs
F. Pemberton Mr
K. Richards Mr
C. Snow Mr
J. Wilde Mrs
P. Womersley Mrs

The Block Vote Remains for the following ballots

National Standing Orders Committee
P. Harris Mr	 EO	 Courts Blythe
Civil Service Standing Orders Committee
G. Ash Mr	 STO MOD Rosyth

Trades Union Congress DeIeg
P. Cobbold Mrs	 CO
E. Lambie Mrs	 HCO
W.H. Bryan /Kr	 CO
R. Willson-Pepper MrCO
P. Hu hes Mr	 CO
B. Kelly Mrs	 CO
J. Bruce Mr	 CO
J. Price Mrs	 LO II
C. Owen Mrs	 LO II
H. Pried Mr	 CO
A. McDonald Mr CO
L. Philpott Mrs	 CO
D. Hopkins Mrs	 CO
P. Arnott Mr	 CO
P. Harris Mr	 EO
Scottish TUC Delegation
G. Ash Mr	 STO
A. Law Mr	 CO
E. McCann Mrs	 CO
Wales TUC Delegation
T. Hostler Mrs	 LO II
F. Coghlan Mrs	 CO
Irish TUC Delegation
J. Oliver Mr	 CO
J.P. Gill Mrs	 LO II
Womens TUC Delegation
S. Costello Mrs	 LO II
J.P. Gill Mrs	 LO II
Youth TUC Delegation
A. Nash Miss	 CO

CO
HCO
LO H
CO
EO
LO II
LO II
CO
CO
PS
CO
LO II
CO
CO
CO
CO
CO
CO
CO
LO II

OPCS London
DHSS Calderdale
(26)
DE Cleveland
Public Trustee London
DE Cambridge Watford
Land Registry Durham
DHSS Southport
DE Watford HQ
DE Wirrall & Cheshire
P&T Bradford GMO
DHSS West London
DHSS Newcastle CO
Courts S. London
DHSS Bishop Auckland
DHSS Mid Surrey
DVLC Swansea
DNS Durham
OPCS London
A E Dounreay
DHSS SW Middlesex
Met Police HQ
P&T London SW Area
MOD Bath
DIT London
MOD Stathan
Home Office London
MOD Nottingham
DHSS Calderdale

WEA (Workers Education Association) Delegation
R. Willson-Pepper CO OPCS London

PLACE THE NAMES OF- THESE CAND
BEFORE YOUR AGM FOR APPROVAL



rOLITICS IN 1:1"SA 
The block vote system (which has

now been abolished) was the main
reason why the CPSA National
Executive was dominated in recent
years by a conglomeration known as
the "Broad Left". This is really a
"cover name" for an alliance of
Communists, ' .kotskyists, and their
acolytes. It was relatively easy for
conference delegates (often brand
new ones) to be persuaded to cast the
votes of their members in their direc-
tion, this is now impossible for
NEC Elections.

It is still important for branches
to discuss and nominate candidates
for the national positions. The branch
nomination is not binding upon each
and every member of the branch, but
it is an earlier opportunity, for
members at their AGM to enquire
from their branch officers, just what
they, as activists, know about the
political line-ups in CPSA — election
addresses for each candidate will give
personal information later.

The names on the reverse of thi
paper are those of candidates who ar
opposed to the Broad Left in thi
union. They are known as "moder
ates", and although they have the
own political views and some ar
members of the main political partie
at present represented in Parliamen1
they are united completely in th
view that CPSA, as a non part;
political union, should avoid part:
political stances in the formation am
pursuance of its policies.

Tim BROAD LEFT 
REDS
AND K. Roddy

President
CO	 DHSS Washington Militant Tendency

Child Benefits	 Trotskyist

Vice-Presidents (2)
R. Alderson	 CO
F. Campbell	 CO

Militant Tendency (Trotskyist) Group
K. McHugh	 CO	 DHSS Newcastle CO
K. Roddy	 CO	 DHSS Washington
G.Momans	 LO II DHSS S. Staffs
P. Byrne	 LO II DHSS SE London
R. Castle	 DHSS N. Notts
J. Ship	 CO	 MOD Central London
C. Baugh	 CO	 Land Registry Lytham
S. Dunk	 CO	 Inland Revenue London
F. Bonner	 ATCAII CAA Prestwick

The names below are those
opposed to the Moderates within the
CPSA.

Reds and their Allies — trading
as the Broad Left.

But more accurately, all 5'
Varieties of Communists and thei.
Allies who pursue Politics beforl
Policies.

THEIR
ALLIES

C&E Leeds	 Communist
P&T Glasgow GMO Broad Left

Communist Grouping
C. Kirk	 LO II
K. Gibbs	 CO
P. Coltman	 CO
F. Sullivan	 EO
R. Anderson	 CO

DHSS Leeds
DE Severn
DNS Glasgow
DE MSC Manchester
C&E Leeds

The Rest including SWP, WAG, IMG
M. Duggan	 LO II DHSS SW London
J. Baume	 CO	 DE MSC London
W. Fleming	 MOD ROF Bishopton
F. Campbell	 CO	 P&T Glasgow GMO
C. Finlayson	 CO	 P&T STB HQ
R.J. Wood	 CO	 P&T LTR South GMO
G. Barker	 SDPO P&T Kensington CC
J. Roberts	 CO	 P&T Norwich GMO
N. Jacobs	 CO	 British Museum
S. Cardownie	 Scottish Office
0. Osmond	 CO	 DIT Newport
F. Taylor	 CO	 DOE Manchester

Issued and Published by The National Moderate Group in the Civil & Public Services Assn.
Editorial Board: G. Holah 24 Wimbledon Park Court London SWI9

Mrs K. Losinska 45 Rectory Park Sanderstead Surrey CR2 9JR
C. H. Elliott 24 Brae Avenue Bradford W. Yorks BD2 4AY.

