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CHAPTER I
HISTORICAL INTRODUCTION

Beginnings of Organization

The origins of trade union organization in this country
have been adequately described in the opening chapter of the
Webbs’ History of Trade Unionism, 1666-1920. Subsequent
research has not modified their main conclusions. There is
no evidence, as they pointed out, to support the view that
trade unions grew out of the mediaeval Craft Guilds. These
bodies, which survive today in the City Companies of London,
were dominated by the master craftsmen, and there are no
examples of independent journeymen’s societies branching off
from them. The rise of combinations of workmen in particular
trades is to be traced not to any “particular institution” but to
‘“‘every opportunity for meeting together of wage-earners of
the same occupation”. In the words of the Webbs:

«, .. there is actual evidence of the rise of one of the oldest of the
existing trade unions out of a gathering of the journeymen ‘to
take a social pint of porter together’, More often it is a tumultuous
strike, out of which grows a permanent organization. Elsewhere,
as we shall see, the werkers meet to petition the House of
Commons, and reassemble from time to time to carry on their
agitation for the enactment of some new regulation, or the en-
forcement of an existing law. In other instances we shall find
the journeymen of a particular trade frequenting certain public
houses, at which they hear of situations vacant, and the ‘house
of call’ becomes thus the nucleus of an organization.’”

The first form of permanent organization among wage-.
earners was the local trade club of the eighteenth century.
Such clubs were to be found among skilled artisans in many
trades, among hatters, cordwainers, curriers, brush-makers,
basket-makers, calico-printers, cotton-spinners, coopers, sail-

11920 edition, p. 23.
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10 TRADE UNIONS

makers, smiths, coachmakers, bricklayers, carpenters, silk-
weavers, cutlery workers, printers. The trade clubs sought with
little success, mainly by appeals to Parliament, to protect the
wage standards of their members, based on custom and
apprenticeship, against the growing devastating effects of un-
limited competition. They were not only local and isolated
from each other, but virtually illegal. A long series of Acts of
Parliament had made it a criminal offence for workmen in
particular trades to combine in order to change their wages
and conditions. The doctrine of the Middle Ages still prevailed
that it was the prerogative of the State to regulate such matters,
although the State no longer attempted to do so.

With the Industrial Revolution towards the close of the
century came the use of power machinery and the factory
system. Politically it led to the complete triumph of the new
doctrine of laissez-faire. For many this meant conditions of
economic and social anarchy. Workers forced off the land
crowded into towns, which in the main became dirty and
melancholy assemblages of factories and hovels; the population
grew with an incredible rapidity; productivity soared; great
fortunes were made by some; but the vast majority of the
working people became practically slaves of the new machines.
The first reaction of the organized craftsmen was to redouble
their appeals to Parliament for protection, but they appealed
in vain. For:

“, . . the governing classes, who had found in the new industrial
policy a source of enormous pecuniary profit, eagerly seized on
the new economic theory as an intellectual and moral justification
of that policy. The abandonment of the operatives by the law,
previously resorted to under pressure of circumstances, and . . .
not without some remorse, was now carried out on principle, with
unflinching determination.””?

With the example of the French Revolution close at hand,
the rich showed their fear and contempt of the new proletariat
by passing the Combination Acts of 1799 and 1800, legislation
which heralded a period of savage repression of trade union
activity. Francis Place tells how:

Ibid, p. 55.
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«, . . the suffering of persons employed in the cotton manufac-
ture were beyond credibility; they were drawn into combinations,
betrayed, prosecuted, convicted, sentenced, and monstrously
severe punishments inflicted on them; they were reduced to
and kept in the most wretched state of existence. . . . Justice was
entirely out of the question; the working men could seldom
obtain a hearing before a magistrate—never without impatience
and insult; and never could they calculate on even an approxi-
mation to a rational conclusion.”!

Nineteen printers employed on The Times newspaper were
condemned in 1810 to terms of imprisonment varying from
nine months to two years for “combining and conspiring
together maliciously to injure their masters and employers
by quitting their work on account of their demands for an
increase in wages not being acceded to”.

It was in these conditions that trade unionism took root.
The Combination Laws were not systematically enforced.
Organization among craftsmen persisted often in the form of
secret clubs, with fearful oaths and romantic rites, Despite
their lack of organization the Lancashire cotton and wool
workers, the miners of Northumberland and Durham, and the
Scottish weavers, were all involved in large-scale strikes. The
workers were learning that they must rely upon their own
strength to improve their lot, But their separate efforts were
unrelated and the absence of communication prevented them
even from knowing accutately what was happening to their
fellow-workers elsewhere.

Struggle for Existence

The first break in the policy of repression was a strange
affair—an example of how imperceptibly history can sometimes
be made. In 1824 Francis Place, a tailor of Charing Cross,
and Joseph Hume, a radical M.P., managed to steer a Bill to
repeal the Combination Acts through Parliament without the
Government fully realizing what was contemplated; it became
law without either a debate or a division. Its sponsors maintained
that trades unions, as distinct from local trade clubs, were a
reaction to repression, so that, if freedom to combine were

1Quoted by C. M. Lloyd: Trade Unionism, 1928, p. 4.



12 TRADE UNIONS

granted, the new movement would soon disappear. The reverse
proved to be true. Encouraged by the repeal, and an improve-
ment in trade, new unions were formed and strikes broke out
in many parts of the country. Thoroughly alarmed, the Govern-
ment tried to replace the 1824 Act by a measure more drastic
than the Combination Acts. The final result was a compromise.
The new Act passed in 1825 did make it possible for the workers
to organize without committing an illegal act, but there was
hardly anything which the unions could do to carry out the
purpose of their existence without coming into conflict with the
law. Nevertheless, new organizations continued to spring up,
and unions of engineers, shipwrights, miners, carpenters and
joiners were formed at this time.

These early trade unions had all the grand ambitions of
youth. For the first time the conception of a nation-wide
common purpose gained ground among working people.
Efforts were made to form national unions in place of the small
local bodies and to set up federations. There had been in 1818
an attempt to establish a general union for the workers in all
trades known as ‘““The Philanthropic Hercules”. This organiza-
tion perished soon after it was born, but it was followed by
similar projects. Some trade unions also directed their attention
to more radical methods of improving the lot of their members
than the seemingly hopeless process of bargaining with the
employers; they aspired to change the economic structure of
society, and, under the influence of Robert Owen, looked
particularly towards the advantages of co-operativetproduction.

In 1834 all these new ideas and endeavours culminated
in the founding of the Grand National Consolidated Trade
Union, with Owen as its leader. The Grand National had a
phenomenal growth and recruited half a million members
within a few weeks. The employers in the building trades
retaliated by insisting on their employees signing “the docu-
ment”, an undertaking to leave or not to join a trade union.
The legal vulnerability of the unions now became apparent
in a series of prosecutions of trade unionists, which resulted
in convictions and heavy sentences. The most notable of these
was the case of the Dorchester labourers. For wholly peace-
ful attempts to build up a union for agricultural workers at
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Tolpuddle six workers were arrested and sentenced to seven
years’ transportation. The great outburst of indignation to
which this vicious punishment gave rise resulted in five of
these workers being brought back from Botany Bay. The Grand
National, however, after a series of abortive strikes, declined
as rapidly as it had grown. After this collapse of their hopes,
the radically minded workers—though not the trade unions as
such—concerned themselves with the Chartist Movement and
joined in its agitation for an extension of political rights, as
a prerequisite to their industrial emancipation.

These short-lived and vaguely revolutionary developments
had taken place against a temporary background of economic
depression. There now began a long period of industrial
expansion, which gave the trade unions an opportunity to
consolidate themselves on a sounder financial basis. In 1851
a number of unions catering for skilled workers in the metal
trades formed the Amalgamated Society of Engineers. This
national union was subsequently known as the New Model,
since its form of organization served as a pattern for other
trades. According to the Webbs it had a permanent paying
membership of 11,000 and a regular income of £500 a week.
Such financial stability was without precedent, and the new
association was the most powerful trade union in the country.
The New Model was also distinguished by a centralized and
businesslike administration. Subscriptions were high by any
previous standards, but in return provision was made for various
friendly benefits. Needless to say, it spread only among the
craftsmen and skilled workers, who could afford such pay-
ments and who came to be looked upon as the “aristocracy
of labour.”

Centralization of control within the new unions also made
possible greater co-ordination among them. A clique of five
powerful leaders, named by the Webbs “The Junta”, exercised
for a time almost undisputed sway in the trade union world.
They were extreme only in their caution and moderation.
Nevertheless the movement was not static: closer unity was
growing up from below as well as being imposed from above.
The strike of the London builders in 1859-60 over a claim
that their hours should be reduced to nine per day brought
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behind them the support of many other trade unions and led
to the formation of the London Trades Council. In Glasgow,
Sheffield, Liverpoool and Edinburgh similar bodies had already
been created as voluntary local federations of union branches.
In 1868 the Manchester and Salford Trades Council called a
national Trades Union Congress of trades councils and trade
unions. Fewer than 120,000 members were represented, but
in six years this number was multiplied tenfold. It is this
congress which has continued to meet annually (apart from
the years 1870 and 1914) until today.

The growing power and solidarity of the small trade union
movement roused alarm among the governing classes. In
1867 a Royal Commission was appointed to investigate the
organization and rules of the unions and to inquire into
allegations of intimidation and outrage, which they were
accused of encouraging. ‘“The Junta” now made their out-
standing contribution to the cause of trade unionism; they
went into action in defence of union rights and secured the
assistance of a gifted team of writers and lawyers. The results
were historic. Even the majority report of the Royal Com-
mission made recommendations which fell far short of what
the employers had been demanding, while the minority report,
which was in effect acted upon, proposed giving the trade
unions legal protection while leaving them in all important
respects voluntary organizations.

Between 1871 and 1876 a number of Acts ware passed,
which defined the legal status and powers of unions in a way
which today remains substantially unaltered. The Trade
Union Act, 1871—amended in some particulars in 1876—
declared that a trade union! was no longer to be considered
unlawful because its objects were in restraint of trade. It

1The definition of a trade union contained in this Act was altered by the
Acts of 1876 and 1913. Taking the subsequent amendments into account
it is “any combination, whether temporary or permanent, the principal
objects of which are under its constitution, the regulation of the relations
between workmen and masters or between workmen and workmen or be-
tween masters and masters, or the imposing of restrictive conditions on the
conduct of any trade or business, and also the provisions of benefits to
members.” (See N. A. Citrine: Trade Union Law, Stevens 1950, p. 296 fI.,

also for an interpretation of its meaning). It thus includes employers’
associations as well as trade unions in the common use of the term.



HISTORICAL INTRODUCTION 15

enabled trade unions to protect their funds against defaulting
officials, but otherwise accorded them a large measure of
freedom from legal proceedings in the conduct of their internal
affairs. It further instituted a system of voluntary registration
of trade unions, by which they could acquire a definite civil
status, providing they fulfilled certain obligations, such as
setting out their objects in their rules and rendering an annual
return of properly audited accounts.

The Conspiracy and Protection of Property Act, 1875
(which repealed the Criminal Law Amendment Act, 1871)
was intended to establish the legality of collective bargaining.
It declared that if two or more people agreed to do something
“in contemplation or furtherance of a trade dispute’ it was not
indictable as a criminal conspiracy unless the same act committed
by one person only would have been criminal. It also legalized
peaceful picketing, though penalties were provided for violence,
intimidation and other aggressive acts. In short, it seemed
that the trade unions had secured the mixture of freedom of
action and legal protection they wanted. They had been
tecognized, if rather grudgingly, as an essential social institution.

New Unionism and Political Representation

That trade unionism was now established on firm social
as well as legal foundations, was soon demonstrated by its
weathering of the severe trade slump which followed swiftly
upon its political success."Membership declined—it was more
than halved—but only for a time, and all the larger unions
emerged without their resources being seriously impaired.
But if the foundations of the trade unions were firm, they were
also still extremely narrow, and equally narrow was the pre-
vailing conception of their tasks. The next main phase in their
history is concerned with a great widening process in both
respects, the discovery by the movement of its latent possibilities.

In this period there were two main developments within
the trade union world—New Unionism and Political Repre-
sentation—which were closely interwoven, and a third largely
outside it on which the other two depended. This third
development was the revival of socialist ideas. The Social
Democratic Federation and the Fabian Sqciety sygis,fagnded
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in the early ’eighties and the Independent Labour Party in
1893. Although their political views differed considerably, they
were all agreed on two things: that the whole of the working
class should be organized; and that it should as an independent
factor play a decisive part in industry and politics. Thus from
socialists of diverse social origins came a new impulse to spread
trade unionism among the less skilled, and hitherto unorganized
workers.

New Unionism was the name given to this extension of
union organization. The workers who were now being organized
had not the same possibilities of improving their conditions
by exercising some control over the supply of their labour in
the manner of the skilled workers. Nor did their wages allow
them to pay the high contributions required for the payment
of friendly society benefits. They had perforce to resort to
strike action and political agitation to gain their ends and were
attracted more strongly than the highly paid craftsmen by the
socialist conception of an egalitarian society.

Moreover the Reform Acts of 1867 and 1884 had given the
vote to the main body of workers. In 1874 the Labour Repre-
sentation League had secured the return of the first two work-
ing-class candidates—both miners—to Parliament. The two
established political parties were now competing for union
support by the passing of social legislation. The idea of
building up an independent political representation of labour
interests began to appear practical. ‘

Just as the formation of the Amalgamated Society of
Engineers had proved to be the turning point in the previous
period, so did the successful strike of London dockers in 1889
become a signal and a portent for this phase of union develop-
ment. With the victory of the dockers and the successful
organization of the gas-workers, there was a burst of enthusiasm
for bringing trade unionism into all those occupations as yet
untouched by it. In 1890 the National Union of Clerks came
into existence, and shortly after two unions were formed for
distributive and allied workers.

Although the growth of unionism among the previously
unorganized workers reacted favourably upon the member-
ship of older unions, there was a continual tussle between the
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old conservative and the new radical forces within the move-
ment. The first victory of the latter was won at the Trades
UnionCongress in 1890, which committed itself to a programme
that included the traditional revolutionary demand for an
eight-hour day and a number of near-socialist resolutions.
The former retaliated in 1895, when they commanded a suffi-
cient majority at Congress to exclude the trades councils—
who were more closely associated with the new trends—from
affiliation, ostensibly because this involved a dual representation
of the workers. By the end of the century, however, this marked
divergence of outlook had largely disappeared. In 1900 an
alliance between a number, but not all, of the trade unions
and the various socialist political societies produced the
Labour Representation Committee, which in 1906 changed
its name and became the Labour Party.

Expansion, confidence, militancy and success were now—
and for two decades—among the main attributes of British
trade unionism. Membership grew from.roughly 2,000,000
at the turn of the century to 4,000,000 by the outbreak of war
in 1914. There were several national strikes, notably among
. the miners, railwaymen and transport workers. In these con-
flicts the workers did not achieve all their immediate objects
but there was a steady improvement in the arrangements for
collective bargaining.

At the same time the political labour movement was growing
and forcing the pace of social reform. Workmen’s Com-
pensation came in 1906, Old Age Pensions and the Coal
Mines Eight Hours Act in 1908, Trade Boards for fixing
minimum wages in the “sweated” trades in 1909 and National
Insurance in 1911. Judged by present standards these measures
did not go far in alleviating the worst forms of poverty and
distress, but they established principles, the application of
which has since been greatly extended.

The value of the new Labour Party to the trade unions
was more especially demonstrated by the assistance it was
able to give them in countering two major attacks upon their
freedom which came this time from the Law Courts. In 1901
a judgment was given by the House of Lords in the case
Taff Vale Railway Co v. Amalgamated Society of Railway

B
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Servants, which threatened completely to undermine the
position which it was thought had been gained by the 1871-6
legislation. The company had sued the union for damages in
consequence of loss inflicted upon them by the strike, and the
verdict was given in their favour. This decision seemed likely
to reduce the trade unions to impotence, since if they declared
a strike they ran the risk of their funds being attacked at law.
The Trades Disputes Act of 1906 removed this liability and
recognized inducement to breach of contract and peaceful
picketing as legitimate adjuncts to the methods of collective
bargaining.

Partly perhaps in consequence of this Parliamentary success
the political activities of the unions were next threatened by the
Osborne Judgment in 1909, in which the House of Lords held
that it was illegal for a trade union to spend its funds on other
purposes than the industrial objects specified in previous Acts.
This interpretation of the law threatened to cripple the new
Labour Party, which relied greatly on the unions for financial
support, but a sustained agitation brought about the Trade
Union Act of 1913. The Act laid down the conditions under
which political objects could be included in the rules of a union
with its members’ consent.

Syndicalism and the Impact of War

The main effect which the First World War had on British
trade unionism was to enhance its strength and sqcial standing.
The co-operation of the trade unions was indispensable for
military and industrial mobilization, and wartime full employ-
ment greatly improved their bargaining position. The unions
voluntarily declared an industrial truce on the outbreak of
hostilities. Most of them reluctantly agreed to a suspension
of those workshop practices which might lead to a limiting
of production, though on the understanding that they would
be restored at the end of the war. At the same time a form of
compulsory arbitration was agreed upon for the ultimate
settlement of all trade disputes in the munition industries in
exchange for a Government promise to limit employers’ profits.

This policy of close co-operation with the Government
for the prosecution of the war was not accepted so readily
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by some of the more radically minded trade unionists at the
lower levels of organization. Their dissatisfaction increased
when it became apparent that profiteering was rife, that the
cost of living was rising rapidly and wages were not increasing
proportionately. The South Wales miners went on strike in
the summer of 1915 and proved by their example that a system
of compulsory arbitration could not be maintained only by
legislation.

There were many more unofficial stoppages of work
organized by ‘‘Workers’ Committees”, ‘“Shop Stewards’
Committees”, “Vigilance Committees” and similar bodies
which sprang up in many localities, especially in the munition
industries. These local organizations formed themselves into
a National Workers’ Committee Movement, which became an
alternative, unofficial leadership in the trade union world.
Dissatisfaction with wartime conditions and a definite anti-
war spirit contributed much to the dynamic of the movement,
but it also gave expression to a purpose which had been steadily
gaining ground in the pre-war years. This purpose was
summed up by the popular syndicalist slogan ‘“Workers’
Control”.

The dichotomy of attitude which had developed during
the war between the official and unofficial leaderships largely
disappeared at the end of hostilities. The engineers incorporated
the shop steward system into their trade union organization.
The claim of the workers to have a voice in the way their in-
dustries were conducted had been partially acknowledged in
the Whitley Reports. A considerable extension of statutory
wage regulation promised better conditions to the workers in
badly paid and poorly organized industries. At the same time
there had been an immense growth in trade union membership,
especially in the numbers affiliated to the Trades Union Con-
gress which had risen from 2,250,000 in 1913 to 6,500,000 in
1920.

Thus it was in a mood of supreme optimism, with a strong
belief in the power of the labour movement to change the social
order, that the trade unions met the great post-war depression
which engulfed Great Britain at the end of 1920. They suffered
a rude awakening. From then on the hopes of the workers
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were dealt a series of crushing blows which oulminated in
the failure of the General Strike in 1926.

Industrial strife on a national scale began with the railway
strike in 1919, which for nine days paralysed the whole of the
railway systems in the country. This ended with a victory for
the unions and was notable for the publicity campaigns carried
on by both sides to gain public support—the Government
was, at the time, still in control of the railways and therefore
in the position of employer. In 1922 the engineering industry
was idle as the result of a national lock-out, but the economic
tide had turned and the employers were successful, at least
for the time being, in maintaining their claim that the trade
unions should not interfere in ‘“‘managerial functions”. But
though unrest and conflict were widespread, it was the miners
who were the hardest hit and who occupied the centre of the
stage in this stormy era.

The miners’ first battle in 1921 against wage reductions
and a return to district wage agreements led to the collapse
of the Triple Alliance of the trade unions of the railwaymen,
transport workers and miners for mutual support in industrial
action. It was looked upon generally as a great pillar of strength
for the whole of the movement and, by the syndicalists, as the
main weapon with which to capture power for the workers.
The Triple Alliance issued notices for a strike of all their mem-
bers in support of the miners, but for a variety of reasons these
notices were postponed and finally withdrawn on, April 14th—
a date known afterwards as “Black Friday”’. The miners con-
tinued their strike on their own, but in the end suffered defeat.

“Black Friday” foreshadowed an even blacker event for
the trade union movement. Four years later the strike called
by the Trades Union Congress also in support of the miners
and involving 1,500,000 workers ended in failure. The history
of this nine-day General Strike, the most momentous event
in the development of British trade unionism, is too intricate
a subject to deal with fully here. It must suffice to say that it
demonstrated two things: the strength of the feeling of solidarity
among the organized workers; and the futility of the syndicalist
reliance upon ‘“‘direct action”. The Government retaliated by
passing the Trades Disputes and Trade Unions Act of 1927
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(since repealed by the Labour Government in 1946), which
made a sympathetic strike or a lock-out designed or calculated
to coerce the Government illegal, severed the connection
between the Civil Service organizations and other trade unions,
and imposed new restrictions on the unions’ political activities
and their conduct of trade disputes.

From Conflict to Co-operation

Their failure to resist wage reductions and to stop the wave
of victimization which followed the General Strike weakened
the trade unions more than the drain on their resources, which
prolonged industrial conflict had imposed. They now settled
down in a spirit of sober realism to build as best they could
upon the solid foundations they had laid in other ways. The
employers, at least the more enlightened among them, had also
learned their lesson. The constant trials of strength between
themselves and their workpeople were undeniably very bad
business and were losing them their markets in the world. -
“Peace in Industry” was the new slogan readily accepted by
the Government and by most of the leaders on both sides of
industry.

In 1928 a series of conferences was initiated between the
General Council of the Trades Union Congress and a group
of leading employers. These conferences, usually known as
the Mond-Turner conversations, ranged over a large number
of subjects of joint concern, but their immediate outcome was
indecisive. Although joint reports were produced, neither of
the two main employers’ organizations, the National Confedera-
tion of Employers’ Organizations and the Federation of
British Industries, considered themselves bound by the recom-
mendations. The importance of the conferences lay more in
the new co-operative approach to industrial relations to which
they gave expression.

The development of a common economic policy on the
part of the trade union movement had been made possible by
its greater integration after the First World War. A number
of important amalgamations had taken place and loose federa-
tions had been replaced by more compact bodies. Many of
the large unions of today were formed at this time, including
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the Amalgamated Engineering Union, the Transport and
General Workers’ Union, the National Union of General
and Municipal Workers, the Iron and Steel Trades Con-
federation, the Amalgamated Union of Building Trade
Workers and the Union of Post Office Workers. Furthermore
the reorganization of the Trades Union Congress in the early
’twenties had given it a new authority. Its General Council
was able to speak in the name of the trade union movement as
a whole and was now equipped with a proper administrative
staff, headed from 1926 onwards, by an energetic and enter-
prising General Secretary, Walter Citrine, determined to
make the T.U.C. a power in the land.

But labour’s disappointments were not at an end. With
the failure of industrial action the pendulum had swung to
greater reliance upon political action. The return of the second
Labour Government towards the end of 1929, even though it
depended for a majority upon Liberal support, was at first
regarded as a great triumph. The Labour vote had risen to
8,400,000 as compared with 2,200,000 in 1918. Unfortunately
this electoral triumph coincided with the outbreak of the World
Depression. The unemployment figures mounted month by
month without the Government producing any policy to deal
with the crisis. The reckoning came in 1931 and with it the
default of some of the leaders of the Labour Party, MacDonald,
Snowden, Thomas and others. In the General Election which
led to the formation of the “National”’ Government, the Labour
vote dropped to 6,600,000 and its representation in the House
of Commons from 289 to 46 M.P.s. The whole of the organized
labour was bewildered and cast down as never before.

The electoral defeat had a salutary influence on the labour
movement, however. In the first place it brought its political
and industrial wings into closer relationship, since one of the
obvious failures in MacDonald’s leadership had been his
unwillingness to consult with the trade unions, or at least to
give much weight to their views. Furthermore, it underlined
the need for working out a constructive policy in place of the
somewhat empty propaganda slogans of the past. The Labour
Party had to know exactly what it would do, and the Trades
Union Congress what it wanted a Labour Government to
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do when one was formed again. This need was met in various
ways. The Fabian Society which had fallen into a condition
of senile decay was revived with the aid of a New Fabian
Research Bureau and contributed much to the formulation
of practical policies. The Trades Union Congress in a series
of policy statements, of which the two most important were
the Report on the Public Control and Regulation of Industry
and Trade in 1932 and the Report on Post-War Reconstruction
in 1944, gave the necessary leadership to the trade union
movement.

During the inter-war years trade union membership
reached its lowest point in 1933-4. From then on it increased
year by year with the recovery of trade and rising money
wages. The radically changed conception of trade unionism
as a willing and essential partner in the conduct of the nation’s
economic affairs steadily gained acceptance both within the
movement and in society at large. But it was not until the out-
break of war that the trade unions secured the position for
which they were striving.

In some respects, the Second World War had similar effects
to the first, but there were two important differences. This time
the trade unions were fully united at all levels in their attitude
to the war. The day after this country declared war on Nazi
Germany the annual Trades Union Congress opened at
Bridlington. Of the 659 accredited delegates only 490 were
able to attend, but of these only two dissented from the
resolution pledging full support to the war effort. Consequently
there was no appreciable political opposition in the trade union
world to wholehearted co-operation with the Government
(although the Communists tried to stir it up in the period
prior to Russia’s entry into the war). Of equal significance was
the sensible way in which the wartime economy was controlled
so as to avoid profiteering and other of the troubles which
showed themselves from 1914 to 1918. Thus the trade unions
were able to give reasonable protection to their members and
even to improve their conditions without industrial conflict
breaking out on any serious scale.



CHAPTER 1I
DIVERSITY OF ORGANIZATION

Complex Structure

The way in which the British trade union movement
has evolved makes a description of its present-day structure
a difficult task. As we have seen, union organization has
not been planned by some central authority, by the State,
by a political party or even by a federation of the unions’
own creating. Nor has theory played much part in its
design.

W The growth of the British trade unions has largely been

“a spontaneous, healthy process arising out of the needs
of the common people”.! The result of this organic
mode of development is not a neat, tidy pattern, but,
as might be expected, a rather bewildering complex of
overlapping and interlocking' bodies of all shapes and
sizes. v}

Size is something which can be measured, and the extent
of the diversity of British trade union organization is already
apparent when the unions are classified according to this one
criterion. ‘

Y At the end of 1950 there were in existence in the United

Kingdom 704 separate trade unions with an aggregate
membership of 9,235,000.2 These were all organizations—of
salaried and professional workers as well as manual wage-
earners—known to include among their functions that of
negotiating with employers for the purpose of regulating
the conditions of employment of their members. Grouped
according to their size, the following decidedly uneven picture
emerges.h

'W. Milne Bailey: Trade Union Documents, 1929, p. 1.

#*‘Membership of Trade Unions in 1950,” Ministry of Labour Gazette,
November 1951.

24
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Size of Trade Unions, 1950

Size Number of Percentage of
Unions total membership
Under 1,000 400 1.2
1,000 — 25,000 254 14.4
25,000 — 100,000 33 18.2
100,000 and over 17 66.2
Totals 704 100

It will be noted that while the seventeen largest unions represent
two-thirds of the general body of trade unionists, at the other
end of the scale 400 small unions retain their separate identity
though they account for little more than one per cent of the
total membership.

Fortunately there is one simplifying factor in this complex
structure: the existence of a central body, the Trades Union
Congress, which can fairly claim to speak in the name of the
trade union movement. It is true that in 1950 only 186
unions were affiliated to the T.U.C., but their aggregate
membership was 7,883,000. Only two large unions with more
than 100,000 members—the National Association of Local
Government Officers and_the National Union of Teachers—
remain unaffiliated although they both have a friendly relation-
ship with the T.U.C. Most of the other unaffiliated unions of
any size, including several teachers’ unions, organize employees
in national or local government service.”

v The absence of any kind of uniformity is just as evident
when we attempt to classify the unions affiliated to the T.U.C,,
according to the categories of workers whom they organize.

1The Ministry of Labour’s statistics previously quoted are not strictly
comparable with those provided by the T.U.C. Both sets of figures count
workers who are members of more than one union twice over, but this
duplication is relatively insignificant. The Ministry’s total, however, also
includes trade unionists in the Forces or in union branches overseas, for
whom unions do not normally pay affiliation fees to the T.U.C. Thirteen
of the trade unions affiliated to the T.U.C. are in fact federations made up
of 186 unions counted separately in the Ministry’s figures.
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Every conceivable type of organization exists and no one type
can be said to predominate. Theoretically we can distinguish
between three main structural forms of union organization:
vocational (or craft) unions; industrial (or common employ-
ment) unions; and general labour unions. The first_group
includes those unions which seek to organize all employees
in a single or several related occupations, regardless of the
industry in which at the time they are employed; the second
those which admit to membership all employees in a particular
industry or service whatever their occupation; and the third
those which open their doors to all workers without distinction
as to occupation or industry} This theoretical differentiation
has been applied as far as it is possible to the list of unions
affiliated to the T.U.C. given below, but it is too arbitrary to
provide more than an over-simplified picture.

Trade Unions Affiliated to the T.U.C. in 1950

Employment Groups Membership
MINING AND QUARRYING: (in 1,000s)
(1) * National Union of Mineworkerst . . 609
Three other unions . . . . . 36
RarLways:
© (1) National Union of Railwaymen . . . 421
(c) Railway Clerks’ Association . . . 86
(c) Associated Society of Locamotive Engineers
and Firement . . . . . 73
ENGINEERING AND SHIPBUILDING ‘
(1c) Amalgamated Engineering Union . . 714
(1ic) Electrical Trades Union . . . . 187
(c) United Boilermakers and Iron and Steel
Shipbuilders’ Societyt . . . . 83
(1) Amalgamated Union of Foundry Workers . 78
(c) National Union of Vehicle Builderst . . 55
(c) Association of Engineering and Shipbuilding
Draughtsmen . . . . . 45
(*) National Union of Enginemen, Firemen,
Mechanics and Electrical Workers?t . . 36
c) National Society of Metal Mechanics} . 34
gcg Shipconstructors and Shipwrights’ Associa-
tion} . . . . 26

Twenty-two other unions . . . . 98
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YroN AND STEEL AND MINOR METALS:
(1) Iron and Steel Trades Confederation .

(c¢) National Union of Sheetmetal Workers and
Brazierst . .
Sixteen other unions
BuiLDING, WOODWORKING AND FURNISHING
(c) Amalgamated Society of Woodworkerst .
(c) Amalgamated Union of Bu1ldmg Trade
Workerst
(c¢) National Society of Painters
(1) National Union of Furniture Trade Operatlves
(c) Plumbing Trades Union .
(c) Amalgamated Society of Wood- Cuttmg
Machinists
Fourteen other unions

PRINTING AND PAPER:
(1) National Union of Printing, Bookbmdmg
and Paper Workers
(c) Typographical Associationt .
(1) National Society of Operative Printers and
Assistants . . . . .
Eleven other unions .
TEXTILES:
(1) National Union of Dyers, Bleachers and
Textile Workers . .
(c) Amalgamated Weavers’ Association®
(c) Amalgamated Association of Card, Blowmg
and Ring Room Operatives* .
. Twenty-nine other unions *
CLOTHING, LEATHER AND BoOT AND SHOE:
(1) National Union of Tailors and Garment
Workers* .
1) National Union of Boot and Shoe Operatxves
§I) National Union of Hosiery Workers* .
Eight other unions . .
DISTRIBUTION AND OTHER INDUSTRIES:
() Union of Shop, Distributive and Allied
Workers .
(1) Amalgamated Union of Operatlve Bakers,
Confectioners and Allied Workers
(1) National Society of Pottery Workers* ,
Twelve other unions . . . .

