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ABSTRACT

The accepted starting point for an analysis of inter- 

union conflict in Britain is the multiplicity of unions in 

single industrial settings* This is at once valid and 

potentially misleading. It is valid because with only one 

union in any industrial setting, the chances for inter-union 

friction occurring would be limited to those instances where 

one industrial setting interacts with another* It is misleading 

when remedial and academic efforts are designed solely with 

a view to effecting a reduction in the number of unions in an 

industrial setting. One commentator f for instance t has proposed
... - ' ;   *^;5- ;l   ;... ,,...,. ,

the amalgamation of the three largest unions in Britain* 

Others have argued that the major unions should divide organi­ 

sational rights in plants in which they cumulatively have 

organisational dominance* Plant A would go to Union £} Plant 

B to Union Y$ Plant C to Union £; and so on*

These proposals were made in the last decade, for the 

most part» they have not been implemented. The present study 

will not ignore the wisdom of an analysis of inter-union disputes 

which describes multi-unionism as a necessary pre-condition, 

but it will focus on a more functional aspect of inter-union 

conflict. The immediate causes of inter-union disputes concern 

us here | that is to say, those aspects of industrial life which

1 H.A. Turner. f British Trade Union Structure t A Kew Approach? 1 *
°* Industrial Relations* II (1964), 16$.

2 J* Lovell and B.C. Roberts, & Short History a£ the T.U.C. 
(London: Macmlllan, 1968), pp. 180-181 .



in fact provoke conflict between unions, uf course, these 

industrial events only gain in meaning in a multi-union 

context , but that context will be assumed. In addition to 

examining the immediate causes of inter-union disputes , this 

study focuses on a method by which to resolve them - the Disputes 

Committee of the Trades Union Congress* Accordingly , this study 

does not approach the subject of inter-union disputes with a 

view to their elimination through the reforming and restructuring 

of trade unions and collective bargaining so that only one union 

is present in single industrial settings. Bather than concentrate 

on the elimination of inter-union disputes* this study examines 

the more immediate causes of these disputes and further examines 

the role of the Disputes Committee in resolving them once they 

have arisen*

Inter-union disputes arise over a variety of issues* 

In its evidence to the Koyal Commission on Trade Unions and 

iSmployera* Associations, the Trades Union Congress classified 

inter-union disputes as being of four types* These include 

disputes over membership, demarcation of work, representational 

rights (which unions should compose the trade union side of 

negotiating or consultative machinery or which union should 

be recognised individually } 9 and policy (including wage claims). 1 

fhe present study is particularly concerned with the first 

type i inter-union disputes over membership* This will not 

be to the exclusion, however, of references to the other sorts 

of disputes where relevant*

Unionise (London: Trades Union Congress, second 
edition 1967). PP» 167-168.



Disputes between unions over membership are simply 

those which arise over the question of union representation; 

that is, conflicts over which union ought to be representing 

a particular worker or group of workers by means of having 

that worker or group of workers in membership* Such a dispute 

may take one of two forms: it may involve an instance where 

one union allegedly has enrolled a member of another union, 

or wishes to enrol him in the future \ or, it may concern a 

trade union organising in an industrial unit where there is 

another trade union also making a claim for organisational 

rights* 'this study labels the first form a transfer dispute 

and the second form an organisational f^apute*

Part 1 of this thesis approaches inter-union disputes 

over membership by viewing them in their industrial context* 

This study does not attempt to present a balanced and complete 

account of inter-union relations in Britain* Ifor does it 

attempt to measure precisely the incidence of inter-union 

disputes in different parts of British Industry* Rather. 

Part I attempts to provide some ideas and concrete examples 

regarding the nature and sources of inter-union membership 

disputes which involve in their resolution senior trade union 

officers and perhaps the Disputes Committee of the fTJC.

Chapters One, two, and Three describe, respectively* 

how officers* members* and groups of members contribute to 

inter-union membership conflict* Chapter Four concentrates 

on a specific type of inter-union dispute - the promotion 

dispute* Chapter Five is concerned with the Institutional 

premium placed by trad© unions on expansion, and with how



that expansion often leads trade unions into controversial 

areas of organisation. Chapters Six and Seven focus on 

environmental factors which play a role in inter-union conflict. 

The subject of Chapter Six is collective bargaining arrangements, 

while Chapter Seven centres on management decision-making and 

on evolutionary considerations which influence and change 

Industries and occupations. Chapters £ight and Mine present 

two conventional responses to inter-union conflict - amalgamations 

and inter-union agreements, respectively - and analyse the 

extent to which they can favourably affect inter-union relations.

i'art II of this thesis examines Disputes Committee 

decision-making   As will become clear, a principle is emerging 

from the Committee's adjudication of transfer disputes. Whereas 

in the decade and a half following World War II membership 

transfers were not approved by the Committee, it has become 

increasingly true since then that where a union requests a 

membership transfer from another union but is refused, and 

where the requesting union 1} is faithful to the TUC's transfer 

procedures, 2} is organisationally dominant in the industrial 

unit concerned, and 3) is the possessor of negotiating rights 

in the unit, then the transfer will be approved by the Disputes 

Committee. Moreover, where the requesting union cannot summon 

up all three of these factors in support of its argument, it 

has happened in some cases that the Committee has found one or 

two of the factors to be sufficient, khile no such overriding 

principle is emerging in organisational disputes, Disputes 

Committee adjudication has been fairly consistent, as wiH be 

described, in which of two or more types of competing organ!-



sational clfij.mg it has favoured in an organisational dispute* 

Part II begins in Chapter Ten by presenting the IWs 

Rules which pertain to inter-union dispute resolution* the 

Disputes Principles  and the procedures of the Disputes Committee. 

Chapter Eleven analyses Disputes Committee decisions in transfer 

disputesf and Chapter twelve does the same for organisational 

disputes* Chapter thirteen discusses the implementation of 

Disputes Committee awards, and Chapter Fourteen concludes this 

thesis by examining the utility and effectiveness of the 

Disputes Committee for purposes of resolving inter-union disputes*



PHEFACB

Much of the information upon which thie theeia ia baaed 

was gathered from interviewa I conducted with aenior trade 

union officera* The officers who were interviewed are listed 

in Appendix B* Their comments which I have recorded in thia 

theaia are to be considered valid only aa to the date on which 

they were made. Also, since a promiae of confidentiality waa 

made to each officer interviewed, their comments should be 

conaidered privileged   I am obligated to these officera for 

giving freely of their time and their experiences while diacuaaing 

the subject of ay theaia with me.

For providing helpful auperviaion throughout the develop­ 

ment of thia thesis, and for not once being overbearing while 

doing ao, I am indebted to Dr. M.R. Freedland, Fellow of St. 

John*a College and University Lecturer in Labour Law* Moreover » 

the aeminara run by Dr» Freedland in conjunction with Mr. £*L* 

Daviea of BaHiol College and Lord McCarthy of Huffield College 

have been a constant source of instruction during my time in 

Oxford.

I am obligated to Professor Clyde V* Summers, formerly 

of the Yale Law Schoolt now of the University of Pennsylvania 

Law School, for introducing me to the fields of labour law and 

industrial relations and for setting me on the course which 

led to the writing of thia theaia. The preaent work very much 

followa upon hia good advice to atudy induatrial practice aa 

well aa induatrial law, $y gratitude ia alao extended to Mr.



Kirn Landsman of Brasenose College who read and commented on 

this thesis in draft*

Finally, I must mention that the financial support 

of the Hhodes Trust made this study possible.
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The purpose of this introduction is to consider the scope 

and the methodology of this study and to develop a conceptual 

framework which will assist in comprehending the work which 

follows. It will be assisted in these respects by two further 

introductions which precede Parts I and II of this thesis.

Scope fif the Study

The accepted starting point for an analysis of inter- 

union conflict in Britain is the multiplicity of unions in single 

industrial settings* This is at once valid and potentially mis­ 

leading* It is valid because with only one union in any industrial 

setting, the chances for inter-union friction occurring would 

be limited to those instances where one industrial setting interacts 

with another* It is misleading when remedial and academic efforts 

are designed solely with a view to effecting a reduction in the 

number of unions in an industrial setting* One commentator, for 

instance , has proposed the amalgamation of the three largest 

unions in Britain* Others have argued that the major unions 

should divide organisational rights in plants in which they 

cumulatively have organisational dominance. Plant A would go 

to Onion X; Plant B to Union I; Plant C to Union t*\ and so

1 H.A. Turner, 'British Trade Union Structure; A New Approach? 1 , 
British Journal of Industrial Kelfttionq. II (1964), 165.



on. 1 Moreover, the Royal Commission on Trade Unions and 

Employers 1 Associations argued both for more union mergers and 

for more agreements between unions on recruiting and negotiating

rights* These agreements would grant only one union the right
2 to recruit within specific grades and plants*

These proposals were made in the last decade* For the 

most part, they have not been implemented* The present study 

will not ignore the wisdom of an analysis of inter-union disputes 

which describes multi-unionism as a necessary pre-condition, 

but it will focus on a more functional aspect of inter-union 

conflict* The jLfflBftfliLfttft causes of inter-union disputes concern 

us here f that is to say, those aspects of industrial life which 

in fact provoke conflict between unions* Of course, these 

industrial events only gain in meaning in a multi-union context, 

but that context will be assumed* In addition to examining the 

immediate causes of inter-union disputes, this study focuses on 

a method by which to resolve them - the Disputes Committee of 

the Trades Union Congress* Accordingly, this study does not 

approach the subject of inter-union disputes with a view to their 

elimination through the reforming and restructuring of trade 

unions and collective bargaining so that only one union is present 

in single industrial settings* Hather than concentrate on the

1 J. Lovell and B.C. Roberts, 4 fifoprf History of ___ 
(London: Macmillan, 1968), pp. 180-181 . Throughout their book, 
Lovell and Roberte provide glimpses of another suggested reform 
of British trade unionism which would have minimised inter-union 
conflict if adopted - industrial unionism.