Any comment or letters should be forwarded to any member of the Editorial Board.
Further copies of this leaflet may be obtained from any of the above named.
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SATURDAY 23 MARCH 1985, 11 am
Manchester Free Trade Hall,
Peter Street, Manchester M1

Dear Brother/Sieter,

The Broad Left Organising Committal invites your organisation to send delegates to our second ise-
tional conference. Our first conference held in Sheffisid last March was extremely successful with
over 2,500 delegates attending.

The first conference took place at the outset of the heroic struggle of the miners. BLOC and our sup-
•porters have worked fiat out to build effective solidarity for. mkiers' victory, Including the suc-
cessful lobby of the Trades Union Congress-In September.

This strike would have been-won months ago if the TUC leaders had come off the fence and stood
by our class. We must learn the lessons of the post few years and build a leadership. In every union
and in the TUC, capable of using the power of our class to defeat the Tories-.

The aim of the conference is to bring together those trade unionists who want to fight the Tories'
attacks against our movement. The conference wid discuss both the battle to save local government
jobs; services, democracy, and the strategy needed to defeat all the Tories' anti-union laws. A
campaign to transform the trade unions into fighting organisations is now absolutely vital.

Each trade union organisation may sent up to four delegates (fee per delegate ESL delegate forms
on reverse;

Yours fratera:ms,

Wmson
Organising Secretary BLOC

•

AY'YE1111J1A 	
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BROAD LEFT ORGANISING COMMITTEE
SECRETARY: Re tisk 	 CHAIR: Jedt 1481,Asrasn•Gusnot	 ORGANISING SECRETARY: Goer. WIlkossa

(USDAW Brawl We

-The greed Left O,geniWg Committee wee fanned three yews ego and now Involves over twenty
national and reulenal trade union used Lefts. Its elm is to help oweidinme and give elite the snug-
gle to trensfenn the unions into lighting orgenisedons. Rank and le node unionists from ell unions
swim et this °entwines In order to deems the powwow neesseely to begin the light book spina
the Tadao."
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LABOUR AND UNIONS
CHARTER

It is vital that we defend the partnership between Labour
and the unions and indeed strengthen it at every level. To
this end we call for:

1. Active opposition to the Tory assaults on trade .
union rights

2. A campaign of activity and education to win the argument
for trade union affiliation to the Labour Party

3. The promotion of socialist policies and support for
Labour at workplace level

4. The strengthening of local union/constituency Labour
Party links and the formation where appropriate of
Labour Party workplace branches.

Launching sponsors:

Tony Banks MP
Tony Berm MP
David Blunkett
Ken Coates
Vladimir Derer
Jack Dromey (TGWU)

Peter Hain
Harriet Harman MP
Eric Heffer MP
Ken Livingstone
Mick Martin (TGWU)
Michael Meacher MP

Bill Morris (TGWU)
Alan Sapper (ACTT)
Arthur Scargill (NUM)
Ron Todd (TGWU)
Tribune Group of MPs

• •••	 •••	 ••••	 OM IMP	 •••	 •n• •••	 MID	 1110.	 .•

I/We wish to sponsor the Charter and support the campaign
to maintain and strengthen Labour's links with the unions.

(Individuals) NAME: 	

POSITION:

CLPs/UNIONS:

Address:

	 Phone•

(Groups)

I/We enclose a donation of E	 towards the cost of
campaign material (made out to 'LCC' please)

return to: Secretary, Labour Co-ordinating Committee
9 Poland Street, London W.1 (439 3749)

PRINTED GY TROJAN PRESS 01 241 5771 (*Marlon Crap)
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IFIGHTIBACK
Once again the time has come for NALGO's N.E.C. elections. This yw there is a concerted attempt by a group of
extreme left wing candidates to take all of London's seats on the National Executive, We Ivlieve that such an occur-
mos would not reflect the wishes of NALGO members in the capital. The time has come to fightback.

WHO ARE WIT
We area group of NALGO moderates with many years of esrvice and achievement at National, District and Branch level

WHAT DO WE STAND FOR?
We are in favour of an active democratic representative trade union concentrating its efforts on safeguarding and
improving the lot of its members whilst playing a full pert in the wider trade union movement

We support NALGO's continued independence from any political party

We remain committed to the protection of Jobs by all englable means including the use of industrial action where
necessary.

We will continue to fight for the restoration of public services to a realistic

WHAT ARE WE AGAINST?
We are against the concerted attacks on public services and the Jobe and pension rights of our membots. We will continue
to oppose these threats to all our livelihoods.

We hen consistently opposed those individuals and organisations which have sought to use NALGO for their own
political ends. It is a battle which requires continual vigilance and can only be won with your su pport. Once again
Branch representatives in London, in your name but without consulting you, have elected District Committees which
are dominated by Communists, Tronkeyists and their supporters. You had no say In that; but the N.E.C. Is a different
matter. You have direct control through these annual elections.