100

38
54

198

83
77
71
54

31
82

118

33
65

79
75

51
72

135
90
37
37

340

30
26
81

27
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AGRICULTURE:
(1) National Union of Agricultural Workers . 135
OTHER TRANSPORT AND GENERAL WORKERS:
(¢) 'Transport and General Workers’ Union . 1,253
(¢) National Union of General and Mumcxpal
Workers . 805
(1) National Union of Seamen . . . 60
Eleven other unions . . . . 64
CIvIL SERVICE:
(1)  Union of Post Office Workers . . . 147
(c) Civil Service Clerical Association* . . 145
(c) Post Office Engineering Union . . . 50
(c) Inland Revenue Staff Federation . . 34
Three other unions . . . . . 42
OrHER PuBLIC EMPLOYEES:
(1) National Union of Public Employees . . 165
(1) Confederation of Health Service Employees 52
Two other unions . . . . . 24
OTHER NON-MANUAL WORKERS:
(1) National Federation of Insurance Workers . 39
(c) Clerical and Administrative Workers’ Union 35
(1) National Association of Theatrical and Kine
Employees . . . 31
(1) National Union of Bank Employees . . 29
(c) Musicians’ Union . . . 27
Seven other unions . . . . 59

Notes: Unions with no women members +
Unions with more women members than meh *

Rough Classification: (1)=industrial
(c)=craft or vocational
(G)=general
(*)=subsidiary of Transport and General
Workers’ Union

The above grouping does not correspond exactly with that adopted by the
T'rades Union Congress.

Craft Unions

The historical approach is more helpful if we wish to under-
stand both the variety in the types of organization and the
reasons for their existence. Craft unionism was the first stable
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form of organization to emerge. Apart from the material
advantages which the craft unions were able to bestow upon
their members, as a result of their bargaining strength and
system of friendly benefits, the loyalties and traditions which
they established provided an additional bond. When at the end
of the last century new theories of trade union organization
began to gain acceptance, these unions naturally showed no
inclination to allow themselves to be carved up in response
to theoretical arguments. Many, but by no means all, of them
had been transformed from local into national unions by
amalgamation, and it was this process which continued, leading
subsequently to the formation of large, multi-craft unions, some
of which have also admitted less skilled workers employed in
close connection with their trades.

his can be taken as one main line of structural growth,
but it should be realized that contemporary British trade
unionism reflects all of its stages. The jurisdiction of the London
Society of Compositors, which celebrated its centenary in
1948, is defined by a fifteen-mile radius around the London
General Post Office; it represents but one example of a pure
craft union confining its membership to one locality. The
United Patternmakers’ Association caters for the workers in
a single craft but employed in various parts of the country.
Typical multi-craft unions, which also limit their members to
those who have served some kind of apprenticeship, are the
Amalgamated Society of° Woodworkers, the Amalgamated
Union of Building Trade Workers and the National Union of
Vehicle Builders. Both the Amalgamated Engineering Union
and the Electrical Trades Union, although formed originally
as multi-craft unions, now represent a half-way house between
craft and industrial unionism. The A.E.U,, for example, has
accepted male machine-operators and labourers into a spepial
class of membership since 1926, and women since 1943

Gengtal Workers' Unions

he second line of structural growth has led to what is
perhaps the most characteristic and significant feature of
British trade union organization, the existence of two, large,
general workers’ unions, the Transport and General Workers’
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Union and the National Union of General and Municipal
Workers, which together cast more than a quagter of the total
votes at the annual Trades Union Congress¥ It is somewhat
misleading to describe either of these bodies as “general labour
unions”, if this description is taken to imply that they cater
only for unskilled workers. The T.&G.W.U. organizes
practically all categories of workers employed in overland
transport—other than on the railways—and they represent
about a third of its total membership. Its relationship to road
transport is essentially that of an industrial union. On its general
labour side, however, it extends into agriculture, quarrying,
the manufacture of cement and bricks, power production,
engineering and the metal trades, building, textiles, rubber,
chemicals, food processing and several other industries, It
also has a special section for clerical and supervisory workers.
Most of these industries are also entered by the N.U.G.& M.W.
but this union has about a third of its membership concentrated
among the employees of local and other public authorities.
Both of these unions were formed by amalgamations in
the early nineteen-twenties, but their full history must be traced
back to the period of “New Unionism”. The dockers’ strike
in 1889 firmly established the Dock, Wharf, Riverside and
General Workers’ Union, as did the equally successful gas-
workers’ strike in the same year, the Gasworkers’ and General
Labourers’ Union. The former body took the initiative in
establishing a National Transport Workers’ Federation in
1910 and again, under the spirited leadership of Mr. Ernest
Bevin, in promoting the amalgamation discussions which
resulted in the formation of the T.& G.W.U. in 1920. The sub-
sequent enlarging of the scope of this union by its power to
attract many other, mainly small unions into amalgamation is
shown below; the most important of these amalgamations
was the one which incorporated the Workers’ Union in 1929
and greatly extended the general labour basis of the T.& G.W. U,
Similarly the old gasworkers’ union changed its name to the
National Union ofg General Workers in 1918 and became the
nucleus which attracted other general labour unions and then

the main municipal workers’ union to form the N.U.G.& M.W.
in 1924,
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The Amalgamation History of the Transport
and General Workers’ Union

Amalgamated Society of Watermen, Lightermen and Barge-)

men . .

Amalgamated Carters, Lorrymen and Motormen’s Union

Amalgamated Association of Carters and Motormen

Associated Horsemen’s Union

Dock, Wharf, Riverside and General Workers’ Union’

Labour Protectxon League .

National Amalgamated Labourers’ Union . .

National Union of Docks, Wharves and Shipping Staffs .

National Union of Ships’ Clerks, Grain Wexghers and Coal- }1922
meters .

National Union of Vehicle Workers .

National Amalgamated Coal Workers’ Union

National Union of Dock, Riverside and General Workers

National Union of British Fishermen

North of England Trimmers’ and Teemers’ Association

North of Scotland Horse and Motormen’s Association

United Vehicle Workers

Belfast Breadservers’ Association

Greenock Sugar Porters’ Association

Dundee Jute and Flax Stowers’ Association . .

North Wales Craftsmen and General Workers’ Union .

North Wales Quarrymen’s Union 1923
Scottish Union of Dock Labourers . . . .

United Order of General Labourers . . 1924
Association of Coastwise Masters, Mates and Engmeers . 1925

Weaver Watermen’s Association .

Irish Mental Hospital Workers’ Union . .

National Amalgamated Union of Engmemen, " Fire- (1926
men, Motormen, Mechanics and Electrical Workers .

Cumberland Enginemen, Boilermen and Electrical Workers’

Union . . . . . . . . . 1928
Workers’ Union . . . . . . 1929
Belfast Operative Bakers' Union . . . - 11930

Northern Ireland Textile Workers’ Union

London Co-operative Mutuality Club Collectors’ Association

National Union of Co-operative Insurance Society Em-
ployees . . . . 1933

Portadown Textile Workers’ Union . . . .

Scottish Farm Servants’ Union -, .. T ilcasw -
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‘“‘Altogether’”’ Builders’ Labourers and Constructional

Workers’ Society . . . . . . . 1934
Scottish 'Busmen’s Union . . .
National Winding and General Engmeers Socnety . . 1935

Electricity Supply Staff Association (Dublin) .
Halifax and District Carters’ and Motormen’s Association . J 1936
Power Loom Tenters’ Trade Union of Ireland . .
Belfast Journeymen Butchers’ Association . . . 1937
Scottish Seafishers’ Union . . .
Humber Amalgamated Steam Trawlers’ Engineers and
Firemen’s Union . . . 1938
Imperial War Graves Commission Staff Association
Port of London Deal Porters’ Union

North of England Engmeers and Firemen’s Arnalgamatlon 1939
National Glass Workers’ Trade Protection Association
Radcliffe and District Enginemen and Boilermen’s Pro-
vident Society . 1940
National Glass Bottle Makers’ Soclety . . .
Liverpool Pilots’ Association . . . 1942
Manchester Ship Canal Pilots’ Association . . . 1943
Grangemouth Pilots’ Association . . . . . 1944
Leith and Granton Pilots . . . . .
Dundee Pilots . . . . . . . . 1945
Methil Pilots . . .
Government Civil Employees ‘Association . . . 1946
Liverpool and District Carters’ and Motormen’s Union . 1947

N There was a time when the establishment of one great,
consolidated general workers’ union appeared to be a distinct
possibility. A National Council of General Labourers was set
up in 1908 and this in turn was strengthened into a National
Federation of General Workers in 1917, but the scheme which
this latter organization produced for complete amalgamation
made no provision for the separate handling of the trade
affairs of the different sections. It was sharply criticized on this
account by the dockers and other transport workers and failed
to materialize. In the past two decades, however, the
T. & G.W.U. and N.U.G.& M.W. have had cordial working
relations and a similar viewpoint on many policy questions.

"\ Another union which might possibly be classified in the
‘‘general workers’ ”’ group is the Union of Shop, Distributive
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and Allied Workers. U.S.D.A.W. was formed by the amal-
gamation of three distributive workers’ unions in 1945, the
largest of which was the National Union of Distributive and
Allied Workers which had found its main strength in the organ-
ization of co-operative employees. It is now the sixth largest
union in the country with good prospects for further expansion.
Although its own special field of recruitment remains the dis-
tributive ‘trades, which are still poorly organized, it includes
workers from a number of light industries#

The reasons for the tremendous growth of the general
workers’ unions, their relative stability and the great influence
which they have exercised on the policy of the trade union
movement as a whole would be a particularly rewarding
subject for research. Although a thorough investigation of
the problem has still to be undertaken there are a few fairly
obvious explanations. '

11Originally the exclusiveness of the craft unions led in-
evitably to the setting up of special unions for less skilled
workers, based on a lower membership subscription and a
different approach to the methods of improving the working
conditions of their members. Outside the printing trades
(where the two main unions catering for workers excluded
from the craft unions have retained their separate identity
and co-operated successfully with them in the Printing and
Kindred Trades Federation) and those industries or services
in which powerful industtial unions have been formed, there
was a strong trend towards amalgamation on the part of general
labour unions, since in their case the old maxim that unity is
strength had particular application. Most of them were apt
to have a high membership turnover so that they had to be
broadly based if they were to maintain their influence. When
the main amalgamations took place after the First World
War, they produced efficient if somewhat bureaucratic
organizations able to weather the economic storm of the post-
war years.

But the capacity for expansion of the general workers’
unions was due above all to the suitability of their type of
organization to meet the consequences of technical change.
As Professor Cole has pointed out:

C
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“There has been a great expansion both of light consumers’
industries and of clerical and distributive employment. . . . These
expanding trades and industries call for only small complements
of highly skilled workers. In the main, their demand is for quick-
ness, general intelligence, and manual dexterity which can be
fairly quickly acquired, and is fairly easily transferable from one
industry or employment to another.”’1

This “calls for a form of trade union organization based neither
on craft nor on industry, but wide enough to cover an extensive
range of trades.” The fact that the general workers’ unions
acknowledged no theoretical limits to their domain enabled
them freely to enter those fields of employment which most
of the other unions were prepared or compelled to ignore.?

Industrial Unions

Once the evolution of the craft and general workers’ unions
is understood it is not difficult to appreciate the fate of the
doctrine of industrial unionism in the British context¥By the
time it appeared on the scene as a conscious influence within
the trade union world, substantial parts of the territory which
industrial unions might be expected to occupy had already
been possessed either by stubborn, craft-conscious unions or
by the new amorphous general labour unions. The doctrine
had its heyday roughly during the period covered by the first
quarter of the present century, and was made the subject of
passionate advocacy. So much so, that for a time #s acceptance
was taken almost as an implicit characteristic of the progressive,
militant trade unionist. As in other parts of the world, it was
closely associated with semi-syndicalist theories of the social
millennium. Yet its practical influence has been disproportionate
to the energy expended on its debate)

| The strength and success of the agitation was great enough
to secure the passing of a resolution at the 1924 Trades Union
Congress which, after declaring in favour of reducing the num-
ber of trade unions to “an absolute minimum”, suggested that

1G. D. H. Cole: Fabian Socialism, 1943, pp. 156-7.

*They acknowledge certain practical limity, of course, and do not nor-

mally invade provinces already occupied by recognized unions affiliated to
the T.U.C.
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“the aim should be as far as possible organization by industry”.
The T.U.C. General Council were asked to prepare a scheme
for the reorganization of the trade union movement accordingly.
When they presented their report three years later it appeared
that the affiliated unions submitting evidence had very different
views on the definition of an industry. Furthermore, it was
evident that a body such as the T.U.C., composed as it was of
all types of unions, was in no position to reach agreement on
one particular form of trade union organization. “It was
recognized,” as the T.U.C. declared in a later report, “that
the most which the General Council could achieve would be
to remove the main causes of friction in the day-to-day working
of the trade unions, and to faciliate negotiations for amalgama-
tions and for various forms of closer unity.”?

Those British unions which today approximate in their
structure to industrial organizations have in fact little in the
way of common origins. The miners, who participated in
the great trade union awakening of “New Unionism”,
united various of their district unions into the Miners’ Federa-
tion of Great Britain in 1888. The Federation, which sought
to organize every worker employed in or about a coal mine,
did not succeed in incorporating the powerful Durham and
Northumberland unions until 1908 and was not transformed
into the National Union of Mineworkers until as late as 1945,

The National Union of Railwaymen, which today is one
of the few industrial unions to press its claims to the point of
creating bad relations with other unions competing with it for
members, was formed in 1913 by the amalgamation of several
of the manual workers’ unions then existing. One of them,
the Associated Society of Locomotive Engineers and Firemen
preferred to retain its separate identity, as did the Railway
Clerks’ Association, which was established in 1897 to organize
all grades of salaried railway employees. In the railway work-
shops the N.U.R. organizes mainly the less skilled workers.
Many of the craftsmen belong to one of the several engineering
unions, so that in the unlikely event of the three railway
unions agreeing to merge, an appreciable number of railway

1Tyade Union Structure and Closer Unity—Final Report, 1947, pp. 6-7.
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employees would still remain outside the jurisdiction of the
new organization. .

Three other strong industrial unions, the Union of Post
Office Workers, the National Union of Boot and Shoe Operatives
and the Iron and Steel Trades Confederation, all have dis-
similar origins. The Union of Post Office Workers was formed
in 1920 from a number of associations organizing postmen,
telephonists and clerical workers under the leadership of
enthusiastic guild socialists. A year later it wrote into its rules
that its objective was: ‘‘The organization of Post Office Workers
into a comprehensive industrial Union, with a view to the
Service being ultimately conducted and managed as a National
Guild.” There are still several sectional organizations among
Post Office employees, however, notably the Post Office En-
gineering Union, which jealously maintain their independence.

The National Union of Boot and Shoe Operatives was
founded as far back as 1874. Apart from a local union and a
small organization of bespoke craftsmen, it occupies the whole
of the field of boot and shoe production. This might well be
- regarded as one of the most successful of industrial unions
but it was not organized on any conscious principle of industrial
unionism.

The Iron and Steel Trades Confederation, which despite
its name now acts as a single union, is the product of an in-
genious scheme for avoiding legal difficulties when the law
governing amalgamations was stricter than it i§ today.s In
1917 a number of unions concerned with the iron and steel
trades agreed to establish two new bodies, the British Iron,
Steel and Kindred Trades Association and the Iron and Steel
Trades Confederation, the former, virtually a new union,
affiliated to the latter together with the existing unions. From
the date of the amalgamation, however, it was decided that all
new members were to be recruited into B.I.S.A.K.T.A. to

1Under the Trade Union (Amalgamation) Act, 1917, any two or more
unions may amalgamate groviding in each of the unions the votes of at least
50 per cent of the members entitled to vote are recorded and at least 60
per cent of those voting are in favour, Another method, which avoids the
necessity of a ballot in each union, is provided under the Societies (Mis-
cellaneous Provisions) Act, 1940. This permits one union to “transfer its
engagements” to another if it has carried a resolution to that effect by a two-
thirds majority at a delegate conference.
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which the existing unions were also encouraged to transfer
their membership. In this way B.I.S.A.K.T.A. eventually
became the only trade union affiliated to the I.S.T.C. Today
the two organizations are virtually identical, but the formal
separation is maintained, with B.I.S.A.K.T.A. responsible for
the payment of benefits and the I.S.T.C. for wage negotiations,
It would be possible, therefore, for the National Union of
Blastfurnacemen, which did not participate in the amal-
gamation, to affiliate to the I.5.T.C. along with B.I.S.A.K.T.A.
and maintain its separate identity.

{ Thus the development of industrial unions in Britain has
been one, but only one of the results of a general process of
amalgamation, which has concentrated the main body of trade
unionists into a few large unions. Some of them were not
created with any conception of industrial unionism as the ideal
form of organization and none of them have been completely
successful in occupying the whole of their chosen sphere.
There is also no obvious trend towards their supplanting. other
structural types of organization. If anything, the balance of
advantage appears to lie with the general workers’ unions,
because, for good or ill, their principle of organization is the
most ﬁexible.l}

Non-Manual Workers’ Unions

The development of trade union organization among non-
manual workers needs to be considered separately. Here the
traditional, theoretical distinctions between the various types
of union structure appear to have least relevance. Where non-
manual workers are strongly organized—as is the case with
civil servants, local government officers, teachers, railway
clerks, draughtsmen, and, to a lesser extent, those employed
in the amusement trades—it is usually on vocational lines.
Some of these associations, as already explained, constitute
the main body of trade unionists which remain outside the
ambit of the T.U.C.

One noticeable trend in this field of trade union organization
is associated with the growth of a union consciousness among

1See J. D. M. Bell: Industrial Unionism: A Critical Analysis, University
of Glasgow, 1949.
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workers who originally believed that they had little in common
with wage-earners and therefore did not share the same need
for protective organization. It finds expression in the gradual
transformation of professional associations into trade unions.
An outstanding example of this development, although there
are several parallels, is provided by the history of the National
Association of Local Government Officers. With the setting
up of the National Health Service, which has changed the status
of most doctors to that of salaried employees, the British
Medical Association has also taken over many of the negotiating
functions which are the essential characteristic of a trade union.
There is also a tendency for some well-established non-
manual workers’ unions to extend the basis of their organization
into related fields of employment. The industries nationalized
by the Labour Government of 1945 have all set up separate
negotiating machinery for their clerical and administrative
employees and this has helped to promote their organization.
So we find the Railway Clerks’ Association at its annual con-
ference in 1950 deciding to change its name to Transport
Salaried Staffs’ Association in keeping with its present organiz-
ing activities among clerical employees in road transport.

Industrial Federations

So far in examining the structural changes in British trade
unionism, we have noted mainly the part played by amal-
gamations in promoting larger organizations and closer trade
union unity. We now turn to an equally importaht feature of
the organic process which has brought about co-ordinated
action in a movement remarkable for its diversity, the growth
of industrial federations. Of these the three most important
are thegConfederation of Shipbuilding and Engineering
Unions, thepNational Federation of Building Trade Operatives
and thefPrinting and Kindred Trades Federation. The need
to present a common front to the employers in negotiations
made some kind of joint organization essential among the large
number of unions in the industries they cover. The federal
form of organization had the advantage of enabling the various
types of unions involved to work together. The general workers’
unions, for example, affiliate to the federations for that part
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of their membership which is employed in the industries
concerned.

The Printing and Kindred Trades Federation came into
existence in 1899. All the sixteen unions concerned with this
industry, including the National Union of Journalists and
two small unions which are not affiliated to the T.U.C., belong
to it. The Federation has found a useful field of activity in the
Printing Joint Industrial Council, composed of forty union
and forty employers’ representatives, which deals with such
matters as apprenticeship selection and training, employment
and production, and the strengthening of organization on both
sides of the industry. It has no formal authority in wage
negotiations, which are conducted by the separate unions, the
craft unions reserving to themselves the right to fix their own
apprenticeship quotas, but it often exercises a co-ordinating
influence. An unsuccessful attempt was made in 1949 by the
Federation to work out agreed proposals for a new wages
structure.

The National Federation of Building Trade Operatives,
formed in 1918, is the most highly developed of the federations;
it includes all unions with a marked interest in building and
construction. This industry has a large number of separater
craft unions; the woodworkers, the bricklayers, the painters,
the plasterers, the plumbers, the slaters and tilers, the street
masons, the wood-cutting machinists, the constructional
engineers, the asphalt workers, all have their own organizations.
But national wage negotiations are conducted mainly by the
Federation, with its own full-time regional officers and the
authority to call out on strike any of its affiliated membership
locally without prior consultation with the individual unions.
The existence of a National Joint Council for the Building
Industry, with a well-defined procedure for negotiation and
conciliation, has contributed greatly to the success of the
Federation.

The Confederation of Shipbuilding and Engineering
Unions is the largest of all the industrial federations with
thirty-seven affiliated unions representing over 1,250,000
workers in this complex of industries and trades. For many
years it did not include the largest union in the field, the Amal-
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gamated Engineering Union, but with the affiliation of this
body in 1947, it can now be regarded as fully representative.
It undertakes wage negotiations with the employers’ federa-
tions in engineering and shipbuilding on behalf of most of
its affiliated unions—the non-manual workers’ organizations,
e.g. the Association of Engineering and Shipbuilding Draughts-
men, do not participate—and has put forward proposals for
the reform and simplification of the wages structure in the
engineering industries.

The industrial federations which exist in cotton and woollen
textiles are on the whole weaker and looser organizations.
The cotton unions are among the oldest in Britain with power-
ful and inflexible traditions. In many ways their form of organ-
ization is unique, the result of the wages system in the industry.
As far back as 1853 the Bolton spinners and the Blackburn
weavers succeeded in establishing organized collective bar-
gaining on the basis of jointly negotiated piece-work price
lists for various kinds of work. The principle of the Uniform
List, which bound various employers in the same district to
pay the same piece-work prices to their employees, was
gradually extended over the greater part of the industry—
only in the last few years are these lists gradually being super-
seded by new pay arrangements based on a more accurate
calculation of the work load. The success of this wages system
depended upon the computation of the wages of thousands of
operatives by separate calculations based on the extremely
complicated Lists. This has been the main work of logal union
officials, who after 1861 were usually selected by competitive
examination. Their contact with the union members has been
intimate and their influence great.

Thus union organization in cotton textiles took the form of
numerous local and district associations catering for the various
occupations. Today there are still some 150 self-administered,
largely autonomous local unions. With few exceptions they are
all members of one of six federations, known as amalgamations,
each confined to a particular occupation or group of eccupations.
The largest of these is the Amalgamated Weavers’ Association
with over 70,000 members. Only the four amalgamations in
the manufacturing section of the industry are members of
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the Northern Counties Textile Trades Federation, which con-
cludes agreements with the manufacturers’ association, the
two spinners’ amalgamations dealing separately with the
employers. All the amalgamations are members of the United
Textile Factory Workers’ Association, but this body has been
mainly concerned with political action, including the repre-
sentation of the interests of the cotton operatives in negotiations
with the Government.

In the wool textile industry there is one large union,
national in scope and catering for a variety of trades, the
National Union of Dyers, Bleachers and Textile Workers.
But there are also some twenty other local organizations, many
of which cater for skilled workers, managers, overlookers and
woolsorters, all with an average membership of less than 1,000.
In the woolcombing section of the trade the National Union
of General and Municipal Workers has a substantial member-
ship and competes with the N.U.D.B.T.W. The National
Association of Unions in the Textile Trade links all these
unions together mainly for the purpose of negotiating national
agreements with an employers’ council, although its executive
has no constitutional powers to prevent the affiliated unions
entering into separate agreements.

The existence of many separate unions does not make the
integration of industrial policy an easy matter even where
strong federations exist, but over the years there has certainly
been a progressive development towards closer unity of action
and the lessening of inter-union conflict. This has been helped
forward by the creation of Joint Industrial Councils for
negotiating and other purposes after the First World War,
which have on the whole improved inter-union as well as union-
employer relations. The Staff Side of the Civil Service National
Whitley Council, for example, performs some of the functions
of a federation of civil service unions; it has a permanent
chairman and secretary and publishes a regular monthly
bulletin. In the furnishing trades, which were in a chaotic
state in the inter-war years both as regards workers’ and
employers’ organization, the establishment of a Trade Board
in 1939 stimulated the formation of the National Federation
of Furniture Trade Unions and the British Furniture Trade
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Confederation. Subsequently two Joint Industrial Councils were
formed, which established themselves so successfully during the
war that the Trade Board could be abolished in 1947,

The reluctance of the British trade unions to make a fetish
of any particular type of organization has probably contributed
greatly to their strength and sense of common purpose. Flex-
ibility is likely to assist any organization to endure, since the
social environment in which it works is always changing.
Where the need for common action arises on the part of several
or many unions, large or small, some way can always be found
to organize it if there is sufficient goodwill; but goodwill does
not flourish when one union is trying to impose its own pre-
ference for a particular type of organization upon another. The
essential unity of the British trade union movement, which is
after all one of its outstanding characteristics, has been the
outcome of that tolerance which is so easily destroyed when the
conflict between rival theories drives out common sense/



CHAPTER III
INTERNAL DEMOCRACY

Voluntary Basis

By now the reader will have observed how/greatly the
structural development of British trade unionism has depended
upon its voluntary character! But the word ‘“voluntary’’ may
be open to misunderstanding. It does not imply the absence of
any form of compulsion in trade union recruitment. In
Industrial Democracy the Webbs attacked the “strange delusion
in the journalistic mind that . . . compulsory trade unionism,
enforced by refusal to work with non-unionists, is a modern
device”. They pointed out that, on the contrary, it was
“‘coeval with trade unionism itself”.

‘“The trade clubs of handicraftsmen in the eighteenth century
would have scouted the idea of allowing any man to work at their
trade who was not a member of the club. And at the present day
it is especially in the old-fashioned and long-established unions
that we find the most rigid enforcement of membership. . . . It
is, in fact, as impossible for a non-unionist plater or rivetter to
get work in a Tyneside shipyard, as it is for him to take a house in
Newecastle without paying the rates. This silent and unseen, but
absolutely complete compulsion, is the ideal of every trade union.””!

British trade unionism is a voluntary movement in the sense
that it has relied primarily upon its own strength and not upon
legal sanctions to reduce the number of non-unionists, to obtain
recognition from the employers and to counteract the growth
of breakaway unions, in short, to establish itself as an effective
regulative influence.?
hat then is the attitude of British trade unions towards
the ““ closed shop”? The answer to this question turns on the
11920 edition, pp. 214-5. This and subsequent extracts from Industrial

Democracy are reproduced by permission of the Trustees of the late Lord
Passfield.

A2
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meaning given to the term. In a statement to the 1946 Trades
Union Congress the T.U.C. General Council maintained that:

“The ‘Closed Shop’, in the sense of an establishment in which
only members of a particular union can be employed, to the
exclusion of members of other unions, is alien to British trade
union practice and theory. Congress has never consented to the
recognition of an exclusive right to organize by one union where
other unions have built up their organization side by side.”

Yet at the same Congress the late Lord Dukeston (better known
as Charles Dukes), in his presidential address, said:

“The closed shop is nothing new in British trade union prac-
tice. It means for us the well-founded claim that workers in an
industry or in an establishment covered by union agreements
should be in their appropriate unions. . . . It exists today in in-
dustries where unionization is so strong that managements are
constrained to recognize that the holding of a union card is a
necessary condition of employment.”

These two views do not conflict but complement each
other. Although the trade unions have always sought to
prevent employers from engaging non-unionists, where they
were strong enough to do so, they have rarely tried to secure
exclusive bargaining rights. The very structure of British trade
unionism makes this impracticable, since there are no industries
and relatively few establishments where only one union organ-
izes all employees.?Craft unions have insisted with varying
degrees of success that certain types of work should only be
executed by their members, but this has been but one aspect
of the device which the Webbs called ““restriction of numbers”,
a means of protecting the craft, and the wages and working
conditions associated with it. ,

In contrast to the United States‘there are few collective
agreements in Great Britain, which stipulate that employees
must belong to the union or unions which are signatories of
the agreement; the compulsion to join a trade union—where
it exists—remains largely “silent and unseen’ Since the
repeal of the 1927 Trades Disputes and Trade Unions Act in
1946, a number of Local Authorities have introduced member-
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ship of a trade union as a condition of employment, and the
Co-operative Movement has maintained a similar provision
for some time. But generally, whilst many employers are willing
to express their preference for employees who are organized
and would not risk employing a non-unionist at least in certain
occupations, they are not prepared to enter into a formal,
binding commitment.

This is also true of the nationalized industries. Coal-
mining under private ownership was about the only industry
in the country in which agreements existed providing for the
employers’ deduction of union dues from the workers’ wages
(known as the “check off” system in the United States).
After nationalization the National Union of Mineworkers
sought a national agreement which would extend this practice
to all coalfields. The National Coal Board was only prepared
to continue existing District arrangements for maintaining
union membership; in districts, where there were no arrange-
ments, they undertook “to tell their officials to do what they
could to persuade all workmen to join the Union”. Union dues
are deducted from wages only where workmen agree in writing
to this being done. The reasons given by the Board for this
attitude in its Report and Accounts for 1948 are worth quoting:

““There was now only one employer. To grant the N.U.M.’s
request would mean discharging all workmen who did not wish
to join the Union, regardless of their efficiency and length of ser-
vice; these workmen would not merely be discharged from their
particular jobs, but from the industry, and they would be unlikely
to find jobs elsewhere in which they could use the experience
and skill they had gained. Further, if a man were expelled from
the Union for a breach of Union regulations, the Union would be
able to get him dismissed from the Board’s service even though
the Board had no complaint against him.”

In other nationalized industries there has been co-operation
between the Boards and the unions to encourage employees
to belong to their appropriate organization but that is all.2

1The British Broadcasting Corporation has been a notable and curious
exception among the public corporations in its long-standing refusal to
recognize and negotiate with T.U.C. trade unions representing some of its
permanent employees.



46 TRADE UNIONS -

The enforcement of trade union membership by employers
as a result of a collective agreement might seem to be no more
than the logical outcome of the unions’ efforts to secure the all-
union shop as a result of their bargaining power. Yet there is an
essential difference between employer and union énforcement
even though the former may in the first place be union induced,
At the risk of sounding paradoxical, we might say that the
voluntary nature of the compulsion is greatly diminished. The
unions are assured of their support regardless of their policies
and activities, and there is good reason to fear that this may
encourage undemocratic tendencies in their own organization.
This danger has been well expressed by an American writer
referring to experience in his own country:

“, ... the whole question of the union shop bears far more
heavily on the workers than on management. It raises the funda-
mental problem of the union leader. If the closed shop is necessary
for the workers, that is one thing. If it is necessary for the union
leader, that is quite another. Unhappily the union shop has been
obtained by the leaders for the leaders on all too many occasions.
Leaders who do not deserve to be leaders find this monopolistic
device invaluable in maintaining their power, collecting their
dues, and in a general way assuring themselves of maximum
safety with a minimum of work.”? :

The British trade unions, however, are unlikely to change
their course and endanger their voluntary character for a further
reason not yet mentioned. An agreement which stipulated
union membership as a condition of employment, without
specifying the union—and a “closed shop” for one union would
usually be rejected on the grounds mentioned in the T.U.C.
statement—is likely to raise the question: what is a bona fide
trade union? This is a ticklish subject which the movement
has always preferred to leave within its own jurisdiction.

There are no cut-and-dried criteria, especially in dealing
with the problem of breakaway unions. Most trade unionists
would agree with Milne-Bailey in regarding the “splitting-off
of a dissident section of a union to form a new organization”

1Rusgell W. Davenport in his Foreword to The Dynamics of Industrial
Democracy by C. S. Golden and H. J. Ruttenberg, 1942, p. xv.
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as “one of the deadly sins against trade unionism”.! Every
voluntary movement has to develop its own sanctions to main-
tain its unity and authority, and in recent years non-unionism
has been regarded as less a threat to their effective operation
by the British trade unions than the disruptive influence of
breakaways. Significantly enough the decision of the London
Passenger Transport Board in 1946 to require certain of its
employees to be members of the Transport and General
Workers’ Union—which raised a storm of public controversy
on the grounds that a Public Board was trying to enforce a
“closed shop”—was the result of the union’s effort to eliminate
the remaining, almost negligible influence of a breakaway union.