£f thy Hoval QoBjiffflion on Trade Unions and^^^^^^ _ ^^^^^^^^w ^^^^^^^^^^^^^^v ̂  ̂^^^^^^^^^^^^^^••^^^^^^^^•^p ^^M^V ^^^^^^^^^^P^^P ^^^•^^^•^^wip^^w ^^^^^••^y

.3623 (London: Her
treaty's Stationery Office, 1968), pp. 181-183, paras* 679-685* 

Accepting that the elimination of multi-unionism would not occur 
immediately, the Hoyal Commission proposed greater multi-union

4*4 JIM AM W4k1 1 TK44



elimination of inter-union disputes, this study examines the 

core immediate causes of these disputes and further examinee 

the role of the Disputes Committee in resolving them once they 

have arisen*

Unions enter Into disputes with each other on a range 

of issues 9 not all of which are the concern of this study* Host 
fundamental of these issues is that of representation, for as 

far as trade unions are concerned all else follows from the 
representation of working people* An integral element in the 
concept of representation is membership, and it is on disputes 
over this basic idea that the present study concentrates. At 
issue in disputes over membership is the following question: 
which union ought to have in membership a particular worker or 
group of workers? Inter-union membership disputes are further 
defined in the Introduction to Part I, At present, it is 
necessary to move to an explanation of the methodology utilised 
in this thesis*

II. ne Methodology

The Disputes Committee of the Trades Union Congress in 

one form or another has been resolving inter-union disputes for 
over fifty years* Despite being quite active, indeed hyper-active 
in recent years, the Disputes Committee has not been subject 
to analysis of any depth for a decade and a half* In fact, the 
major previous examination of the Committee *s adjudication of

i
>'-.-'* : '

1 See, infra* pp. 17-20.



inter-union disputes constituted merely a chapter in a book. 

Moreover, that examination vac severely and intentionally 

delimited in scope. In Chapter 2 of Breakaway Unions &n£ J&e. 

Sma^i Tradq Union. Dr. Shirley Lerner attempted to assess the 

Influence of Disputes Committee adjudication on the formation 

of breakaway unions , on the growth of small unions , and on the 

freedom of individual workers to choose between unions. 3he 

concluded in her study , which ranged from 1924 to 1957, that the 

Committee in its applicatioa of the TUC's Brldllngton Principles2 

did not favourably affect any of her three subjects of enquiry.

The present study concentrates on Disputes Committee 

adjudication from 1950 to 1974* In that time the Committee, 

constituted of one member as an informal conference or three 

members as a formal hearing, heard three hundred and eighty 

inter-union disputes, the vast majority over membership, reports 

of which have been published in the TttC's Annaal •£

These reports of Disputes Committee decisions not only offer 

an opportunity to analyse the Committee's method of adjudication, 

they also offer the opportunity to investigate the factual 

circumstances In which inter-union membership disputes arise.

In order to supplement the understanding of these factual

1 S. Lerner, Breakaway Unions and the Small Trade Unign ( London i 
Alien and Unwin, 1961)»
2 The principles upon which Disputes Committee adjudication is 
founded will be referred to hereinafter as the 'Disputes Principles' 
and not as the 'Bridllngton Principles'. See Chapter Ten, infra. 
for an explanation. The Principles may be found in & Guide
the Avoidance off Disputes between Unions and the Settlement gj* 
Diaputea with Employers CLondon; Trades Union Congress, undated). 
Citations will refer to the specific principle only, although cross 
referencing to Chapter Ten which describes the Principles will 
be provided as well.
3 Citation to these reports will list the year, followed by TUC 
Ani>. Rep., and then the page number at which the report begins.



circumstances, as well as to learn more about the Disputes 

Committee, thirty-eight interviews were conducted, primarily 

with senior trade union officers. These interviews were the 

result of enquiries being sent to all major and many minor 

TUG unions in which interviews were requested with senior officers 

who had experience both in participating in the resolution of 

inter-union disputes and in presenting their unions' cases 

before the Disputes Committee, Many unions responded favourably , 

and ultimately interviews were conducted with officers representing 

thirty-two unions, sixteen with membershipsexceeding 100,000 

and sixteen with memberships below 100,000. One of these officers 

was interviewed twice and in the case of three unions two officers 

were interviewed* Additionally*staff officers of two 'over­ 

view 1 bodies f the Trades Union Congress and the Civil Service "' 

iiational fchitley Council iitaff Side, were also interviewed. 

These interviews lasted from forty-five minutes to two hours. 

The senior officers were asked to identify recent sources of 

inter-union disputes involving their unions , to indicate their 

roles in attempting to resolve these disputes, and to relate 

their experiences with the Disputes Committee.

The present writer has permitted the interviews with 

senior trade union officers to play a prominent role in the 

development of this thesis. These officers, it may be said, 

occupy a unique position in relation to inter-union disputes 

which have escaped from the local level* Since it is their 

duty to seek to resolve the disputes, these officers are able 

to describe inter-union disputes which have not passed on to the

1 See, infra, p, 1?,



Disputes Committee and thus have not been reported in the TUC's 

Aftltt&L Reports. These officers are also charged with the 

decision of whether to pursue an inter-union dispute to the 

Disputes Committee. When their unions appear before the Committee, 

these officers are often in attendance representing their unions' 

cases* Moreover, many of the officers interviewed have experience 

as members of the Disputes Committee* These interviews, as a 

consequence, provide insight both into the nature of the disputes 

which are the subject of Part I of this thesis, and into the 

system of dispute resolution which is the subject of Part II*

Based on information gathered both from these interviews 

and from the reports of the Disputes Committee's decisions, 

as well as on that information which is available in secondary 

materials, Part 1 of this thesis examines the disputes: inter- 

union membership disputes which involve in their resolution the 

participation of senior trade union officers and perhaps the 

participation of the Disputes Committee of the TUC. Baaed on 

the same sources, Part II examines Disputes Committee decision-* 

making. Before moving on to Part I, this introduction will 

briefly develop a conceptual framework which wiH assist in 

comprehending the chapters which follow*

Cpnceptual Framework

In Lord McCarthy* 8 seminal work on the subject, the 

closed shop is defined as 'a situation in which employees come 

to realize that a particular job is only to be obtained and



retained if they become and remain members of one of a specified 
number of trade unions . * In elaborating this theme, he dis­ 
cusses the rigid restrictions placed on membership transfer from 
union to union, and on which union a worker may join upon entering 
an industry. Informal understandings between unions complement 
formal agreements in which spheres of influence are established, 
and the observance of these spheres by other unions is the rule, 
not the exception.

Understandings of this sort are not always water­ 
tight, and shop stewards may still be willing to 
take in another union's potential members, and 
even connive with recalcitrant members to effect 
a transfer. But it cannot be stressed too strongly 
that these are exceptions and not the consequence 
of any generally accepted right to choose between 
unions. 2

The closed shop in Britain, thus adumbrated, seems to preclude 
the possibility of serious and widespread inter-union conflict 
caused by a worker's right to choose his union representative.

It is axiomatic that competition, hence disputes, ever 
membership usually exists among trade unions In those same 
situations in which the individuals being recruited have the 
freedom, at least in the first instance, to choose between unions 
which wish to recruit them. Indeed, the causal relationship 
usually originates with the competing trade unions, i.&., unions 
which do not respect each other's membership claims, and terminates 
in most cases-5 with permitting the workers involved to choose

1 W.B.J. KcCarthy, The Closed Sfop j& Britain (Oxford? Basil 
Blackwell, 1964), p. 3.
2 Ibid • . p. 15.

"""•^^^ ^ -.'-:,- f

3 trade unions may engage in a dispute over membership without those 
members in dispute becoming aware of it. A dispute over which union 
is to organise a new factory's workforce which takes place prior to 
recruitment is an example. In such a dispute, while the individuals 
may end up in one or the other of the unions involved, no freedom of 
choice for those individuals can be said to exist. This type of 
dispute is a relatively infrequent occurrence, however.
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between the unions, where it can be observed that such exercises 

of choice are severely circumscribed, it can be concluded that 

inter-union disputes and competition over membership are largely 

curtailed as well. KcCarthy provides us with the four sets of 

circumstances in which this individual choice resides: 1) in 

industrial areas where trade union organisation is poor, so 

that those individuals originally organised may choose which 

union to joins 2) in situations where unions seek to circumvent 

the inter-union conventions respecting membership; 3) in 

areas where there is an absence of any agreements or understandings 

between unions on memberships and 4) in situations where two 

or more unions permanently recruit in the same area, cannot 

reach agreement on spheres of influence, and refuse to take 

their disputes to the Disputes Committee of the trades Union 

Congress . Me remarks that only in the last set of circumstances 

can there in any sense bt said to exist a worker's 'right' to 

chooses the other three situations merely afford 'temporary 

privileges, revocable at any time it suits the unions concerned.'

For present purposes, two major points must be made 

in expansion aad clarification of McCarthy's conceptual 

analysis. Pirst* of the four areas he describes in which an 

individual worker hasthe freedom to choose between unions, three 

have been influenced by events in the past decade with the
2result of widening their overall ambit. '£he first of these

1 McCarthy, flp* fij.t«. p. 15.
2 this is in spite of the conclusion reached in a recent study 
•that between 1968 and 1971 the closed shop was increasing 
its coverage. 1 B. Weekes, K. Hellish, L. Dickens, <J. Lloyd, 
fodua trial Halations and Ijftft Limit a of Law, (Oxford: Basil 
Blackwell, 1975) f p. 39.



areas involves industrial situations with poor union organisation, 

where individuals new to the trade union movement can exercise 

a choice as to which union they Join. McCarthy's study was 

published in the early stages of the surge in white-collar 

unionism in Britain. In the last decade, white-collar unions 

have made tremendous strides in membership, which have been 

directed into areas with no widespread tradition of trade 

union organisation* Bain and Price write that

Between 1964 and 1970 total white-collar member­ 
ship increased by 34.3 per cent, an increase in 
six years which is greater than that recorded in 
the previous sixteen years. Moreover, the white- 
collar labour force increased by only 4*1 per cent 
during the later period with the result that white- 
collar union density rose dramatically from 29 per 
cent to 33 per cent. 1

As a consequence,many inter-union disputes over membership 

have arisen in the past decade in areas of poor union organisa­ 

tion, where at the outset individuals did have 'temporary privi­ 

leges' to join one union instead of another.