The extremists are fighting hard. They are promoting a "slate" of candidates with multiple nominations right across
London although we wonder how many ordinary NALGO members in the G.LC., Hackney, Islington, Lewisham,
Tower Hamlets and other branches knew what sort of political gems their representatives were pitying? This election
will show what reel grass-roots support there is for the fanatics far left.

WHAT DO WE WANT?
More than anything we went you to vote. If you agree with what we stand for we hope you'll vote for us. If not, vote-
anyway. The one thing that can destroy NALGO is apathy. Plane don't give that a helping hand.

George

AKASS
Chairman Special Activities Committee

Edward

ALDERTON-
Post Pnrident

X
Mike

BILICK
Chaim'''. National Load Government COT,,.

X
r

George

DULIFY,	 National Electricity Committee
X .

TUC DELEGATION
For the TUC delegation we recommend

Flom,.
Vice Cheirnvon.Speciel Activities Committee

X
Shia"siviTH
Chairmen Equal Opportunities Committee

x
Arthur

EWER
Vice-Chairmen NEC

X
Derekwrosse
Law and Parliamentary Committee

x

MAKE YOUR VOTE COUNT
Published by G. Tunney, 3 Ivy Gardens, London NB
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MILITANT SUP-
PORTER BETTY
BELL ELECTED

TO NALGO NEC
Militant sup-

porter, from
Hampshire Coun-
ty Branch,Betty
Bell came second
in poll for three
NEC places in the
South West, forc-
ing Conservative
trade unionist
Brenda Utting into
third place. This
election is a big
step forward for
the left in Nalgo,
and will obviously
strengthen its
position.

D U 5

svos	 .11611ginit
30p	 No.4. 1983

TORIES OFFER NO
FUTURE

The Tories stand condemned in all
respects. They Caine to power as the par-
ty that would cut unemployment, cut
taxes, regenerate industry, bring hope
and heal divides! It doesn't take a sharp
observer to see they've done the
opposite.

They have devastated industry,
destroying 20% of manufacturing in-
dustry in 3 years alone. The bosses
despite having the lowest paid
workforce of all the OECD countries,
and workers who work the longest
hours, have not invested sufficiently for
decades and are now beaten on world
markets. Manufacturing investment in
Britain was far less than half of what
was sent abroad. Thei,r system is rotten
and the policies of the Tories are mere-
ly aggravating the problem.

The methods that butchered major
sections of manufacturing industry such
as steel, shipbuilding, engineering, when
applied to public services will bring large
sections of NALGO'S membership and
other public sector workers directly in-
to the Tory firing line.

Even before the Tories signalled these
intentions NALGO members have
found themselves increasingly, fighting
to defend services, conditions and jobs.
While the Tory plans for privatisation
which have already brought our
members out on strike are a serious
enough threat to all NALGO members.

TORIES CREATE MASS
UNEMPLOYMENT

4 million, in reality, languish on the
dole while the terrible fear of redundan-
cy stalks millions and short time work-
ing, millions more. So much for the par-
ty of hope of reducing unemployment!
While they have given huge tax conces-
sions to the wealthy and the giant multi-
nationals they have raised the tax
burden on the average family from
under 41% of total income in 1979 to
nearly 48% in 1982, so much for tax
cuts! Yet while raising taxes they have
cut and slashed services. So much for

healing the divides, as the rich get richer
and the poor get poorer.

NEED FOR A PLANNED
ECONOMY

But the real crime is the waste on
possible production. A plan of produc-
tion , using new methods such as new
technology could generate enormous
wealth, ending poverty ,unemployment
, improving education and services (un-
dreamed of possibilities) yet under the
profit system while goods, equipment
and workers lie idle there are terrible
shortages. That is Tory Britain and the
system they represent.

Working people have suffered enough

at the hands of the Tories, but not
everyone has. While ihopworkers (in
common with many of our members)
receive pittances for wages-according to
the Tories so they don't price themselves
out of a job - David, John and Tim
Sainsbury between them earned
£8,021,479 in pay and dividends last
year, a 33% increase on the previous
year. Funny they're not priced out of a
job. But the Letraset chairman had a
price to get out of his job a mere
£7000,000 golden handshake.

CONTINUED ON PAGE.2
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ASTMS BROAD umrr - OBJECT, AIMS, AND ORGANISATION

Submitted by West Midlands suers

(1) OBJECT To establish an open and participative organisational base for the
left, who are calibers of ASTMS.

(2) AIMS i- To work to establish a durable organisational base for the left, 	 -
both nationally and divisionally.

ii- To develop a programme and policy on economic, social and international
issues, and to campaign for these.

iii- To ensure the union fights the attacks of the Tory Government on
living standards, social structure and the trades unions.

iv- To work within ASTMS for increased lay member involvement, democracy
and accountability, particularly with the greater involvement of
women in union activity.

v- To work to bring about the election of Broad Left supporters to ASTMS
elected posts.

vi- To give support to all ASTMS members in dispute with their employers.

vii- To encourage the unemployed members of ASTMS to be active in the union.

-viii- To work on these issues within the ASTMS Rule Book.

ix- To liaise with Broad Left groups in other Trades Unions.