The civil service unions have been troubled most by break-
away organizations. They cannot use the threat of a strike to
prevent such bodies gaining recognition and the Government
itself cannot afford to become involved in a discussion of the
question of what is a boma fide union. It must apply some
objective test. Thus the handbook on Staff Relations in the
Civil Service issued by the Treasury in 1949 states: “To secure
recognition an association must show that it is representative
of the category of staff concerned. In the Civil Service recog-
nition depends solely on numerical strength.”

If compulsory trade unionism were made universal either
by agreement or by legislation, the same problem would arise.
Any dissident body which could obtain sufficient support
even among a small section or grade of workers in a particular
industry or service would be able to gain recognition. What has
so far been treated as a domestic problem of the trade union
movement would become a public issue and a very complicated
one. This consequence alone is likely to restrain the movement
as 2 whole from pressing a demand for compulsory trade union
membership.

Union Government
As compared with the trade unions there is probably no
other institution in the country which brings as many people
into voluntary or part-time service on behalf of their fellows
and gives them a first-hand experience of the democratic
1W. Milne Bailey: Trade Union Documents, 1929, p. 81.
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methods of administration. It is all the more important to know
what is the nature and extent of the unions’ internal democracy
today. Unfortunately the subject has been neglected since the
Webbs gave it a penetrating but preliminary treatment in
Part I of their Industrial Democracy half a century ago.

The constitutional problem for trade unionism has been
the same as that which faces every other democratic organiza-
tion: how to maintain a system of checks and balances which
reconciles leadership with members’ control, responsibility with
responsiveness. Unions with different histories have weighted
the two sides of the balance differently.

The extent of the contrasts can be illustrated with the aid
of two examples, which probably represent the extremes on
either side. In the Amalgamated Engineering Union every full-
time officer is elected by ballot of the members and for a limited
period, even the General Secretary has to stand for re-election
every three years. The union executive is full-time, so is the
union president. It is therefore difficult for any one individual
to assume a dominating role. An elected National Committee
meets annually to decide union policy and a special Appeals
Committee, also elected by ballot, is empowered to reverse
the decisions of the executive. In the Iron and Steel Trades
Confederation not even the General Secretary is elected; he
is appointed for life by the executive, which also appoints all
other full-time officials. The executive is elected so as to repre-
sent the various grades of workers organized by the union and
is part-time. Delegate assemblies, which are not rational but
regional, are held at its discretion.

The contrasts in the structure of two general workers’
unions are also worth noting, in view of their size and influence
and of their similar origins. Both unions hold a large delegate
conference—the T.& G.W.U. biennially and N.U.G.M.W.
annually—which is the supreme policy-making body, but
otherwise their organization shows marked differences.

The membership of the T.& G.W.U. is divided into terri-
torial and trade groups for different purposes. The General
Executive Council is composed -of one representative from
each territorial area and of one representative from each
national trade group committee, and they must all be “lay”
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members of the union, i.e. not permanent officials. The two
important considerations underlying this structure are: that
the workers in each trade group should be able to work out
an approach to their own particular problems without being
swamped by the possible indifference of other union members;
and that all policy decisions should be taken by union members
still engaged at their trades. Apart from the General Secretary,
who is elected by ballot of all the members and retains his
office ‘‘during the pleasure of the union”, all other permanent
officials, including the Assistant General Secretary, and
secretaries of the National Trade Groups and the Regional
Committees, are appointed.

The N.U.G.M.W., on the other hand, is organized solely
on a district basis. Its General Council consists of ten per-
manent officials—the district secretaries—and fourteen “lay”
members who are elected by the District Councils, which in
turn are elected by the branch membership. A smaller
Executive Committee of ten, of whom half must be “lay”,
is appointed by the General Council. Eight National Industrial
Officers are responsible for the different industrial sections of
the membership. All full-time officials are appointed on pro-
bation and are subsequently elected to permanent office when
they have made themselves known to the members.

Of course the living reality of democratic life in trade
unionism, as in every other social institution, does not depend
wholly or even mainly upon the rule book. Constitutions
apart, there are two main elements in the working of every
modern trade union and the relationship between them has
a great influence on its vitality and purpose. They are the
corps of full-time permanent officials and the active member-
ship. It lies in the nature of things that the official usually
exercises a restraining influence on the active members, and
they in turn have a stimulating effect upon him. He is con-
scious of the difficulties of negotiation, of the balance of forces
and the economic facts on which the successful execution of
policy depends. They are conscious of their interests and are
less hampered by the burden of responsibility. The play of
both factors contributes to the success of the union. It is when
the equilibrium which has to be established between them is

D



50 TRADE UNIONS ~"."

seriously upset that the union becomes either “bureaucratic”
or “irresponsible”.

Recently there has been a tendency in certain newspapers
and periodicals to identify the danger of ‘‘bureaucracy” with
the size of trade unions; the Transport and General Workers’
Union has been singled out for special attack. This line of
criticism misses the main problem. It is easy to point to the
example of the “New Model” craft unions in the nineteenth
century which were ruled by the members of the “Junta” far
more autocratically than any trade unions are today by one
or several of their leaders. In fact the internal democracy of the
T. & G.W.U. compares favourably with that of many other
British unions and this may partly explain the trouble it has had
with unofficial movements within its ranks.

The development of large unions must surely be regarded
as inevitable with the enlargement of the scope of collective
bargaining. It is true that this has also had certain inevitable
consequences which affect the working of internal union
democracy. These were simply but aptly stated by Lord Citrine
in addressing a conference of Works Committee representatives
in the nationalized electricity supply industry:

“Negotiating nationally has necessitated the transference bit by
bit of the power formerly possessed by local members and its
being placed in the hands of representatives who are entrusted
to negotiate on their behalf. The individual member or the in-
dividual body of members in the locality cannot alone determine
whether an agreement shall be accepted or not. Nor €s it easy to
consult them at every stage. . . . There are many things being
discussed during negotiations which it would be quite improper
to have reported at a particular stage. There are circumscriptions
and limitations upon what can be said in negotiations. The result
is that as a rule the unions and the employers have to go to a
certain point with their negotiations before they can report
them. . . . It may be that the Executive Councils of the unions
have not been conducting the negotiations themselves. They may
have had to depute some of their officers or members to take
part . . . (and) may only know the broad trend of discussion
before those discussions are carried to a certain point.”’?

INational Negotiations in Industry. An address by the Rt. Hon. Lord
Citrine, p.C., K.B.E.,, at Buxton, March 1949, published by the British
Electricity Authority.
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Thus the actual participation of the membership in what
is still the main function of a trade union, the making of a
collective agreement, may be reduced to little more than
registering their collective consent or disapproval for the
finished product of lengthy negotiations. Indeed, there are
some unions which do not consult their members before they
conclude agreements. It is interesting to compare this modern
statement with the conclusions which were reached by the
Webbs more than fifty years ago:

“The extreme centralization of finance and policy, which the
trade union has found to be a condition of eﬂ-ﬁ:iency, has been
forced upon it by the unique character of its functions. . . . It is
obvious that a uniform policy can only be arrived atand maintained
by a central body acting for the whole trade. And thus it comes
about that the constant tendency to a centralized and bureaucratic
administration is, in the trade union world, accepted, and even
welcomed, by men who, in all the other organizations to which
they belong, are sturdy defenders of local autonomy.”’?

The constitutional checks on bureaucracy in the British
trade unions are, however, relatively strong.1Most of them
have annual delegate conferences or the equivalent at which
the broad lines of union policy are discussed and decided, in
unfettered debate,; The passing of resolutions contrary to the
executive’s recommendations is not an infrequent occurrence.
The union executives are-usually composed entirely of “lay”
members, and where they are not, there is probably provision
for the periodic election of union officers.

The most important of the full-time officers in the majority
of unions is the General Secretary—only a few unions have
full-time Presidents. His power is certainly considerable
because of his role in negotiations, and his control—in most
cases—of the other full-time officials. Usually he is elected.
Whether it is for two, three or five years, for life or “at the
union’s pleasure” seems to make very little difference in
practice. Rarely does the union change its General Secretary
before he retires; but most unions impose an age limit. His
salary most likely brings him an income in excess of that of

Y Industrial Democracy, 1920 edition, pp. 1023,
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most of the workers whom he represents, but only in the case
of a few large unions does it rise much above £1,000 a year.
For the kind of work he is doing and the responsibility which he
carries, he is underpaid by any comparative standards—in the
field of public administration, for example, not to speak of
his counterpart in the employers’ organization.

Nevertheless the emergence mainly in the last half century
of a new profession, that of the permanent trade union official
has undoubtedly influenced the democratic character of trade
union organization. The earlier trade union leader had to stir
up a fighting spirit and lead his men into battle. For this he
required to be something of an orator and to possess, above all,
great force of character. He was in close, daily contact with the
workers whom he represented. His life was identical with their
own, and providing he spoke their mind and remained loyal
to their interests he fulfilled his function admirablyl Today
the trade union official is primarily concerned with conducting
negotiations through established machinery, with avoiding
disputes as far as possible and especially breaches of agree-
ments. " Most of his work is done in the office. He must be a
capable administrator and spend a great deal of his time in
explaining and interpreting agreements. To an increasing
extent he must now be familiar not only with the circumstances
of the industry with which he is concerned, but with the
intricacies of the nation’s economic policy. In short to do his
job successfully he needs to acquire specialized knowledge
and skills, although his long apprenticeship in the hard school
of experience is still indispensable. But his power has been
increased by the greater complexity of the problems which have
to be resolved in determining union policy. And frequently
his function is to act as an intermediary between the workers
whom he represents on the one hand, and the employers or
the Government, on the other.

U Clearly the methods by which unions select their officials
have become of increasing significance. Where they are chosen
by ballot and are not appointed for life, this method still has
the advantage of ensuring that they hold the members’ con-
fidence, but it also encourages irresponsibility and takes little
account of their qualifications for entering a skilled profession/!
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There is today a strong case for the appointment of officials
by executives or special selection committees and for ensuring
that candidates have had the necessary training for union
office, though in this case it is the more important to ensure
that policy decisions are made by “lay” representatives of the
members if the growth of a bureaucracy is to be avoided. How-
ever, the crectiveness of any constitutional checks upon
bureaucracy depends in the last resort on the extent of members’
participation in shaping union policy and influencing union
administration.

Branch and Workplace

The ordinary member has two possible points of contact
with his trade union, the branch meeting and his place of
work. The branch meeting provides him with an opportunity
to participate in the government and administration of the
union. Where he works he requires its protection in dealing
with his own employer.

In some trade unions, branch and workplace organization
are identical. The miners are organized in lodges on a colliery
basis and lodge officials are dealing constantly with the colliery
manager on behalf of their members, although the workers’
checkweighman, whose appointment is legally enforced, also
acts as their on-the-spot representative in certain matters.
The printers have their traditional chapel organization related
to their trades and places of employment, which is the main
meeting place of members and the basic unit of their unions’
administration. Unions as dissimilar as the National Union of
Railwaymen, the National Union of Tailors and Garment
Workers and the Civil Service Clerical Association organize
their branches according to their members’ place of employ-
ment. But this is not the rule. In many cases the union branch
is a geographical rather than an industrial unit consti-
tuted according to the members’ place of residence and their
convenience in attending the branch meeting. It may well
include the employees at several different firms and perhaps
not all the members of the union at any one of them.

It has been customary for many years for the ‘‘good
trade unionist” to bemoan the poor attendance at branch
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meetings. The organization known as Political and Economic
Planning (P.E.P.) made a study of this problem admittedly
with very inadequate data at their disposal, in which the
authors came to the following conclusions:

“The proportion of members turning up to branch meetings
is on average low. There is a tendency for a nucleus, largely
consisting of the officials, to turn up regularly. Many unions
have special quarterly branch meetings, and rank and file members
may be fined for not attending these unless they present their
excuses; similar ad hoc meetings may be called on particular
issues of importance to the unions, and it is often at these special
meetings that voting is taken, whether for election of officers or,
for example, on the ratification of a national agreement. A higher
proportion of the membership takes part in the meetings where
a vote is taken than in the regular routine meetings, but even so,
in the majority of branches and the majority of unions only a
fraction of the membership participates. . . . The percentage of
the membership voting on various issues has been obtained for
sixteen unions. Percentages vary from 2 to more than 30 per
cent, but are mainly between 15 and 25 per cent. The general
unions, where votes are collected in a different way, appear to
muster a poll of about 50 per cent on most occasions. The
printers’ unions, where voting is taken in the chapels which are
based on place of work, show very high polls.”?

In its analysis, P.E.P. attached a great deal of importance
to the size of branches which may vary from less than 100 to
more than 1,000 members, and suggested “that ifé the large
branches were to be split up into a number of smaller branches
the numbers attending branch meetings and taking part in
important union business would be nearly doubled.” This
represents a rather superficial approach to the problem. No
doubt attendance would be increased by splitting up the larger
branches if only on account of the increase in the number of
branch officers, but this would not in itself lead to a keener
interest in union affairs or greater efficiency in organization.

The union branch meeting of today is often so dull an affair
that the member not holding any office in the branch who has
been persuaded by a keen member to attend comes home with

1British Trade Unionism, Six Studies by P.E.P., 1948, pp. 24 and 26.
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the impression that he has wasted his time. To some extent
this is unavoidable. There is a great deal of routine business
to be transacted and important decisions are taken at higher
levels of authority. Most unions have an insufficient number of
permanent officials, who could attend branch meetings and
speak with authority on the work and policy of the union.
Sometimes an outside speaker is invited to enliven the pro-
ceedings, but that is little more than a diversion.

The T.U.C. has suggested that ‘“the right type of educa-
tional work is the thing most suited to revitalize branch meetings
to keep the member in touch with what is happening in his
union and also in the movement generally”. But this recom-
mendation has received little attention, although the need for
members to know more about the agreements which their
union has entered into and the reasons for them is great. If
such education is to be undertaken successfully, the unions
will have to change their ideas on the amount of money which
should be spent on this purpose and on the type of educational
activity required. The Union of Post Office Workers has started
on a five-year programme for training all its branch officers at
week-end schools—members of its Executive Council acting as
tutors—at an estimated cost of £15,000. Experiments on this
scale are needed if there is to be a noticeable effect. Trade
union journals could be an important means of communication
between union headquarters and that large majority of the
members who do not attend branch meetings, but there are
very few of them which are readable enough to serve this
purpose. The main improvement in the internal democracy
of the unions seems likely to come from a strengthening of
their representation in the workshop.

In the past, with a few notable exceptions, the trade unions
have paid more attention to branch than to workplace organiza-
tion. This was understandable fifty years ago, when the branches
and district committees were undertaking the main negotiations
with the employers and it was an advantage that they were not
limited to the employees of one concern. But the general shift
from local to national bargaining has not only weakened the
members’ interest in the branch life of their unions, it has

1Tyade Union Structu: ""47, p. 26.
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also made the link between the worker and his union at his
place of employment a decisive factor in establishing the happy
mean between bureaucracy and irresponsibility, to which we
have already referred. Moreover, full employment, the new
interest in raising productivity and the attempt to extend the
principle of joint consultation have combined to emphasize
the importance of union activity in the individual establishment.

The rules of the great majority of British trade unions do
make some provision for the appointment of workplace
representatives today, but their functions and their importance
vary greatly; in some cases their only job is to collect union
dues. The authors of the P.E.P. Report examined the rules of
forty-eight unions affiliated to the T.U.C.—with a total mem-
bership of 4,500,000—and found that:

“, ... eighteen have collectors, twenty-seven have stewards or
similar workshop representatives (including seven in which
these stewards are also collectors), while four others, without having
either stewards or collectors, have some organization at the place of
work between the member and his branch (for example, the chapel in
printing unions). Of the remaining six societies, some cater for very
specialist crafts with few members in any one placeor, inaddition to
having a small membership, are confined to one locality.”*

They also pointed out that “organization on the job is often
rudimentary or non-existent. There may be provision for it
in the union rules without much being done about it in prac-
tice. . . .” '

It is mainly in the engineering and allied industries that
workshop organization has played and continues to play an
important part in union activity. The rules of the Amalgamated
Engineering Union or of the Electrical Trades Union, for
example, require the appointment of stewards in each working
unit, and their range of duties is wide. Piece-work prices and
such matters which can be satisfactorily settled only at the work-
shop level are one of their main concerns, but generally
it is their job to see that trade union agreements are
observed and other conditions established by local custom
maintained, as well as to inspect membership cards and to

bid., p. 127.
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prevent, where possible, the employment of non-unionists.

In the A.E.U.—but this is an exceptional arrangement—
they are not only the agents of the union but are also directly
represented, in addition to the branches, on the District Com-
mittees. Quarterly meetings of all stewards in each district
are held at which reports on the state of membership or changes
in wages, hours and conditions within the district are dis-
cussed. The National Federation of Building Trade Operatives
also organizes monthly meetings of ‘“card stewards” on a dis-
trict basis from all unions in the Federation. Most of the craft
unions have stewards. In industries where piece-work prevails
the unions are compelled to pay some attention to their workshop
organization, although they may prefer to leave these negotia-
tions to permanent officials as in cotton textiles and boot and
shoe manufagture.

Of the major unions, the two general workers’ organizations
have, in the past, probably been least inclined to encourage
stewards to be more than dues collectors outside their large
membership in the engineering industry. Sections of the
membership in both of them, however—for example, the London
busmen and tramwaymen in the Transport and General
Workers and the London gasmen in the Municipal and General
Workers—have a strong and virile representation at their place
of work which the unions recognize.

In default of a proper examination of the practice of the
various unions, which would probably have to be conducted
by the trade union movement itself, it is difficult to get any
clear picture of the present state of workshop representation.
It is perhaps indicative of the reluctance of some of the leaders
of powerful trade unions to face the problem that such a report
has not yet been produced. This reluctance is due partly to
the attempts which have been made by the Communist Party
and other political groups to foster unofficial movements among
the stewards for their own ends, but also, because the opinion
still prevails that the strengthening of workshop organization
might undermine agreements arrived at nationally or on a
district basis or otherwise weaken the authority of the trade
unions. But the risks involved in the growth of any kind of
“factory patriotism” have to be weighed against the need for
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the unions to make their influence felt in the daily lives of
the workers. Unofficial movements are usually a consequence of
~ too great a gap between the top leadership and the active rank-
and-file members.

It is not enough that union rules formally provide for the
appointment of stewards if they are left—assuming they have
been elected—to cope with the many difficulties confronting
them as best as they can. Their office, although important,
is probably one of the least rewarding in the trade union world.
It is easy to move a resolution at a branch meeting in favour
of a wage increase, but it requires courage, ability and capacity
for leadership to stand up to the employer every day and on
occasion to the workmates who have elected you when they
are being unreasonable.

If the stewards are to act loyally in accord with union
policy, they must at least understand the policy. This depends
on the provisions that exist for training them and keeping them
in close touch with the union’s activity as a whole. The Trans-
port and General Workers’ Union has made a good start with
stewards’ training since the War with the aid of correspondence
courses, two-day schools and full-time courses lasting three
or four weeks at technical colleges. A few other unions are
sending some of their stewards to the technical colleges for
rudimentary training in industrial relations and managerial
techniques. The Ministry of Labour has, since 1947, organized
courses for shop stewards as part of its ‘“Training Within In-
dustry” scheme, but little use has been made of ¢them. The
T.U.C. runs a general training course lasting four weeks and
one-week courses on production and management subjects and
on industrial relations and negotiations. The Workers’ Educa-
tional Association (with its associated Workers’ Educational
Trade Union Committee) and the National Council of Labour
Colleges have provided educational facilities for trade unions,
mainly in the social studies, for many years. The main
responsibility for training their workplace representatives is
bound to lie with the individual trade unions, however, although
they can obtain valuable assistance from both these bodies and
from the T.U.C. in planning and conducting their training
programmes.



CHAPTER IV
TRADES UNION CONGRESS

Rise of the General Council

The Trades Union Congress has a continuous history from
1868, but it became the co-ordinating centre of British trade
unionism only after its reorganization in the early nineteen-
twenties. Previously annual Congresses had provided little
more than an outing for the delegates and a forum for the dis-
cussion of pious resolutions. The Parliamentary Committee,
which Congress elected to conduct its business, was weak
and ineffective. It worked on an annual income rarely exceed-
ing £3,000 a year and a Secretary and Assistant-Secretary
comprised the whole of its staff. With the rise of the Labour
Party after the turn of the century, its main function, to watch
legislation affecting labour interests, dwindled in importance.
In fact, prior to the First World War, the General Federation
of Trade Unions—which still exists today although little is
heard of it—was of greater importance than the T.U.C. This
organization had been establighed in 1899 by Congress for
the purpose of assisting unions affiliated to it when they were
engaged in trade disputes. The miners, railwaymen and
transport workers had also formed their own Triple Industrial
Alliance in April 1914.

The main reason for the reorganization of the T.U.C.
was undoubtedly the desire for closer unity of action in the
industrial field on the part of the new and larger, amalgamated
trade unions. It took place at a time when bitter conflict with
the employers over wages had been precipitated by the post-
war slump. By the end of 1921 the Triple Alliance had collapsed
and the General Federation was obviously not representative
enough to meet the needs of the time. Moreover, prior to the
slump, there had been an encouraging example of the value
of mutual aid. In the railway strike of 1919 a Mediation Com-
mittee, composed of representatives of other unions had helped
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to bring about a settlement favourable to the railwaymen.
It was natural to hope that if the T.U.C. could be strengthened
by the creation of an executive authority acting as a kind of
General Staff for the forces of organized labour, there would
be a better chance of resisting the employers’ attacks.

The new constitution which came into operation in 1921,
although a compromise which conciliated the craft unions by
leaving the autonomy of affiliated organizations untouched,
was primarily designed to strengthen the workers’ defences.
It divided the unions into seventeen trade groups (there have
been eighteen since 1946) and gave each group representation
upon a General Council—which replaced the old Parliamentary
Committee—roughly in proportion to its membership at the
time. Although candidates for the General Council had to be
nominated by and from among the unions within the relevant
group, they were elected by the whole membership of Congress
on a card vote, i.e. with the voting strength of each union pro-
portionate to its affiliated membership. In addition two seats
on the General Council were reserved for women representa-
tives. The powers of the General Council were further ex-
tended in 1924 but since then there have been no important
constitutional changes in Congress organization.

Thus the T.U.C.’s present constitution still reflects the
prevailing concerns of the trade union movement some thirty
years ago. This may be illustrated by the powers of the
General Council, which are defined mainly in rules 11, 12 and
13, relating to industrial disputes, disputes between affiliated
organizations and the conduct of affiliated organizations.

Rule 11 pledges affiliated organizations to keep the General
Council informed in any major disputes in which they may
become engaged, either with employers or among themselves.
If a peaceful settlement seems likely the General Council
cannot intervene, unless requested to do so, but in the event
of a breakdown in negotiations or a deadlock, it may give
advice to the unions involved. If this advice is accepted and a
strike or lockout results, the T.U.C. is under an obligation to
organize material and moral support. This rule was the basis
of the General Council’s action in the 1926 General Strike,
but that dramatic event also revealed the weakness of the
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arrangement. While the Council wasable to conduct the General
Strike, it had no power to make an agreement to end the
miners’ dispute, which was the reason for the sympathetic
action. This ambiguous position was one factor, although by
no means the most important, leading to the collapse of the
Strike and the subsequent recriminatory exchanges between
the miners’ representatives and other members of the General
Council. Since then the rule has had little practical significance,
although in 1932 the T.U.C. opened a fund in support of the
striking cotton trade unions.

Rule 12, which gave the General Council powers to deal
with inter-union disputes, has had a more successful history.
At the time, when it was adopted in 1924, this was a serious
problem. The 1920 constitution had provided for the setting up
of a T.U.C. Disputes Committee. Between September 1923 and
July 1924 this committee held some forty meetings, largely con-
cerned with accusations in regard to the poaching of members by
rival unions. The new rule insisted on the submission of all such
conflicts to the Disputes Committee, holding.in reserve the
threat of suspension or disaffiliation to secure respect for its re-
commendations. Congress also adopted a number of “‘main prin-
ciples” governing ‘“‘good trade union practice” in order to avoid
inter-union competition for members, which were extended and
improved in 1939. Taking these principles as a basis for advice
and voluntary arbitration the T.U.C. has had a great deal of
success in settling inter-uniop conflicts without invoking the final
sanction provided for in this rule.

Rule 13 empowered the General Council to investigate
the conduct of any affiliated organization if it was considered
to be ‘“‘detrimental to the interests of the trade union movement
or contrary to the declared principles of Congress”, and, if
necessary, to suspend its membership until the matter was
fully considered at the next Congress. The final sanction of
expulsion was reserved for Congress itself. This has been used
on one occasion, when in 1928 the National Union of Seamen
was expelled for its support of a “non-political” (company)
miners’ union in Nottinghamshire. The N.U.S. was allowed
to reaffiliate again in 1930, after the death of its General
Secretary, Havelock Wilson, who had been largely responsible
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for this policy. In short, the General Council has made little
use even of its limited, formal powers. Instead it has sought to
strengthen its authority by the cautious development of an
agreed basis for common action.

The steady growth in the moral authority of the General
Council has been one of the most significant developments in
British trade unionism during the last two decades. In the eyes
of the general public, the T.U.C. has come to be regarded as so
representative a body that the limits of its powers are frequently
forgotten. Those limits are easily defined by the fact that a trade
union in affiliating to the T.U.C. does not yield up any part of its
autonomy. The General Council has not extended its authority
because any of the individual unions were prepared to place in
its hands powers which they previously exercised on their own
account. It has done so because the increasing participation of
the Government in economic affairs has shifted the emphasis
from industrial to political action, and the representation of
the trade union point of view on any proposed legislation or
administrative action can best be undertaken by a central body.

Even here it must be recognized that the T.U.C. has no
exclusive rights. If the Government prefers in certain matters
to approach a particular union, of if a union decides to make its
own independent representations to the Government, the
T.U.C. cannot prevent this happening. All that it can do is
to insist that if a general trade union view is required on any
question no other body is able to provide it, and tg try to per-
suade its affiliated organizations—which it does with a good
deal of success—that such a co-ordinated view is to be preferred
to several conflicting ones.

The Second World War helped greatly to promote the
new relationship between the trade unions and the State
which has enhanced the authority of the T.U.C. Shortly
after the outbreak of hostilities, the Prime Minister directed
all Government Departments to consult with the T.U.C.
before taking any action on matters likely to affect the interests
of workpeople. In the following years the complex structure
of Councils, Boards and Committees which was created
to advise the Government on industrial policy and to assist
in the handling of wartime problems was mainly of a tri
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partite character, with the T.U.C. acting as the custodian of
the general interests of the workers on an equal footing with
the central employers’ associations.

Many of these wartime advisory bodies were subsequently
converted to meet peacetime needs, and the T.U.C. continued
to participate in this way in shaping the nation’s economic
policy. The most important national consultative bodies on
which it is represented together with the employers are: the
Economic Planning Board, the National Production Advisory
Council on Industry and the National Joint Advisory Council
to the Minister of Labour and National Service (together with
the smaller Joint Consultative Committee).

Present-day Activities and Problems

One need only glance at the substantial report which the
General Council presents to Congress each year to see how
the range of the T.U.C.’s activities has been extended. In
moving the acceptance of reports which entailed an increase
in the unions’ affiliation fees! at the 1950 Congress the present
General Secretary, Sir Vincent Tewson, pointed out:

“. . . that we have, directly associated with the General Council
itself, twenty-seven standing and consultative committees staffed
by members of the Council and of affiliated organizations operating
directly under the General Council. We have four joint committees
with Government Departments and other bodies. There is repre-
sentation from the General Council or from the Movement in
general on sixty Government committees. . . . We are represented
on sixteen educational bodies. We are represented directly on
six international bodies and twenty-seven miscellaneous bodies.
. The total number of committees either directly under the

auspices of the Council, or whose work comes up for consideration
by the Council, is 140.”2

When The Times’ correspondent, in replying to the traditional
tUnions affiliated to the Trades Union Congress now pay an affiliation
fee of 6d. per member made up as follows: 23d. for services (which is the
same as pre-war); 14d. (at present) towards the T.U.C. Memorial Building
Fund; 1d. for assistance to colonial trade union centres; and 1d. to meet
international affiliations. Until 1950 the T.U.C. had relied upon the increase
in the numbers of its affiliated membership to meet its rising expenditure.
¥Trades Union Congress: T.U.C. Brighton Congress Report,1950, pp.525/6.
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vote of thanks to members of the Press at the conclusion of
the 1945 Trades Union Congress, told the delegates—“You
have no longer any need to thunder; you have only to whisper
and Ministers tremble and Field-Marshals bend their knees”
he was being amusing, but only by expressing extravagantly
a recognized fact. “How very far away,” indeed, as he said,
“are those days when a few top-hatted, frock-coated gentlemen
made a promenade of the Government offices in Whitehall
respectfully carrying resolutions passed by Congress, leaving
them at the door, extremely happy if they saw a permanent
secretary, and most handsomely flattered if by accident they
stumbled across a Minister.”

The procedure of the General Council has been compared
with the work of a Local Authority, since much of the detailed
consideration of policy and administrative problems goes on
in the thirty or so special committees composed mainly of
members of the General Council and serviced by the perman-
ent administrative staff of the T.U.C. The meetings of the
full General Council, which take place not less frequently
than once a month, are mainly occupied with approving,
amending or referring back the reports and recommendations
of these committees. There are standing committees on organiza-
tion and on economic questions, on social insurance and in-
dustrial welfare, on education and on international affairs.
These are composed exclusively of members of the General
Council. Other committees concern themselves with the
organization and problems of particular groups of trad¢ union-
ists, such as the National Women’s Advisory Committee, the
Non-Manual Workers’ Advisory Council, the National Advisory
Committee for Local Government Service, and are composed
of General Council members and of members elected at special
delegate conferences or of representatives of unions particularly
concerned. On a few subjects, such as colonial affairs and
scientific development, the committees advising the General
Council also include co-opted experts.

Some observers have suggested that there has been a decline
in the authority of the General Council in the post-war years,
and have put this down to the loss of Lord Citrine as General
Secretary in 1946. Certainly his own personality, his far-
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sightedness and skill in debate at Congress, contributed greatly
to the leadership of the movement and often held in check the
conflicting pressures of sectional interests within the General
Council. But two important problems which have had to be
faced by the T.U.C. in recent years, its international affiliations
—involving the break with the World Federation of Trade
Unions and the setting up of the new International Confedera-
tion of Free Trade Unions—and the penetration of the com-
munists into positions of influence within the unions during the
war, have been brought to a relatively successful outcome.

Bigger issues have been raised by the changes in the
economic environment of trade unionism in regard to wages
and production policy. These will subsequently be examined
in greater detail. Undoubtedly, they bave thrown a heavy
burden of responsibility upon the T.U.C., fot which in many
ways it was inadequately equipped. The practical limits of
the General Council’s purely moral authority over affiliated
unions have been sharply revealed in the attempts it has
made to give leadership on these issues. There has been a
notable return to the use of the device originally employed
before and after the General Strike of calling in between
Congresses special conferences of union executives to enable
the General Council to obtain a mandate for urgent policy
decisions and to mobilize adequate support from affiliated
unions. But this has not altered the situation appreciably.
The gap between the T.U:.C.’s policy declarations and the
practice of many individual unions has remained.

One obvious weakness in the existing organization would
appear to be that the General Council contains only one mem-
ber, its General Secretary, whose sole concern it is to further
the interests of the movement as a whole. It is no criticism of
the other members to point out that their first loyalty must be
towards their own unions, of which in most cases they are
either the general secretaries or full-time presidents. If they
are to do the job they are paid to do properly, they can give
only a very limited amount of their time and attention to T.U.C.
affairs, and the work of the General Council has steadily
increased. A resolution was moved by the Amalgamated
Engineering Union at the 1947 Congress asking for no more

B
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than an examination of the proposal “that all, or a number of
the members of the General Council should be engaged full-
time on General Council business”, but it was overwhelmingly
defeated.