The second of the areas is created by the presence of 

a union both willing and able to circumvent established inter- 

union conventions on membership. As changes in occupational 

and industrial patterns have challenged the membership growth 

of many unions, and at a time when unions place a great premium 

on the siae of their memberships, there are now unions operating 

in Britain which other trade unions clearly regard as predatory* 

Requested transfers of members are refused unreasonably upon

1 a.S. Bain and R. Price, 'Union Growth and ISmployment Trends 
in the United Kingdom, 1964-1970 f , British Journa^ £f Industrial 
Relations. X (1972), 366, 371.



10

the promotion of individuals into grades negotiated for and 

organised by other unions; poaching is attempted as a means 

of tilting to one side or the other the composition of joint 

negotiating machinery; house unions are amalgamated as a means 

of entering an area of organisation and thereby gaining the 

upper hand on another bpna £1$$. union which has been organising 

in the area much longer; other examples abound. In 1964 when 

McCarthy's book was published, twenty-two inter-union disputes 

were referred to the tUC's disputes machinery, which led to a 

total of six hearings conducted by the Disputes Committee. 

la 1970, there were ninety-one referrals and forty-seven hearings; 

in 1971, sixty-two referrals and thirty-seven hearings; in 

1972, seventy-four referrals and forty-two hearings; in 1973t 

seventy-five referrals and thirty-three hearings; and in 1974t

eighty-eight referrals and twenty-four hearings. 
j 
Oituations where there are absences of understandings or

agreements between unions on the subject of membership constitute 

the third area listed lay McCarthy in which individual choice 

resides. While inter-union agreements, formal and Informal,

still exist between many British trade unions on questions of
2membership, much has transpired in the last decade to dilute

their impact. Blias notes that there were nearly as many union 

aiergers in the eight years subsequent to the year ffhe Closed Shop 

in gritair} was published aa there were in the twenty-five years

1 See fable I-A. Although expansion of Disputes Committee juris­ 
diction (see Chapter Ten, inftra) inflated the latter figures 
slightlyt the vast majority of disputes heard post-1969 have 
been of the membership variety, as they were in 1964.
2 See Chapter tfine, infra•
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preceding its publication. Although conventional wisdom may 

have it that these amalgamations reduce the number of inter-

union disputes, the fact is that they also may have the effect,
o as will be described in Chapter Eight, of threatening, or perhaps

breaking down, established juriadictioaal lines. Pew would 

deny that the ascendancy of the Transport and General Workers 

Union in the motor car industry, aided in part by the amalgamation 
with the National Union of Vehicle Builders, has made other 

unions within the industry a bit more protective of their 

interests - perhaps & bit less understanding about the loss of 
the odd member or the odd seat on a joint negotiating committee. 5 
Similarly, changing occupational and industrial patterns have 
threatened the well-being of unions with their historical 
foundations in crafts. As a consequence, unions such as the 
Amalgamated Union of Engineering Workers and the Electrical, 
Electronic, Telecommunication and numbing Union, much to the 
consternation of other unions, have significantly expanded their 
recruitment scopes and now bear faint resemblance to their strictly 
craft antecedents which possessed clearly defined jurisdictions. 
Hughes 1 assessment in 1967 that 'The main union growth pattern 
in evidence is «,, one of "open" unions, with boundaries that 
are increasingly difficult to define 1 * confirms this observation.

•"'

1 See P. £lias, f Trade Union Amalgamations: Patterns and Pro­ 
cedures 1 , Industrial Lav Journal. II (1973)* 125, 129* note 22.
2 See, infra, pp. 177-130.
3 % way of illustration, the craftsmen within the Ford Motor 
Company claim that 'because of the strength of the Transport and 
General Workers Union on the Itord Convenors' Committee, their 
interests are not properly taken into account . ..' Ii. Oslager, 
'Ford craftsmen seek bigger role on negotiating bodies', Financial 
Times. 8 March 1976, p. 13, ool. 4. The craftsnen have taken 
industrial action with a view to increasing their representation.
4 J. Hughes, Trade Union ^tructura ^nd (lovernraon^ . iioyal Commission 
on Trade Unions and Employers' Associations, 1 965-1 968, .Research 
Paper Ho. 5 (Part 1} (London: Jtier ^jesty'e Stationery Office, 1967) f p. 1, para. 2.
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Perhaps only McCarthy's fourth area has a scope comparable to 

that which it had when his work was written.

The second major point required to expand and clarify 

McCarthy's conceptual analysis concerns the Disputes Committee 

of the DUG. The Committee has revised its position on the 

question of membership transfer with the effect of denying, in 

part, the analysis of Dr. Lerner, to whom McCarthy acknowledges 

his debt for his understanding of the workings of the Disputes 

Committee. A strictly circumscribed area of choice for the 

individual regarding union membership is emerging from Disputes 

Committee adjudication of transfer disputes, anile this point, 

like the others before it, will be elaborated later in thia 

study, suffice it now to say that the scope of individual choice 

has broadened by virtue of the Disputes Committee 's action since 

McCarthy completed his work. Uo longer are membership transfers 

refused categorically} instead, a largely rational process of 

adjudication - taking into account factors such aa organisational 

strength, negotiating rights, and fidelity to the TUC's transfer 

procedures - attempts to determine the propriety of any given 

transfer, with the result that many transfers are approved by 

the Committee.

Lord McCarthy's conceptual analysis serves as a useful 

point of departure for this study. It provides a broad framework 

within which inter-union relations regarding membership largely 

exist. This framework, however, leaves gaps which iserit aa attempt 

to fill them in. £art I of this thesis supplies a causative 

analysis of inter-union membership disputes. Chapters One, two,

f See Chapter Eleven,
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and Three examine the influence on inter-union membership disputes 

of trade union officers, members, and groups of members, respectively, 

Chapter ?our considers a particularly virulent type of inter- 

union membership dispute - the promotion dispute, while Chapter 

Five discusses the premium trade unions place on organisational 

expansion and further discusses how this can lead the unions 

into controversial areas of organisation. Chapters Six and 

Seven concentrate on environmental factors which can influence 

the development of inter-union membership disputes. Chapter 

Six is concerned with collective bargaining arrangements and 

Chapter ttaven with management decision-oaring and with changing 

industrial and occupational currents* ^art I terminates with 

Chapters Bight and line by discussing two conventional responses 

to inter-union disputes - amalgamation and inter-union agreements, 

respectively.

$his analysis of inter-union membership disputes proceeds, 

therefore, by assembling the various causes of the disputes. 

It would be misleading to give the impression that any single 

dispute is the result of only one or two of these causes) 

indeed, the typical inter-union membership dispute is many- 

faceted aud can accordingly be viewed from several of the vantage 

points which will be described. The analysis in fart I does 

suggest that the causes of inter-union membership disputes 

are of three main types? those which are internal to the trade 

unions, those which are external to the unions, and those which 

have to do with the unions aa institutions.

Generating inter-union membership conflict from within 

the unions are the activities of local officials, senior officers.



15

individual members, and groups of members* Producing inter- 

union membership conflict from without are factors relative 

to the bargaining environment - the nature of the collective 

bargaining machinery, the activities of management, and the 

effect of evolutionary trends on industry and occupations. Also 

engendering the conflict is the propensity of unions as institution* 

to expand organisationally. The internal causes can best be 

seen in Chapters One, Two, and Three, the external causes 

receive their fullest treatment in Chapters 31x and ueven» 

The final type of cause, dealing with organisational expansion, 

is elaborated in Chapter ?ive. Acting independently or more 

usually in concert - as they ofton do in promotion disputes - 

causes emanating from these major sources provoke inter-union 

membership conflict in a multiplicity of concrete ways, many of 

which emerge in the analysis which follows.
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IHTRODUCTIOfl

With few exceptions, the trade union officers interviewed 

in relation to this study observed that inter-union tensions 

are a commonplace in British industrial relations* This is 

certainly the case at the national level, where top leadership 

figures of trade unions may oppose each other on a range of 

issues* But at the local level in multi-union situations, 

according to the officers, inter-union tensions are even more 

prevalent* Indeed, one might refer to these localised tensions 

as inter-union disputes, since members or representatives of 

two or more unions are usually in conflict over specific issues* 

let, since these localised inter-union tensions are such a 

common feature of British industrial relations, a more refined 

conception of inter-union disputes is required for purposes of 

this study* In order, therefore, to select among the many inter- 

union disputes , this study focuses on those inter-union disputes 

which escape or threaten to escape from the local level to 

involve in their resolution senior officers of the unions 

and perhaps the TUC'a Disputes Committee*

Inter-union disputes arise over a variety of issues. In 

its evidence to the Hoyal Commission on Trade Unions and 

Employers* Associations, published independently as Trade 

Unionism, the Trades Union Congress classified inter-union

1 Reviewing the evidence of the Hoyal Commission on Trade Unions 
and Employers* Associations, 1965-1968, Professor Clegg concluded 
•that where multi-union issues occur, and especially where
*%__ .„_. A__ t_ __ .J _ A____._J * «fe •» MMM <^*j»* ^••^••••••••^•^•••M* MMMMSMIM

in Great Britain
V^M^^P ^^^^^^^^^^P^^^P ^^^^^^^^^^^^^^^^^^^^p

p. 263 (italics added)
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disputes as being of four types. These include disputes over 

membership, demarcation of work, representational rights 

(which unions should compose the trade union side of negotiating 

or consultative machinery or which union should be recognised 

individually), and policy (including wage claims). The 

present study is particularly concerned with the first type: 

inter-union disputes over membership. This will not be to the 

exclusion, however, of references to the other sorts of disputes 
where relevant.