(3) ORGANISATIONAL PRINCIPLES 

i- That the Broad Left be open to all ASTMS members to participate, on
an initial donation of £2 waged, or 50p unwaged.

ii- That its meetings and business be conducted openly, and published to
all participating members.

iii- That the programme and policies of the Broad Left be developed by the
decisions of Broad Left open conferences only, to be held at least
once each year.

iv- That those decisions be the policy of the Broad Left, whilst not being
binding on those members of ASTMS participating in the Broad Left.

v- That the Broad Left shall publish a newsletter for ASTMS members.

vi- Between Broad Left conferences, the business shall be conducted by a
non-policy making Steering Committee made up as follows;

vii -Chairperson, Secretary, Assistant Secretary, Treasursr and Editor,
to be elected by the Broad Left conference each year.

viii -Each divisional Broad Left group to elect 2 delegates to the Steering
Committee.

ix -TheSteering Committee to meet at least four times each year.

APPENDIX VI
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Proposals for the AIMS, OBJECTIVES, & 020ANISATION of the ASTMS zaoA,p_WT-

Submitted by 'Militant' supnorters.
(I) Objective

I. To determine and develop. socialist principles and policies, at I11.
levels, within ASTMS, and. the wider Labour movement.

2. To organise an Annual Broad Left Conference (2/2)
3. To develop, an organisation for the Left, nationally & divisionally,

to enable socialist principles to be implemented, by gaining the
support of the unions membership on agreed campaigns (3/1:45)

(2) Organisation.
I.The Broad Left to be an open organisation, with membership being

available to any member of ASTMS who declares allegiance to its
objectives and aims.

2.1 3road Left National Conference will be held annually and shall to
the sovereign policy making body.

3.Conference shall oloiot annually, a Steering Committee oosisting of
Chairperson, Secretary, Treasurer, & Editor, all subject to re—call.

4.Divisional Broad Lefts will be formed and shall be entitled to send.
two delegates to the Steering Committee.

5.Sectional Broad Lefts may be formed and shall be entitled to send
ono delegate to the Steaming Comhittee.

6.The Broad Left shall publish a pamphlet/bnl/etint at regular
intervals to promote campaigns & create discussion on aims & prioritl

(3) Aims & Campaigns
I. Democratic accountability by the regular election of all full—time

officials with provision for re—call.

2. Opposition to all forms of wage restraint.

3. 1 minimum wage of 1200 per week.

4. Equal pay for women workers and the removal of all discrimination
against women.

5. introduction of a 30hr working week without loss of pay

6. Opposition to.all .outs in the public services and privatisation

7. Campaign against redundancies and for worksharing without loss of paj

8. Introduction of new technology only on. the basis of ASTMS agreement
and workforce control.

9. Defence of trade unions against political attacks and defence of the
Political Levy.

IO.Organisation of support for Unilateral Disarmament.

II. Organise support for AST:1S members in disputes

12. To orninise and encourage support for political rights and trade
union struggles in other countries.

13. Onposition to the I witchunt , of socialists within the Labour Party
and support for the reinstatement of the five expelled members of
the Xilitant Editorial Board.

14. Labour to power on a Socialist programme, including the
implementation of Clause IV.

15. All ASTMS Conference decisions to be binding on the leadership.
Support given to those candidates for elected positions within the
union who support those policies and fight for their implementation.
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.ASTMS BROAD LEFT

Conference document from London Broad Left supporters 

(I)
	

Perspectives and programme of the Broad Left 

The re-election of the Tory Government in the context of the
crisis and mass unemployment reflects the serious weaknesses
at the head of the Labour Movement. The leaders of the
Trades Unions and the Labour Party have failed to provide
a coherent alternative that appeals to the mass of working
class people. In ASTMS; the leadership has been unable
to propose any way to halt the decline in membership or to
defend trades union rights and living standards - apart
from electing .a Labour Government. Consequently, in common
with the bulk of the TUC, it is unprepared for further
waves of Tory attacks.

It is time that socialists and militants in ASTMS organised
to get the union to change direction. The Broad Left
hopes to do this, and will campaign through the groups,
branches and divisions on the central questions facing •
working people. The Broad Left will organise to transform
ASTMS into a. fighting union.

To these ends we shall support and struggle for the following
policies: - '

I.- the maintenance of the level, of real wages irrespective of
norms and guidelines set by any government and substantial
:improvements in the real wages of lowly paid workers and in the
level of state provision for' the unwaged.

2.- the defence of jobs wherever they are threatened.
3.- the maintenance and improvement of public services, particularly

health and education, on the basis of equal access for all.

4.- no state interference in the affairs of trade unions by the use
of labour laws, the courts, the police or the army.

•	 .

5.- the accountability of all office holders, including full-time
officials, by means of periodic election and provision for recall
and the strengthening of democratic control by the membership
over bargaining with employers and the running of the union.

6.- positive action to remove discrimination against women and other
disadvantaged people in social and economic life and in the
organisations of the Labour Movement.

7.- solidarity with struggles for traders union and political rights
in all countries.	 •

R.- unilateral nuclear disarmament and withdrawal from NATO.



ASTMS BROAD LEFT

Conference document from London Broad Left Supporters

(2)
	

Campaigning priorities for the Broad Left'

The Broad Loft will only be able to gain support if it.campaigns
actively, openly and democratically for its policies and tries
to involve the rank and file membership in this process.
Otherwise, it will become merely an electoral machine,
subject to bureaucratic and sectarian distortion, and most
likely largely ineffectual. The objective is to get the
union to mobilise at all levels for action on key priorities.