As yet there is no strong demand within the movement
for a further reorganization of the T.U.C., such as existed
after the First World War. Yet there are many anachronisms
in the present rules and standing orders. Even the statement
of objects, which was incorporated as the result of the adoption
of an “Industrial Charter” at the 1924 Congress, has been
largely outmoded by subsequent political developments. Parts
of it, such as the demand for a legal maximum working week
and a legal minimum wage for each industry or occupation,
are actually at variance with Congress policy.

Also, the system of election to the General Council no
longer provides even a rough equality of representation for
the various trade groups. The cotton group, for example,
which in 1950 represented a total affiliated membership of
163,506 has two seats on the General Council, whereas the
miscellaneous industries and distribution group with one
seat included unions with an aggregate membership of 477,085.
These are admittedly the extremes, but there is a clear case
for reconsidering the distribution of seats on the General
Council, owing to the big changes in the distribution of trade
union membership which have taken place in the past thirty
years.?!

The listing of these anachronisms only serves totunderline
the reluctance of most of the trade unions to propose any
reform of the T.U.C. structure. It is probably recognized that
to tackle any of these problems thoroughly would throw the
whole of the present organization into the melting-pot and raise
the bigger question of whether the T.U.C. should be turned
into a federal organization, on the lines of the central trade
union organizations which exist, say, in Scandinavia or Western
Germany.

There is something of a vicious circle in this reluctance.

To meet this particular anomaly the 1951 Trades Union Congress
accepted the General Council’s recommendation to increase its number
by two and thus provide an additional seat each for the civil service and for
the distribution and miscellaneous industries groups.
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The smaller unions fear that, with the present constitution,
increased powers for the General Council would result in
strengthening the position of some of the larger unions, whilst
the latter are content to wield the influence which is theirs
at present rather than face the prospect of the creation of a
central body which might limit their own autonomy. In any
case, the self-contained attitude which prevails in most trade
unions, because of their varying histories and traditions,
constitutes a formidable barrier to the development of wider
loyalties in keeping with the needs of time.

Role of the Trades Councils

The local counterparts of the Trades Union Congress are
the trades councils. They have along, honourable but chequered
history in British trade unionism. Originally they sprang up
in some of the main industrial centres round about 1860! as
loose federations of trade union branches for mutual support
in strikes as well as in organizing and propaganda work, but
they also engaged in political activity. One of their number
took the initiative in calling the first official Trades Union
Congress and collectively they played an important part in its
early development. In 1895, however, they were excluded
from affiliation to that body in favour of a single representation
of the workers through their trade unions, and with the growth
of the Labour Party their local political significance dwindled.
Only with the General Strike in 1926 did they experience a
real revival when the need for this form of local industrial
organization was made abundantly apparent.? Subsequently

Trades councils existed before 1860, but few can trace a continuous
history back beyond that date; most of the earlier ones bore different names,
e.g. in London, the Metropolitan Trades Union.

#“The hour of glory for the Trades Councils came in the General Strike
of 1926, when, either directly or through Councils of Action which they took
the initiative in creating on a broader basis, they assumed the task of local
organization and responsibility for the conduct of the strike. A great many
of them, during this period, issued local newspapers or bulletins to replace
the regular newspapers. . . . They issued permits for goods to be delivered
to hospitals and for other necessary services; they improvised special
transport services and conducted intensive propagandist campaigns in
the neighbouring villages. On the whole, this work, improvised in a few days
without any sort of preparation, was done with remarkable skill and effi-
ciency, and showed large reserves of strength and competence in the local
leadership. ...” G. D. H. Cole in British Trade Unionism Today, 1939, p. 187.
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the T.U.C. started a campaign to encourage their growth and
to bring them into closer alignment with Congress, so that
they might act not only as the local co-ordinators of trade
union activities, but also as its local agents.

In 1950 there were more than 500 trades councils in England
and Wales registered with the T.U.C. Affiliated to them were
some 15,000 trade union branches paying affiliation fees on
a total membership of about 2,800,000. In Scotland and
Northern Ireland the trades councils are not associated with
the T.U.C., but remain directly affiliated to the Scottish and
Irish Trades Union Congresses.! It is possible, therefore, to
make only a rough comparison with the total membership of
the trade unions affiliated with Congress, since this includes
their Scottish and Irish membership. Such a comparison shows
that perhaps about half of the relevant union membership is
linked locally with the trades councils.?

This fact already points to the most important feature to
be grasped about the organization of trades councils, namely,
that they are in every sense of the word the most ‘‘voluntary”
part of the movement. The majority of trade unions recom-
mend their branches to affiliate to the relevant trades councils,
but few instruct them to do so. Where a trades council exists,
it is not compelled to register with the T.U.C., but in doing
so it accepts certain obligations in regard to its rules and
activities. It would, of course, be very difficult for any trades
council to function successfully in England and Wales except
under the auspices of the T.U.C., and there is norecord of

1This separate organization of the trade union movement in Scotland
and Ireland, though formally independent of the Trades Union Congress,
does not confine the authority of that body to England and Wales. The
greater part of the membership of the Scottish T.U.C. is drawn from the
Scottish branches of all-British trade unions which through their national
headquarters are also affiliated to the T.U.C., although it does include a
number of local unions, in the textiles, building and printing trades and
among the bakers and teachers, but most of these also belong to the T.U.C.
The situation in Ireland is more complicated. Apart from the Irish T.U.C,,
to which a number of all-British unions are affiliated, there is a rival organiza-

tion, known as the Congress of Irish Unions, which was the product of a
split in 1943 and which is anti-British.

*This can be no more than a guess, since the trade union branches
affiliated to trades councils do not always pay affiliation fees on behalf of
the whole of their membership.
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any council continuing to operate for any length of time out-
side this nexus. Nevertheless—as the T.U.C. points out in
its Trades Councils Guide—‘‘the absence of compulsion . . .
ensures a loyalty to Congress principles and policy which no
other system could produce.” Finally, almost the whole of
the work undertaken by officers of trade councils is voluntary—
not more than five or six of the larger councils have a full-time
secretary. They are not wealthy bodies, only forty-eight of
them had cash assets exceeding £100 in 1950.

Most of the trades councils meet monthly and their main
activities are concerned with the local representation of their
members’ interests. They organize union recruiting campaigns
and bring concerted pressure to bear on employers who are
flouting trade union conditions. Some forty of them have special
Women’s Advisory Committees, which concern themselves
with the special problems involved in the organization of
women workers. They appoint representatives to such bodies
as Local Employment Committees, Insurance Advisory Com-
mittees and Hospital Management Committees. For obvious
reasons the potential scope of their activities has been greatly
widened by the growth of the “Welfare State”.

There is co-operation between the trades councils and the
local labour parties, but based on a mutual respect for their
separate spheres of activity. In some cases, for historical
reasons, there still remain in existence Trades and Labour
Councils—as, for example, in Sheffield—to which trade
union branches, local labour parties and co-operative organiza-
tions affiliate. But they are compelled by law to have two separate
funds, one for industrial and one for political purposes. Trades
councils include among their objects the promotion of suitable
educational, social and sports facilities for adult workers, but
owing to their limited resources they are usually unable to
undertake much work of this kind.

It is in their relationship to the T.U.C. that most confusion
and controversy has arisen among trades councils. The T.U.C.
has done much to encourage and support them. Since 1925
it has arranged a special annual conference of trades councils
where their delegates can freely express their opinions by means
of resolutions which are not, however, binding upon the T.U.C.
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At this meeting they elect six representatives to a Trades
Councils Joint Consultative Committee, which also includes
six representatives of the General Council, and acts as the
advisory committee on all matters affecting trades councils,
The T.U.C. in addition organizes a special summer school for
trades council secretaries and arranges for them to visit head-
quarters to gain personal contact with the administrative staff.

Difficulties arise mainly through an unwillingness of some
trades councils to accept the role, cast for them by the T.U.C.,
of being policy-executing rather than policy-making bodies.
Policy is made by Congress at which the trades councils now
have norepresentation beyond appointing one fraternal delegate.
But where members of a trade union branch feel frustrated,
by their incapacity quickly to influence the policy of their own
union, and, through its delegates to Congress that of the move-
ment as a whole, there is a natural temptation to look upon the
trades councils as providing an easier alternative for getting
a resolution passed on national policy even if it has little effect
except, perhaps, on local opinion.

The trades councils are the only organizations through
which the T.U.C. can make direct contact with the rank-and-
file of the movement, to inform them on its common policy
and problems. Conversely, a geographical as distinct from
an industrial breakdown of trade union opinion on matters
of economic and social policy affecting the interests of the
workers would be helpful to the T.U.C. in determining its
attitude to any impending legislative or administrative action.
Unfortunately there has been a marked tendency on the part
of some powerful trade unions—or their leaders—to regard any
strengthening of the trades council machinery as a threat to their
own sovereignty. This narrow outlook has so far blocked the
acceptance of a suggestion, canvassed at the end of the War,
that the T.U.C. should open regional offices each with a full-
time official in its employ to work in close touch with the
trades councils and trade unions in the area and help them
deal with local problems. Without some such provision it
is clear that the small administrative staff of the T.U.C. can
do little to service 500 trades councils in their day-to-day
activities.
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In England and Wales the trades councils are grouped
into twenty-three federations varying greatly in size—the
largest has seventy-three and the smallest seven councils
affiliated to it. But the work of these federations is hampered
for the same reason as that of the councils themselves—lack
of resources. The T.U.C. has in fact been compelled to develop
alternative regional machinery. In 1940 conferences were
convened of all full-time trade union officers in each of the
wartime Defence Regions for the purpose of electing an Emer-
gency Committee of twelve. They had no specific terms of
reference but were intended mainly to deal with any emer-
gency arising from enemy action. After the war they were
reconstructed in accordance with the same procedure and
renamed T.U.C. Regional Advisory Committees. They have
been used for selecting union representatives on the Regional
Boards for Industry.

International Affiliations

It is not possible in this book even to outline the history
of international trade union organization.! The subject is
too important for casual treatment. There are few countries
in the world today where some kind of trade union organization
does not exist, but it varies a great deal in its character and
social significance. These differences among the various
national trade union movements have naturally influenced
their relations with each other. Furthermore the general course
of international relations, of governments and peoples, has
greatly affected the international labour movement, which has
been disrupted and reduced to a mere skeleton during two world
wars. What follows, then, is no more than a brief explanation
of the contemporary situation.

A convenient starting point is the World Trade Union
Conference held in London in February 1945. This conference
was representative of practically all the national trade union
centres in the world with the exception of the American
Federation of Labour, which was unwilling to be associated
with the Russian trade unions or, at that time, with its domestic

1For information on the situation during the inter-war years the reader
is referred to The International Labour Movement, by John Price, 1945.
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rival, the Congress of Industrial Organizations. A decision
was taken to set up the World Federation of Trade Unions, and
the General Secretary of the T.U.C. became its first President.
It was an attempt, born of war-time co-operation, to find some
basis of unity among the trade unions in the democratic and
communist countries. The formation of the W.F.T.U. led to the
dissolution of the International Federation of Trade Unions,
which had included—apart from the A.F. of L.—mainly
European trade union centres, before the destruction of most
of them by the spread of fascism. The communist trade unions,
although few of them then existed outside of Soviet Russia,
had been separately organized in the Red International of
Labour Unions.

In 1949 the T.U.C. and the C.I.O. decided to withdraw
from the W.F.T.U. and their example was followed by the
trade union centres in most of the other democratic countries.
By the end of the year a new International Confederation of Free
Trade Unions had been formed in rivalry to the W.F.T.U,,
which then came wholly under communist control. The reasons
for the break-up of the W.F.T.U. as it was originally con-
ceived cannot be considered in detail here. To some extent it
was a victim of the Cold War. But it is doubtful whether the
common consent to the creation of this type of world federation,
which existed in 1945, was based upon any real unity of
purpose. .

There are differences enough between, say, the British
and American trade union movements—the former supporting
and the latter opposing the socialization of industry. But they
have this in common: their purpose is to protect the interests
of their members and to do so by opposing, where necessary,
not only employers but also their own governments.

The trade unions in Soviet Russia, and in those countries
whose economic and political systems are being shaped on
similar lines, have very different functions. They are essentially
a part of the machinery of the State, undertaking many of the
tasks which we would assign to public administration. Formally
they may be voluntary, independent bodies, electing their
officials by secret ballot. In fact, because of the one-party
system and the absence of any organized opposition they are
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controlled from above by the Communist Party, and are the
means whereby that party broadens its influence among the
industrial workers.! It was fairly obvious from the outset that
international co-operation with the communist trade unions
would necessarily be a rather one-sided affair. They could not
be expected to agree to any policy which ran counter to that
of the Russian Government, and, after the formation of the
Cominform, Russian policy was directed towards hampering
economic reconstruction in Western Europe, a matter of great
concern to the democratic trade unions.

The International Confederation of Free Trade Unions
claimed in 1951 to have a membership of some 52,000,000 in
sixty different countries. It is undoubtedly a far more impressive
and effective organization than the old I.F.T.U. Its aims,
given in full in an appendix, constitute a far-reaching state-
ment of the common purposes shared by all free trade unions
and provide a promising basis for joint action. The I.C.F.T.U.
includes both the A.F. of L. and the C.1.0O. and its formation
helped to promote more cordial relations between them. One
of the articles in its constitution guarantees the autonomy of
affiliated organizations, and generally the constitution appears
to have been designed to avoid the organization being domi-
nated by any of the larger trade union centres. The Executive
Board of the Confederation, which meets twice a vyear,
has a regional composition. Its nineteen members are nominated

1This has always been openly acknowledged. The leading article in
Trud (5th November, 1947), the daily paper of the All-Union Central
Council of Trade Unions, on the occasion of the thirtieth anniversary of
the October Revolution, made the following points: the trade unions have
attained political maturity under the political leadership of the Communist
Party; the strength of the trade unions lies in the fact that the Communist
Party is still leading them; the main task of the trade unions is therefore to
educate every Soviet citizen and to make him an active and conscious fighter
in the struggle for the victory of Communism. Equally interesting was an
article bv I. Mitrofanov, director of the Moscow High School of the Trade
Union Movement, on ‘““The Education of Trade Union Leaders”, published
in the trade union monthly Help to the Factory and Local Committees (4th
October, 1947) in which he defined ‘‘the most important task of the School
at present” as being the moral and ideological upbringing of the future
trade union leader, who should be “a true political leader, truly understand-

ing the policy of the Party and the Government and able to realize it; in
short he should be a politician of the Lenin-Stalin type”.
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by the trade unions in their respective areas as follows:

Africa . . . .
Asia and the Middle East .
Australia and New Zealand
Britain

Europe

Latin America

North America

West Indies

Another important feature of its constitution has been the
provision for the setting up of regional machinery. This is
related to what was recognized to be one of the main tasks of
the I.C.F.T.U. when it was formed, the provision of assistance
to the weaker unions in the undeveloped countries in South
America, Asia and Africa. Here the appeal of communist-con-
trolled unions seemed likely to enjoy its greatest success owingto
the extreme poverty of many working people. Mere anti-com-
munism does not provide a stronger appeal, but only genuine
fraternal assistance free of any suspicion of patronage or domin-
ation. At the second Congress of the I.C.F.T.U. atMilan in July,
1951, it was reported that regional machinery had already
been formed in Europe, Asia and Latin America and the
possibilities of doing so in Africa had been explored. The
affiliated organizations also decided to contribute to a special
fund to be used for promoting free trade unionism in the un-
developed areas. The T.U.C. has had its own colonial depart-
ment for some time and has given assistance in various ways
to the young trade unions in the British Commonwealth. At
its 1950 Congress it decided to strengthen this work by ear-
marking for this purpose an increase in its affiliation fees of
one penny per member.

In the setting up of the I.C.F.T.U. the position of two
other existing forms of international trade union organization
had to be considered. The International Federation of Christian
Trade Unions, first formed in 1920, had been revived after
the War. It is composed mainly of the separate Roman Catholic
trade unions in a number of Continental European countries,
and is said to have an affiliated membership of some 2,500,000.

— N VTN 0
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The I.C.F.T.U. decided at its foundation Congress to admit
the Christian trade unions providing their own international
was dissolved, but this has not taken place.

Of greater importance are the International Trade Secretar-
iats. They are international federations of trade unions con-
cerned with particular trades and industries. Some of them
have existed for more than half a century; the Miners’ Inter-
national, the International Association of Textile Workers, the
International Transport Workers’ Federation, the Inter-
national Typographical Society were all established between
1890 and 1900. By 1921 there were twenty-nine of them with
a total membership of 21,000,000 trade unionists. They were,
however, mainly European in composition; most of their
members and all of their headquarters were in Europe. The
spread of fascism in the inter-war years greatly reduced their
membership and during the Second World War they became,
with one notable exception—the International Transport
Workers’ Federation—no more than skeleton organizations.
After the War they were revived and the W.F.T.U. tried hard
but unsuccessfully to incorporate them into its organization as
trade departments.

Since the beginnings of international trade union organiza-
tion the problem has frequently been discussed whether the
Trade Secretariats and the vartous national trade union centres
should not be joined together in one organization. But a gener-
ally acceptable formula has never been found. Before the War
the I.LF.T.U. and the Trade Secretariats existed side by side,
strengthening each other, making provisions for common
conferences and consultation, but remaining organizationally
independent. Today more than ever the Trade Secretariats
cherish their independence. After the split in the W.F.T.U.
they formed their own permanent co-ordinating committee.
Negotiations between them and the Executive Board of the
I.C.F.T.U. led to an arrangement for reciprocal representation
in a consultative capacity on the governing bodies of the
organizations concerned and an agreement on general policy.
In this way the two types of international trade union organiza-~
tion are linked together, but with the Trade Secretariats my’a‘
taining their full autonomy.



CHAPTER V

COLLECTIVE BARGAINING

Its Nature and Evolution

As in other industrial countries, trade unions in Great
Britain came into being, established themselves on firm
foundations and extended their power and social influence
mainly as agencies for collective bargaining. That is to say
they succeeded as a form of organization which enabled
employees—at first only wage-earners but later also salary-
earners—to regulate and thus improve their wages and working
conditions. All the other activities which the trade unions have
undertaken and all the other purposes they have acquired
must be regarded as a by-product and auxiliary to this their
major activity and purpose, since success in it has been the con-
dition for their survival and the basis of their growth. Any
theory of trade unionism which disregards this fundamental
fact is bound to go astray; in all probability it will be sub-
stituting for the realities of social life the social philosophy of
its authors.

Today collective bargaining remains the foremost concern
of the British trade unions and of the vast majority of their
members. The prediction of the Webbs in their Industrial
Democracy that the method of legal enactment would gradually
though not entirely, replace the method of collective bar-
gaining with the advance of what they called “collectivism”
has not so far been fulfilled.! Wherever the trade unions have

*According to the Webbs, the Doctrine of a Living Wage would gradually
prevail over the Doctrine of Supply and Demand in the assumptions of
British trade unionism, and this would mean the establishment of a National
Minimum—*the deliberate enforcement, by an elaborate Labor Code of
a definite quota of education, sanitation, leisure and wages for every grade
of workers in every industry”. The trade unions would ‘“more and more
assume the character of professional assqciations’ and ‘‘may even come to
be little concerned with any direct bargaining as to sanitation, hours or
wages, except by way of redressing individual grievances, or supplying
expert knowledge as to the effect of proposed changes.” (See chapters “The
Assumptions of Trade Unionism” and ‘“Trade Unionism and Democracy’’.)
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been strong enough to regulate wages and conditions by direct
negotiation with the employers they have invariably preferred
to dispense with government assistance. That is why it is not
illegal in this country to employ an adult male twenty-four
hours a day outside of a few special industries like coal-mining;
the Factories Acts apply only to the hours of work of women and
young persons. Similarly in recent years the unions have
strongly opposed the application of any kind of national wages
policy which would involve the Government in having a greater
say in the outcome of negotiations. Political action has always
been employed by the trade unions to support rather than
supplant industrial action. .

One way of looking at collective bargaining is to note that
its effect is to impose limits on the freedom of the employers
to run their business as they think fit. Such limits could also
be imposed by legislation, as in part they are by the Factories
Acts and by statutory wage regulations. But collective bar-
gaining, as has so often been said, rests on consent. The
limits are set by voluntarily negotiated agreements, which in
this country have not even the legal force of a business contract,
although their provisions may expressly or by implication
become the terms of the individual contract of employment.
There may not always be a written agreement. In certain
industries, notably in engineering and iron and steel manu-
facture, many local conditions of work and even some wage
rates are determined by custom although they are the subject
of collective bargaining.

The employers’ acceptance of these limits to their freedom
of action was not gained merely by the use of persuasion on
the part of the trade unions. Most employers did not from the
start take kindly to collective bargaining as a method of settling
the wages and working conditions of their employees. Their
opposition had first to be broken down mainly by strikes on
the issue of union recognition, although later, government
intervention also helped, more especially during the two world
wars. In fact collective bargaining rests not only on consent
—that is but a partial statement of the truth. It also rests on
the capacity of trade unions to withold the labour of their
members, a form of economic power which is exercised in the
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negotiation of agreements as well as in the conduct of strikes.

Once employers had been brought to recognize trade unions,
however, then both they and the unions had a common interest
in avoiding unnecessary conflict by adopting an agreed pro-
cedure for negotiation and the settlement of disputes. More-
over the extension of the bargaining process from the individual
works first to a district, and then to the whole of an industry,
brought with it a decided advantage to the efficient employers,
the assurance that their competitors could not undercut them
by paying lower rates of wages.

The significance of collective bargaining to the workers
might be summed up in the word, self-protection. It enabled
them to protect their interests in relation to their employment
in three ways. First of all, in the presence of a reserve army
of unemployed, it eliminated the competition which would
otherwise exist among them to offer their services at a loiver
price than their fellow-workers for the sake of securing employ-
ment. Secondly, by the application of their collective strength
they could in favourable conditions compel employers to con-
cede wage advances and other improvements in their terms of
employment. Thirdly, collective bargaining by introducing
something of “the rule of law” into industrial relations pro-
tected individual employees against arbitrary treatment by
management in the form of favouritism or victimization. This
protection could perhaps have been given to them by the State
through labour legislation, but at the time when collective
bargaining first developed there was little prospdct of such
assistance forthcoming. In any case those workers who had the
possibility of building up strong organizations have naturally
preferred to rely upon a form of regulation which comes
more under their direct control.

The voluntary system also had distinct social advantages
which have helped it to gain so decided and widespread an
acceptance today. It is a form of self-government and as such
promotes the democratic virtues of independence and respon-
sibility. Moreover it has the great merit of flexibility. It would
be impossible for industry to operate with a sensitive regard
for the varied human interests of all the equally varied categor-
ies of workers by means of regulations imposed by an outside
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authority. Industrial processes are constantly changing and
with them the conditions of employment. In every workshop
there is a host of detailed problems which affect and interest
the workers and can only be settled satisfactorily by organiza-
tions intimately connected with them.

Collective bargaining is concerned with the negotiating
of agreements which regulate terms of employment, but also
with the settlement of disputes which may arise between em-
ployers and their workpeople either out of the interpretation
of agreements or out of matters not regulated by agreement.
These are in fact two separate processes, which in other
countries are more clearly distinguished than in Britain.
Where collective agreements can be enforced by legal action,
disputes as to their interpretation can come before the courts.
In the Scandinavian countries and in Germany, for example,
there are special Labour Courts which are competent to adjudi-
cate in industrial disputes arising out of the validity, existence,
interpretation or application of collective agreements. In the
United States “grievance procedure”, although established by
agreement between the unions and the employers, is quite
distinct from the procedure for the negotiation of agreements;
while the former usually provides in the last resort for the use
of arbitration it is rarely employed in the latter. In Britain
disputes arising in individual establishments are usually dealt
with by an agreed procedure but mainly by trying to find an
acceptable compromise rather than by a “lawyer’s decision”
depending on the interpretation of words. This indeed is
another aspect of the flexibility of the voluntary system in
this country.

If the negotiation of agreements is not the whole of collective
bargaining it is certainly the most important part, and the
coverage and the contents of the agreements define the scope
of the bargaining process. Broadly speaking the evolution of
collective bargaining so far has been towards a progressive
enlarging of its scope in both respects. It began with agree-
ments which settled some of the terms of employment for the
workers in one trade in one particular workplace. Today
national agreements are signed which apply to all classes of
manual workers engaged in the whole of an industry. At the
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same time there are still many district agreements in operation
and agreements which relate only to one firm. Even in a
nationalized industry like coal-mining, wages and working
conditions are regulated by the combined effect of colliery,
d.istrict and national agreements as well as various legal pro-
visions.

On the whole the trade unions have been more inclined
than the employers to press for national bargaining, although
the initiative has come from both sides. It is an interesting
question how: far this was the result of mass unemployment.
Clearly it was of advantage to the unions to create a solid line
of defence when they were resisting wage reductions. Under
full employment the position is reversed. Individual firms
anxious to attract labour are sometimes keen to raise wages
above the nationally negotiated rates; a new significance has
been given to bargaining at works level. This is particularly
noticeable in engineering.

For obvious reasons the pressure for extending the range
of subjects dealt with by collective agreements has come almost
wholly from the trade unions, although even today the vast
majority of agreements—apart from those dealing with bar-
gaining procedure—are mainly concerned in one way or
another with wages and hours of work. They do not, of course,
relate only to minimum or standard rates of wages and the
length of the normal working week, but also to piecework
arrangements and other systems of payment by results, to over-
time and payment for holidays, and sometimes includé provisions
for a guaranteed week. Other matters which may be dealt
with by collective agreements in this country include the
employment of apprentices or juvenile labour, training schemes,
job demarcation and distribution of work, discipline and
promotion. But in contrast to the United States they rarely
deal with compulsory union membership, security of employ-
ment according to seniority or work-sharing principles, or
employer-financed welfare benefit schemes, although these
matters may sometimes be the subject of collective bargaining
in individual establishments. More recently, but mainly in the
nationalized industries, pensions for manual workers have
become a bargaining issue for the first time.
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No theoretical limit can be set to matters which may be
regulated by joint agreement between employers and trade
unions, although the attempt has sometimes been made
to formulate one. The well-known preamble to the 1922
procedural agreement in the engineering industry—‘“The
employers have the right to manage their own establishments
and the trade unions have the right to exercise their own
functions’—has little meaning. The trade unions in exercising
their own functions necessarily limit the managerial rights of
the employers. Any managerial decision which affects the
welfare of their members is a matter of concern to them. How
far in practice they attempt to extend their ““frontier of control”
depends partly on their power to do so, and partly on whether
they consider it expedient to acquire the responsibilities
involved.

Various Bargaining Procedures

Most of the older, basic industries in this country have
evolved their own characteristic procedures for negotiation
and the settlement of disputes. Such industries as coal-mining,
iron and steel manufacture, engineering and shipbuilding,
railways, building, cotton textiles, printing and boot and shoe
manufacture, which in 1950 together accounted for more than
6,000,000 employees or some 30 per cent of the total employee
population, reveal considerable diversity in their methods of
conducting collective bargaining.

In all of them trade unions had become well established,
at least among manual workers, before the First World War,
and—with the exception of the railways—had for decades been
recognized by the organized employers. Negotiations took
place mainly on a local basis, but ad koc joint bodies had been
formed for this purpose. The war gave a great impetus to
national negotiations in some of these industries, but when
in 1917 the Whitley Committee recommended the setting up
of Joint Industrial Councils in all well-organized industries,
to provide a standard type of national joint organization with
a written constitution and defined functions, most of them did
not accept this prt;posal. The reasons varied but not the least
important was the fact that they already had their own arrange-
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ments for collective bargaining. Nevertheless the trend towards
centralized negotiations conducted between the headquarters
of the trade unions and of the employers’ associations continued
in the inter-war years, and with it came later a great readiness
to accept a commitment to resort to arbitration in the event of
failure to agree.

The building industry provides a good illustration of this
development. The principle of national regulation was first
accepted by both sides of the industry in 1919 for hours of
work, and in 1920 for wages and other conditions of work.
This agreement resulted in the formation of a National Wages
and Conditions Council for the Building Industry, which
changed its name to National Joint Council for the Building
Industry in 1926. One of the tasks of this joint body is the
“grading” of towns and districts for the purpose of regulating
wages and “working rules” nationally, while allowing for
differences in local circumstances. Originally there were
seventeen grades, but in 1947 they were reduced to six. A
uniform rate is fixed for all craftsmen in each grade; and the
labourer’s rate bears a fixed relationship to that of the crafts-
man. Nine Regional Joint Committees also exist in England
and Wales—there has been an entirely separate Joint Council
for Scotland since 1930—but their powers are limited. The
most important is that of introducing “variation amendments”,
or proposals to alter national rules in so far as they affect a
particular region, but such alterations must be rafified by the
National Council.

A revision of the Council’s constitution in 1932 provided
a conciliation procedure for dealing with all disputes arising
between the federated employers and the unions. Previously
it could only concern itself with disputes arising out of the
interpretation of its own decisions. Up to 1940 if the two sides
of the Council disagreed a special joint committee could be
appointed to work out a settlement or the question could be
referred to arbitration, but only by mutual consent. Subsequently
this arrangement was modified to provide that failing settle-
ment by other means “it shall be the duty of the Council to
refer the matter to arbitration”.

With the compulsory reorganization of the railways into
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four main line companies in 1921 they also acquired a highly
centralized system of negotiations which was given statutory
support for a time. In its main outlines the scheme remains
substantially unchanged today, even after the nationalization
of the industry. A Railway Staff National Council composed
of equal numbers of representatives from both sides of the
industry considers all questions—other than minor issues—
relating to salaries, wages, hours of duty and other standard con-
ditions of service. Issues not decided by this Council may by the
consent of both sides be referred to the Railway Staff National
Tribunal, which has three members, one appointed by mutual
agreement and one by each side. In addition there are a number
of Sectional Councils and, at a lower level, Local Departmental
Committees, but the former may consider only the local
application of national agreements and the latter are confined
almost wholly to consultative functions. These arrangements
do not prevent the three railway workers’ unions from advanc-
ing their claims separately and settling them outside of the
Council. They also apply only to the traffic grades of the rail-
way staff; the employees in the railway workshops have a
separate negotiation procedure.

In the coal-mining industry the question whether there
should be national or only district negotiations over wages
was a leading issue in the bitter conflicts which took place in
this industry in the inter-war years, the coal-owners main-
taining that national wage rates were impracticable because of
the varying financial circumstances of the different coal-
fields. It was not until the Second World War, when in 1942
the newly created Ministry of Fuel and Power took over the
operational control of the mines, that a new approach was made
to the settlement of wages and conditions “on a national basis
by a properly constituted national body”. The recommenda-
tions of a government-appointed Board of Inquiry led first
to the establishment of a national minimum wage, and then,
in May 1943, to the setting up of a National Conciliation
Scheme for the industry. A National Negotiating Committee
representative of both sides of the industry was formed, but
in the event of this committee failing to reach an agreed settle-
ment on any question referred to it, a National Reference
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Tribunal, composed of persons not engaged in the industry,
was empowered to make a binding decision.

The nationalization of the coal mines in 1946 left this
machinery intact. It was supplemented, however, by a Pit
Conciliation Scheme, adopted by national agreement at the
beginning of 1947, “to provide for the speedy settlement of
disputes arising in individual collieries”. The main point of
this scheme is to prevent what are essentially local disputes
from becoming the subject of protracted, district or national
negotiations or, as frequently happens, the cause of unofficial
strike action. Such disputes, if they cannot be settled by
negotiation in the colliery concerned, are referred—according
to a strict time-table—to a joint District Disputes Committee,
which if unable to agree, refers them to an Umpire, selected
from an agreed Panel, for a binding decision.