Disputes between unions over membership are simply those
2 which arise over the question of union representation; that

is, conflicts over which union ought to be representing a 

particular worker or group of workers by means of having that 

worker or group of workers in membership. Such a dispute may 

take one of two formss it may involve an instance where one 

union allegedly has enrolled a member of another union, or 

wishes to enrol him in the futures or, it may concern a trade 

union organising in an industrial unit where there is another 

trade union also making a claim for organisational rights. Often 

the two forms are embodied in the same dispute. This study 

labels the first form a transfer dispute . and thus avoids the 

term 'poaching* as a generic usage, and labels the second form

1 See trade Unionism (London: Trades Union Congress, second 
edition 1967), pp. 167-168.
2 A slight confusion may arise over the TUC's use of the word 
'representation 1 to depict disputes over the composition of joint 
negotiating machinery or over which union is to be recognised 
individually. Throughout this thesis, the word will be used in its 
broader sense, as described in the text corresponding to this note.
3 As Dr. Lerner correctly observes, 'In recent years, the word 
"poaching" has been used to mean any illegitimate transfer.' l*erner, 
BrtfteW &Li£&ft &£& &£ Sfi&Ll Trade Union, p. 63, note 1. That 
usage will not be employed in this thesis; rather, the term 
•poaching 1 will be used to mean 'the act of recruiting members by 
JnEUflflffiUtfT them to leave another union.' Ibid*, pp. 68-69 (Italics
in th« original). r
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*" 'TffMrtiHtional dispute.

Disputes over membership transfer frequently arise when 

local officials or shop stewards of one union attempt to influence 

members of another to transfer unions. When the officials or 

stewards are successful, their activities constitute the classical 

case of poaching. At other times, the members themselves take 

the initiative to switch unions, which also can have the effect 

of bringing the unions into conflict. Disputes over membership 

transfer may be isolated instances - perhaps outgrowths of the 

disgruntlement of an individual member with his present union. 

They may also arise from chronic tensions between unions} the 

promotion of members from manual to white-collar grades is such 

an area of inter-union tension.

An organisational dispute may have at its root a decision 

by a union's officers to recruit in a certain area. But it can 

also occur when no such decision ia made - when, for example, 

events beyond the control of unions cause their organisational 

patterns to overlap. It is in relation to organisational 

disputes and to transfer disputes which arise from chronic 

tensions between unions that trade union leaderships have the 

most compelling interest. This is so for two reasons. First, 

many more members are immediately at issue than is the case 

with an isolated dispute provoked by an allegedly wrongful trans­ 

fer* Second, the outcome of the dispute may alter a union's 

pattern of organisation for years to come. When, for example, 

organisation into areas largely without a trade union presence 

ia at issue, each alight adverse influence felt upon the pattern 

of growth now could mean the loss of thousands of members in the
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future. 1

It is the intention of Part I of this thesis to approach 

inter-union disputes over membership by viewing them in their 

industrial context. This study does not attempt to present a 

balanced and complete account of inter-union relations in 

Britain. UQT does it attempt to measure precisely the incidence 

of inter-union disputes in different parts of British industry, 

father, the central purpose of Part I is to provide some ideas 

and concrete examples regarding the nature and sources of inter- 

union membership disputes which involve in their resolution senior 

trade union officers and perhaps the Disputes Committee of the 

TUC.

Chapters One, Two, and Three describe, respectively, how 

officers, members, and groups of members contribute to inter- 

union membership conflict. Chapter Four concentrates on a 

specific type of inter-union dispute - the promotion dispute. 

Chapter Pive is concerned with the institutional premium placed 

by trade unions on expansion, and with how that expansion often 

leads trade unions into controversial areas of organisation* 

Chapters Six and Seven focus on environmental factors which 

play a role in inter-union conflict* 3Jhe subject of Chapter 

Six is collective bargaining arrangements, while Chapter Seven 

centres both on management decision-making and on evolutionary 

considerations which influence and change industries and

1 For an example of an inter-union dispute largely over the 
implications for future recruitment of an organisational question, 
see Clerical and Administrative Workers Union and Society of 
Graphical and Allied Trades; National Union of General and 
Municipal Workers, 1970 TUC 4a$. Hep. 90.
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occupations. Chapters Bight and Nine present two conventional 

responses to inter-union conflict - arnalfa/aations and inter- 

union agreements, respectively - and analyse the extent to 

which they can favourably affect inter-union relations.
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CHAPT&S QBE

SBJilOA TRADJB UNICK 

AND UJTEA-UHIOK K2KBSBSHIP DISPUTES

The behaviour of trade union officers can be critical 

both in provoking and resolving inter-union disputes. An 

event which crystallises later-union, membership tensions in 

the for® of an active dispute may be the acceptance of a 

member of another trade union, the refusal to transfer a member 

upon the request of another union , or the decision to recruit 

in a controversial area of organisation* All three acts may 

be performed by senior trade union officers, or may be approved 

by such officers, perhaps tacitly , when performed by lower 

functionaries within the union • On the other hand, it may be 

only through the efforts of a senior trade union officer that 

a dispute between unions is resolved| here he will occupy the 

role of the peacemaker and will have to deal not only with the 

opposing union 9 but often with his membership and other officers 

of his union as well. The intention of this Chapter is to 

examine the role played by full-time officers above the branch 

level in inter-union membership disputes*

I. FttMHfiBft Officers above the Branch Level

The officers with whom we shall here be concerned fall 

for the most part within the group which can broadly be termed
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full-time officer* above the branch level* Although denominations 

differ from union to union, the group concerned essentially 

comprises national and divisional officers* Special attention 

will be focused on the role of those senior officers who operate 

regularly in the field of inter-union relations* Not all unions, 

of course, designate a particular officer to work in this areas 

indeed, few do. But most unions have senior officers whose work 

leads them into the area of inter-union relations with great 

frequency. These officers, and there may be more than one in 

any union, are called upon to deal with inter-union disputes 

which have escaped from their local settings. The handling of 

such a dispute normally entails contact with the lower levels of 

the officer's union: the membership, shop stewards, and local 

officials involved. It also involves discussions with the 

opposing union's officer who performs in a similar capacity, 

and may mean pursuing the dispute's resolution through any 

inter-union machinery which exists as well as to the Disputes 

Committee of the Trades Union Congress. A more detailed exami­ 

nation of the role of these senior officers in inter-union
2membership disputes now follows*

1 See H.A. Clegg, A.J. Killick and H* Adams, Trade Union Officers 
(Oxford: Basil Blackwell, 1961), Chapter 3, pp7T9-26.
2 Much of the information upon which this Chapter is based
has been gathered through a series of interviews with trade
union officers, most of whom occupy positions within their
unions of the sort described in the text above* For a listing
of those officers Interviewed, see Appendix B, infra^ Since
the material in this Chapter is based largely on conclusions
about trad© union leadership which have been drawn from the
interviews as a whole, references to the particular interviews
producing the information will not be provided. V/here, however,
a particularly strong assertion of a point has been made by
an officer interviewed, or a specific example supporting a point
hoe been provided, inclusion of that point requires, and will receive,
citation. In later chapters, the interviews produce specific points
with some regularity, perhaps peculiar to a union or an industry, and
citation will be provided as a matter of course.
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II. iteciaioafl of officers 'IjtflfHflF to Inter-uniun

Approving recruitment

An organisational dispute often originates in a decision 

by a union's top levels to recruit in a disputed area of 

organisation* Bain found that in the white-collar area 'the 

recruitment process tends to be more passive than active in 

the sense that potential members generally have to contact a 

union before there is much attempt to recruit them.' But 

the decision to enter a particular area of organisation by 

responding to the appeal of potential members still must be 

made by the officers involved. Similarly, some large-scale 

poaching efforts* effectively recruitment campaigns in already 

organised areas , are undertaken at the behest of higher union 

officers.

3* Accept leu;; members ££ o^her unions

Trade union officers may also perform the pivotal act 

In provoking an inter-union membership dispute by accepting 

past or present members of another union or by approving of 

their acceptance after the fact. The TUC's Disputes Principles 

proscribe the acceptance of a past or present member of another 

union in a number of circumstances x when the union accepting 

him has not followed the enquiry procedures stipulated as a

1 G.S. Bain, JJaa aroytfr jpl White-Collar Unionism (Oxford: 
Clarendon i-ress, 1970), P» 92. The author attributes this 
to the drain on limited resources caused by the servicing 
of present membership and on the difficulties of 'organising 
in a vacuum'. Ibid.. PP. 92-93.
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of obtaining the approval of the member's past or 

present unionj when these procedures have been followed and 

the member's past or present union has objected to the acceptance \ 

and when the member is under discipline, engaged in a trade 

dispute, or in arrears with contributions with his union. 

Violation of any of these provisions usually serves to anger 

the member's original union, with the effect of bringing the 

two unions into conflict. But the issues surrounding the 

member concerned and confronting the union officer who decides 

to accept him may be more complex than they at first appear*

This complexity may arise, for example, over the acceptance 

of a member who is in arrears with contributions. Hot only 

is it contrary to the TUC's Disputes Principles to accept 

members of unions who are in arrears, but trade union officers 

themselves usually disapprove of such acceptances, even where 

their unions stand to gain by them. Host officers share a dis­ 

like for those who use the trade union movement for a free 

ride, and it occurs to officers asked to accept individuals 

in arrears with contributions that perhaps the two unions involved 

are being played off against each other* This would mean that 

the accepting union could well be the next not to receive its

contributions* that such acceptances occur, however, is un-
2deniable* Indeed, it may happen that the arrears of many members

1 See .Principles 2 and 4* Bote (c) to Principle 2 provides a 
comment on the exact status of past members of unions in regards 
to the enquiry procedures* See, infra, pp. 228-230.
2 See, e.g., Association of Scientific, Technical and 
Managerial Staffs and Amalgamated Union of Engineering workers 
(Technical and Supervisory Section), 1974 TUG Ann. Hep. 11.
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have begun to accumulate simultaneously* which the members' 

union will interpret as a concerted activity. If tiioee members 

are later accepted by another union, that union in all probability 

will be accused of having induced the members into not paying 

their contributions.