Action is required:-.

I. - to defend the wages and conditions of those in work and the
level of state benefits for the unwaged. 'Struggles to overcome
low pay and the introduction of a national minimum wag, need
particular support.

2. - to oppose redundancies in workplaces where jobs are
threatened and by sympathy disputes and mass demonstrations,
with special attention to .the disproportionate burden borne
by women, young people and ethnic minorities.

3. - to resist cuts and privatisation of health, education and
other parts of the public sector.

4. - to defend trade union rights and the political link between
the unions and the Labour Party against further attacks by the
Tories, within ASTMS and in conjunction with other unions.

5. - to oppose repressive legislation such as the Police
Bill.

6. - to support the initiatives by CND and the peace camps by
introducing discussion and organisation on disarmament into
workplace groups.

7. - to improve the position of women in the union, particularly
in connection with the 1984 Rules Change ADC. A special
campaign should be fought in favour of four reserved seats for
women on the NEC.

8. - to secure the democratic accountability Of all office holders in
the union. For the 1984 ADC a campaign should be mounted to
secure the periodic re-election of the General Secretary.
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ASTMS BROAD LEFT

Conference document from London Broad Left supporters

(3)
	

Organisation and structure of Broad Left 

The following organisational form is proposed:-

1. Membership shall be open to all ASTMS members. There
will be a minimum subscription of £2 p.a. (unwaged free)

2. There will be a conference open to all members held
biannually, once shortly before ADC and once in the
autumn. The conference shall determine the policies
and priorities of the Broad Left.

3. The pre-ADC conference shall elect a Steering Committee
comprising a chairperson, secretary, assistant secretary,
treasurer, bulletin editor, and other members on a
Divisional basis. The Steering Committee shall meet as
required between conferences.

4. The Steering Committee shall co-ordinate the campaigning
priorities of the Broad Left, foster the development
of local and Divisional Broad Lefts, produce a regular
bulletin for . distribution to the ASTMS, membership,
and raise funds. The Steering Comdittee may co-opt
volunteers to assist in the production of the bulletin.



astns Head Office
Association of Scientificjechnical and Managerial Stafh

G.S. 537

To: Divisional Council Secretaries
and Branch Secretaries
NEC, 'rOs. 

15th September 1983

Dear Colleague,

re: "Broad Left" Organisation 

The NEC recently considered a motion from a Divisional Council,
expressing concern at the moves to form this "caucus" organisation,
and stating their belief that debate should be open and should
not be governed by factionalism.

The motion read: "This DC is concerned at the moves to form
a broad left activists caucus in ASTMS aimed at influencing
Annual Delegate Conference decisions. We consider that debate
should be left open and not governed by factionalism be it 'Broad
Left' or 'Conservative Trade Unionists'. We therefore call upon

• the NEC to condemn these activities."

The NEC expressed its agreement with this and decided to record
the view that the establishment of caucus organisations, whether
of the so-called "Broad Left" (which is not broad), or of the
Conservative Trade Unionists, was unhelpful and divisive. The
NEC, on previous occasions, has drawn attention to the divisive
activities of certain "factions" although it is acknowledged
that it is difficult to prevent this sort of activity.

A recent circular from the "Broad Left" organisation was before
the NEC at its last meeting. As a result, I have been asked to
advise branches and Divisional Councils that this organisation
is in no sense an official ASTMS body, and no union funds must
be used in support of its activities, either by way of donation,
or in expenses of members attending its meetings. The members
listed from Divisions as organising this body are not representatives
of Divisional Councils, since this itself would be contrary to
union policy and rules.

Furthermore, there would appear to have been some attempts by
this organisation to involve itself in union industrial activities,
including some ASTMS industrial disputes. Such activity is not
acceptable and is itself contrary to the union's rules. Members
are advised that should such attempts be made in any industrial
activities in which they are involved, these should be rebuffed
and a report made to the appropriate Divisional Officer at once
as they are basically harmful.

Yours sincerely,

CLIVE JENKINS
General Secretary 

79 Camden Road, London NW1 9ES.	 Tel: 01-267 4422. 	 Telex No: 25226
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FOOTNOTES 

CHAPTER 2 

1. For further works concerning the nature of democracy from a

political science perspective, then please refer to the following

texts:-

Bailey: 1969; Beer: 1965, 1966, 1974; Butler and Stokes: 1969;
Crouch: 1977; Freeman: 1973; Lapalombara and Weiner: 1966;
Leiseron: 1958; Lipset: 1959b, 1960; Low-Beer: 1978; Lucas: 1976;
R. McKenzie: 1955; W. McKenzie: 1967; Macpherson: 1962; Medding;
1970; Miller: 1962; Ostrogorski: 1964; Pateman: 1975; R. Rose;
1969; Satori: 1965, 1976; Wilson: 1973; Wollin: 1960.

2. For a political science definition of 'factionalism', its form and

characteristics please refer to the following texts:-

Allardt and Littunen: 1964; Beer: 1958; Belloni and Beller: 1976,
1978; Boissevain: 1977; Burja: 1973; Christoph: 1965; Duverger: 1954;
Eldersveld: 1964; Finer: 1972; Key: 1950; McKenzie: 1958; Nicholas:
1965; Nicholson: 1972; Nyomarkay: 1965; Siegel and Beals: 1960;
Valen: 1958; Zariski: 1960.