Compared with those industries already mentioned, iron
and steel manufacture, engineering and shipbuilding, retain
a far more complex system of negotiations. In each of them
wages and conditions of employment are regulated by a be-
wildering tangle of national, district and works agreements
and by customs and decisions which have not been expressed
in written agreements.

In engineering, for example, both employers and workers
are gathered together in single federations for negotiating
purposes, the Engineering and Allied Employers’ National
Federation and the Confederation of Shipbuildipg and
Engineering Unions (though many firms remain outside the
employers’ organization and some have their separate agree-
ments with the unions), but no permanent joint body for negotia-
tion exists. National and district negotiations take place by the
calling of special conferences on the initiative of either side.
There are no nationally agreed rates for men, although there are
for women, and some of the district rates have never been em-
bodied in agreements. In some districts agreed rates have been
established only for craftsmen and labourers, although ‘‘semi-
skilled workers”—the unions prefer to describe them as
“skilled machine operators”—form the largest category of
workers in the industry. There are, however, nationaf agree-
ments on the “national bonus”—a method of securing a
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nationally uniform increase in the various district rates intro-
duced during the First World War and originally called “‘war
bonus”—on the length of the working week, overtime, pay-
ment by results and other matters.?

The one agreement which lays down a formal arrangement
for conciliation in the industry was signed in June 1922 and
is still in operation. This defines a procedure for avoiding
disputes and ‘““for dealing with questions arising” mainly in
individual establishments. Disputes if not resolved at the works
level by the shop stewards or at a works’ conference may be
brought before a Local Conference between the local employers’
association and the local representatives of the unions, to be
held within seven days unless otherwise agreed. Should the
question still remain unsettled either party has the right to
bring the matter before a Central Conference held each month,
usually at York. The agreement provides that there shall be
no stoppage of work, either partial or general, until the whole
of this procedure has been exhausted, but there is no provision
for arbitration at any stage.

In boot and shoe manufacture an agreement signed as
far back as 1895, though subsequently amended and amplified,
has regulated the pattern of joint relations in the industry
ever since. The most important feature of this agreement was
the reconstruction of Local Boards of Conciliation and
Arbitration, consisting of equal numbers of representatives
of employers and workers, granting them full powers to settle
all questions submitted to them concerning wages, hours of
labour and conditions of employment and providing for
arbitration by independent umpires in the event of their fail-
ing to agree. This arrangement faciliated a speedy settlement
of local disputes in a piece-work industry where changing
fashions call for frequent adjustments of piece-rates. Another
and unique feature of the settlement was the establishment
of a trust deed providing a financial guarantee for the carrying
out of the agreement. The federated employers and the union
each deposited £1,000 to provide a fund from which damages

The agreement between the federated employers and the unions
signed in November 1950 established consolidated (i.e. including national
bonus) minimum wage rates for adult male timeworkers, while main-
taining existing district and craft differentials, merit rates, etc.
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could be claimed by either side if a strike or lock-out lasting
more than three days took place in violation of the agreement.
It is doubtful, however, whether this provision has had more
than a symbolical significance.

With their original emphasis upon local settlements, joint
relations in boot and shoe manufacture might be thought to
resemble those in cotton textiles. But both sides of the industry
have been well organized in single bodies for a long time.
Since 1895 there has been a steady shift of emphasis to national
negotiations. Today the Local Boards of Conciliation and
Arbitration are mainly concerned with considering complaints
and fixing piece-rates for the district they cover according to
the terms of national agreements. They are not permitted to
make any agreement or award that is less favourable generally
to the operatives than the wages, hours and conditions con-
tained within national agreements. These not only fix a minimum
time rate but also stipulate that piece-work prices must be
fixed to enable the average operative to earn not less than a
certain percentage above the time rates. National negotiations
are undertaken by joint conferences held every two years
which is the normal period for the duration of agreements,
both sides binding themselves not to open up wage questions
in the interim.

There is greater uniformity in the arrangements for collec-
tive bargaining in those industries and services which have
formed Joint Industrial Councils. What the Whitléy Com-
mittee originally proposed was that the Government should
help to set up a three tier form of joint organization composed
of a National Joint Industrial Council, District Joint Industrial
Councils and Works Committees in all industries where both
employers and workpeople were adequately organized. This
proposal was not only intended to smooth the way for orderly
negotiations but was broadly conceived as a means of ‘“pro-
moting industrial harmony and efficiency”. The Whitley
Committee gave a list of topics which it considered proper
subjects for discussion in the councils, including such matters
as the better utilization of the practical knowledge and experi-
ence of the workpeople, the statement of the general principles
governing the conditions of employment, means of ensuring
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to the workpeople the greatest possible security of earnings
and employment, methods of fixing and adjusting earnings,
piece-work prices, etc., technical education and training,
industrial research, improvement of machinery and organization
of work and proposed legislation affecting the industry.

The Ministry of Labour sent out a letter to trade unions
and employers’ associations in October 1917 explaining the
scheme and carefully pointing out that it “indicated no inten-
tion to introduce an element of state interference which had
hitherto not existed in industry; in fact the councils would be
autonomous bodies and would in effect make possible a larger
degree of self-government in industry”. While offering its
assistance to any industry wishing to form a Joint Industrial
Council, the Government left the employers’ associations
and trade unions concerned to adapt the scheme to their own
preferences and requirements. Between January 1918 and
December 1921, seventy-three Joint Industrial Councils were
established, and thirty-three Interim Industrial Reconstruction
Committees, a less formal type of organization which it was
hoped would pave the way for the setting up of a Joint Industrial
Council.

Many of these bodies failed to survive the period of in-
dustrial conflict which ended with the General Strike. Accord-
ing to Professor J. H. Richardson, the chief causes for the break-
down of' the Councils were ‘“‘wage conflicts, weakness of
organization of employers and workpeople, and divergence of
interests between different localities, between different sections
of an industry and between large and small undertakings.!
By 1932 only fifty-one Joint Industrial Councils remained in
existence and only twenty of them had district or local joint
bodies associated with them. Some were meeting irregularly
and most of them confined their activities to regulating wages
and working conditions. The fate of the Works Committees
was even less fortunate. It was estimated that between 1917
and 1922 more than 1,000 Works Committees were formed,
but by 1925, the great majority of them had ceased to function,
and those that continued to exist had little or no working
relationship with the district and national councils.

1Industrial Relations in Great Britain (1.L.O. Report), 1938 edition, p.137.
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The Second World War produced a new crop of Joint
Industrial Councils since organized industrial relations were
needed in planning the war economy and were encouraged
by the Government in many ways. Altogether fifty-six of them
were established or revived during the years 1939-46, making a
total of 111 in existence at the end of 1946. By the end of 1950
their number had further increased to 130. The most important
fields of employment covered today by Joint Industrial Councils
or their equivalent are: public administration, including
national government and local authorities; public utilities, gas,
water and electricity; and transport other than railways. They
also exist in a wide range of dissimilar industries, ranging from
bricks, hosiery and chemicals to flour-milling, and cover in
all some 5,000,000 employees. In printing and boot and shoe
manufacture, where Joint Industrial Councils were formed for
other than negotiating purposes, because alternative collective
bargaining procedures were already well developed, they have
made some progress in carrying out the broader co-operative
functions for which they were originally planned.

Statutory Wage Regulation

The Trade Boards Act of 1909 was the first, cautious attempt
by the State for over a century to intervene in wage determina-
tion. The Industrial Revolution and the acceptance of the
doctrine of laissez-faire had led to the abandonment of earlier
statutes giving local magistrates the power to regulate the wages
of artisans in their district. Various Factory Acts had done
something to regulate the hours of labour of industrial workers,
and to improve the standards of health and safety in the work-
shops, but wages were regarded as sacrosanct, a matter to be
settled by “free contract” between the parties immediately
concerned. Only after strong public feeling had been aroused
by twenty years’ agitation against the appallingly low wages
paid to home workers and those employed in the so-called
“sweated” trades did the claims of humanity make a slight
breach in the current tenets of economic theory. Under the
1909 Act, the Government was empowered to set up a board
to fix minimum wages for time-work and piece-work in any
trade where the prevailing rate of wages was ‘“‘exceptionally



COLLECTIVE BARGAINING 89

low as compared with that in other employments”. Four such
Trade Boards were formed in 1910 and four more in 1914,
covering in all about 500,000 workers.

An important change in this system was recommended by
the Whitley Committee and given effect in the Trade Boards
Act of 1918. The Minister of Labour could now make an Order
for a Trade Board if he was “of the opinion that no adequate
machinery exists for the effective regulation of wages throughout
the trade”. The emphasis was shifted from unduly low wages
to the absence of adequate voluntary organization, and the
scope of statutory wage regulation was correspondingly ex-
tended. Between 1919 and 1921 no fewer than thirty-seven
new Trade Boards were set up. Recognition had been given
to the principle that those workers who could not hope to
improve their wages by their own organization were entitled
to legal protection, but designed in such a way as to encourage,
as far as possible. the growth of voluntary effort. The trade
unions were thus safeguarded against a weakening of their own
organization, and the better employers, willing to pay higher
wages, against the competition of firms prospering on sweated
labour.

The Trade Boards consisted of an equal number of em-
ployers’ and workers’ representatives in the trade, together
with three independent members, including the chairman.
All members were appointed by the Minister of Labour at
his discretion, but the practice developed for him to ask for
nominations from trade unions and employers’ associations
in trades in which there was some degree of organization, and
the great majority of the representative appointments have
been made in this way. The recommendations of the Trade
Boards only became effective when confirmed by the Minister
after time had been given for objections to be lodged. He
could refer back their recommendations for further considera-
tion but could not himself fix rates. Once confirmed, the
minimum rates became legally binding upon all employers in
the trade, and the Ministry employed a special staff of inspectors
to see that they were observed. Employers paying lower rates.
were liable to fine and imprisonment as well as to the payment
of any arrears of wages due to the workers.
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Statutory wage regulation was extended to agricultural
workers in England and Wales under separate legislation
introduced by the 1924 Labour Government,! but otherwise
after the early twenties it did little more than hold the ground
it had gained until the approach of the Second World War,
though large numbers of workers still had neither a legal
minimum nor a negotiated wage. Indeed, the Unemployment
Insurance Statutory Committee reported in 1938 that there
were many cases where persons with large families worked for
less than they would have received from unemployment
benefit. In 1937 the regulation of agricultural wages was
extended to Scotland; in 1938 special Wages Boards, with
powers of statutory enforcement, were introduced into road
haulage, and the Holidays with Pay Act empowered Trade
Boards (and other statutory wages boards) to give directions
providing for holidays with pay up to one week in the year; in
1938 and 1939 a few new Trade Boards came into existence,
notably in baking, rubber manufacturing and the furniture
trades.

It was left to Mr. Bevin, as Minister of Labour in the war-
time Coalition Government, to complete the system of statutory
wage regulation, both by extending its scope and by strength-
ening the power of the bodies undertaking it. This was accom-
plished under the Catering Wages Act of 1943 and the Wages
Councils Act of 1945. The first of these measures provided for
the establishment of a permanent Catering Wages Congmission
with the responsibility of examining the arrangements for the
regulation of wages in any branch of the catering industry
and of recommending the setting up of a Wages Board where
such arrangements were found to be inadequate. By 1947
five such Boards had been formed, covering all the more import-
ant sections of the industry.

The Wages Councils Act renamed the Trade Boards to
“remove the stigma of being associated with the sweated
trades” as the Minister explained to the House of Commons,
and widened their jurisdiction on wages to the fixing of

The Corn Production Act of 1917 had previously introduced a legal

minimum wage for farm workers and Central and District Wage Boards,
but these provisions had been discontinued in 1921,
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“minimum remuneration” in place of “minimum rates”.
This enabled them inter alia to make provisions for a guaranteed
week and thus protect the workers against the practice of
employing them at the prescribed rates on short time. Further-
more, the activities of the Wages Councils were no longer
restricted mainly to questions of pay—they could also advise
the Minister on such matters as training, recruitment and work-
ing conditions. In fact they assumed many of the functions of
a Joint Industrial Council.

The main field of employment, which came under statutory
regulation for the first time, after the passing of the Wages
Councils Act, was retail distribution, in which eight Wages
Councils have been formed regulating the wages of some
1,250,000 workers. The quantitative significance of this step
can be gauged by a comparison: approximately the same num-
ber of workers were employed in all the industries covered
by the fifty-one other Wages Councils already in existence
in 1947. The Catering Wages Boards, whose composition and
powers are the same as those of the Wages Councils, brought
another 750,000 workers under legal protection. Apart from
retail distribution, clothing and laundries, certain textile,
metalware and food-processing industries are among the main
fields of employment in which Wages Councils operate. In
1948 a further Act converted the Road Haulage Central Wages
Board into a Wages Council,! Taking agriculture and catering
into account, as well as the industries subject to the jurisdiction
of the sixty Wages Councils existing at the end of 1950, the
number of workers whose wages and working conditions are
now subject to statutory regulation must be in the neighbour-
hood of 4,500,000, although some of them are also covered
by collective agreements.

When the Trade Boards were first formed they were
regarded with serious misgivings by many trade unions. It
was thought that any form of statutory regulation of wages
would tend to weaken trade union organization by encouraging
the workers concerned to rely upon authority rather than their
own efforts to improve their terms of employment. Experience

"This covers the privately owned sector of the industry. In nationalized
road haulage there is a Joint Industrial Council.
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has steadily diminished these fears. In 1931 when the unions
were losing members a serious clash of opinion developed
within the Trades Union Congress on the question whether
Trade Boards were helping or hampering trade union organiza-
tion. This led to an inquiry by the T.U.C.’s Trade Boards
Advisory Council. No convincing evidence was produced to
support the view that the Trade Boards were responsible for
the decline in union membership and it was agreed not to
recommend the abolition of any of the existing Trade Boards.
Since then no further opposition has been openly expressed
within the trade union movement.

It is true that some unions have a far greater interest than
others in statutory wage regulation. The number of nominees
on Wages Councils on the part of organizations affiliated to
the T.U.C. in June 1950, was as follows:!

Union of Shop, Distributive and Allied Workers . . 178
National Union of Tailors and Garment Workers . . 140
Transport and General Workers’ Union . . . 126
National Union of General and Municipal Workers . 92

National Union of Printing, Bookbinding and Paper
Workers . . . . . . . . 27
Thirty other unions . . . . . . . 156

As typical of current opinion, at least among those trade
unions particularly concerned with the utilization of the statutory
machinery, we can take the following statement by the Assist-
ant General Secretary of the Union of Shop, Distributive and
Allied Workers after the first Wages Orders had been made
in retail distribution:

““It is well over thirty years ago since the demand for a statutory
wages foundation for the distributive workers was first raised.
Since then, the harsh school of experience has proved how right
the Union was when it argued that legally enforceable minima
were necessary to underpin its voluntary agreements. . . . The
Union has never accepted statutory minimum terms as a satis-
factory substitute for trade union agreements. But neither has
1This list does not include the National Union of Agricultural Workers

zx&l account of the separate machinery for statutory wage regulation in agri-
ture.
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it shut its eyes to the facts of life in the retail distributive trades.
The complex and diverse character of retail distribution has made
it necessary to establish a system of wage regulation capable of
enforcement on all employers of labour. It is sometimes argued
that Wages Councils undermine trade union organization. That
is a policy of despair. It is wrong to accept the view that it is
impossible to organize on the basis of work done by the Union
on a statutory wage-fixing body. If that view were correct how,
for example, is the experience in the agricultural industry to be
explained? Here trade union organization has increased eight-
fold since statutory wages machinery was first established in
1924, Our job is to see that the Union is identified with the work
of the Wages Councils in the eyes of the shop worker. We must
make it impossible for the uninformed or the ill-intentioned to
get away with the idea that it is ‘the Government’ and not the
Union that is responsible.’?

Since the Wages Councils fix only minimum wages, the
trade unions can extend their organization by securing higher
rates through collective agreements with the larger and better
organized firms in the industry. Their vigilance is also required,
in addition to that of government inspectors, to ensure that
nothing less than the statutory rates are paid and to claim the
arrears due to a worker who has been underpaid. Naturally
the efforts of the trade unions are directed towards lifting a
trade or industry out of the Wages Council class. Under the
1945 and 1948 Acts the Minister of Labour may abolish a
Wages Council at the joint request of the organized workers
and employers concerned on the grounds that statutory back-
ing for wage agreements is no longer necessary. This has
happened in the furniture manufacturing industry.

In supporting the voluntary system the Government has
increasingly used its influence to aid the trade unions in other
ways. One of the means employed has been the “Fair Wages
Clause” which was first introduced into government contracts in
1891. In 1909 it was reformulated by a House of Commons
resolution to provide that contractors “shall, under a penalty
of a fine or otherwise, pay rates of wages and observe hours of
labour not less favourable than those commonly recognized
by employers and trade societies (or in the absence of such

1New Dawn, 1st October, 1949,
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recognized wages and hours, those which in practice prevail
among good employers) in the trade in the district where the
work is carried out”. So it remained until substantially amended
in October 1946. The revisions extended its application to
sub-contractors, made the main standard of fair wages that
established by representative collective agreements or by
arbitration awards, and added “conditions of labour” to wages
and hours, including the freedom of workers to be members of
trade unions. In a series of Acts providing financial assistance
to industries from the Public Exchequer, beginning with the
British Sugar (Subsidy) Act, 1925, the same principle has been
applied. Local authorities also have Fair Wages Clauses which
apply to their own contracts.

On one occasion legal force has been given to voluntarily
negotiated agreements, under the Cotton Manufacturing
Industry (Temporary Provisions) Act, 1934. This was an
exceptional measure applied to an industry faced—in the words
of the Board of Inquiry’s report—*with the possible collapse
of the whole principle of collective bargaining”. Yet it was in
a way the precedent for a very significant part of the wartime
Conditions of Employment and National Arbitration Order,
1940, which made it obligatory for every employer to observe
terms and conditions of employment not less favourable than
those which had been settled by agreements made “between
organizations of employers and trade unions . . . representative
respectively of substantial proportions of the employers and
workers in the trade in the district in which the employer is
engaged’’, or by the decisions of Joint Industrial Councils or
similar bodies, or by arbitration awards.

The initiative remained with the trade unions (theoretic-
ally also with employers’ associations) to see that this obligation
was fulfilled. There was no system of inspections or prosecutions
as with the Wages Councils. If any employer appeared to be
infringing the regulation, he could be reported to the Minister
of Labour who had then to refer the question to arbitration.
If the award was given in their favour, the workers concerned
could then sue their employer for the amount their wage
packet was short of the recognized remuneration, This arrange-
ment proved of great value to the trade unions in forcing those
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employers into line who had previously refused to bargain
with them. It has also been an aid to union organization.

Use of Conciliation and Arbitration

We have seen how in many industries collective agree-
ments lay down the procedure to be followed for the settle-
ment of disputes, both local and national. The Government
has also gradually extended its provisions for the avoidance
of industrial conflict. After a number of abortive experiments
in compulsory arbitration before the trade unions had attained
proper legal status, the first important step in this direction
was taken with the passing of the Conciliation Act of 1896.
This allowed the Government to inquire into the causes and
circumstances of any existing or impending trade dispute, and
to appoint a conciliator or arbitrator, the former on application
of either party and the latter at the request of both parties to
the dispute. The Whitley Committee suggested that a per-
manent court of arbitration was needed as well as ad hoc courts
of inquiry, but rejected compulsory arbitration. The Industrial
Courts Act of 1919 carried out this recommendation.

Thus after the First World War the Ministry of Labour
had the authority to assist in the prevention and settlement
of industrial disputes by use of any of three methods: concilia-
tion, voluntary arbitration, or special inquiry—usually in that
sequence. It employs a staff -of conciliation officers, whose job
it is to help both parties to settle their differences amicably
if their advice or assistance is requested, although generally
they do not intervene before an attempt has been made to reach
a settlement without their help. Failing agreement the dispute
can then be submitted with the consent of both parties to the
Industrial Court established by the 1919 Act. The cost of the
Court is borne by the Government and no charge is made to
industry for its services. In practice it consists of a permanent
President, appointed by the Minister, and two other members,
one from each of the panels representing employers and work-
people. Despite its name, it is no part of the British judicial
system and its decisions are not enforceable. Nevertheless it
has gained the reputation of being a genuinely independent
tribunal—it is not subject to any form of government control—
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and only on rare occasions have the disputants refused to accept
its findings. In addition to this permanent institution, the
Minister of Labour can also appoint single arbitrators or
special ad hoc Boards of Arbitration, if this course is likely
to prove more acceptable to the contesting parties.

The third method, the appointment of a Court of Inquiry,
is only employed as a last resort and does not require the con-
sent of the parties. It is primarily a means of informing Parlia-
ment and public opinion of the facts and underlying causes of
a dispute. It may be a post-mortem examination of a strike
that has taken place or last-minute action to avert an impending
stoppage. Usually the recommendations of a Court of Inquiry,
although they cannot be enforced, provide a basis for further
negotiations and a settlement.

In the inter-war years, 1920 to 1938 inclusive, 1,669 arbitra-
tion settlements were made by the Industrial Court and 315
by single arbitrators or ad hoc Boards of Arbitration appointed
by the Minister of Labour. In addition 1,199 conciliation
settlements were reached under the Ministry’s auspices. Only
twenty Courts of Inquiry were appointed and sixteen of these
were held before 1926.

One writer! has made an interesting comparison between
the results of the Industrial Court’s decisions and the out-
come of strikes and lockouts in the period 1919-1932, the
stormiest years in Britain’s industrial relations, which yields

the following amazingly close parallel: .

In favour of
1919-1932 Employers | Workpeople | Compromise Total

Industrial Court
Awards .. 540 (35%) 337 (22%) | 650 (43%) | 1,536 (100%)

Results of Strikes
and Lockouts .. | 2,692 (35%) | 1,683 (23%) | 3,106 (42%) | 7,481 (100%)

The percentage figures certainly suggest that it mattered little
to either side whether a settlement was obtained by arbitration
or-by direct action. Since the arbitrators were usually con-

1Ducksoo Chang: British Methods of Industrial Peace (Columbia Univer-
sity Press, 1936), pp. 167-8.
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cerned to find an award that would be sufficiently acceptable
to both parties to avoid a trial of strength, and thus to anticipate
its probable outcome, this is not surprising. It should be
realized, however, that after 1920 the use of the Industrial
Court was largely confined to particular industries, engineering
and shipbuilding, railways and other transport, civil service
and public utilities, which together were responsible for 791
awards out of a total of 963 between 1921 and 1932.

The use of arbitration in settling differences between
Government Departments and the Civil Service trade unions
on questions of pay and conditions of service merits separate
consideration. There is no law forbidding civil servants to
strike, but the nature of their employment hardly permits them
to do so without serious consequences. At first it was argued
that compulsory arbitration was incompatible with the Whitley
Council machinery, but in 1925 an agreement was reached
between the Official and the Staff Sides of the National Whitley
Council “that failing agreement by negotiation arbitration
shall be open to Government Departments on the one hand,
and to recognized Associations of Civil Servants . . . on the
other hand, on application by either party, in regard to certain
matters affecting conditions of service.”

Up to 1936 the Industrial Court was used for this purpose,
but in that year a special Civil Service Arbitration Tribunal
was constituted on similar lines. Only claims involving em-
ployees whose salaries exceed a fixed upper limit—at present
it is £1,300—may not be taken to arbitration except with the
consent of both parties. The Government also reserve the right
to refuse arbitration “on grounds of policy”’; in fact it has done
so only on one policy issue, that of equal pay for men and
women. Otherwise the subjects which are arbitrable are defined
in the agreement as ‘“‘claims affecting the emoluments, weekly
hours of work and leave”. Within these limits the Govern-
ment is pledged to give effect to the arbitration awards subject
only to the overriding authority of Parliament, an inevitable
constitutional qualification which is taken to mean that “the
Government will not itself propose to Parliament the rejection
of an award, once made’.1

1H.M. Treasury: Staff Relations in the Civil Service, 1949, p. 27.

G
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After the outbreak of the Second World War, a general
system of compulsory arbitration was superimposed on the
voluntary provisions for the settlement of disputes already
described. The 1940 Conditions of Employment and National
Arbitration Order—often referred to as Order 1305—prohibited
strikes and lockouts connected with trade disputes, with the
proviso that they were legal if the Minister of Labour, having
had the dispute reported to him, failed to take action within
three weeks to secure a settlement. It also established as a final
authority for the settlement of disputes a National Arbitration
Tribunal, normally consisting, for the purposes of any parti-
cular case, of three appointed members (including the Chair-
man) and two representative members, one from each of the
trade unions’ and employers’ panels. The Tribunal was
not intended to displace or to weaken the established practices
of collective bargaining or voluntary arbitration. Under the
Order the Minister was obliged to see that any existing joint
machinery suitable for settling the dispute was used before
referring the case to the National Arbitration Tribunal. Any
awards or decisions made as a result of such references by
the Minister of Labour, whether under any agreed procedure
or by the National Arbitration Tribunal, became legally binding.

On one point the power of the Tribunal to make a binding
award was challenged by a High Court decision. In what has
come to be known as the Crowther case in 1947 it was ruled
that the Tribunal had no power to make an award cqmpelling
employers to reinstate dismissed workers. The Lord Chief
Justice pointed out that even if employers in deference to an
award took men back into their employment, they could not
be prevented from giving them notice the next day.

The trade unions first accepted this system of compulsory
arbitration as a wartime necessity. They were not, however, in
spite of their various criticisms, generally dissatisfied with
its working. Many unions, particularly the smaller ones or
those with membership in poorly organized industries, were
thankful for the opportunity which it gave them to force
reluctant employers either to negotiate or to come before the
Tribunal and be bound by its award. So it came about that
there was no strong trade union demand for the withdrawal
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of the Order at the end of the war. The Trades Union Congress,
though refusing to commit itself in favour of compulsory
arbitration as a permanent arrangement, readily consented to
its temporary retention in the post-war years in view of the
economic difficulties which continued to confront the nation.

The following tables reveal the extent to which various
arbitration tribunals and other methods for settling disputes
have been used during the war and post-war years.

Number of Cases reported under the Conditions of Employment
and National Arbitration Orders in the period 1940-19491

Referred to National Arbitration Tribunal 1,645
Referred to the Industrial Court 107
Referred to other Arbitrators 125
Settled by reference to existing Joint Machinery 49
Settled as a result of other Ministerial action 96

Withdrawn or settled by agreement with the help
of Conciliation officers 1,539
Total 3,561

Various Arbitration Awards and Conciliation Settlements under
Ministry of Labour and National Service from 1939 to 1949t

A Single Civil
National Arbitrators, Service Conciliation
Year Industrial | Arbitration | Boards of | Arbitration | Settlements
Court Tnbugal Arbittr:twn, Tribunal

1939 25 - 10 11 100
1940 38 50 26 6 300
1941 71 120 43 3 550
1942 39 121 62 5 390
1943 41 195 95 7 350
1944 62 188 58 6 240
1945 46 142 34 4 220
1946 39 91 37 1 200
1947 43 132 29 2 227
1948 76 154 34 9 362
1949 48 188 51 16 403
Totals 528 1,381 479 70 3,342

1Compiled from the Annual Reports of the Ministry of Labour and
National Service.



100 TRADE UNIONS

Changing Significance of Strikes

At the end of 1950, according to the Ministry of Labour’s
records, about 80 per cent of all employees were covered either
by voluntary or statutory forms of wage regulation. The number
of them organized in trade unions was smaller, about 43 per cent.
In general male employees were far more strongly organized
than female employees, the comparative proportions being 53
and 23 per cent.

The growth of organization, the continued strengthening
and extension of the system of collective bargaining, and the
greater readiness to accept the methods of conciliation and
arbitration on both sides of industry has led to a decline in the
number of working days lost in disputes. The contrast between
the extent of industrial conflict before, during and after the two
world wars reveals the decisive nature of the change.

Working Days Lost in Industrial Disputes
(Annual averages in millions)

Pre-War Years War Years . Post-War Years
1910-14 16.1 1915-18 4.2 1919-23 35.6
1934-39 1.8 1940-45 2.0 1946-50 1.9

In the ’thirties it was already apparent that the majority of
trade unions no longer regarded the “strike weapon” as an
instrument of policy to be deliberately employed on a national
scale for bargaining purposes. At the same time ‘“‘the right to
strike’ had lost nothing of its importance; it remained for the
trade unions the fundamental condition on which their liberty
and influence were based. The prolongation of the life of war-
time Order 1305 created a strange situation. On the one hand
this Order, as we have seen, entailed the almost total prohibition
of strikes and lockouts and actually made it a criminal offence
for a worker to ‘“take part in’ an illegal strike (and for an
employer to ‘“declare or take part in” an illegal lockout). No
such drastic limit upon strike activity had previously been
imposed in peace time since the repeal of the Combination Acts.
On the other hand, with the repeal of the 1927 Trades Disputes
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and Trade Unions Act in 1946, the restrictions placed upon
strikes and lockouts by permanent legislation were slight.!

Not that Order 1305 prevented strikes from taking place.
In the ten-year period 1941-50, there were more than 17,000
industrial disputes leading to stoppages of work in the United
Kingdom, but most of them were strictly local in character and
of short duration, the average dispute involved less than 300
workers and lasted about four days.? There was in fact little
attempt to enforce the law against striking. During the war
years there were in all 109 cases of prosecution of workpeople,
involving 6,281 individuals, and two of employers for taking part
in an illegal stoppage of work. After the war it was not until
1950, when some of the leaders of a gas strike in North London,
which was causing the public considerable inconvenience, were
brought before the Courts, that the Attorney-General made use
of his powers. In justifying his previous reluctance to prosecute,
Sir Hartley Shawcross told the House of Commons:

“The law laid down by that Order . . . is not always easy to
apply to all industrial disputes in peace time. If one prosecutes too
soon it may only exacerbate the difficulties and impede the oppor-
tunities of settling the dispute by negotiation or arbitration.
Prosecution may result in the individuals proceeded against being
made martyrs in the opinion of their colleagues, and instead of
leading to the observance of the law it may produce even greater
disregard of it and so bring the law further into disrepute.”3

It is generally recognized that the threat of criminal prose-
cution is about the worst method imaginable for maintaining
industrial peace, and to maintain a legal prohibitionand notapply
it brings the law into disrepute. These considerations no doubt
led the Government to consider revising Order 1305. Moreover,
the prosecutions were causing trade union opinion to turn
against it. At the 1950 Trades Union Congress a resolution
moved by the National Union Railwaymen urging “the Govern-

1Striking in breach of contract is a criminal offence in certain circum-
stances for merchant seamen and for employees in public utility industries,
gas, water, and electricity, or for any workers whose action causes danger
to life or valuable property.

3More than half of the recorded strikes lasted less than a day.

3Hansard (House of Commons Official Report), 29th January, 1951.
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ment to discontinue immediately” the Order, though defeated
on the recommendation of the General Council, found strong
support, voting being roughly 2,500,000 for and 5,000,000
against. On 1st August, 1951, Order 1305 was replaced by a
new Industrial Disputes Order (S.I. 1951 No. 1376) after its
terms had been agreed by the British Employers’ Confederation,
representatives of the nationalized industries and the T.U.C.
General Council. The penal prohibition of strikes and lockouts
was abolished, but limited provisions for compulsory arbitration
were retained.

The Industrial Disputes Tribunal, which has taken the place
of the National Arbitration Tribunal—though similarly con-
stituted—considers “disputes’ and “issues” referred to it by
the Minister of Labour, and its awards become an implied
term of contract between the employer and the workers to
whom an award applies. The definition of a “dispute” given in
Order 1376 is narrower than that given to a “trade dispute” in
its predecessor and excludes the Tribunal from considering
disputes concerned with the employment or non-employment
of any person or the obligation of a worker to belong to a trade
union. The new term “issue” is used for a dispute as to whether
a particular employer should observe ‘“recognized terms and
conditions of employment” in the district. Employers are no
longer placed under a general and absolute obligation in this
respect, as they were when Order 1305 was in operation, but
since this obligation could then only be enforced by ap award
of the National Arbitration Tribunal, the trade unions appear
to have retained the substance of this support to their voluntary
efforts.