The complexity arises if a member hae attempted to resign 

from his union by ceasing to pay contributions f the assumption

is that by going into arrears he will cause his own expulsion,
2 and thereby leave himself free to join another union. At

times, however, there is a confusion over what constitutes an 

amount of arrears sufficient to permit the union to exclude 

the member concerned. Union rule books usually indicate this, 

but in the exceptional case they do not. Where the rule books

do indicate the proper amount, there appears to be an element
* of discretion in exercising the power of exclusion for arrears.

1 See Hational Union of General and Municipal Workers and Sign 
and Display Trades Union, 1957 2UC Ann* aes. 106.
2 For the right at common law to resign trade union membership 
as distinct from the automatic lapsing of membership through non­ 
payment of subscriptions, see C. &runfeld, Modern %rade Union 
Law (iondons Sweet and Maxwell, 1966), p. 55. xhe 2?rade Union 
and labour Relations Act 1974 grants the right to terminate 
membership in a trade union if reasonable notice is given and 
any reasonable conditions met. See Section 7. 2he Srade Union 
and Labour Relations (Amendment) Act 1976, however , confines the 
Implications of this right to the contract of membership. The 
resigning member, therefore, is not protected from the operation 
of the closed shop.
3 In a survey conducted of 107 unions and sections of unions by 
the 3?UC in 1970, 94 were found to have specific rules on exclusion 
dbr arrears. Of the 94 f 81 had rules providing for exclusion as 
a method of dealing with a member in arrears for a specified 
amount of time. She other 13 made it a matter of discretion 
for a committee or branch within the union. It must be emphasised 
that from the reporting by the 2UC of the results of its survey, 
it appears that even in the 81 unions with rules providing for 
exclusion, an element of discretion still resides within the 
unions on the question. See 1970 TUG £n#. .Uep. 183-184.
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Assuming- for present purposes that the member is excluded for 

his arrears, he is not necessarily free to be recruited by other 

unions. Not only do the vagaries of Disputes Committee adjudi­ 

cation stand in the way, but often a member excluded from his 

union for this reason continues employment in a firm or grade 

where his union holde all negotiating and organisational rights; 

pressures, therefore, wiH be brought to bear on the union 

officer who is otherwise inclined to accept the individual.

Yet, since workers in arrears often believe mistakenly 

that they have renounced their union membership, or having 

renounced their membership they then believe incorrectly that 

they are automatically free to Join another union, they will 
when applying to a new union not indicate their past or present 
union membership. In this instance, of course, the accepting 

union's officer can hardly be termed culpable for having taken 
the individuals into membership! but the accepting union often 
finds itself having to exclude the individuals under pressure 
from their original union or the TUC*B disputes machinery.

.fo transfer

!Fhe act of refusing to transfer members upon the request 

of another union is becoming more common, partly because requests 

for transfer are increasing in number. As white-collar unions 
continue to grow, there is a greater possibility that manual 

workers who are promoted will find themselves in a grade negotiated

t iJote (b) to Principle 4 of the 0?UC*s Disputes Principles 
indicates that though a union's rules may state that a certain 
level of arrears effectuates expulsion, this does not perforce 
grant the individual the freedom to join another union. See,

p. 230.
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for and organised exclusively by one or more white-collar 

unions. Typically at this point, a white-collar union 

requests that the members be transferred from their manual 

union, and with disturbing frequency this request is being 

refused outright• Inter-onion conflict is the normal consequence* 

At times the refusal to transfer the members is a matter of 

union policy; at other times it is a matter of discretion on 

the part of a union officer* She promotion cases are an obvious 

example of a growing problem. AS the workforce becomes increasingly 

mobile, requests for transfers will also increase, and more unions 

will adopt policies regarding them: either establishing officers' 

discretion on the matter, qualifying it, or eliminating it 

entirely.

Inability &£ Senior Officers £& Influence the 
4fftj.vitiefl of ^fibers . Local Off^p^a^s. am fffrpp

An officer of the Transport Salaried Staffs Association 

observed that when a member of the rational Union of Hailwaymen 

is promoted into a grade negotiated for by the TSSA, and a 

controversy ensues because the worker refuses to transfer 

unions,his primary problem as the officer who must deal with 

the conflict is not with the HUE, or even with the reluctant 

transferee, but with his own members and branch officials. The 

local reaction is often so strong and harsh as to risk spoiling 

the opportunity for established procedures to come into operation*

1 Interview with -b'.H. Perry, Finance and Organising ufficer, 
Transport Salaried Staffs Association, 10 April 1975. The 
established procedures referred to are found in Appendix A f 
Document •&, infra.



Thus, xaany inter-union frictions become magnified because 

of union leadership's inability to influence the judgment of 

members, shop stewards, and local officials on the issues in 

dispute. This factor may be more pronounced in unions where 

the officers are elected periodically. She Society of Graphical 

and allied Trades illustrates another aspect of senior leader­ 

ship's limitations in influencing lower levels within the 

union. This union's internal ordering grants a large amount 

of autonomy to its chapels. Ae a result, chapel fathers often 

act in defiance of the national union policy not to poach* 

Attempts by the union's top officers to brin^ an unruly chapel 

father into line are not always successful. The local official 

comes to realise that within broad limits discretion over

whether or not to poach another union's membership resides at
2 his level. ,

At times local levels of a union refuse outright to follow

an order from a union's central office to pursue a course likely
*3

to lead to ajoicable inter-union relations. When the branch

officials or shop stewards concerned believe themselves to

have the weight of Justice on laeir side or the dominant bargaining

1 The officer concerned with re-election may be reluctant to
attempt to influence his members, shop stewards, and local 
officials on a controversial inter-union issue. In a related 
vein, rrofessor Cl«£& detected 'a widespread view among 
managers that the conduct of many full-time officers of the 
jin&laeers is noticeably influenced by the approach of election 
day. * Clegg, ffhe System pf Industrial Relations i& Grea^ 
Britain, p. 82. 2!he Ln^ineers 'have an unusually large number 
of elective offices.' |bjlj}». p. 80.
2 Interview with H*w« i-iiles, General Officer, Society of 
Graphical and Allied Trades, 15 January 1975»
3 See Transport and General Workers Union and Amalgamated 
Union of .Foundry workers, 1^51 i'U'C ^&n. key, 96.
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position within the industrial unit, the senior officers may 

find that their arguments are not received sympathetically. 

Such local level intransigence has caused a union to be 

rebuked officially by the TUC's disputes machinery.

In at least one instance a branch which refused to 

exclude members who were allegedly poached challenged its 

national leadership through, the union's internal appeals 

machinery. The branch was vindicated on appeal , but the

Disputes Committee awarded against the union due to the
2 activities of the branch. A similar instance arose in another

union when a branch official instructed to exclude poacned 

•ambers thought so little of the order that he refused to do

his national officers the honour of meeting with them to discuss
•* 

the matter. Local officials have also attempted openly to

circumvent awards of the Disputes Commit tee.

Frequently, the poaching of members by a local official 

or shop steward does not come to the attention of the central 

office of the guilty union until the poached union complains. 

When the situation develops in this manner , and a senior 

officer attempts to remedy his local official*s or shop 

steward 1 s transgression , he is often regarded in the locality 

as having taken up the cause of the rival union rather than

1 See National Union of General and Municipal workers and 
Amalgamated Engineering Union, 1956 TUC Ann. lie p.
2 Ibid. .
3 See National Union of General and Municipal Workers and 
Heating and Domestic Engineers Union, 1963 TUG Ann. Aep. 95.
4 See Iron and ^tsel trades Confederation and ^loctrical 
Trades Union, 1966 TUC Ann, icep, 89,
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his own. Since not all poaching activities are imperialistic 

acts, but at times even charitable gestures in the sense that 

local officials of one union may accept members of another 

union who are poorly serviced or oppressed by their present 

union's local leadership, this can do little good for the 

senior officer's or the union's image in tne relevant industrial 

setting.

In a related vein, inter-union membership disputes can 

be provoked by local officials who believe mistakenly that 

they have the authority to transfer members upon the request 

of other unions, when such a request is approved by the local 

official, and the workers concerned assume membership in their 

new union, controversy ie sure to arise from any attempt of 

national or divisional officers to override the decision of their 

unions * local representatives.

the inability to control local forces has provoked a 

reaction in the top levels of at least one union, fhe national 

officer in the Association of Scientific, Xechnical and Managerial 

Staffs whose duties include handling inter-union disputes requested 

and received permission from her Executive to exercise discretion 

over taking disputes to the Disputes Committee of the TUC. If 

only a few members are involved or the claim of her union at 

the local level is clearly spurious, she resolves, pleading 

wasted time and resources, not to pursue the claim. Her move 

in this direction has not gone unnoticed: a divisional office 

of A3TKS has passed a condemnatory resolution specifically pointing

1 See Electrical Electronic Telecommunication Union/plumbing 
Trades Union and Draughtsmecs and Allied Technicians Association, 
1971 2UC Ann. Kes. 29.



to her action in this regard.

This example and many others notwithstanding, it is still 

the case that senior trade union officers at times become 

actively involved in the undertakings of those officials and 

shop stewards below them in the union hierarchy which tend 

to contribute to inter-union conflict. A divisional officer 

of the United £oad Transport Union, for instance, remarked 

that he personally earmarks which unions should be attacked 

through concerted poaching efforts or through organlaational 

drives designed to ensure his union's expansion into a particular 
erea. His basic criterion for selecting which union to attack 

is simple and revealing. Given the few unions against which hla 
competes - primarily the Transport and General Workers Union, 

the Hational Union of General and Municipal Workers, and the 

Union of £*hop t Distributive and Allied Workers - he in moat 

cases avoids the TGWU, because of its superior strength among 
the three and its greater willingness to use it. Thus,unless 

the TGWU is plainly weak ia a local industrial setting and the 

UiiTU officer is fairly certain that his larger adversary 

not strike back in other areaa, lie does not single out the
9TGWU for a local level confrontation.