3. For an anlysis of organisational functions please refer to the

following texts concerning organisational behaviour:-

Blau and Scott: 1963; Blau and Schoenherr: 1971; Blau: 1972; Bowen:
1976; Butler et al: 1978, 1979; Child: 1972, 1973; Coser: 1956;
Etzioni: 1961; Hinnings and Lee: 1971; Inkson et al: 1970; March:
1965; Marcus: 1964; Patchen: 1974; Pettigrew: 1973; Pugh et al:
1968, 1969a, 1969b; Silverman: 1968, 1970; Warner: 1975.

4. For further works concerning the function and government of trade

unions in relation to structure please refer to the following texts:-

Arnold: 1981; Bambrick and Haas: 1955; Barbash: 1967; Boraston et al:
1975; Bromwich: 1959; Chamberlain: 1961; H. Clegg: 1976; Friedrich:
1941; Goldstein: 1952; Hoxie: 1917: Hughes: 1968; Jenkins and
Sherman: 1977; Lerner: 1964; McCarthy: 1985; Marsh: 1979; Olson:
1965; Political and Economic Planning: 1963; B. Roberts: 1956, 1959;
E. Roberts: 1973; A. Rose: 1952; Shister: 1945; Stephenson: 1971;
Stieber: 1962; Strauss: 1977; Taft: 1954; Tagliacozzo: 1956;
Tannenbaum and Kahn: 1957; Tannenbaum: 1965, 1968; Taylor: 1978;
Turner: 1956, 1964; Walton and McKersie: 1965.

5. For other works by Bain please refer to the following texts:-

Bain: 1966, 1967, 1971, 1983; Bain and Price: I972a, 1980; Bain et
al: 1973; Bain and Elsheikh: 1982; Bain and Elias: 1985; Elsheikh
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and Bain: 1979, 1980.

6. For a further discussion of the role of trade union leaderships

please refer to the following texts:-

Allen: 1957, 1966, 1971; Barbash: 1956, 1959; H. Clegg: 1954, 1961,
1964; Ginsberg: 1948; Kerr: 1957; Landesburger and Hulin: 1961;
E.L. Miller: 1966a, 1966b; Seidman et al; 1950.

7. R. Merton (1957) characterises the process of 'bureaucratization'

within organisations as:-

i) reduced interpersonal contact;

ii) increased internalization of organisational rules;

iii) less search for alternatives in decision-making;

iv) increased rigidty in the behaviour of participants;

v) more widespread perception of goals shared.

8. For earlier discussions of 'polyarchy' and trade union structure

please refer to the following texts:-

Banks: 1974; Dahl: 1971; Van de Vali: 1970.

9. For further discussions of the role of 'conflict' in trade unions

and social organisations generally please refer to the following

texts:-

Brickman: 1974; Bowen: 1976; Cole: 1982; Coser: 1956; Deutsch: 1973;
Fisher and McConnell: 1954; Frenkel and Coolican: 1983, 1984;
Simmel: 1955.

10.	 For further definitions and explanations of 'power' please refer

to the following texts:-

Abell: 1977; Allen: 1954; Bachrach and Baratz: 1962, 1963, 1970;
Bendix and Lipset: 1953; Caplow: 1954; S. Clegg: 1975; S. Clegg
and Dunkerley: 1977; Esland and Salaman: 1980; French and Raven:
1959; Gamson: 1968; Gouldner: 1954, 1955; Hobsbawn: 1981;
Hodgson: 1977, 1981; Lammers: 1967; Lukes: 1974; MacBeath: 1979;
Martin: 1971a, 1977; Nagel: 1975; Scott: 1973; Watson: 1980.

11. Other works by Lipset include the following:-

Lipset: 1950, 1952, 1954, 1961, 1962b, 1964.

12. Other works by Edelstein and Warner include the following:-

Edelstein: 1965, 1967, 1968; Edelstein and Ruppell: 1970;
Edelstein et al: 1970; Edelstein and Warner: 1971; Warner:
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1970a, 1970b, 1972; Warner and Edelstein; 1973, 1978; Campbell
and Warner: 1985.

13. For further works concerning democracy in trade unions please

refer to the following texts:-

Benson: 1973; Carew: 1976; Craig and Gross: 1970; Eldridge: 1971;
Fairbrother: 1985; Flanders: 1965; Fletcher: 1970a, 1970b, 1972,
1973, 1979; Frow at al: 1982; Galenson: 1961; Galenson and
Lipset: 1966; Gamm: 1979; Herberg: 1943; Hughes: 1960-1; Jacobs:
1958; Jerrom: 1977; Labour Research Department: 1983; Leiserson:
1959; Magrath: 1959; Martin: 1971b, 1978; Moran: 1974; Nicholson:
1978; Pearlin and Richards: 1951; Pearlman: 1973; Perlman: 1962;
J. Rose: 1972; Sabel: 1981; Seidman: 1953, 1969; Stein: 1963;
Summers: 1965; Taft: 1944, 1946; Trades Union Congress: 1983;
Willey: 1971.

14. For further discussions of the role of factions in trade unions

please refer to the following texts:-

Bealey: 1976, 1977; Bridges: 1977; McConnell: 1958; Mamkoottam: 1977
Muste: 1928; Richter: 1973; Rolph: 1962; Sheridan: 1979, 1980;
Wooton: 1961; B. Wright: 1978.