The other, rather complicated provisions of Order 1376 have
been designed ‘‘to strengthen the authority of existing voluntary
systems of negotiation and arbitration and to uphold the sanctity
of agreements and awards”. Disputes can only be reported to
the Minister for action by representative trade unions and
employers’ associations or by individual employers, and not as
previously “by or on behalf of either party to the dispute’. The
Minister has discretion to stay arbitration proceedings or to
refuse access to the Tribunal in the event of a stoppage of work
or a substantial breach of an agreement.
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Order 1376 may be regarded as a new and extremely im-
portant experiment in government intervention in the field of
industrial relations. It leaves both sides of industry free to
resort to ““direct action” but provides them with an alternative,
if their voluntary arrangements are inadequate or fail to secure
a settlement. It also leaves wide powers of discretion in the
hands of the Minister of Labour. How it will work out in
practice, whether it will succeed in minimizing industrial
conflict, remains to be seen.

Nearly all the “illegal” strikes which have taken place since
1940 have also been “unofficial”, i.e. they have not been sanc-
tioned or recognized officially by union executives. The problem,
why unofficial strikes occur, has therefore aroused considerable
public comment in recent years, much of which is remarkably
ill-informed. Statements about the causes of strikes are much the
same as statements about the causes of wars, bound to be wrong
if they attempt some universal explanation. It is difficult enough
to discover the causes of one particular strike, as these are rarely
confined to the matters allegedly in dispute. However, there are
one or two general observations on the subject worth making.

To begin with the problem of unofficial strikes is almost as
old as trade unionism itself, and an inevitable consequence of
its voluntary character. When a section of the membership feel
very disgruntled with a settlement which the union has obtained
or with the way in which their particular grievance is being
dealt with, they can hardly. be prevented from resorting to
direct action in the hope that their claims may receive more
attention. This is no more than the price of democracy and
sometimes it may be a healthy corrective to bureaucratic
lethargy or indifference. The one occasion on which a Minister
of Labour has ventured any information on the proportion of
unofficial strikes was before the introduction of compulsory
arbitration. In 1937, when the natural increase in militancy
which accompanies a trade revival resulted in a wave of strikes,
he told the House of Commons that over half of the strikes of
the previous year (and possibly a much higher proportion) were
unofficial—at least less than a quarter were known to be officially
supported.!

1Hansard, 1st July, 1937.
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Undoubtedly Order 1305 was responsible for some increase
in unofficial strikes and for straining union discipline. There
were some cases where the union leaders were not unhappy
about unofficial action since they hoped it would enable them
to drive a harder bargain. There were others where the workers
in one or more establishments, knowing that there was no
point in agitating within the union for a strike, decided to act on
their own account. But the remarkable thing about the strikes
which have taken place in the post-war years is their concen-
tration on particular industries as the following table shows:!

Workers involved in Strikes (per year) July 1945 to fune 1950

Industry In “principal” In all strikes
strikes
As 9% of As 9% of
. No. workers No workers
(1000) employed (1000) employed
Mining and quarrying 89.7 111 227.0 28.2
Coal mining 89.7 12.3 2264 31.0
Other mining and
quarrying + + 0.6 0.8
Textiles 31 0.4 7.2 0.9
Metal, engineering, ship-
building, etc. 51.4 1.5 103.0 3.0
Iron & steel and other
metal 5.5 0.4 25.5 1.9
Engineering 27.9 1.4 50.1 2.6
Shipbuilding and ship-
repairing 18.0 8.4 274 t 129
Transport 74.3 5.4 95.9 7.0
Railways 3.5 0.5 * *
Road passenger 23.8 8.4 » »
Road haulage 9.3 5.3 bt »
Docks 36.5 49.1 bt *
Other transport 1.2 0.6 * .
Building, decorating,
public works contrac-
ting, etc. 3.2 0.3 8.3 0.8
Clothing 2.3 0.4 6.5 1.3
Other industries and services 184 0.3 36.7 0.5
ALL INDUSTRIES 242.4 1.6 484.6 3.

1Kenneth Knowles: “The Post-War Dock Strikes” (Political Quarterly,
July~September, 1951). (“Principal” strikes are those mentioned in the
inistry of Labour Gazette.)

monthly lists published in the

tnil. *not available.
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This would appear to emphasize the need for seeking
explanations within the conditions and traditions prevailing
within each industry, and the trade unions concerned. The dock
strikes have been far and away the most dislocating and
disturbing conflicts in post-war Britain and have led on two
occasions to the Government making use of its Emergency
Powers, and employing troops to deal with perishable cargoes.
Out of 11,000,000 man days lost in the first five post-war
years (July 1945-June 1950) the transport workers then
accounted for thirty per cent, mainly in the big dock strikes,
and the miners for a little over a quarter. This may be
compared with the 10,000,000 working days lost in the last
five pre-war years (1935 to 1939) when the miners accounted
for more than a ‘half and the transport workers for about a
tenth.

One of the explanations frequently advanced for unofficial
strikes is communist agitation. That the communists have been
busy fishing in troubled waters in the post-war years is not
open to doubt, but the waters have first to be troubled. This
explanation, however much weight may be given to it, only
raises further questions. In one sense it is a truism that un-
official strikes reflect inadequacies from the workers’ viewpoint
in the machinery of negotiation or in union organization, but
sometimes a minority of trade unionists want to have their cake
and eat it, to retain the advantages of national bargaining and
collective agreements and yet to be free to resort to direct
action in violation of agreement when they are personally
dissatisfied.

In the case of dock strikes, however, the existence of a
strong unofficial movement, does suggest that the union con-
cerned, the Transport and General Workers, may have lost the
confidence of a substantial section of its dockworker membership.
Perhaps it is significant that this field of employment has seen the
one experiment in Great Britain, in which the trade unions have
been directly involved in an employing authority. The National
Dock Labour Board, composed in equal proportions of repre-
sentatives of employers and trade unions with an independent
chairman and vice-chairman, was set up mainly for the purpose
of administering a scheme to provide the dockers with a
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guaranteed weekly wage.! It undertakes to supply the employers
with labour and is responsible for registration, recruitment and
dismissal, payment of wages, welfare and discipline. Thus in
the eyes ‘of the workers the Board has virtually become the
“boss”’. In a letter to The Times (6th August, 1949) Mr. T.
Macpherson, a Labour M.P. and a member of the Port of
London Authority, bluntly expressed the dangers which arise
for trade unions in this kind of arrangement:

“The trade union leader duly arrives on the scene and he
turns out to be one of the employers—a paid member of the Dock
Labour Board. Can you wonder that the docker does not under-
stand it? He finds himself in dispute—rightly or wrongly—with
his employer, he pays a trade union official to represent his case,
and, lo and behold, when it comes to a fight his trade union leader
is defending the bosses’ point of view.”

After the docks, coal-mining has suffered most from
stoppages of work. Athough there has been a noticeable decline
in the amount of working days lost since the nationalization of
the industry, the number of strikes remains high. In 1950, coal-
mining was responsible for 863 stoppages out of a total of
1,338, and in every post-war year this proportion has been well
over a half. It is difficult to find any other explanation for this
fact than the traditional readiness of the miners to resort to
direct action; attitudes hardened by decades of bitter experience
cannot easily be changed, even by the best negotiating machinery
or the new responsibilities of the unions under public owner-
ship. In engineering, shipbuilding and ship-repairing the chaotic
state of the wages structure and the relatively bad union-
employer relations in the industries have probably helped to
engender local disputes.

If the reasons for unofficial strikes have to be sought in the
particular industries in which they have been most prevalent, at
least it is apparent that in general the significance of strike action
has changed greatly over the past thirty years. National agree-
ments and the acceptance of arbitration have tended to eliminate
the strike as a bargaining weapon in union strategy, used on a

1There are also local Boards which have no independent members.
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national scale to advance wage claims. Instead it has increasingly
become a form of local protest by a group of workers within a
union, either against the actions of the management in a parti-
cular establishment or against the decisions or settlements of
their own union.

Wage Movements and Wages Policy

One of the main concerns of the trade unions in their
separate bargaining activities has been to raise, or, in times of
depression to maintain the money wages of their members.
During the inter-war years, when there was chronic unem-
ployment, wage rates were relatively stable after the general
collapse of prices and wages from 1920 to 1922. In the years of
the Great Depression 1929 to 1933 the Bowley index for average
weekly wage rates showed a fall of some five per cent, which was
wiped out by 1937. Over fifteen year period, 1924 to 1939 the
total increase was no more than five per cent.

After the outbreak of war in 1939 unemployment was
rapidly reduced and from about 1941 onwards a condition of
full employment has been maintained. Since 1939 money
wages have risen considerably and continually. From 1939 to
1945 the Bowley index rose by fifty-three per cent, and from
1945 to 1950 by a further forty-three per cent. Average weekly
earnings have increased more rapidly than wage rates; in the
industries covered by the Ministry of Labour’s returns by 129
per cent in the period October 1938 to October 1949. At
the same time retail prices have also risen, from 1939 to
1950 by eighty-two per cent according to the index prepared by
the London and Cambridge Economic Service. A good deal if
not all of what the workers have gained in increased money
incomes through collective bargaining has been lost in the rising
cost of living. 'The amount of income tax paid by wage earners
has also increased.

In the full employment period wage movements have also
varied considerably in the different occupations and industries.
Whereas, from 1938 to 1949, in coal-mining and agriculture
average weekly earnings increased threefold, and in textiles
nearly as much, in printing and paper, in government industrial
establishments, and in road passenger transport—to take a few
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random examples—they were not doubled. The earnings of
women have risen more than men’s, and those of juveniles more
than adults. The wage rates of unskilled workers have risen
more than those of skilled workers; in building, for example,
the time rate of an unskilled worker was seventy-six per cent of
that of a skilled worker in 1939 and eighty-four per cent in 1950.
Generally workers employed on piece-work or some form of
payment by results, but especially in engineering and vehicles,
have done better than those employed on straight time-work.
In the main salaries have increased considerably less than
wages. Broadly it can be said that those workers whose earnings
were relatively low before the war, have received the greatest
increases and those whose earnings were relatively high, the
smallest.

It is not difficult to find an explanation for the general
upward movement of wages in conditions of full employment.
The bargaining power of the trade unions—and of individual
workers—is greatly enhanced and the resistance of many
employers to wage increases is diminished since they are
more able to pass on added wage costs through higher prices
without suffering any reduction in the volume of their sales.
Many of them may even be anxious to increase wages in order
to attract labour and increase their production.

Some of the reasons for the changes within the national
wages structure are also fairly obvious. The fear of unemploy-
ment compelled most wage-earners to stay in whataver jobs
they had. Some of the more arduous and less pleasant occupa-
tions remained among the worst paid, wages varying according
to ease of entry into the occupation, the prosperity of the
industry, the degree of organization among the workers and
other factors. The greater freedom which full employment
gives to wage-earners in their choice of a job changes this state
of affairs and tends over the years to establish a closer and more
equitable relationship between the remuneration attached to a
particular occupation and the sum total of satisfactions and
dissatisfactions which it involves. Hence the existence of under-
manned industries in post-war Britain. The labour controls,

1See “The Levelling of Incomes” by Dudley Seers (Bulletin of the
Oxford University Institute of Statistics, October 1950).
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which existed during the war, hampered this change but only
to some extent; in a democracy such controls cannot be made
so effective as to obstruct strong economic pulls.

It is important to note in connection with both these con-
sequences of full employment the particular influence of what
Lord Beveridge in his Full Employment in a Free Society called
the “competitive sectional” character of collective bargaining.
Unions have lived by securing wage advances and the prestige
of union officials still depends, at least in part, on their capacity
to obtain greater or earlier advances than their competitors.
Where any one union is in a strong position, for whatever
reasons, to force up the wages of its members, its example is
likely to be followed by other unions seeking to maintain the
customary wage relationship. This tends to make a wage
increase given at any one point in the system spread throughout
until it becomes general, thus discouraging the movement of
workers into those industries or occupations where they are
most needed and intensifying the danger of the vicious spiral
of wages and prices.

The shifts in the wages structure in the full employment
years may appear to invalidate this proposition. Certainly they
are evidence that trade unions do not bring as complete a
rigidity into wage relationships and the labour market as has
frequently been suggested. But the effect of maintaining com-
pulsory arbitration throughout the period, after its introduction
in July 1940, must be taken.into account. The trade unions
have been restrained, with their collective consent, from using
their bargaining power to the full. They have of necessity
resorted to arbitration to a far greater extent than in any
previous period, and the various arbitration tribunals, although
not subject to government direction, have naturally given more
weight to the national consequences of their awards than any
particular group of employers and trade unions would be likely
to do in arriving at a wage settlement.

During the war the policy somewhat misleadingly described
as ‘“‘wage stabilization” depended for its success mainly on the
pegging of a very imperfect wage-earners’ cost-of-living index
by food subsidies, rationing and price control and on the
acceptance by the trade unions of compulsory arbitration. By
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the latter half of 1947, however, it was evident that this wartime
policy was breaking down. The new interim index of retail
prices adopted in June of that year was providing a truer
reflection of the changes in the cost of living: it rose from 101
to 108 points in the six-month period, October 1947 to April
1948. Wage increases which were essential in the undermanned
industries were stimulating fresh claims elsewhere. Most trade
unions were acting on the assumption that restraint was no
longer necessary now that the war was over. Many employers
were ready to increase wages in order to attract labour to their
own firms.

In this situation the Labour Government felt that it had to
act if the whole of its post-war economic policy was not to be
placed in jeopardy. It had previously asked the T.U.C. General
Council to consider the subject of wages policy without ob-
taining any constructive response. To meet the problem of the
undermanned industries they had preferred to accept the re-
introduction of the Control of Engagement Order supported
by limited powers of direction, but this measure was not likely
to curb the rising level of wages. In February 1948 the Govern-
ment issued a White Paper, its Statement on Personal Incomes,
Costs and Prices. This came as a complete surprise to the trade
unions. The T.U.C. immediately lodged a protest with the
Prime Minister “against this departure from the established
practice of prior consultation”.

The White Paper was a declaration of policy couched in the
most general terms. While stating that “there was no justifica-
tion at the present time for any rise in incomes from profits,
rent or other like sources’” and recognizing that there might
“well be cases in which increases in wages and salaries would be
justified from a national point of view”, it declared that “each
claim for an increase ... must be considered on its national
merits, not on the basis of maintaining a former relativity
between different occupations and industries’’. Only the case
of the undermanned industries was mentioned as an
illustration. .

The T.U.C. General Council called a conference of trade
union executives to consider the White Paper and byasubstantial
majority the conference agreed that:
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. . . . the principles of the White Paper relating to wage move-
ments are acceptable to the Trade Union Movement to the extent
that they:

(a) recognize the necessity of retaining unimpaired the system of
collective bargaining and free negotiation;

(b) admit the justification for claims for increased wages where
those claims are based upon the fact of increased output;

(¢) admit the necessity of adjusting the wages of workers whose
incomes are below a reasonable standard of subsistence;

(d) affirm that it is in the national interest to establish standards
of wages and conditions in undermanned essential industries
in order to attract sufficient manpower; and

(e) recognize the need to safeguard those wage differentials

which are an essential element in the wages structure of many

important industries, and are required to sustain those stand-
ards of craftsmanship, training and experience that contribute
directly to industrial efficiency and higher productivity.”

The Government gave no indication of what it thought of this
interpretation of its policy. Taken severally, and without further
definition, it was obvious that the last four clauses would provide
grounds enough for most trade unions to argue that the satis-
faction of their wage claim was in the national interest.

But though the trade union movement had only pledged
itself to restrict its wage claims to those which were compatible
with the terms of its own declaration, in practice it went a good
deal farther. The attempt was madeand for a time successfully—
to hold back as far as possible all wage claims on the grounds
of the country’s difficult economic situation. The Ministry of
Labour’s index of full-time weekly wage rates which had risen
by six points in the year preceding June 1946, gained but another
four points during the following two years.

The Government proposed no sanctions for the enforcement
of its policy other than the threat to use its powers for controlling
prices to prevent the passing on to the consumer of any in-
creased wage costs which could not be justified by the principles
of the White Paper. This served to stiffen the employers’
resistance to wage increases but the burden of restraint fell
largely upon the trade unions, or more exactly upon their
leadership. The tentative approach to defining the terms of a
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national wages policy was not followed up. From time to time
there were references by Government spokesmen and trade
union leaders to the justification of wage increases for lower-
paid workers but even this one objective remained undefined.

The policy of voluntary restraint, buttressed by the con-
tinued voluntary acceptance of compulsory arbitration on the
part of the trade unions, was already breaking down under the
inevitable, internal union pressures when the pound was
devalued in September 1949. Devaluation administered a shock
to the trade union movement with the result that the T.U.C.
General Council after long deliberations produced a recom-
mendation in favour of what amounted to a wages standstill
until the end of 1950, providing the index of retail prices
remained within the upper and lower limits of 118 and 106. A
further conference of trade union executives called to consider
this recommendation in January 1950 approved it by so narrow
a majority, however, that it could not be put into operation. By
June the General Council had had their second thoughts and
sent out a statement to affiliated unions recognizing ‘“‘that there
must be greater flexibility of wage movements in the future”
but stating that they were “firmly convinced that there is no
formula which can be devised as to how this flexibility should
operate”. Three months later Congress met and decided by a
small majority (3,898,000 to 3,521,000 votes) to refer back the
section of General Council’s report containing this modified
advocacy of restraint. ‘

Clearly trade union consent is required for the introduction
of any control over wage movements. For this reason the Labour
Government understandably preferred to place the facts and
the problems before the leadership of the trade union movement
and to leave them to work out their own solutions. This had
the advantage of encouraging them to look at wages issues in
their full economic context.

It may have been hoped that if the trade unions were
collectively to adopt their own national wages policy, to which
they were prepared to subordinate their individual claims, the
dangers arising on account of the competitive, sectional aspects
of collective bargaining would be overcome. The example of
Norway has frequently been cited to show that this is possible
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once the unions are prepared to give sufficient authority to their
central body. For several reasons there is little promise of such
a development in Great Britain. The unions cling stubbornly
to their own autonomy in such matters; judging by the debates
in recent Trades Union Congresses any attempt to strengthen
the powers of the General Council would be decidedly un-
popular. Moreover, the conflicting interests of craft, industrial
and general workers’ unions within the movement are a serious
obstacle to agreement. It seems that a stronger initiative on
the part of the Government will be required if criteria and
methods are to be evolved which will permit the relative merits
of various wage claims to be judged within the limits set by
productivity changes. But such an initiative would have little
chance of success unless it were part of a total personal incomes
policy aiming at a fairer distribution.



CHAPTER VI
INDUSTRIAL DEMOCRACY

Demand for Workers’ Control

The Webbs concluded their Industrial Democracy with the
observation that ‘‘the very fact that, in modern society, the
individual necessarily loses control over his own life, makes
him desire to regain collectively what has become individually
impossible”. Unfortunately it seems also to be true that modern
society tends to destroy the individual’s confidence in his
capacity to control his own life and thus to weaken the feeling
of personal responsibility for his social environment. However,
the growth of trade unionism has undoubtedly contributed to
the awakening among wage-earners of an awareness of their
own dignity and importance, and this has found expression in
demands for more than a larger pay-packet and greater leisure.
There is a long tradition among British trade unions in favour
of the workers having some share in the management and control
of the industries in which they are employed, as well as in the
determination of their wages and working conditions.

Although theoretical syndicalism, of the type that once
flourished in France, was too rigid a doctrine to gain a hold in
this country, the idea of ‘“‘workers’ control” had found many
supporters among the militant trade unionists by the advent of
the First World War. In 1912 the South Wales miners published
The Miners' Next Step, which propagated the view that mines
should be run by the miners. In the unofficial shop stewards’
movement, which became a powerful force in the main industrial
centres during the war, the same ideas were current. Only in the
intellectual world did this wave of syndicalism find a theoretical
expression in that peculiarly British product, Guild Socialism,
which reached the zenith of its influence at this time.

Apart from the failure of the experimental Guilds which
were set up by trade unionists mainly in the building industry,
two events in the post-war years struck mortal blows at the

114
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syndicalist approach, the collapse of the Triple Alliance in
1921 and the General Strike of 1926. Neither invalidated its
principles, but syndicalists had preached the gospel of “direct
action” for the achievement of their ends and, so far as most
industrial workers were concerned, it had failed the pragmatic
test.

In the following years, under the leadership of Walter
Citrine and Ernest Bevin, the trade union movement adopted
a new approach to the control of industry. Industrial peace and
collaboration with the employers were gradually accepted as
desirable. Accordingly the unions were urged to declare that
the efficiency and prosperity of industry were their immediate
concern and on this basis of responsible partnership to stake
their claim for a greater say in management. The demand for
“workers’ control” had not been entirely abandoned but was
now being pressed in a context different from the one in which
it had been conceived. No longer linked with the doctrine of
class warfare, it had been placed on a more realistic footing
by the unions’ acceptance of responsibilities within the existing
economic order.

It was not until 1932 that the Trades Union Congress, which
had steadily been strengthening its moral authority, attempted
for the first time to state on behalf of the whole of the trade
union movement, the kind of industrial reorganization it should
seek to bring about. The proposals coincided with those which
in the Labour Party had found their strong advocate in Herbert
Morrison, whose Socialisation and Transport was published in
1933. The Public Corporation was the chosen form for those
industries considered “ripe for socialisation”. The T.U.C.
General Council’s Report in dealing with the composition of
the Boards which were to administer publicly owned industries
specifically stated:

“Members of such a Board should in all cases be appointed
by the Government, and should consist neither of technical
experts nor of representatives of particular interests, but of persons
appointed solely for their ability to fill the position.”

This point led to lively debates at both the Trades Union
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Congresses and the Labour Party Conferences in the next few
years. The critics—and they included Ernest Bevin and Charles
Dukes, the leaders of the two powerful general workers’ unions
—maintained that this did not meet the unions’ claim to a
measure of direct participation in management. The General
Council withdrew their report for further examination and pro-
ceeded, jointly with the National Executive of the Labour Party,
to draft a statement which recognized the claim of the unions to
nominate persons for appointment to the Public Boards. This was
given general approval by the annual conferences of both bodies
in 1933, although the Labour Party Conference also carried a
resolution declaring that the unions should have a statutory
right to a fifty per cent representation on the boards of national-
ized industries.

This particular conflict was not wholly resolved for another
decade. In 1943 the Trades Union Congress instructed the
General Council to prepare a comprehensive Report on Post-
War Reconstruction. Next year the report was issued and
accepted unanimously by Congress. It recommended that where
industries were nationalized the governing boards should
include members with a wide experience in the trade union
movement, but that these members “should surrender any
position held in, or any formal responsibility to the trade
unions”’. T'wo reasons were advanced for the recommendation:
(1) that the trade unions must retain their complete inde-
pendence—their right to bargain and criticize—and thi would
be endangered if they were previously compromised by the
participation of their representatives in the Boards’ decisions;
and (2) that control over the policy and direction of a public
industry must be exercised ultimately by Parliament as
representative of the whole community, and immediately by
individuals unfettered by any other considerations than those
of the public interest. At the same time the views of the trade
unions on the administration and management of the industries
should be taken into account by the formation of consultative
councils at all levels of organization, on which they should be
directly represented.

After the 1945 election victory of the Labour Party, when
the first nationalization Bills were being introduced in Parlia-
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ment, no substantial points of difference arose between the
Labour Government and the trade union movement. In fact the
proposed legislation closely followed the T.U.C.’s own proposals.
The first industry to be nationalized was coal-mining. Two
members of the original National Coal Board, appointed by the
Government, were trade unionists, and in the Act a statutory
obligation was laid upon the Board to establish and maintain
joint machinery for consultation with the unions on (1) questions
relating to safety, health and welfare; and (2) the organization
and conduct of operations on which coal-miners are employed
and any other matters of mutual interest. The National Union
of Mineworkers were wholly satisfied with this type of organiza-
tion, as indeed they are today.

Dissatisfaction with the organization of the nationalized
industries was first voiced in 1948 both at the Labour Party
Conference and at the Trades Union Congress. At the former
conference a resolution asking for ‘‘workers’ participation
through their trade unions in the direction and management of
nationalized industries at all levels” was supported by three
large unions, the Amalgamated Engineering Union, the Union
of Post Office Workers, and the National Union of Railwaymen.
The resolution was opposed by the National Union of Mine-
workers and the Transport and General Workers’ Union, and
was withdrawn on the understanding that the Labour Party
and the T.U.C. would have joint discussions on the subject.
At the Trades Union Congress a compromise resolution was
accepted which expressed “concern’ at the composition of the
Boards of the nationalized industries and demanded in effect
the inclusion of more trade unionists on them.

Obviously the idea of “workers’ control” was far from dead.
This was strikingly illustrated at the 1949 biennial conference
of the Transport and General Workers’ Union, where a resolu-
tion was carried by 433 votes to 170, despite the opposition of
the General Executive Council, “‘that trade union representa-
tives should be placed on these boards and executives (i.e. those
in the nationalized industries) with the right of the members to
recall such trade union representatives as and when considered
necessary’’. The same conference carried another resolution by
426 votes to 208 to exclude any member of the Communist
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Party from holding office in the union. The demand for direct
representation is voiced by the communists for their own
purposes, and in some cases—the Electrical Trades Union, for
example—the insistence upon workers’ control might be
explained as a result of their influence. A comparison of the
two votes at the Transport and General Workers’ Conference,
however, showed that there is still a large body of vocal trade
union opinion in favour of a change in the present method of
appointment to the Public Boards, which is not the product of
communist agitation.

At the 1949 Congress the T.U.C. General Council reported
the results of their promised investigation into the structure
and conduct of the nationalized industries. Apart from repeating
the suggestion that a higher proportion of the Boards’ members
should be drawn from the trade union movement, their report
was mainly concerned with advocating improvements in the
actual working of the consultative machinery. It emphasized
that, as far as possible, consultation should always take place
before policy decisions had been reached by management, that
trade unions and management should sponsor training in the
methods and purposes of joint consultation on an extensive
scale, and that more attention should be paid to improving the
procedures for promotion within the nationalized industries.
At Congress itself there was little debate on the subject and
the General Council have subsequently remained unchallenged
in their continued rejection of direct representation. ¢

Developments in Consultation

Whatever may be the state of trade union opinion today on
the old demand for “workers’ control”, in practice the trade
unions have extended their influence in industry, beyond that
which they exert through collective bargaining, mainly by
insisting that they should be consulted about matters previously
decided without their participation or consent. Arrangements
for consultation, involving the trade unions have been developed
at different levels of organization, for different purposes and
with different degrees of success. A term like “industrial
democracy” may be used to cover them all, but it is important
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to draw some distinctions. Broadly these arrangements fall into
three distinct, though inter-related categories:

(1) those constituted to assist government departments or govern-
ment agencies;

(2) those which exist between the trade unions and the employers,
private or public, in the various industries and services; and

(3) the provisions for joint consultation between management
and workers in individual establishments.

The third category is sometimes taken to be a part of the
second, but there are good reasons for considering them
separately.

The participation of the trade unions in the formulation
and execution of government policy has been dealt with in
Chapter IV.! This takes place at national, regional and local
levels, but because of the way in which the trade unions are
organized their influence here is greatest at the national level.
This kind of consultation developed mainly during the Second
World War and is a consequence of the growth of economic
planning and the ‘‘Welfare State”.

The idea of the trade unions and employers engaging in
joint consultation as well as collective bargaining was first
advanced officially by the Whitley Committee, with its recom-
mendation in favour of Joint Industrial Councils. That these
bodies, where they were formed, mainly served to extend the
provisions for collective bargaining has already been pointed
out,? but the original intention was to get away from the “cash
basis” of industrial relations by providing a single joint body
in which employers and trade unions would deal with all
matters of mutual concern with a common objective in mind,
the efficiency and prosperity of the industry. This rather
naive conception was challenged at the time by the five socialist
members of the committee in their proviso to the general
report. They stated that:

“ . . while recognizing that the more amicable relations thus
established between capital and labour will afford an atmosphere
favourable to industrial peace and progress, we desire to express
1See p. 63 See p. 87
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our view that a complete identity of interests between capital
and labour cannot be thus effected, and that such machinery
cannot be expected to furnish a settlement for the more serious
conflicts of interest involved in the working of an economic

system primarily governed and directed by motives of private
profits.”

The experience in the inter-war years appeared to confirm
this sceptical view. Significantly enough it was in the Civil
Service, with its security of employment and absence of the
profit motive, that “Whitleyism” found its main application.
Even here it gained but partial acceptance after many set-backs.
Mr. A. J. T. Day, the Chairman of the Staff Side of the Civil
Service National Whitley Council, has given an interesting
account of the way in which a change in attitude was brought
about on both sides.! “The machine took a long time to run in,”
he writes, “and it used to creak and groan to such an extent that
one sometimes wondered how business could get done atall. ...
It is very possible that if the agendas, minutes, committee
reports and so on of the National Whitley Council were searched
for, say, ten of the inter-war years, after the golden age of
1919-21, it would be found that of all the items dealt with the
Official Side provided scarcely one.” The Staff Side were left
to make the running and quite naturally they used it largely as
grievance machinery; between “each of the two sides as a whole
there was a good deal of suspicion and sometimes positively bad
feeling”. Mr. Day admits that he is not sure how thé change
came about, but states as a fact that:

“. ... just as the Official Side have shown themselves increasingly

willing to take the initiative in Whitley discussions on conditions
of service (I use the phrase in its widest meaning), so the Staff
Side have been more and more ready to devote time and thought
to questions affecting the efficiency of the Service rather than the
self-interest of their constituents—problems of manpower, train-
ing, recruitment, devolution and so on. More than one joint
committee at the national level in recent times has in consequence
been more in the nature of a working party than a coming to-

195:)See “Twenty-five Years of Whitleyism”, Whitley Bulletin, February
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gether of two contending sides. Thus the dual purpose for which
Whitleyism was instituted is being increasingly fulfilled with
advantage to administration and staff alike.”

In privately owned industry collaboration between trade
unions and employers is not without its social dangers. As far
as it is concerned with raising productivity or bringing about
more harmonious industrial relations it is all to the good, but it
can serve other purposes as well. A common interest may
develop between the trade unions and the employers in raising
prices or in discouraging innovations which would disturb
established interests. This has been one of the reasons advanced
for including independent members in joint bodies for improving
industrial organization.

The T.U.C.s 1944 Report on Post-War Reconstruction
recommended the setting up of Industrial Boards in privately
owned industries “composed of representatives of workpeople
and employers in equal proportion and an impartial chairman
and other independent members appointed and paid by the
Government”. Their main purpose, the report suggested, would
be “to interpret the industry’s requirements to the Govern-
ment and to apply the Government’s requirements to the
industry”. The Industrial Organization and Development Act,
1947, was an attempt to do something on these lines. It em-
powered the President of the Board of Trade to form Develop-
ment Councils and to assign to them any of twenty functions,
where he was satisfied that such a Council was needed in a
particular industry and a substantial number of those engaged
in it desired to see one established.

Although statutory bodies appointed by the Government,
the Development Councils are independent entities, acting
not only as a bridge between the Government and the industry
but also as a forum and clearing-house for ideas within the
industry itself. Their compulsory powers are severely limited
to three. They can raise funds by means of a levy on the industry
(subject to a maximum). They can require members of the
industry to supply certain information (subject to the consent
of the Minister). They can maintain a register of persons
carrying on business in the industry (but they have not the right
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to refuse registration or impose conditions on new entrants). By
the end of 1951 only seven orders had been made under the
Act, four of them setting up Development Councils in Cotton
(where there already existed the wartime Cotton Board with
similar powers), in Jewellery and Silverware, in Furniture and
in Clothing, and the other three making compulsory levies to
finance research in Lace and Wool, and for export promotion in
Wool. The slow progress has been due mainly to opposition
from employers’ associations.