1 Interview with H. Turner, Assistant General Secretary, 
Association of Scientific, Technical and i'*ana&erlal Staffs, 
8 January 1975.
2 Interview with A. Tayeoine, Divisional Officer, United 
Hoad Transport Union, 28 Kcveaiber 1974.
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IV. Mome Other Appecta of the Influence oj; Senior Officers
frteciberahip .Disputes

A » Personality conflicts between officers

Some inter-union disputes over membership may be exacerbated 

by personality conflicts between officers of competing unions. 

Vfhile this ie perhaps most true in localised situations where 

the officials are in direct conflict over recruitment, it 

occurs as well at the divisional and national levels of the 

unions where the basis of the ill feeling may be unrelated 

to the inter-union membership problems which are provoked* In 

the latter instance, th© reverberations of the personality 

conflict may be felt throughout the respective unions' organisations* 

The vast majority of the officers interviewed believed, however, 

that personality conflicts between officers do not constitute 

a major irritant in inter-union relations.

B. ffca poetical amb^t^one ££ officers

Organisational incursions into another union's sphere 

of influence or poaching efforts aimed at increasing the member- 

snip of the aggressor union may be the product of an individual 

officer's political ambitions* One way in which a local or 

divisional office holder may come to be noticed by ai& union's 

membership or leadership for purposes of election or promotion 

is by securing new members and new areas of organisation for 

his union* This is particularly the case in the large unions 

where merely exhibiting competence in one's job of servicing 

members might well escape notice or be taken for granted. A 

high officer of the Amalgamated Union of engineering "workers argued



that this is true in the engineering industry, where what he 

refers to as 'live wire recruiters 1 often succeed in disturbing 

settled bargaining patterns and trade union spheres of influence.

Discretion in inter-uniqn activities residing
one pffj.cer.

The role of officers in controlling the level of inter- 

union conflict is particularly pronounced when the decision 

to observe or disregard the OHJC'8 Disputes Principles is delegated 

entirely to one officer. Such is the case, for instance, within 

the Greater London Council Staff Association, where the union's
2 top organiser is entrusted with this authority. In practice,

this is often true even in the absence of any specific delegation, 

as many officers act with near total authority in their respective 

areas*

2* Kemberphiij attacks on other unions as & y^ftfifi of defence

natural tendency for soae trade union officers when

they become aware that their unions are embroiled in inter-

union conflict is to attack the opposing unions • £his often

means that the officer concerned authorises a poaching effort
i

or organisational encroachment against the opponent union of a 

magnitude roughly comparable to the original dispute. Then 

the approach simply is to utilise the latter dispute when

1 Interview with ^. i'-oberte, Assistant Oeneral Secretary, 
Amalgamated Union of iingineering Workers, 29 May 1975.
2 Interview with £. Seares, assistant Secretary/Organiser, 
Greater London Council Staff Association, 4 April 1975.



negotiating over the former. 3ome of the officers interviewed 
went so far as to indicate that there exists a reservoir of 
disputes with historically antagonistic unions which, through 
national level involvement, can be crystallised on short notice 
in a form which makes them suitable for such a utilisation.

This tendency among officers has some threat value. The 
Civil Service Union organises the lower strata in the non- 
manual Civil Service. At times, there is friction between the 
CSU and the unions on the manual side of the Civil Service. 
Ho major problems have arisen here, however, in part because the 
manual unions realise that if staff members of the CSU are 
poached, many vulnerable areas of manual union organisation, 
for example the security guards in the Civil Service organised 
by the TGWU, would be subject to a counter raid.

E » i^iftlyABf thfi matter &£ the loc^l level

Some senior trade union officers when informed of a 
dispute between their unions and rival unions attempt to assist 
In the dispute's resolution by going directly to the local 
setting where the problem arose. This may mean that up to 
a certain point held inviolate by all senior officers who enjoy 
the favour of their memberships, shop stewards, and local 
officials, the national or divisional officer will attempt to 
talk his local charges out of unreasonable positions* If the 
source of the difficulty appears to be the other union, then 
this officer will contact his equal in that union and urge

t Interview with J.O.K. Vickers, General Secretary, Civil 
Service Union, 6 June t975«
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him to pursue a similar line

among officers of hoatilg unions

Often a sort of camaraderie arises among senior officers 

of historically competitive unions who are frequently brought 

into contact with each other on matters relating to inter- 

union conflict. The Chief Organiser of the Union of Shop, 

Distributive and Allied Workers, for instance, observed that 

when a dispute arises between his union and the TGW, he usually 

attempts to solve it himself I but if unsuccessful, he contacts 

the officer occupying a similar position in the TGWU with a 

view to approaching the conflict jointly.

This camaraderie has another dimension* Often an inter- 

union dispute can best be resolved when officers in the competing 

unions know each other well enough to make a personal appeal* 

One view has it that this is true even after an award of the 

Disputes Committee* But instances in which this personal 

appeal can work are limited to disputes where top officers are 

able to persuade their union's local levels to comply with the 

agreement reached between the officers, or where it was a matter 

of union policy that provoked the dispute in the first place.

<*• 4 lack $fs enthusiasm ffc-y inter-unioq disputes

It is best to conclude this brief statement on the 

role of trade union officers in inter-union membership conflict 

by noting that there exists a widespread belief among officers

1 Interview with «*«!>* Hughes, Chief Organising Officer, Union 
of Shop, distributive and Allied Workers, 15 January 1975.



that inter-union disputes are a drain on their time and their 

unions 1 resources. Moreover, inter-union disputes are felt to 

damage the trade union movement's public image. Accordingly, 

inter-union disputes, in instances where senior officers are 

able to exercise some discretion in how they proceed, are 

generally not pursued with great enthusiasm. There are exceptions, 

but most trade union officers believe that their time is better 

spent in areas other than inter-union conflict. This belief 

has not led these same officers, however, to move seriously 

toward rationalising overall trade union development in a way 

which would minimise inter-union conflict*

1 See on this point J. Hughes, The TOO: & P^an for the 1970s 
(London: Fabian Society, 1969), p. 12. See, aupra. pp. 1-2.
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TH2 ROLK OP UNION MSKBEKS IN PROVOKING 

INEBH-UNION MEMBERSHIP DISPUTES

The activities of individual union members may lead 
to inter-union conflict* Xhe outlet through vhioh potentially 
provocative individual activities are usually channelled is 
that of membership transfer from union to union* A member, 
for reasons to be explored below, may wish to leave his present 
union membership to join another union. If his present union 
objects to his departure , and the union into which he wishes 
to transfer covets his membership, the two organisations may 
enter into conflict. Conversely , it may be that a union requests 
the transfer of a member from another union, and the member's 
present union agrees t but the member objects and refuses to 
switch unions* Again the result may be inter-union conflict if 
the member's present union takes up his cause » or if the union 
desiring the transfer persists in the face of the member's 
Intransigence and his union's passive acceptance of the status

embership Transfer j^ the Context $£ tfre fUC'a Dlaputeq 
'inclbles

As is the case throughout Part I of this thesis 9 the 
relationship between the industrial events described and the 
TUC's Disputes Principles will be set aside, where possible,
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for consideration in Part II which will treat these matters 

in great detail* In the present Chapter, the issues underlying 

the provocation of inter-union membership disputes by individual 

union members are the central concern.

Having said that, it is necessary to make a brief 

excursus to offer a few preliminary, contextual comments un 

the requirements of the TUC's Disputes Principles with respect 

to membership transfer. When a worker wishes to join a TUC- 

affiliated union, he is given an application which, according 

to the Disputes Principles, must enquire a@ to that worker's 

previous or present union membership, Over the years* most 

TUC affiliates have complied with this requirement in their

application forme. If the applicant indicates that he ia
2 presently a member of a union, or was one in the recent past,

the union receiving hie application must forward an enquiry
»

form to the employee 9 s former or present union. An examination

of the reports of Disputes Committee decisions indicates that 

employees do not always admit to their past or present onion 

membership* If this occurs and, innocently believing the

1 3ee Principle 6, fofra. pp. 230-231.
2 The Principles point out that while the recent past is meant 
to cover applicants who have contributed to an affiliated union 
in the fifty-two weeks preceding the application, in fact 'this 
is intended merely as a guide and much difficulties will be 
avoided if enquiries are made in all cases where previous trade 
union membership is known. 1 Principle 2, Hote (c), infrq. p. 229.
3 See Principle 2, infra, p. 229. A model 'Enquiry Form* and a 
model 'Eeply to Enquiry 1 form are provided by the TUG. Be© 
guide i£ tfee Avoidance g£ Dispute^ betweeq. Unions and the 
Settlement QJt disputes wilfh lonployere. pp. 11-12.
4 See national Union of General and Municipal Workers and Amalgamated 
Society of Boilermakere, Shipwrights, Blacksmiths and Structural 
Workers, 1963 TUG &Q&. £g£. 119> Amalgamated Union of Building Trade 
Workers and Transport and General Workers Union, 1970 TUG Ann. Hep. 
166; Amalgamated Union of Engineering and Foundry Workers and 
Association of Scientific, Technical and Managerial Staffs. 1971 
TUC Ann. $&&• 15.
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individual to be new to the trade union movement, a union 

accepts him without enquiring of his past or present union, 

inter-union conflict may result when the worker's original 

union complains of hie improper transfer.