15. For a description and analysis of political relations between

trade unions and political parties please refer to the following

texts:-

Baker: 1981; Brand: 1965; D. Coates: 1975, 1980; D. Coates at al:
1985; K. Coates: 1971, 1977, 1979; K. Coates and Topham: 1980,
1986; C. Cook and Taylor: 1980; Crouch: 1982b: Curren: 1984;
Currie: 1979; Drucker: 1979; Fenley: 1980; Harrison: 1960;
Hatfield: 1978; Heffer: 1973; Kavangh: 1982; Kogan and Kogan:
1982; T. May: 1975; Miliband: 1961; Minkin: ,1974, 1978, 1979;
Minkin and Seyd: 1977; Nairn: 1977; Panitch: 1971, 1978;
Pimlott and Cook: 1982; Simpson: 1973; Webster: 1981; Widgery:
1976.

16. For further works covering the participation of trade union

members from a 'traditional' perspective please refer to the

following texts:-
Bakke: 1945; Barber: 1950; Coleman: 1956, 1957; A. Cook: 1961-2;
Dewy et al: 1978; Dubin: 1973; Farber and Saks: 1980; Faunce: 1962;
Glick et al: 1977; Hagburg: 1966; Hagburg and Blaine: 1967;
E. Miller and Young: 1955; Perline and Lorenz: 1970; Revans: 1956;
Rogow: 1968; Rosen and Rosen: 1955; Seidman et al: 1951; Selvin:
1963; Steele: 1951; Tagliacozzo and Seidman: 1956; Tannenbaum: 1956.

17. For further works considering the nature of white-collar

unionism particularly in comparison to manual unionism see the

following texts:-
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Bain and Price: 1972b; F. Cook et al: 1976, 1978; Ferris: 1972;
Jenkins and Sherman: 1979: Klingender: 1935; Lumley: 1973; Marsh
and Ryan: 1980; Paterson: 1975; Roberts et al: 1972; Sykes: 1965.

CHAPTER 3 

1.	 List of Officials Interviewed and Factional Allegiance:-

A)	 CPSA	 INTERVIEW NUMBER

I) National Officials:-

Moderates
	

1 - 4
Broad Left
	

5 - 8

II) Section Officials:-

Broad Left	 9 - 12
Moderates	 13 - 16

III) Branch Officials:-

DES
Broad Left	 17 and 19
Moderates	 18 and 20

DE
Broad Left	 21 and 24
Moderates	 22 and 23

DHSS 1 
Broad Left	 25 and 26
Moderates	 27 and 28

DHSS 2 
Broad Left	 29 and 30
Moderates	 31 and 32

HO
Broad Left	 33 and 36
Moderates	 34 and 35

MOD
Broad Left	 37 and 38
Moderates	 39 and 40

B)	 NALGO

I) National Officials:-

Fightback
	

1 - 4
Broad Left
	

5 - 8

INTERVIEW NUMBER

II) District Officials:-
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Fightback	 9 - 12
Broad Left	 13 - 16

III) Branch Officials:-

LG 1
Fightback	 17 and 18
Broad Left	 19 and 20

GAS
Broad Left	 21 and 22
Fightback	 23 and 24

LG 2
Broad Left	 25 and 26
Fightback	 27 and 28

NHS
Fightback	 29 and 30
Broad Left	 31 and 32

LG 3
Broad Left	 33 and 34
Fightback	 35 and 36

LG 4
Broad Left	 37 and 40
Fightback	 38 and 39

C)	 ASTMS 

I) National Officials:-

Leadership
	

1 - 4
Broad Left
	

5 - 8

II) Divisional Officials:-

Broad Left	 9 - 12
Leadership	 13 - 16

III) Branch/Group Officials:-

NHS 1 
Broad Left	 17 and 18
Leadership	 19 and 20

NHS 2 
Broad Left	 21 and 22
Leadership	 23 and 24

INTERVIEW NUMBER

AERO
Broad Left	 25 and 27
Leadership	 26 and 28

ADMIN
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Broad Left	 29 and 30
Leadership	 31 and 32

ENG
Leadership	 33 and 35
Broad Left	 34 and 36

PUB
Broad Left	 37 and 38
Leadership	 39 and 40

CHAPTER 4 

1. National Official - Interview 1

2. II	 11 11 5

3. If	 11 II 2

II	 II II4. - 8

II 115. Section - 13

6. 11 11 1 1

7. IINational II 3

8. Section II 9

9. II -	 II 16

10. II 12

11. National	 f II 7

12.

13.