In the case of those industries which have been nationalized
since 1945 the legislation placing them under public ownership
imposed an obligation on the management to arrange by agree-
ment with the appropriate unions for joint consultation on such
matters as safety, health, welfare and education and generally
on other matters of mutual interest, including efficiency. The
arrangements adopted have not followed anything like a standard
pattern. Some of them have preferred the Whitley model,
others have devised two separate procedures for negotiation
and consultation at all levels in their organization. It is not
possible here to explain these various arrangements or to
evaluate them.! To illustrate the contrasts, however, we can take
an industry, electricity supply, in which there is a fairly
elaborate and separate consultative procedure, and another,
road haulage, which so far has made a very cautious approach
to consultation.

In electricity supply there existed a Joint Industrial €ouncil
prior to the industry being nationalized. Its national and
regional councils have been retained for negotiating with the
manual workers’ unions; and works committees have been set
up, where they did not already exist, for dealing with grievances.
In addition separate negotiating procedures have been agreed
with the unions concerned for clerical and administrative
workers, for the technical engineering staff and for the managerial
grades. Representatives of all the trade unions catering for these
various groups of workers are brought together on the National
Joint Advisory Council and the District Advisory Councils

1For a critical study see H. A. Clegg: Industrial Democracy and
Nationalization, 1951.
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where they meet the appointed representatives of the Electri-
city Boards for consultation.

The Local Advisory Committees at the establishment level
vary in construction. Usually they are composed of the members
of the Works Committee plus elected representatives of the
non-manual workers and the representatives appointed by the
Board. Where large numbers of clerical and administrative
workers are congregated, however, their Staff Committee forms
the nucleus and elected representatives of other employees
are added. All workers’ representatives on the Works, Staff and
Local Advisory Committees have to be members of one of the
unions party to the agreements, but any person employed
within the sphere of a Local Advisory Committee is entitled
to submit items for inclusion on its agenda.

The staff of the Road Haulage Executive is divided into
three groups: operating and ancillary; maintenance and repair;
and the administrative, professional and clerical grades. Each
group has its establishment and regional committees and a
national negotiating committee and all three groups are
represented on a National Staff Council. The constitutions of
all these bodies at present limit their functions almost wholly to
negotiation, although the National Staff Council has set up
Joint Advisory Committees on Education, Welfare and
Efficiency.

The development of the practice of joint consultation in
individual establishments or their equivalent, i.e. in factories,
collieries, stations, depots or offices, merits separate consider-
ation, because it has its own special significance. It is here that
production takes place and relationships are formed among
all the different groups of workers, by hand and brain, who
co-operate together for the successful running of the enter-
prise. Joint consultation in the individual establishment is
essentially a method of management, indeed it has been aptly
defined as “management by consent”. Of course, the trade
unions are involved. Its practice is usually regulated or affected
by collective agreements and by the decisions taken by trade
unions and employers at higher levels of organization, but those
agreements and decisions alone cannot make it a reality.

The least successful of the recommendations of the Whitley
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Committee was the one advocating the formation of Works
Committees, representative of the management and workpeople
in individual establishments. Not all of them failed, but gener-
ally they were regarded with hostility both by employers and
by trade unions, the former fearing that they would tend to
restrict their managerial rights and the latter that they would
either become a substitute for trade unionism or else come into
conflict with official trade union policy. Some large concerns,
such as Rowntrees, Imperial Chemical Industries and Cour-
taulds, made a persistent effort to encourage their employees
to take an interest in matters other than wages, with a moderate
degree of success. But discussions on Whitley Works Committees
(or Councils), where they existed during the inter-war years,
were largely confined to welfare matters (ventilation, sanitary
arrangements, social activities, etc.) and usually took place in
an atmosphere of “benevolent paternalism”. The trade unions
took little or no interest in them, providing they did not trespass
on their functions.

During the early years of the Second World War the trade
unions demanded from the Government a more active produc-
tion policy. This led to a new experiment in joint consultation.
In 1942, national agreements were signed which provided for
the setting up of Joint Production Committees both in the
Royal Ordnance Factories and in privately owned engineering
works. The constitution of these committees was first settled
by the Ministry of Supply Joint Industrial Council and then an
agreement in similar terms was reached between Engineering
and Allied Employers’ National Federation and the manual
workers’ unions in the industry.

In one respect the J.P.C.s resembled the Whitley Works
Committees: the agreements laid down that they should not
“discuss matters which are trade questions such as wages and
like subjects, or which are covered by the approved machinery
for negotiation”. Their functions were limited to providing for
an exchange of views on matters “relating to production and
increased efficiency”. The new and important principle intro-
duced by these agreements was that only trade unionists could
be elected as the workers’ representatives on the committees
although all employees could participate in the ballot. Manage-
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ment appointed their representatives, who were not to exceed
the number elected by the workers. The committees also had
Joint Secretaries, one from each side. By June 1944 it was said
that as many as 4,565 J.P.C.s were operating in private firms
in the engineering and allied industries. Not all, or even a
majority of them were an unqualified success, but in some cases
they made a marked contribution to increased output. Pit
Production Committees were also formed in the coal-mining
industry, and in shipbuilding and in building and civil engin-
eering similar arrangements existed.!

After the War most of these Joint Production Committees
collapsed. There was no longer the same interest in co-
operation for the achievement of an overriding common purpose,
adequate supplies for victory. Yet the need for increased pro-
duction was as great as ever. In January 1947 the Government
brought up at the National Joint Advisory Council to the
Minister of Labour the question of reviving the practice of
joint consultation at the establishment level in privately owned
industry. The Council agreed to recommend to employers’
associations and trade unions, the setting up of joint consultative
machinery, where it did not already exist, subject to the
following qualifications:

(@) that such machinery would be voluntary and advisory in
character;

(b) that it would not deal with questions relating to terms and
conditions of employment which are normally dealt with
through the ordinary machinery of joint negotiation;

(¢) that it would be left to each industry, through its ordinary
negotiation arrangements, to adopt the form of machinery
best suited to its own particular circumstances, and to decide,
in particular, whether such machinery could best be established
at the factory level or cover a wider area—(author’s italics.)

Inquiries made by the Ministry of Labour showed that by
the end of 1949 in fifty-four main industries, twenty-six had
agreed to recommend the establishment of joint committees in

1The best account of these war-time developments is given in the report
prepared by the International Labour Office on Joint Production Com-
mittees in Great Britain, 1943,
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factory or workshop—thirteen of these had drawn up a model
constitution for such committees—and seventeen had decided
that initiative should be left to individual firms and work-
people. A further eight industries were of the opinion that
the existing joint machinery was adequate for dealing with
matters requiring joint consultation, and the remaining three
had not yet reached any conclusion.

In most large firms there is some provision for joint con-
sultation but progress has been slow in extending the practice
to the greater part of industry. It cannot be said that the
employers’ associations or the trade unions have put much drive
into the campaign, in most cases the initiative has been left to
both sides within the individual establishments. The main
impetus has come from the Government. The Regional Officers
of the Ministry of Labour and the Regional Boards for Industry
were asked to take an active interest in the matter and help in
the formation of Joint Consultative Committees where there
was a desire on both sides to form them and suitable agree-
ments existed. Slow progress on a voluntary basis has raised the
question whether the practice should be made compulsory by
law in all but the smallest factories, but both the employers’
associations and the majority of trade unions are opposed to this
course on the grounds that the necessary goodwill cannot be
created by legislation.

Productivity and Management .

The purposes which the trade unions follow in collective
bargaining are straightforward and have never been in doubt.
The same cannot be said about their attitude towards joint
consultation. There is still a good deal of confusion within their
ranks on the extent to which the trade unions should become
involved in managerial problems and this, in turn, arises from
uncertainty on the objects to be achieved. Some trade unionists
look on joint consultation mainly as a stepping-stone to workers’
control, as an opportunity for the workers to learn something
about management to prepare them for their future responsi-
bilities. There are others who regard any kind of co-operation
with employers, even in the nationalized industries, with doubt
and suspicion. In the main, however, joint consultation has
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been given an official blessing by the trade union movement in
the post-war years on the grounds that it will help to raise
productivity. This brings us to consider what has been perhaps
the most significant development in trade union policy in the
last decade, the growing emphasis upon production problems.

The attitude of the trade unions to management has been
changed by the existence of full employment. Whilst there was
chronic unemployment they could hardly be expected to display
much enthusiasm for new machinery and labour-saving
improvements in industrial organization, since they often had
good reason to fear that more of their members might become
unemployed as a consequence. In the inter-war years the
employment policies of the trade unions were either directed
towards sharing out the available work among a larger number
of people (a shorter working week, an increase in the school-
leaving age and the introduction of retirement pensions were
measures given prominence) or else tended to be sectional, with
those unions in a position to maintain them relying upon
“restrictive practices’” to protect the employment of their own
members. Full employment has helped, slowly but surely, to
remove the fears responsible for negative and indifferent
attitudes towards production. More than that, it has brought
with it a realization among the trade union officials that if they
are to maintain and improve the standard of living of their
members they must do something about promoting industrial
efficiency. .

How far this lesson has been accepted by the main body of
the active rank-and-file it is difficult to know, but leadership
has not been lacking. The T.U.C. General Council called a
special conference of trade union executives in November 1948
“to discuss how the level of productivity can be raised”, and
put forward some practical proposals which included:

“(a) focusing attention on shortages and bottlenecks so that they
may be overcome wherever possible;

(b) organizing national or local industrial conferences to be
addressed by leaders on both sides of the industry and appro-
priate research scientists concerned with the industry in
question, together with representatives of the Production
Efficiency Department of the Board of Trade;
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(¢) accelerating the formation of Joint Production Committees
under satisfactory conditions in the industry;

(d) reviewing the system of shop stewards and other work-
place representatives and seeking to raise their efficiency by
Training Within Industry courses or by other means;

(e) considering how far it is possible to take advantage of the
courses provided by existing agencies for instruction in
management and technical subjects;

(f) consulting the Committee of Editors of Trade Union
Journals, on the kind of material, technical or otherwise,
which would be of interest and value to the readers of those
journals;

(g) dealing with the production question at Conferences of
full-time Trade Union officials in each region, now held
annually in the autumn.”

The response to this appeal has certainly not been dramatic.
Some unions have shown a greater interest than others. But one
fact should not be forgotten: the trade unions have not insisted
on the restoration of many of the pre-war trade practices, which
they waived during the war, although they were fully entitled to
do so under the 1942 Act.! The following quotation, expressing
the views of a member of the Executive Committee of the
Amalgamated Union of Foundry Workers on the changes which
have taken place in the steel-founding industry, is probably as
characteristic as any of the forward-looking trade union attitude:

“We’ve got to realize (he said) that new technique§ are going
to break down a number of what used to be skilled jobs'into easier
processes, some less skilled, some requiring new kinds of skill
with machines. I served my time learning a skilled trade and I
can understand the feelings of a skilled man when he sees a job
that he spent a long apprenticeship in learning done mechanically.
We’re not going to get everything done at once, but as trade
unijonists we’ll find ways of getting our people to understand the
need for new developments.

We are not going to stand in the way but we do say that we

1The Restoration of Pre-War Trade Practices Act, 1942, placed upon
employers the obligation to restore trade union practices which had been
abrogated during the war period within two months of the conclusion of
the emergency. The main practices concerned were those connected with
the dilution of skilled labour and the demarcation of work among different
classes of workpeople.
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want a share in discussing and carrying out these developments.
If some of them mean a smaller labour force we’ll face it, but
we want a say in how men are going to be displaced, and we
want to do what we can to see that they are absorbed in other
jobs. I think that as trade unions we are beginning to be given
the kind of say we want in steel-founding. We believe that
everybody will benefit, and that our share will come in higher
earnings and better conditions.”’?

One expression of the trade unions’ post-war interest in
production has been their co-operation in the work of the Anglo-
American Council on Productivity, which has opened up new
opportunities for a useful exchange of experiences between
those engaged in all kinds of industrial employment in the two
countries. A particularly striking report? was produced by the
team of ten trade union officials sent to the United States by
the T.U.C. to study the part played by the American trade
unions “in the achieving and maintaining of the high average
rate of industrial productivity” in their own country and to
consider how far similar methods might be applied in Great
Britain. One of the main recommendations of the team was
that:

“Larger unions and federations should establish production
engineering departments and train production engineers for their
national or district offices to protect and further the widest inter-
ests of their members. The Trades Union Congress should have
a competent technical staff to give help and guidance in the esta-
blishing of union production departments and to provide direct
services to unions too small to engage their own staffs.”

In support of this recommendation it was argued:

“Where managements are progressive and seeking to use
‘scientific management’ techniques in a reasonable manner to
step up production, unions should be prepared to co-operate. If
managements try to be aggressive the need for effective trade union
action is accentuated—not to the point of resisting new develop-

1Manchester Guardian, May 18th, 1950. .
*Trades Union Congress: Trade Unions and Productivity, 1950.
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ment but to see that abuses are eliminated and that the inaccur-
acies of ‘scientific management’ are not exploited at the expense
of workpeople. Where managements are not sufficiently enter-
prising and progressive, are unwilling to step up efficiency or
extend markets through lower prices, then unions must press
them to do so.”

The T.U.C. published the Report without committing itself
to an acceptance of all its views and recommendations. It has
appointed a member of its staff as a Production Officer. It has
also started, as an experiment, its own training courses for shop
stewards and members of consultative committees in pro-
duction problems and management.

The bearing of joint consultation on productivity is obvious
enough. The opening paragraphs of the special supplement to
the Ministry of Labour’s Industrial Relations Handbook on
Joint Consultation in Industry, published in 1950, express this
clearly:

“The foundation of successful joint consultation is willingness
on the part of management to treat their employees collectively
as an intelligent and responsible force in the undertaking, able
to play their part in the more efficient performance of the work,
and to make their contribution to the solution of the problems of
common interest which arise. Where this attitude is sincerely
adopted by the management, it calls forth a corresponding spirit
of interest and co-operation from the workers. . . . While prac-
tical suggestions for improvements in methods of prodyction, or
in organization, will be, in themselves, of the greatest value, the
most important and permanent advantage to be gained from suc-
cessful joint consultation is the improvement of relations between
management and employees within the undertaking.”

Improved industrial organization—whether it takes the form
of rearrangement of plant, a better sub-division of jobs, well-
designed wage incentive schemes, the smoother flow of raw
materials, or any other application of forethought and scientific
knowledge to the process of production—is likely to meet with
resistance when the human relationships between management
and workers are bad and mutual confidence is lacking. Changes
need to be thoroughly explained and discussed before they are
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introduced so that the need for them is accepted by all concerned.
While in small establishments no special arrangements may be
needed for this purpose, some kind of formal machinery is
indispensable in firms of any size. This kind of “management
by consent” has been practised by a few firms for a long time,
because they believed in it. Full employment has made it a
practical necessity for many more; the sanction of the sack
having lost much of its power they depend to a far greater
extent on voluntary co-operation and must find ways and means
of securing it.

It may be asked why progress in developing joint consulta-
tion within the individual establishments has been so slow if
full employment has strengthened both the employers’ and the
trade unions’ interest in it. One reason comes immediately to
mind: it requires of a large number of people, managers, super-
visors, workers’ representatives, to change their ways; attitudes
hardened by years of experience are not easily altered, without
a great deal of conscious educational effort; and then only
slowly. But there are other reasons, and one of them—on the
trade union side—is the prevailing idea that joint consultation
is to be looked upon primarily as a method for raising produc-
tivity.

The workers’ claim to be consulted by management before
decisions which can appreciably affect their interests are taken,
is fundamentally a moral one. It rests on its own merits regard-
less of the economic result: as human beings they have dignity
and are entitled to respect. The worker’s interests in relation to
his work are manifold. He is concerned, of course, with its
permanence, with how much he gets for it, with how long and
how hard he has to work, that is in the terms of his employment,
which today in most cases are regulated by collective agree-
ments. He is also concerned with the way in which he is treated
by those who give him instructions, whether he is treated as an
inferior or as an equal with a different job. He may also be
interested in the way in which his work is organized, in the
kind of job he is given to do, not only from the point of view of
how much it pays, but whether it makes sense, whether his
time is being wasted, whether he may take some pride in the
result. These are all matters where conflicts of interest can
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arise between management and men, and many of these conflicts
cannot possibly be settled by the terms of a general agreement.
Yet they require to be regulated and a certain amount of
bargaining may have to take place.

Looked at in this way joint consultation is no more than a
logical extension of collective bargaining. To assume that the
former is all co-operation and the latter all conflict is dangerously
misleading. There are common and conflicting interests in
every community, and an industrial enterprise is a com-
munity, not a number of separate individuals working on
machines. In collective bargaining and in joint consultation
both common and conflicting interests are involved, and
influence the outcome of the deliberations. The real distinction
between the two methods is that collective bargaining leads to
a joint agreement between the employers and the trade unions
and joint responsibility for upholding its terms, whereas the
final outcome of joint consultation is a managerial decision,
for which management must take full responsibility, but one
which has been explained to the workers and which has taken
their reactions into account.

In practice joint consultation appears to have developed
most successfully at the establishment level where the close
connection between the subject matter of consultation and
negotiation has been recognized. One of the conclusions reached
by Sir Charles Renold in his interesting and valuable study,
Joint Consultation Over Thirty Years, a case study of his own
business experience, is that:

“The field open for discussion should include things that
really matter—not merely the ventilation of minor grievances
about amenities. One sure way to secure this is to recognize one
and the same body of workers’ representatives for both
negotiation and for consultation. Moreover the prestige and
sense of responsibility of the workers’ representatives can be
greatly enhanced if—like the shop stewards described—they
can be treated as the accredited agents of the trade unions
and negotiations conducted through them in the first instance
on matters usually handled direct with external trade union
officials.”’*
10p. cit., p. 121.
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The same point is made by T. R. Brown, writing about his
experiences as a shop steward with Joint Production Com-
mittees in the engineering industry during the war:

“Disputes are seldom caused by breach of written agreements,
but by the interpretations of what does and does not constitute
a change of practice. In the first J.P.C. of which I had experience,
workers’ representatives were composed of the senior shop
stewards of the seven main unions in the factory. These were
exactly the same people who met the management on strictly
trade union business and it was surprising the number of times
we had to resolve ourselves into a trade union meeting to ratify
something we had agreed upon as a J.P.C. That committee
operated very successfully for two years until an election was
held on the agreed constitution. Only two of the shop stewards
sought re-election, and were elected, but the committee soon be-
came a farce since practically everything attempted had to be
referred to the shop stewards for ratification; in the end the
management consulted the shop stewards before placing any-
thing before the J.P.C.”’1

To recognize the bargaining as well as the co-operative
nature of joint consultation does not imply that it should be -
a two-sided affair confined to the representatives of the manual
workers and of top management. Clearly the interests of all
classes of workers have to be considered and should therefore
be independently represented by delegates of their own choosing.
This aspect of joint consultation was admirably explained to
the House of Commons by Mr. George Isaacs when he was
Minister of Labour:

“The House will doubtless have noticed that when most
people talk about joint consultation in industry, the implication
invariably is that joint consultation is something between top
management and the rank and file operatives instead of being a
recognized managerial technique permeating throughout the
organization and embracing all levels of personnel; the directors
taking their immediate subordinates into consultation and those
subordinates acting similarly until the whole supervisory line,
down to the foreman, is brought effectively into the picture.

1%oint Consultation, a symposium published by the Industrial Welfare
Society, 1948, p. 63.
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In my opinion, the test of a genuine belief in joint consultation
is the degree of its universality in an organization, and not just
the existence of a joint committee with the manual workers only.
It cannot occasion surprise that junior members of managements
and foremen—all who form part of the production team, techni-
cians, draughtsmen, etc., should look cynically on a committee
where higher management bring the rank and file into the picture
to the careless exclusion of intermediate management and other
classes. In our view a joint works committee should be a joint
works committee and include representatives of everybody
employed in the firm, and not merely certain sections of them.’’?

Trade unions, representing all classes of workers, might
well regard the development of joint consultation as a further
step in the vindication of their members’ rights and not only as
a way of increasing production. Presented in that light it might
conceivably have a greater appeal to their active rank-and-file
than it seems to have had. While strengthening the trade unions’
influence on managerial practice, it does not weaken them in
exercising their basic protective function in the way that direct
representation on managerial bodies, through the acquisition of
dual loyalties, is liable to do. Indeed, it enables them to extend
their protective function far beyond what they have been able
to achieve in the past by the negotiation of agreements, if only
for the reason that the range of interests which can be protected
is greatly extended.

1Hansard, April 5th, 1950.



CHAPTER VII
POLITICAL ACTION

Changing Political Objectives

The close association between the British trade unions and
the Labour Party, which they helped to create, has meant that
in the past half century they have relied largely upon that party
for the realization of their political objectives. It was not always
so. When the Webbs wrote their Industrial Democracy (first
published in 1897) they contended that when the Trades Union
Congress

“. .. diverges from its narrow trade union function, and expresses
any opinion, either on general social reforms or party politics, it
is bound to alienate whole sections of its constituents. The trade
unions join the Congress for the promotion of a Parliamentary
policy desired, not merely by a majority, but by all of them; and
it is a violation of the implied contract between them to use the
political force, towards the creation of which all are contributing,
for the purposes of any particular political party. The trade
unionists of Northumberland and Durham are predominantly
Liberal. Those of Lancashire are largely Conservative. Those of
Yorkshire and London, again, are deeply impregnated with
Socialism.”’?

The resolution passed at the Trades Union Congress in 1899
which led to the establishment of the Labour Representation
Committee in the following year (it changed its name to that of
Labour Party in 1906) was carried by no more than 546,000
votes to 434,000. Moreover:

““The Parliamentary Committee of the Trades Union Congress,
including as it did many who were hostile to the entire project,
did not itself undertake the arrangements for the Conference,
but left them to a committee on which the Socialist societies were

11920.edition, p. 271.
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strongly represented. Consequently, these bodies, especially the
Independent Labour Party, were able to shape the proceedings
pretty much as they desired.’”?

Yet between 1900 and 1912 the trade union affiliated
membership of the Labour Party rose from 353,000 to
1,858,000, with the powerful Miners’ Federation deciding
to join the new party as late as 1910. The change in trade union
attitude, from a luke-warm interest in independent Labour
representation in Parliament to a firm commitment in support
of one political party, was more than anything else the result
of the Taff Vale and Osborne Judgments, a fact often expressed
in the aphorism that the House of Lords made the Labour
Party.

After the Taff Vale Judgment the unions faced the need
for legislative action to protect their funds from attack. When
in 1906 the Liberal Government was compelled under Labour
Party pressure to withdraw its own unsatisfactory measure in
favour of the Trades Disputes Act which met their demands in
full, the trade unions found that they could better rely on a
weak party in which their influence was strong, than a strong
party in which their influence was weak. The reversal of the
Osborne Judgment by the 1913 Trade Union Act? made it
possible for the trade unions to spend money on political
objects, if they met with their members’ consent, and thus
provided a legal basis for their relationship with the Labour
Party. '

1G. D. H. Cole: British Working Class Politics, 1832-1914, p. 155.

*The main provision of the Act was that political objects may become
part of the objects of a trade union only if:

(a) a resolution approving the proposal is passed by the Annual Delegate
Conference;

(b) the resolution approving political objects is then endorsed by a
ballot of all members;

(¢) a separate political levy is clearly introduced distinguishable from
ordinary subscriptions;

(d) any member who does not wish to contribute to the political levy
may contract out;

(e) all monies subscribed for political objects are paid into a separate
Political Fund; and

(f) all expenditure on political objects is paid out of the Political Fund
and in no circumstances out of general funds.
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The reorganization of the Labour Party in 1918 trans-
formed it from a federation, able to act only through its
affiliated societies, into a full-blooded political party with an
individual as well as an affiliated membership, and with local
organization of its own in every parliamentary constituency.
It also accepted for the first time a socialist objective:

“To secure for the producers by hand or by brain the full
fruits of their industry, and the most equitable distribution
thereof that may be possible, upon the basis of the common
ownership of the means of production and the best obtainable
system of popular administration and control of each industry
and service.”

Nevertheless the effect of the new constitution was to strengthen
the influence of the trade unions within the Party. The experi-
ences of the war had made a deep impression on trade union
opinion and the new generation of trade union leaders had no
qualms about supporting so general and indefinite an expression
of socialist aspiration.

Up to the General Strike, however, the main emphasis
in the trade union world, at least on the part of those who
looked beyond “pure and simple” trade unionism, was upon
“workers’ control” and its achievement by industrial action.
What happened during the short period of office of the first
minority Labour Government in 1924 did little to convince
the trade unions that they should place their faith in Parliament
for the achievement of their ends. Yet it was the lessons drawn
from the wage conflicts of the post-war years which subsequently
led the British trade unions to become more deeply involved
in politics. If in the past they had, as the Webbs suggested,
used the method of legal enactment to extend and safeguard
their rights and for the same protective purposes as collective
bargaining, after the “new approach” had been adopted in
the Mond-Turner conversations, political action gradually
became the means of extending their influence within the broader
field of current economic policy. The limits to what could be
achieved by a readiness to strike in adverse economic conditions,
falling prices and mass unemployment, had been painfully
demonstrated between 1920 and 1926. They now came to
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recognize that even for the successful fulfilment of trade union
functions it was necessary to concern themselves with what
Walter Citrine, as General Secretary of the T.U.C., described
as the “politics of industry”.

In the lectures which he delivered at the T.U.C. Summer
School in 1929 can be found a statement of what became the
guiding conception in the next two decades. The development
of the economic system, Citrine argued, was towards con-
centration of ownership and central direction of industry. This
emphasis on the regulative as opposed to the competitive
principle should, he said, be welcomed by trade unions.
Without it the control of industry which they had advocated
would be impossible; with it their claim to participate in such
control would be irresistible. The unions should boldly declare
that the efficiency and prosperity of industry were their im-
mediate concern and for this reason demand a greater say in
deciding how it was to be conducted.

This general approach could be interpreted in two ways,
very different in their social significance. The regulative prin-
ciple could be applied by capitalist monopolies conceding a
kind of junior partnership to the trade unions in their industries
but excluding public influence—a policy euphemistically
described as “industrial self-government” in the manifesto
of 120 leading industrialists issued during the Second World
War—or by the Government through measures of nationaliza-
tion, public planning and control with the co-opejation of
both sides of industry. Within the trade union world there
were forces pushing in both directions. How far it was the
unions’ association with the Labour Party which prevented
them from following the former course may one day be
revealed when the necessary research has been undertaken.
The T.U.C’s 1944 Report on Post-War Reconstruction
certainly showed a decided preference for Public Control,
as the following extract serves to illustrate:

“The modern economic system bears little resemblance to
the laissez-faire form of capitalism of a century ago. Before the
present war it was a system subject to a considerable amount of
control exercised in many cases by private individuals and
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organizations and not infrequently in a manner in which public
responsibility was not clearly defined or accepted. Technical
development and the greater complexity of economic relationships
have made higher forms of business organization advantageous
and, indeed, inevitable, but the concentration of economic power
in private hands, which so far has been a consequence of this
development, brings with it dangers of which the whole com-
munity is now acutely aware. Although the supporters of private
enterprise still frequently plead their cases in the name of free-
dom, it is now abundantly clear that the liberty of the individual
is most endangered by a system of unrestrained private enter-
prise.

Equally fallacious is the claim that only free private enter-
prise can provide a rising level of industrial efficiency. On the
contrary the development of scientific research and productive
technique and, even more, their full utilization to meet the needs
of the people, have been continually hampered on the one hand
by lack of industrial co-ordination and organization, and, on the
other hand, by the restrictive policies of private monopolies. One
of the strongest arguments for the transfer to public ownership
of key industries and for the introduction of those other forms of
public control which we propose is that these changes are essential
for efficient industrial organization and to ensure that industrial
efficiency serves its proper purpose of improving the standard of
life of the community. A controlled economic system is a modern
necessity in advanced industrial communities. The choice before
us is not between control or no control, but, in principle, between
control by public authority responsible to the community, or
control by private groups and persons owning a final responsibility
to themselves alone and, in detail, between degrees of control
and types of control.”

Links with the Labour Party

It would be a mistake to assume that because today many
trade unions stand solidly behind the Labour Party they have
forfeited their independence or weakened their function
as trade unions. The ties between the unions and the Party
are exceedingly complex, which may explain the conflicting
views advanced in regard to this relationship. Sometimes it is
alleged that the trade unions control the Labour Party and at
other times that the Labour Party controls the trade unions.
In fact neither proposition is true.
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Naturally the trade unions have an influence on Labour
Party policy, but theirs is one influence among several and it is
not uniform in character. On the whole it is probably more
negative than positive: it would be difficult for the Labour Party
(or a Labour Government) to disregard any strong and widely
held trade union opinion, but policy, except in those matters
with which the unions are intimately concerned, is rarely
initiated by the trade union wing of the Party. The trade unions
for their part are usually careful not to act in a way which would
injure the Labour Party’s prospects, but there is no merging
of identities. The Trades Union Congress, which represents
them collectively, is very much a separate entity, following
political objectives derived from basic trade union purposes.
Thus it is not uncommon for the Trades Union Congress and
the Labour Party to take a different view upon a subject,
although they then endeavour to reach agreement, or at least
to avoid any violent conflict in public. All this becomes clearer
when we look more closely at the nature of the ties between
them.

Not all trade unions affiliated to the Trade Union Con-
gress are also affiliated to the Labour Party. With the excep-
tion of the Civil Service unions other than the Union of
Post Office Workers, however, most of the hundred or so
T.U.C. unions not affiliated to the Labour Party are small, the
largest being the National Union of Hosiery Workers with
37,000 members. The total membership of the Labour, Party in
1949 was 5,716,947, its individual membership amounting to
729,624. In the same year the trade unions paid in affiliation
fees £125,828 out of a total of £144,884, and £148,315 to the
General Election Fund out of a total of £156,286. The Labour
Party at headquarters is thus greatly dependent upon the trade
unions for its income.

In the past thirty years the trade union membership of the
Labour Party has been particularly affected both by changes in
the total number of trade unionists and by the 1927 Trade
Disputes and Trade Unions Act and its repeal in 1946. Under
the 1913 Act trade unionists who had other party allegiances,
or who for other reasons did not wish to contribute to the
political funds of their unions were able to “contract out” of
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paying the political levy. The 1927 Act reversed this procedure;
members of unions who wished to pay the political levy had to
“contract in” by signing a written undertaking to this effect.
With the repeal of this Act there was, of course, a return to the
previous practice. The combined effect of the two factors can
be observed in the following table:

Trade Union Membership Total Membership of

of Labour Party Trade Unions
(in millions) (in millions)
1920 .. .. 4.3 8.3
1927 .. .. 3.2 4.9
1928 .. . 2.0 4.8
1934 .. . 1.9 4.6
1946 .. .. 2.6 8.8
1947 .. .. 4.4 9.1
1949 .. .. 4.9 9.3

The table makes it necessary to draw attention to a significant
development in the period of ‘‘contracting in”’: when after 1933
trade union membership began steadily to increase, the propor-
tion of members paying political levy declined considerably. In
the case of registered trade unions with political funds this
proportion fell from 57.7 per cent in 1934 to 41.8 per cent in
1943 after which year it began to increase again, jumping up to
nearly 91 per cent in 1947 after the repeal of the 1927 Act. The
failure of the Labour Party support to keep pace with rising
trade union membership was particularly marked in the general
workers’ unions. In 1937, 71 per cent of the T.U.C. affiliated
membership of the National Union of General and Municipal
Workers was affiliated to the Labour Party, but by 1946 the
proportion had fallen to 30 per cent; the corresponding figures
for the Transport and General Workers’ Union were 57 and
37 per cent.

The practice of “contracting in”’ revealed more clearly the
varying degrees of political interest in the different ynions, since
the proportion of members paying politighl levy'thqn varied



142 TRADE UNIONS

greatly. In 1946, the last year which can be taken, it was
as high as 85 per cent in the Railway Clerks’ Association
(now theTransport Salaried Staffs’ Association) and 77 per
cent in the National Union of Mineworkers, but as low
as 17 per cent in the Amalgamated Union of Building
Trade Workers and 15 per cent in the Electrical Trades
Union.