Although most unions have now modified their application 

forcis to include the proper enquiry as to the worker's trade 

union aenbership status, past and present, it was quite common 

formerly for application forms deficient in this respect to be 

responsible for provoking a confrontation between unions over 

wrongful acceptance. At one point, for instance, the application 

of th© Chemical Workers Union enquired 'Are you a member of a 

Trade Union?', rather than the accepted 'Are you or have you 

been a member of a Trade Union or Unions? 1 A number of workers, 

apparently believing themselves to have resigned from TGWU aember- 

ship, filled in the CWU application forms and responded 'Ho 1 to 

the question. f£he ±GWU claimed at the Disputes Coiamittee that 

the workers were still not free to join the CWU, and the Disputes 

Committee so found.

&£ keaibeys to. leave thej^ Jryeftexytj Unioaq

When a trade union is presented with a request from another 

union to transfer members and believes that the claim of the 

requesting union is a valid one, it normally agrees to the 

transfer. Ihis is particularly the case if an agreement or 

friendly arrangement exists between the unions to cover the
i ' * • . *

1 See Transport and C-eneral workers Union and Cheaical Workers 
Union, 1955 TOG &&• lien. 93.
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matter. IJut intransigence on the part of the individual 

workers involved often frustrates the process. The requesting 

union may interpret this intransigence as residing in the 

workers 9 present union as well as in the individuals, and as 

a result the two unions can be brought into conflict*

*• %fc5 Ipyaltv $£ member^ J& ftfre^r present ua^pn

A worker's intransigence may be founded on a loyalty 

to his present union growing out of many years of fruitful 

membership. This appears to be part of the problem in the 

railway industry when members of the National Union of 

Railwaymen are promoted into the professional, research, and 

technical grades for which the Transport Salaried Staffs 

Association negotiates. Normally, individuals filling these 

grades enter the industry by means of direct recruitment rather 

than promotion. In 1948, however, the Railway Board adopted 

a programme which enables workers in the railway grados 

to be promoted into the professional, research, and technical 

grades. These individuals have been for the most part members 

of the &T3II. Many of those promoted through the years have 

attempted to retain their UUH membership, which has had the
9Inevitable effect of bringing the two unions into conflict.

1 3ee Grunfeld, l^dgrj^ Traflq Uoipn law, p. 31 *
2 Interviews with E.J. Tuck, Assistant Oeneral Secretary, 
National Union of Hailwaymen, 10 .December 19741 16 January 
1975$ Interview with F.Ii. Jrerry, Finance and organising 
Officer, Transport Salaried Staffs Association, 10 April 1975* 
See National Union of Kailwaymen and Transport Salaried Staffs 
Association, 1972 TUG -£nn,. &ep. 35$ National Union of Railway- 
men and Transport Salaried Staffs Association, 1973 TUG Arm. 
Hep . 30. - •
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An individual's loyalty to his trade union can be overcome 
by a greater loyalty to his occupational group. Often the two 
loyalties are intertwined, as is the case with craftsmen who 
belong to craft or ex-craft unions. The railway industry, 

however, offers an instance la which the loyalties of workers 
to different unions are subordinated to the attraction of a 
common occupation. In this industry the vast majority of 

locomotive engineers are organised by the Associated Society 
of Locomotive Bngineers and Firemen, yet there is little friction 
based on competing union loyalties between this union's members 
and those of the minority union in the grade, the MJH. The 
community of interest felt amonf all those who hold the position 
simply exerts a stronger pull on the individuals concerned than 
do their differing union memberships.

\Qgff jjgJt benefit^ upo^n tranafey

An individual's reluctance to transfer unions is not 
always based on his loyalty to his present union. Often he 
stands to lose significant benefits upon transfer which have 
accrued to him in his capacity with the union to which he is 
presently affiliated. In mowssing this situation, following 
a questionnaire which was submitted to its raenibor unions, the 

!TUC observed:

unions had arrangements whereby the pre­ 
vious trade union membership was taken into consideration 
and the normal qualifying period [for benefits] was

1 Interview with H.J. Tuck, Assistant General Secretary, 
National Union of Railwaymen, 10 December 19741 Interview 
with ^. Buckton, General Secretary, Associated Society of 
locomotive Engineers and Firemen, 15 April 1975.



either waived or reduced. Such procedures were 
not, however, standardised and varied markedly 
between unions* Other unions had no special 
arrangements for new members with previous 
trade union membership, who were treated in the 
same way as new entrants. A number of unions 
also gave information about reciprocal 
arrangements with other unions whereby a 
transferee was not required to satisfy the 
sane qualifying period as a new member, but 
such arrangements were not widespread* 1

Accordingly, a member who has paid his due contributions to 

a benefit fund for many years, and who then finds his employ­ 

ment changed to an area where he should switch unions, often 

struggles to retain his present membership so as not to lose 

his benefits. This ©ituation 10 particularly unfortunate when 

both unions assume an unbending stance, and the member la 

presented with the choice of forsaking a promotion or accepting 

the promotion and losing his benefits.

This matter can be remedied if the two unions involved 

have reached an agreement on the benefit rights of transferred 

members. An area of such agreement exists in the printing 

industry. Besides direct recruitment, there are two methods 

of entry into the field of journalism. One involves photo-* 

graphic printers being promoted into photographers, and the 

other occur© when editorial clerks become Journalists. Both 

the photographic printers and th© editorial clerks within the 

industry are organised by the National Society of Operative 

Printers, Graphical and Hedia Personnel, while the journalists 

are organised by the National Union of Journalists. Little 

friction arises here over the benefit issue because the unions 

have agreed that for the first twelve months the promoted

1 1972 TUG £&a. £§£. 45. See also 1972 TUO Ann. Eep. 315.
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individual will retain his tfSGKrh* benefits, and thereafter 

will be subject to IflJJ benefits calculated on the basis of his 

having been a probationary KUJ member for twelve months.

Many unions have reacted compassionately to the plight 

of the individual who is threatened with losing his benefits 

because of a transfer in membership. The Iron and Steel 

Trades Confederation, for instance, made it a practice of 

permitting members of other unions transferred into the iron 

and steel industry to retain their original cards if transferring 

unions meant the loss of substantial benefits* i'his benevolent 

policy led to an unfortunate turn of events for the I32Cf 

however , when a &roup of these individuals, members of the

Union of Engineering and Foundry Workers, struck

for recognition when their numbers within the plant concerned
2 reached a sufficient level,

Many unions, for instance craft unions which see their 

members hired at already organised sites and other manual 

unions which because of promotion schemes see their members 

promoted into grades negotiated for by established white- 

collar unions, consider it to be in their interest not to 

reach an agreement which establishes members* rights to 

benefits upon transfer, Their control over the accrued benefits 

of members, they rightly believe, induces an attraction within 

the individuals for their present union where none otherwise

1 Interview with &. Viner, Training and Research Officer, 
National Union of Journalists, 16 April 1975. 2he inter- 
union agreement on the matter is found in Appendix A, as 
Document F, infra* of special concern is paragraph 5«
2 See Iron and Steel Trades Confederation and Amalgamated 
Union of .Engineering and foundry workers, 1970 1UC Ann, 
132.
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night exist. When this control over benefits is used as a 

coercive device, members' rights are made subservient to the 

organisational designs of trade unions.

&£ Hemberfl J& Leave the,ir Present Unions

fa gftftrpfa fit Irpyflr contributions

It will be observed in Chapter Jfive that some unions 

are able to capitalise on contribution rates lover than those
2of competitor unions* Individual members when forced to pay 

contributions at rates in excess of what they might pay in 

another union may seek to transfer membership. Often the 

precipitating event is the actual Increase in contributions 

which ftl.T unions , at one time or another, must make in order
•2

to remain solvent. -hen a union believes that It is faced 

with a loss of membership for having a higher contribution
- * V

rate than competitor unions , it will be resentful of another 

union's acceptance of the members , and the two unions will in 

all probability enter into a dispute.

flearch ojg greater

Some workers may seek to leave their present union

1 Some factors enumerated in this section could motivate the 
members to remain in their present unions , if in their assessment 
relative to other unions their unions com® out favourably,
2 See, i&£za» pp. 9^-95.
3 A survey of 93 member unions by the TUG In 1972 indicated that 
80 had increased membership contributions since 1968. See 1972
TUG ^nn. lie P. 315.
4 See Amalgamated Society of Painters and Decorators and National 
Society of Metal Mechanics, 1967 TUC ^njft. jiep. 113.
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membership in response to the greater benefits provided by 

another union catering in the field. Such is the case within 

the Greater London Council, where tae vast ir«ajority of staff 

are organised by the Greater London Council ^taff -ssociation. 

The National and Local Government Officers Association also 

organises in the field, and offers a substantial array of 

benefits to its members* Included among these are mortgage 

facilities, life and motor car insurance, holiday camps, and 

education opportunities through correspondence* -hen an individual 

seeking to secure these benefits as his own attempts to leave 

the GLC3A to join KALGG, the two unions are brought into 

conflict* i'he Staff Association, as a matter of policy, does 

not agree to the transfer, while r*ALGt, attempting to secure 

further organisation in the Greater London Council, often 

chooses to disregard the refusal to transfer and accepts the 

individual. 1

c « laraer onfl more conspicuous unions

i'hese same two unions are illustrative of a similar 

influence on individual desires relating to union membership. 

It is not uncommon that individuals wish to be represented 

by a larger0 mere visible union than the one in which they 

are presently enrolled* Often members of the GJUCifc. are lured 

away by KALGC simply because of its greater conspicuousness, 

even though the (JLC3A has a larger presence within the Greater 

London Council. 3?he heightened milltance of &ALGO in recent
• ' * » *

1 Interview with £. Seares f Assistant Secretary/Organiser, 
Greater London Council *ta£f Association, 4 April 1975.
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years which has increased its coverage in the news media has 

further emphasised this factor.