11	
-

Branch

II

fl

2

20

14. II	 II - 11 34

15. It - II 29

16. Section II 9

17. IIBranch -	 II 18

18. National Official - Interview 8

19. 11Branch II 40

20. National - 1

1121. - 4

22. Section _	 11 15
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23. National II _ It 3

24. 11 II	 - It 6

25. Section It 10

26.	 - Branch II	 - 11 37

27. 11 _tf II 25

28. 11 II 11 19

29. It II	 - It 36

30. National 11 7

31. Branch 11	 - II 19

32. National II 11 5

33. II 11 It 8

34. II II It 2

35. Section II _	 II 11

36. National It If 7

37. II 11 II 1

38. Section 11 -	 11 12

39. Branch II _	 It 17

40. Section II II 15

41. It 11 II 9

42. Branch II It 30

43. 11 II 33

44. II It II 35

45. National Official - Interview 4

46. Section II 11 14

47. It II It 1 0

48. Branch _	 11 37

49. II 11 28

II It II50. _ 21

51. 11 It It 26

52. II It _	 11 24
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53. Section II 11

54. Branch II II 33

55. It tt	 - If 21

56. II It It 31

57. II -	 ft 17

58. ft II -	 II 22

59. II It tt 39

60. II fl It 27

61. ft II -	 II 32

62. 11 It II 38

63. II II ft 30

64. II If
-	 tt 23

CHAPTER 5 

1. National Official - Interview 3

2. II II II 8

3. Branch II II 17

4. District It -	 If 11

5. National If If 7

6. District II
II	 12_

7. District Official - Interview 9

8. Branch II If 29

9. National It II 7

10. District If If 16

11. It II It 13

12. National II	
-

II	 4

13. District It If	 13

14. National II II	 6_

15. District ft _	 15

16. National It
-	

It	 2
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17. Branch -	 1 19

18. District II 10

19. It If -	 II 12

20. Branch II II 18

21. District II If 14

22.

23.

24.

National

District

National

II

u

II

If

_	 if

_	 u

5

15

1

25. District II _ 16

26. If ft I 11

27. If If II 13

28. Branch If It 21-

29. II II II 34

30. II If If 24

31. District It 14

32. National If -	 If 3

33. Branch If It 25

34. District II II 16

35. Branch Official - Interview 34

36. If It It 33

37. District It II 16

38. Branch II
-	

II 20

39.	 . It II
-	

ft 20

40. If II II 40

41. II It II 32

42. If II _	 ft 35

43. National If
-
	 It 4

44. Branch If
-	

ft 27

45. District If
-	

If 11
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46. Branch II ft 37

47. ft It 11 28

48. It II II 22

49. -	 District II If 15

50. ft ft It 10

51.

52.

53.

National

Branch

II

ft

ft

/I

If

II

1

26

39

54. 11 ft -	 II 23

55. It If -	 II 33

56. It -	 II 22

57. It ft -	 If 20

58.

59.

II

ft

-	
II

-	 II

38

25

60. District ft
-	

It 13

61. It -	 II 16

62. District Official - Interview 14

63. Branch It If 19

64. It If _	 ft 35

65. National It II 4

66. If It fl 3

67. District II II 15

68. II IIBranch - 26

69. II It 40

70. If II -	 If 22

71. If ft

fl

II

If

30

72. District

ft

_

It

1 1

73. Branch - 34

74. ft ft ft 36

75. District It St 13



3.
II

4.
It

5.	 National

6.	 Branch

7.	 It

12

11

3

17

30
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76. Branch
	

Il-	 It
	

31

77.
II
	

It - 	It
	

21

CHAPTER 6 

1. National Official - Interview 5

2. Divisional
	

It
	

II
	

14

8.
II
	

37

9. Divisional
	

II	 -
	 II
	

16

10. Branch
	

II -	II
	

19

11. Divisional Official - Interview 13

12. Branch
	

_
	 It
	

21

13.
It
	

28

14. Divisional
	

It	 _
	 It
	

15

15. National
	

It	 It
	

6

16.
II
	

It	 ft
	

8

17. Divisional
	

II
	

16

18. National
	

It
	

II
	

4

19. Divisional
	

-
	 It
	

15

20. Group
	 II

	

34

21. Branch
	

II	 _
	 II
	

22

22. National
	

_
	 It
	

7

23.
It	 _

	 II
	

2

24. Branch
	

It
	

25

25.
II
	

It
	

32
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26. II It II 33

27. Divisional It II 12

28. National It It 3

29. I1 11 _ II 2

30. Divisional II It 9

31. Branch If
-

ft 37

32. It It 11 17

33. Divisional II
-

II 14

34. Group II _ 11 18

35. Branch If _ II 36

36. National It II 4

37. Divisional II
-

It 16

38. National Official - Interview 2

39. II II - It 1

40. Divisional It II 13

41. Branch II II 28

42. Group It 11 23

43. Branch It - It 31

44. II II - It 37

45. National II
-

II 3

46. Divisional " II 12

47. Branch II - II 27

48. 11 II - II 39

49. Group II - II 20

50. Branch II II 21

51. II II - II 38

52. II - II 24

53. It II - It 33

54. II II - II 29

55. Group - It 26



II

II	 15

It	 _	 II
	

23

II
	

11	 25

II
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56. Branch	 II	 II	 28

57. Divisional "
	 -	 It

	
10

58.	 . Branch
	

II-	 II	 22

59.
II
	

35

60.
II
	

II	 II
	

37

61.	 Group
	 11
	

II	 20_

62.	 Divisional "	 II	 11

63.	 Branch
	 If	 II	 17

64. Divisional "
	

II
	

14

65. Branch	 It	 _	 It	 39

66. Branch Official - Interview 22

67. Group	 It	
-	

II	 34

68. Branch
	

It
	

II
	

21

69.	 II
	

It	 It
	

17

70.	 II	 ft	 II	 35

71.	 Divisional

72.	 Branch	 -	 II	 30

73.	 _	 II	 40

II74.	 Group 11
-	 26

75.	 It	
-	

II	 18

76. Divisional

77. Group

78. '	 Branch

79. Divisional

80.
It
	

11
	

12

81.
II
	

13

82. Group	 -	 11
	

18

83. Divisional "	 -	 It	 12
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