The amount of political levy also varies from union to union.
The Transport and General Workers’ Union collect 1s., the
National Union of Mineworkers 2s., the National Union of
Railwaymen 2s. 2d. a year, and the Transport Salaried Staffs’
Association 4s. 4d. a year. Only 6d. of this is paid into the Labour
Party headquarters’ funds. Of the remainder a part is retained
by union headquarters, which is used inter alia to give
financial support to the union’s Members of Parliament
and to the candidates whom it is sponsoring in elections.
A part is returned to area committees or branches for such
purposes as the payment of affiliation fees to local Labour
Parties.

The greater part of the trade union group of Labour
candidates is sponsored by the miners, the railway workers and
the two general workers’ unions. Both in the 1945 and 1950
General Elections they accounted together for more than two-
thirds of the total. The particular interest of these unions in
the method of legal enactment and in nationalization is
probably the main explanation for their ¢ weighty
representation.

The practice of sponsoring candidates for Parliament has
been a part of trade union practice since 1874. With the creation
of the Labour Party they gradually came under its banner,
although the National Union of Teachers, which is not
affiliated to the T.U.C., follows the practice of sponsoring
candidates in all political parties. On the whole the trade union
sponsored candidates tend to get the safer seats because the
unions are disinclined to spend their members’ money on
supporting a candidate whose chances are slight. Consequently
the smaller the number of Labour M.P.s returned, the larger is
the proportion of trade union members, as the following table
shows.
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Trade Union Sponsorship of Labour Candidates
in General Elections

Candidates
No. of Number Per- returned as
Labour returned centage percentage
Candidates returned of total
returned
1950 Election
Trade Union 140 110 78 35
Others 472 205 43 65
315
1945 Election .
Trade Union 125 120 96 30
Others 478 273 57 70
393
1935 Election
Trade Union 128 79 62 51
Others 424 75 18 49
154
1931 Election
Trade Union 129 32 25 70
Others 362 14 4 30
46
1929 Election
Trade Union 139 115 83 40
Others 430 172 40 60
287

The Times, January 31st, 1950, and Report of 1950 Annual Conference
of Labour Party.
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At the Annual Conference of the Labour Party the trade
unjons on the basis of their affiliated membership command an
overwhelming majority of the votes. Formally it might seem
that policy were entirely in their hands. During the ’thirties
representatives of constituency parties protested strongly against
the domination of the Party by the trade unions as a result of
their “block vote”.! This led to some changes in the Labour
Party constitution in 1937; the constituency party representa-
tion on the National Executive was increased from five to
seven and they were given the right to elect their representatives
separately. Since then there has been no strong drive for con-
stitutional reform. In practice policy-making is left very much
in the hands of the National Executive and the political leaders
of the Party, and on controversial issues the trade unions rarely
vote the same way. A study of Conference reports shows that
differences of opinion and voting on resolutions cut right across
the division between the trade union and local party delegates.

On the National Executive the trade union representation
is weaker; they elect twelve out of a total of twenty-seven
members, although this also includes five women representa-
tives who are elected by the Conference as a whole. Further-
more, the political leaders of the Party usually have a greater
influence on the decisions than the trade union representatives,
because of their greater standing in the movement and more
intimate knowledge of many of the matters under discussion.

Few of the leading officials of trade unions gttempt to
enter Parliament. Many unions have a rule whicz prevents
them from doing so. In 1950 only one member of the T.U.C.
General Council was an M.P., and even among the twelve
trade union members of the Labour Party Executive only
three sat in Parliament.

In practice then, there is a fairly clear division of functions
between the trade unions and the Labour Party. The T.U.C.
and the Labour Party, although their headquarters are located
in the same building, lead a surprisingly independent existence,
sharing only a common library. The Policy and Publicity

In a card vote the trade unions’ voting strength is based on their

affiliated membership; that of the constituency parties only on their
individual membership.
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Sub-Committee of the Labour Party Executive includes two
liaison representatives from the T.U.C. General Council, and
the Economic Committee of the T.U.C. two representatives
from the Labour Party, but that is all there is in the way of
organizational ties, apart from the National Council of Labour.

This is the most important formal link between the Labour
Party, the Trades Union Congress and the Co-operative Union,
and is composed of eight representatives of each, including
the three joint chairmen and secretaries. One of its stated pur-
poses is “to endeavour to secure a common policy and joint
action, whether by legislation or otherwise, in all questions
affecting the workers as producers, consumers and citizens.”
It does from time to time issue common declarations of policy
but largely it serves to settle differences of opinion arising be-
tween the three main sections of the labour movement and to
keep them informed on one another’s activities.

Opposition to Communist Penetration

Tolerance is recognized to be one of the most firmly
entrenched of British traditions. The idea that anyone should
be discriminated against for holding certain political opinions
is generally regarded with abhorrence. This is particularly true
within the labour movement, where the term ‘‘heresy-hunting”’
immediately arouses strong emotions of opposition and resent-
ment. Tolerance, however, has its limits and cannot reasonably
be carried to the point of self-destruction. An unscrupulous
minority must be prevented from exploiting the tolerance of
the majority in order to gain the power which will enable it
to give its own intolerance full reign. Towards the end of 1948
the T.U.C. General Council decided that the time had come
to take more vigorous action than before against the dis-
ruptive activities of the communists within the trade unions.
Commenting on the statement Defend Democracy—Communist
Activities Examined, which the General Council issued after
their meeting in November of that year, Sir Vincent Tewson,
the General Secretary, said: ‘We have been patient, perhaps
too patient. But we shall fight this issue through to a finish.”

This was not the first time that Congress had to tackle
the problem. In the late ’twenties, when the Communist

K
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Party acting on the instructions of the Red International of
Labour Unions was attempting to establish breakaway organiza-
tions, the trade unions were warned to be on their guard against
disruption. The failure of this tactic led the communists to
renew their efforts at infiltration, which were concentrated
mainly on the local trades councils. The development became
sufficiently serious for the T.U.C. to issue in 1935 a circular
threatening to withdraw recognition from trades councils
which accepted delegates “in any way connected with either
communist or fascist organizations or any of their ancillary
bodies”. Frustrated by this decision, the communists then
concentrated their efforts on conducting a campaign to secure
affiliation to the Labour Party, a tactic which also failed.

It was in 1939 that the Communist Party of Great Britain,
having learnt something from past failures, set out to capture
positions of influence within individual trade unions in a
more gradual and systematic fashion than before. Although
the policy of the Party continued to twist and turn in order
to conform with the requirements of Soviet Russia, the new
tactic met with greater success. As the T.U.C. pointed out in
its statement on The Tactics of Disruption, the communists
sought influence within the trade union movement from 1939
to 1941 for the purpose of ‘“‘stopping the war’’ and from 1941 to
1945 for the purpose of ‘“‘winning the war”’; from 1945 to 1947
they were concerned with securing acceptance for the policy of
increased production and from 1947 to the present time with
magnifying industrial grievances in order to impede prfoduction
by stoppages of work. Throughout all these changes, the com-
munists have always presented their current party “line” not as
communists but as trade unionists anxious to protect the interests
of the workers, an attitude which many militant trade unionists
in their ranks or influenced by their propaganda have no doubt
sincerely held.

The conditions brought about by the Second World War
favoured their efforts. Branch meetings were poorly attended
by workers exhausted by long hours of work and the strain
of air raids. Many of the younger, able candidates for union
office were away in the Forces. A small, but well-organized
faction working within a union was often able to capture enough
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votes to place its own men in key positions. Thus the picture
at the end of 1947 was roughly as follows. Taking the seventeen
largest trade unions in Great Britain, with a membership of
more than 100,000, it was reckoned that the communists and
their supporters had won sufficient representation on the execu-
tive bodies to control or nearly control four of them, to have
an appreciable but not formidable influence on six, while in
the remaining seven they did not count at all.?

Since then there has been a steady and considerable decline
in their influence within the trade unions. The decision of
the T.U.C. in 1948 to take action against the communists was
not the result of any recent increase in their strength, but was
brought about mainly by the formation of the Cominform and
its efforts to hamper economic recovery in Western Europe.
Having no executive authority over its affiliated organizations
the T.U.C. could do little more than keep them informed on
communist activities and ask them to consider whether they
could continue to trust communists to occupy important
positions of responsibility.

This kind of leadership the T.U.C. has given and, on the
whole, it has met with a favourable response. But only a few
unions have decided to exclude communists from holding
office. The National Union of General and Municipal Workers,
the National Union of Boot and Shoe Operatives, the National
Society of Operative Printers and Assistants and the National
Union of Tailors and Garment Workers had all adopted rules
or decisions to this effect in the late ’twenties, but the last-
named reversed its decision in 1942. The British Iron, Steel
and Kindred Trades Association had carried a similar resolution
by a majority of its quarterly conference of officials in 1935.
After the T.U.C.’s more recent campaign the only large union
which decided to change its rules and exclude communists
from office was the Transport and General Workers’ Union,
nine of whose full-time officers were dismissed in 1950 because
they refused to sign a form that they were not members of
the Communist Party.

The communists are not alone in acting as an organized
influence within the trade union movement. Conservatives,

1See The Times, February 9th, 1948.
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Liberals and Roman Catholics all have some kind of organiza-
tion to advocate their own industrial policy within its ranks.
There has never been any suggestion that such activities
should be suppressed even within unions that are affiliated to
the Labour Party. Admittedly these bodies do not appear to
have much effect on union policy, although the Associations
of Catholic Trade Unionists which have grown up in every
diocese since 1945, have played an active part in trying to
eradicate communist influence, and might be used for other
purposes.

There are obvious dangers in political discrimination but
the communists have been singled out for special attention
because of the harm they were doing to the trade union move-
ment. By their incitement and support of unofficial strikes
they endanger the machinery of negotiation and impede
economic recovery; by their encouragement of any and every
wage demand they obstruct the approach to a more responsible
wages policy; and by the use of unscrupulous methods and the
exploitation of branch meetings as a field for political agitation
they weaken trade union democracy. Their lack of political
success in Great Britain has caused them to concentrate their
efforts on industrial agitation. Here there are always legitimate
grievances to exploit and not a few communists have good
trade union records which they maintain by sacrificing, on
occasions, the party line to their union loyalty.



CHAPTER VIII
RELATIONS WITH THE STATE

IN all highly industrialized countries the kind of relationship
which should exist between trade unions and the State presents
one of the leading social problems of our time. In Great Britain
it has been solved up to a point in our traditional, empirical
fashion. The relationship, as we have seen, has passed through
three successive phases: hostility, toleration and finally, partner-
ship. Today the British trade unions are on the whole “with
but not of” the State. In other words the partnership has two
equally important and only apparently contradictory features:
independence and interdependence.

This is true in all the three main fields of union activity,
in industrial relations, in economic government and in party
politics. In the exercise of their primary function, the improve-
ment of the wages and working conditions of their members,
the trade unions have never rejected the assistance of the State,
which they have received to an increasing extent, but they have
always regarded it as subsidiaty to their own efforts. In the
design and application of the nation’s economic policy, the self-
assigned role of the trade unions is a consultative one. They
have no veto rights. Formally they can only advise, but their
very independence gives them the strength to challenge the
Government effectively when the need arises. Finally, despite
their close association with the Labour Party, they neither
control it, nor does it control them. Thus even in this relation-
ship there is both independence and interdependence.

That such a partnership is essential to the survival and
development of democracy in the modern world is evident if the
possible alternatives are considered. The State and the trade
unions might co-exist as independent powers in a condition
of open or concealed warfare. This was roughly the position
in Great Britain between 1920 and 1926, although it could be
said that the foundations of the present partnership had already
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been laid. Neither the workers nor the community as a whole
gained anything from this. Today it would be an unmitigated
disaster, and would lead perforce to one of the other two
possibilities: either the State conquers the trade unions, or
the trade unions conquer the State. The first course ends in
some kind of totalitarian system. Whether the unions are
destroyed, as under fascism, or turned into instruments by
which the State controls the workers, as under communism,
matters little in terms of democratic freedom and human
dignity. The second course, the dream of the revolutionary
syndicalists, commands few supporters today, if only because
it is known to be a dream that can never become a reality. The
State has social functions other than those which trade unions
can perform and cannot be dispensed with.

All democratic States have recognized independent trade
unionism as an essential social institution, and are accordingly
working towards some form of partnership. What is striking
about the relationship in Great Britain is how little it has been
regulated by legislation. With the repeal of the 1927 Act,
which seriously limited the freedom of the trade unions, the
control exercised by the State over the domestic affairs and
industrial and political activities of the trade unions is relatively
slight and is no more than the trade unions themselves desire
for the sake of the security of their organization and the pro-
tection of their members. In short, the partnership depends
less upon institutional arrangements than upon thg¢ way in
which they are worked.

The change in the relationship between the trade unions
and the State in Great Britain has come about more by a process
of learning from experience than by conscious design. The
trade union movement, because it answered a profound need
on the part of the industrial workers, possessed an inherent
vitality which defied suppression. As it gained in power it
compelled both the employers and the State to recognize its
existence and to come to terms with it. This development
was accelerated by two world wars in which the bargaining
strength of the workers was greatly enhanced. The trade unions
know and are not likely to forget that their rights and their
achievements have largely been won by their own strength.
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They will not be willing to surrender their independence,
to merge their organization into the machinery of government
or to accept any outside control over the exercise of what they
regard as their essential functions.

At the same time the character of the State has changed
partly as a result of their political action. A century ago, when
political power was exercised exclusively by representatives
of the moneyed and landowning classes, the Marxist, or rather
the Leninist view that the State was simply and solely an in-
strument-for the domination of one class by another had its
appeal. The extension of the franchise, the creation and
growth of the Labour Party, the abandonment of laissez-faire
in favour of a more planned and controlled economy have
altered the picture considerably. Class society may not have
disappeared, but there is no necessity to use dubious, jingoistic
arguments to persuade the workers that in this State they have
something to defend. They know it, and the communists have
had very little success in trying to persuade them of the con-
trary. Thus their organizations, the trade unions, have no hesita-
tion today in co-operating with the Government, even though
they retain the right to criticize and where necessary oppose
it. Moreover they have been accorded a position of influence
in the development of the nation’s economic policy and have
no need to rely entirely on defensive action.

Yet certain problems remain unresolved. One of them is the
attitude which should be taken to compulsory trade union
membership. As long as the compulsion exercised on non-
unionists came essentially from their fellow-workers, who
refused to work alongside men who endangered their own
standards, it was no more than a means of self-defence.
But the growth in the political influence of the trade
unions has raised a new problem, whether the power of the
State should be used in any way to enforce trade union
membership.

The decision towards the end of 1950 of the Durham
County Council, which has a strong Labour majority, to insist
that all their employees join their appropriate trade union on
penalty of dismissal was a case in point. This action caused
adverse public comment and was strongly opposed by the
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National Union of Teachers and other professional associations,
whose members were affected. In view of the repeal of the 1927
Act there was nothing illegal in the local authority’s decision,
and many trade unionists would see no objection in principle to
it, since they regard a non-unionist as someone defaulting in a
social duty. But it is doubtful whether they have fully considered
the consequences of this attitude.

Once the State, or any part of it, if only by degrees, makes
trade union membership compulsory sooner or later it must
accept a far greater responsibility than at present for the way
in which the trade unions conduct their affairs. It is a slippery
slope down which the unions could easily slide into a position
in which they were more responsible to the Government
than to their own members. In that event the voluntary
character of British trade unionism and its democratic spirit
would be seriously threatened, if not destroyed. In practice
this danger does not appear to be acute for reasons already
given.!

A second and more important illustration of an unresolved
problem in the relationship between the British trade unions
and the State is provided by the future of wages policy. The
existence of full employment has greatly altered the economic
context of collective bargaining and made some form of national
wages policy desirable. This situation was met for a time mainly
by temporary expedients: self-restraint by the trade unions in
pressing wage claims; and the retention of the wartipne pro-
visions for compulsory arbitration. The first expedient has
largely broken down and the second has probably been weak-
ened by the restoration of the right to strike. Neither provides
any permanent solution to what is likely to be a permanent
problem if Britain eventually proceeds farther along the road to
democratic socialism.

The apparent determination of the majority of trade unions
to resist any form of State influence on wage movements and
wage structures under all circumstances may well threaten the
social achievements they have helped to bring about. As the
author has written elsewhere:?

1See p. 47,

34 Policy for Wages. (Fabian Tract No. 281), 1950, p. 15.
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“The contents of a collective agreement can no longer be
regarded as being only of concern to its signatories. Laissez-faire
cannot be abandoned in other vital sectors of our economic life
and retained on the wages front. Least of all can the trade unions,
whose very nature has compelled them to seek an increasing
measure of public regulation over the free-for-all scramble of
each for himself which characterized economic activity in the
last century, now claim that their own preserves should be
exempted from the application of those principles which they
have urged upon the nation.”

In the long run some way will have to be found of making
effective the public interest in the outcome of collective
bargaining without sacrificing the merits of the voluntary
system.

One final example of an unresolved problem which takes
us into the heart of our subject concerns the interpretation to
be given to that familiar objective, “industrial democracy”.
There is one view of trade unionism, which at one time was
widely accepted in socialist circles, namely that it is only a
reaction against the capitalist organization of industry. Accord-
ing to this view the whole function of a trade union changes in
the transition to socialism; it is no longer needed as a form of
defence organization on the part of the workers against capitalist
exploitation but is required instead for the democratic admini-
stration of industry. There have been many variations on
this basis theme, ranging from the cruder demands for
“workers’ control” to the more sophisticated tenets of Guild
Socialism.

Even in its most general form this view contains a profound
error. That trade unionism developed as a consequence of
the creation of a propertyless proletariat is an established
historical fact, but it meets a social need inherent in any
industrial civilization. Whether industry is privately or publicly
owned it cannot be organized in any other way than in varying
degrees of responsibility, which means that some give orders
and others have to carry them out. If the interests of the latter
are to be respected they need some form of collective organiza-
tion—a trade union in fact. This was pointed out very clearly
by the Webbs in their Industrial Democracy.
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“For even under the most complete Collectivism,” they wrote,
“the directors of each particular industry would, as agents of
the community of consumers, remain biased in favour of cheap-
ening production, and could, as brain workers, never be person-
ally conscious of the conditions of the manual laborers. And
though it may be assumed that the community as a whole would
not deliberately oppress any section of its members, experience
of all administration on a large scale, whether public or private,
indicates how difficult it must always be, in any complicated organi-
zation, for an isolated individual sufferer to obtain redress against
the malice, caprice, or simple heedlessness of his official superior.”

For this and other reasons they concluded that however much
industry passes under public control:

‘... it is essential that each grade or section of producers should
be at least so well organized that it can compel public opinion to
listen to its claims, and so strongly combined that it could if
need be, as a last resort against bureaucratic stupidity or official

oppression, enforce its demands by a concerted abstention from
work. . ..t

This statement of the case for the existence of independent,
protective trade unionism in any democratic State regardless
of its form of economic organization, is as valid as when it was
written. The principle also sets limits to the extent to which
the trade unions as such can become involved in the functions
and responsibilities of management. Admittedly these limits
cannot be fixed theoretically; they are flexible but none the
less real.

Does industrial democracy then consist of the combination
of collective bargaining and joint consultation, which is
statutorily secured within the nationalized industries in Great
Britain? Is this the ultimate goal, or a stepping-stone to some-
thing more? The answer we give to these questions will depend
upon our conception of the essentials of democracy. There
would be fairly general agreement that democracy is concerned
with providing checks upon the arbitrary use of power. Differ-
ences of opinion arise on how this is best secured. How far is

11920 edition, pp. 824-5.
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it something which can be fostered and safeguarded by appro-
priate forms of social organization? Even the vote can be used
to put the enemies of democracy in power, as several examples
in history show; elections can be managed, or their outcome
influenced in dubious ways. Experience within the trade union
world itself shows that those already holding permanent
office are not easily displaced from their positions. Most
people would agree today that democracy is incompatible with
complete centralization of power in society. This is the great
social argument in favour of independent trade unionism, of
strong local government, of a powerful and energetic Opposition
to challenge the Government in Parliament, and of forms of
public ownership which are not identical with State Socialism.

Mere decentralization of power, however, within the
practical limits of modern society, leads only to anarchy, unless
there are certain common principles which enable conflicts
to be resolved without a constant reference to a trial of strength.
It would appear then that democracy rests upon a general state
of mind more than upon any particular form of organization;
although the latter may influence the former and we can design
our institutions so that they encourage the growth of responsible
and reasonable attitudes. The same conclusion emerges when
we consider the other vital aspect of democracy, self-govern-
ment. It is not enough to provide institutions for self-govern-
ment if these are not used because the feeling of public
responsibility is weak. There is certainly a danger, or at least
a problem in what has been called the Welfare State, that the
people come to regard it as a deliverer of services which entail
no particular obligations on their part.

This theme is far too complex to be dealt with adequately
here, but it has an obvious bearing on the future of “industrial
democracy’”’. The moral basis of the demand for “workers’
control” and “participation in management” has been the
legitimate claim on the part of those who could be “hired and
fired” that their dignity as human beings be respected. Very
few industrial workers in Great Britain, or elsewhere, have
any desire to take over the technical functions of management,
and those who have, usually look for promotion. Their main
concern is not to be treated as inferiors, whose interests can
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be disregarded and who have nothing to contribute beyond
their labour to the process of production. There is no reason
why genuine consultation, reinforced by strong, independent
trade unionism acting in conditions of full employment should
not provide for the industrial workers a status fully com-
mensurate with their dignity. But its growth depends upon a
new outlook on the part of management and a corresponding,
co-operative response from the trade unions.



APPENDIX I
TRADE UNION FINANCES

THE greater part of the income of the British trade unions—
about nine-tenths—is derived from the members’ weekly
contributions. Entrance fees, where they exist, are small.
Special levies have been imposed from time to time, and most
union rules provide for this possibility, but their use has been
confined to periods of financial stress as at the time of national
strikes. Invested funds have become an increasingly important
source of income. Some unions pay out the State unemploy-
ment insurance benefit to their members and recover, in
addition to the money they have disbursed, a payment for
administration expenses.

Rates of contribution vary from union to union according
to the types and scales of benefit made available to members.
Except in a few craft or professional workers’ unions, which
have considerably higher rates, subscriptions range generally
from sixpence to two shillings a week. Many unions have
different scales of contributions for different sections of their
membership; it may be optional for the member to choose
to which section he will belong, or it may depend on trade
qualifications.

It is mainly the differences in the various welfare or friendly
benefits provided (unemployment, sickness, accident, funeral,
superannuation, etc.) which account for the different rates of
contribution. The provision of these benefits was a characteristic
feature of the nineteenth-century craft unions, although some
non-manual workers’ unions, formed at a later date, have
followed their example. ‘“New Unionism’ on the other hand
was characterised by its repudiation, by and large, of the
provident function—the method of “mutual insurance”, to
employ the terminology of the Webbs—on the grounds that
it weakened union militancy and that the lower-paid workers
could not afford high rates of contribution. The rise of the State
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system of social insurance has reduced the significance of these
benefits, but, as might be expected, where they have become
an established part of union activity, they continue to be pro-
vided as before.

Averages are apt to be misleading, but the table which
follows teveals many significant features of British trade
union development in the period which it covers. It also
illustrates the deep-rooted conservatism of the unions in the
conduct of their financial affairs. The average income per
member has remained fairly stable after the big changes in
trade union organization which took place at the end of the
First World War. The average expenditure per member on the
unions’ working expenses has been rising since 1942 but much
less than wages and the cost of living.

In the last two decades the relatively peaceful state of in-
dustrial relations has reduced payments of dispute benefit to
a small sum, an annual average per member of about one shilling
between 1927 and 1939, and not much more than twopence
between 1940 and 1950. Full employment since the early
days of the War has similarly reduced union expenditure on
unemployment benefit. This has resulted in an increase in the
funds held by the unions which have risen from less than
£12,000,000 in 1933 to more than £22,000,000 in 1939 and
some £62,000,000 in 1950. During the period there has been a
continued expansion in union membership, so that the rise in
the funds held per member is less spectacular though appgeciable
—from £3.5in 1933 to £4.4 in 1939 and £7.8 in 1950. Despite
the improvement in their financial position, the unions have been
disinclined to increase their expenditure on new activities,
such as education and research, to any marked extent. Political
expenditure, it will be noted, has rarely exceeded one shilling
per member and, apart from General Election years, has usually
run at half that amount or less.

It is true that the real value of the average funds held
per member by registered trade unions has not increased
appreciably with the decline in their combined expenditure
on dispute and unemployment benefit. If we convert the figures
already given into real terms! on the basis of retail prices in

1Using the London and Cambridge Economic Service index.



APPENDIX 1 159

Income, Expenditure and Funds per Member of
Registered Trade Unions 1910-1950 (in shillings)

EXPENDITURE
INCOME
(from Dispute | Unem- Other Working | FUNDS
YEAR members) | Benefit | ployment| Welfare | Political | Expenses | HELD
Benefit | Benefits
1910 27.8 5.3 6.8 11.1 - 8.1 59.3
1911 27.8 5.2 4.8 9.8 - 8.4 54.2
1912 271 13.0 5.0 9.2 - 8.4 43.8
1913 25.5 2.8 2.5 8.6 0.1 8.3 40.3
1914 26.9 4.1 4.5 8.6 0.1 8.6 43.6
1915 25.4 0.5 1.0 7.9 0.2 8.5 50.4
1916 24.7 0.5 0.5 7.0 0.2 8.2 57.4
1917 23.5 0.6 1.0 6.2 0.2 8.5 58.3
1918 23.4 1.1 0.7 6.1 0.5 9.5 56.8
1919 24.7 6.6 2.9 5.1 0.3 11.3 49.1
1920 32.4 9.3 4.5 51 0.5 17.2 45.8
1921 41.4 12.5 26.8 7.9 0.6 17.1 39.7
1922 39.2 6.3 12.9 9.0 1.2 18.8 43.8
1923 36.5 33 5.0 9.1 1.0 16.6 49.3
1924 36.9 5.3 4.8 9.5 1.0 17.5 51.3
1925 35.9 1.4 6.3 9.6 0.5 16.0 56.5
1926 33.8 27.1 8.9 10.9 0.5 17.2 40.9
1927 37.7 0.9 5.3 11.4 0.7 16.1 49.7
1928 37.5 0.7 6.4 11.9 0.6 16.5 56.2
1929 37.5 2.1 5.4 12.5 0.9 16.7 60.2
1930 37.6 1.6 9.7 12.1 0.5 16.6 62.0
1931 38.0 0.9 11.6 13.1 0.9 17.7 63.2
1932 38.4 1.5 10.0 13.6 0.5 17.7 65.7
1933 38.2 1.1 6.5 13.9 0.6 17.3 70.2
1934 38.2 0.6 4.8 12.8 0.6 16.7 73.6
1935 37.0 1.2 3.7 12.2 0.9 15.5 74.7
1936 36.2 0.9 2.8 11.5 0.5 16.6 76.2
1937 35.7 1.4 2.2 10.6 0.5 15.0 77.2
1938 36.0 0.6 3.6 10.5 0.5 15.8 82.3
1939 35.4 0.7 3.0 10.6 0.5 15.4 88.5
1940 36.0 0.2 3.0 10.4 0.4 14.8 92.2
1941 31.6 0.1 0.7 9.3 0.4 14.5 96.3
1942 31.6 0.1 0.2 8.5 0.3 14.3 96.0
1943 32.2 0.1 0.2 8.8 0.3 15.0 100.3
1944 33.4 0.1 0.2 9.1 0.4 16.1 115.0
1945 34.4 0.1 0.3 13.0 1.1 17.6 130.0
1946 34.8 0.2 0.7 9.5 0.5 17.6 123.0
1947 37.8 0.1 1.1 9.7 0.8 21.0 128.0
1948 38.9 0.6 0.5 9.5 1.0 211 137.4
1949 40.3 0.2 0.4 10.9 1.3 23.0 147.4
1950 39.6 06 | 04 | 104 1.1 22.8 156.4

The above table is compiled from the Statistical Summaries relating to the membership
and finances of registered trade unions in Great Britain issued by the Chief Registrar of
Friendly Societies. (In 1950 the number of registered trade unions was 416 with nearly
8 million members or more than 85 per cent of the total trade union membership.) Income
from other sources than members’ contributions is not included. Unemployment benefit
includes payment for travelling and emigration, but not State unemployment insurance
bek?eﬁtt; Vy orking expenses include all other outgoings, e.g. affiliation fees to federations and
other bodies.
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1939 we get the following result: £3.9 in 1933, £4.4 in 1939,
and only £4.3 in 1950. But this line of argument is somewhat
misleading. The trade unions need accumulated funds mainly
to meet the contingency of increased demands being made
by their members for benefit payments of various kinds. Since
the rates of benefit paid by the trade unions have in many cases
not been increased at all, and the average increase is very much
less than proportionate to the change in the value of money
over the period in question, their financial strength relative
to their probable commitments has undoubtedly grown. The
relationship between funds and probable commitments is
surely more significant than that between funds and retail
prices.
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AIMS OF THE INTERNATIONAL
CONFEDERATION OF FREE TRADE UNIONS

THE International Confederation of Free Trade Unions
declares its aims to be:—

(a) to establish a powerful and effective international
organization, composed of free and democratic trade unions,
independent of any external domination and pledged to the
task of promoting the interests of working people throughout
the world and of enhancing the dignity of labour;

(b) to seek the universal recognition and application of the
rights of trade union organization;

(¢) to provide assistance in the establishment, maintenance,
and development of trade union organization, particularly in
economically and socially under-developed countries;

(d) to promote activities designed to organize mutual
assistance among national centres;

(e) to co-ordinate the defence of free trade unions against
any campaign aiming at their destruction or at the restriction
of their rights or at the infiltration and subjugation of labour
organizations by totalitarian or other anti-labour forces;

(f) to further the economic, social and cultural interests
of the people of countries suffering from the ravages and after-
effects of the War, assisting by all practicable means in the re-
building of their economies and developing measures of mutual
economic aid over as wide an area as possible;

(g) to aid in the establishment of full employment, the
improvement of working conditions and the raising of the
standard of living of peoples of all countries of the world;

(h) to encourage the development of the resources of all
countries in order to further the economic, social and cultural
progress of the peoples of the world, and particularly of
under-developed countries and non-self-governing territories;

(¢) to advocate, with a view to raising the general level of
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prosperity, increased and properly planned economic co-
operation among the nations in such a way as will encourage
the development of wider economic units and freer exchange
of commodities and to seek full participation of workers’
representatives in official bodies dealing with these questions;

(j) to protect, maintain and expand the system of free
labour and to eliminate forced labour everywhere;

(k) to represent the free Trade Union Movement in all
international agencies which exist or may be set up to perform
functions affecting the social and economic conditions of work-
ing people and to further the implementation of their decisions
whenever desirable;

(!) to establish and extend association with international
organizations, both governmental and non-governmental, in
work which will further the aims of the International Con-
federation of Free Trade Unions in protecting and advancing
the interests of the peoples generally and guaranteeing human
rights;

(m) to support the establishment of a world system of
collective security, but pending its attainment, to further and
support within the Charter of the United Nations, all measures
that are necessary for assuring the defence of world democracy
and the freedom of nations against any totalitarian aggression;

(n) to engage in and foster educational and publicity work
with the object of increasing the knowledge and understanding
of national and international problems confronting the workers
which would enable them to make their struggle nlore effi-
cacious; to further the objectives of the Confederation; and
to realize the widest unity of the workers in the International
Confederation of Free Trade Unions—the home of free trade
unionism;

(o) to furnish the affiliated organizations with information
about the organizational conditions and the development of
the Trade Union Movement in the member countries and
about the regulation of wages and working conditions, the
labour legislation and other kindred matters in these countries.
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