D. - Higher rates g/ coap-e

When it is brought to an employee's attention that 

individuals doing work similar , or perhaps identical, to the 

work which he is performing , but are receiving a higher rate 

of compensation for their efforts because they are covered 

by a different agreement negotiated by a union other than his 

own, it is a natural response for that employee to seek to 

leave his present membership so that he might become enrolled 

In the union which is securing its members the higher wage*

This is often an enticement for members of a general 

or Industrial union to become members of one with a craft
2 orientation. Since different craft and ex- craft unions cater

for individuals performing similar crafts » and are often the 

holders of different agreements with employers 1 associations 

or individual companies, this factor may also induce individuals 

to move from one such craft or ex-craft union to another. 

Such was the case, for instance. In one dispute between the 

Amalgamated iingiiieerlng Union and the United Society of Boiler- 

makers, Shipbuilders and Structural Workers over a group of 

welders. The existence of discrepancies in rates of pay does

1 Ibid*
2 3©e Transport and General Workers Union and Heating and
Domestic engineers Union, 1937 TUG Ann. risp. 111.

3 ijee liaticnal Union of ^nginexaen, Firemen, Mechanics and 
Electrical Workers and Heating and Domestic Sn^ineers Union, 
1963 TUG juiia.. Hep. 89.
4 See Amalgamated Engineering Union and United Society of Boiler- 
Makers, -Shipbuilders and structural Workers, 1954 TUG &jn.» liep. 98.
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not always, of course, lead merely to a desire to transfer 

unions. It can lead as well to industrial action seeking 

to eradicate the discrepancy.

£. Disillusionment witjb barf&ining strategy

The direction a trade union takes in its negotiations 

with management can disillusion some of its members, with the 

result that defections occur and unions are brought into 

conflict* In the Civil Service, some tension exists between 

the Inland Revenue Staff Federation and other Civil Service 

unions* The Iil3? claims to follow a negotiating policy which 

attempts to further the careers of its members; improving 

a promotion scheme is a likely example. Since the IRSP organises 

vertically within the Inland Revenue, from clerical to 

executive grades, it can afford to pursue such a line* Other 

unions in the Civil Service, however, most of which organise 

horizontally, are not so concerned with an issue such as 

promotion, since these unions are likely to see their members 

promoted into another union's sphere of influence* They tend, 

therefore, to concentrate on wages and conditions of employment* 

A display of militancy in relation to these conventional 

issues by other unions in the Civil Service causes some dis­

affection among the IBS? membership and, ae a consequence, an
2 increase in inter-union tensions.

1 See Amalgamated Engineering Union and Rational "Jnion of 
Vehicle Builders, 1964 TUG Ann. Hg£. 99.
t Interview with P. Swift, I>eputy General Secretary, Inland 
Hevenue Staff federation, 15 April 19751 Interview with t.2, 
Jones, Secretary of the Staff k>ide, Civil Service National 
Whitley Council, 11 April 1975.
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disbelief ia bargaining effectiveness

A similar circumstance can evolve, not from differences 

in levels of compensation brought about because negotiations 

are handled in different ways by different unions, but from 

a general disgust provoked in the membership by what they 

consider to be their union's inadequacy as a bargaining 

representative, When such is the case» it may be that the 

individuals involved will seek out a trade union representative 

with a reputation of being a more militant bargainer, and 

thereby provoke an inter-union dispute* A recent example can 

be drawn from the Civil Service, where a poor pay settlement 

for executive grades so disturbed some members of the Society 

of Civil Servants that many sought out representation from 

ASTM3. ASTK3 attempted to organise the individuals, but was 

later driven from the Civil Service executive grades by a 

combination of factors, not the least compelling of which was 

the Society's affiliation to the TTJC* 2

&• ft^agreement with the decision to take Industrial action^

It is not uncommon for union members to disagree funda­ 

mentally with their organisation's decision to enter into 

dispute with management, especially when the dispute involves

1 See Association of Broadcasting Staff and Association of 
Cinematograph, television and Allied Technicians, 1966 T0C Ann. 

. 92.
2 Interview with M. Turner, Assistant General Secretary, 
Association of Scientific, technical and Managerial Staffs, 
8 January 1975$ Interview with G. Gill man, General Secretary, 
Society of Civil Servants, 8 January 1975; Interview with *. 
Jones, Secretary of the Staff Side, Civil Service National 
Whitley Council, 11 April 1975.
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industrial action* Such a disagreement with one's onion is 

at the heart of the TUC f s provision in its Disputes Principles 

which prohibits the taking of another onion f s members when 

those members are engaged in a trade dispute. The utility 

in such a provision ie clear, as in its absence piratical 

unions could well undermine the ability of other unions to 

use industrial sanctions against management, ouch breaches of

discretion are relatively rare, as the ethic involved is one
o 

basic to the very idea of trade unionism , but they do occur.

&• Members JL& conflict with aniorf leadership

• Sometimes a member 's disenchantment with his union can 

be traced to his dislike for the onion's local leadership* 

Perhaps the individual has been in conflict with his shop
-at

steward or his branch official. the conflict may be based 

on factors such as personality, politics 9 or onion policy. 

When such a disagreement emerges , the individual, concerned 

often seeks out new onion representation. While it is arguably 

a breach of trade union ethics for one union to accept members 

of another when they are in conflict with their onion or 

its leadership, it may border upon a charitable act for a 

onion to enrol the individuals. That is to say t if the members 1

1 See Principle 4» jMfra- p. 230.
2 See National Union of liailwayraen and Association of Super­ 
visory Staffs. Executives and Technicians, 1964 TUC ^n&. Rep. 
97; Amalgamated Union of Engineering and foundry Workers 
(Foundry Section) and Associated metalworkers Society, 1971
TUC 4nn. Rep. 29.
3 See Transport and General Workers Union and national Union of 
Public Employees, 1961 TUC ann. Kep. 99. Cf. Natioxial Union 
of General and Municipal Workers and National Union of Printing, 
Bookbinding and Paper workers, 1957 TUC &n£. Hep. 108.



disenchantment is based on the oppressive behaviour of a 

local official or shop steward, it may be an act of benevolence 

to remove the individuals from such oppression at the risk of 

embroiling one's union in inter-union conflict.

Dissatisfaction with union officials is not restricted 

to local officials who are in contact with the members involved. 

With the level of distribution achieved in most sections of 

society by the news media, national leadership figures are 

much more visible at the local level than formerly. Also t 

while in most unions the periodical journals are not distributed 

to each member, they are increasingly available for Inspection

at branch facilities or other union facilities on company
o

property. With the ever-*enlarging public role for trade union

leadership on matters of economic policy within the United 

Kingdom, opinions expressed by top leadership are likely to 

be scrutinised at the local level. It is only natural that 

there does not exist an automatic consensus on every official 

statement by a General Secretary, whether it is directed toward 

the nation's economy or a scene of industrial action involving

1 3ee National and l*ocal Government Officers Association and 
Hational Union of General and Municipal Workers, 1970 TUG Ann. 

30.
2 Shis factor of union journals should not be weighted too 
heavily, as Hughes observes that 'if the entire print of the 
(xHWU Journal were distributed it would reach one member in ten* 
but * there are strong reasons for believing that this is not 
happening ... most officials have had the experience of seeing 
bundles of Journals lying about in branch rooms.*11 J. Hughes, 
ffrffft^ Union frtructurq and (toyernmqnt . liesearch £aper lio. 5 
(Part 2), Hoyal Commission on Trade Unions and Employers' 
Associations (London: Her Majesty's Stationery Office, 1967), 
p. 40, para. 88. l"he quotation within Hughes 1 observation above 
is taken from the GMVU fieport of the 50th Congress, Special 
Eeport on the Journal, p. 333.
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the union's members. As a consequence, it may occur that 

members become so disenchanted with what they hear that they 

will wish to leave their present membership. If they seek 

to join a new union, inter-union conflict may result.

!• Member^ unfler discipline of their union

The TUC's Disputes Principles are unequivocal in pro­ 

scribing the acceptance of individuals who are under discipline
pof their union. Yet, as a leading writer on the rights of 

trade union members points out, 'Discipline of individual 

members is essential if a union is to survive as an effective 

organisation, but discipline may also be a ready tool of 

oppression within the union. 1 * Thus, from the individual's 

point of view, it may be not only in his self-interest to avoid 

the imposition of some union sanction as a matter of pain 

avoidance, but also as a matter of escaping unjust punishment 

or political victimisation. An individual in this circumstance 

may well seek to change unions, and when he succeeds the two 

unions concerned are likely to enter into conflict. 5

loyalty pf members to transferring

When the individual who defects to another union, for

1 See Iron and Steel Trades Confederation and Electrical Trades 
Union, 1965 2TJC Ann. EBP. 122.
2 See .Principle 4, infra, p. 230.
5 C.W. Summers, 'Legal Idmitations on Union Discipline 1 , 
Harvar^ Law Review. L£I? (1951), 1049.
4 After his discussion of union discipline in Great Britain, Pro­ 
fessor Clegg concluded that 'there is very little evidence to suggest 
that the use of disciplinary powers to silence or remove opponents 
is generally an important factor in union government.' Glegg, The 
System of IndujBtria.1 Halations in Great Britain, t p. 112.
^^^^R^^^^^^^^^^^^B ^^^^^w ^^^^^^^^^^^^^^^^^^^^^^^^^^^^^ ^^^^^^^^^^WH^^^^^^MB^H^V flHHv 4MVMMBIMBHMt MWlBMlVMMlMliH^BM W J» ^

5 See National and Local Government Officers Association and 
National Union of General and Municipal Workers, 1970 TUC Ann.
A6D. 80. ^^



1 2 whatever reason, is a aiiop steward or branch official, he

is often in a position to draw upon the loyalty of the members 

under him to take them along to the new union. This is regarded 

as a serious matter by senior trade union officers, as not 

only might a large number of individuals be involved, but 

also if the practice were to becoae widespread the leverage 

of local officials upon central union offices would become 

more profound than it is at present.

Section £ a£ the Industrial Relations ^ct 1Q71

Before leaving the present topic, it should be added 

that the now-repealed Industrial Relations Act 1971 provided 

a means through which an individual could channel his activities 

against his union or the dominant union in an industrial 

setting . Section 5(1)(b) of the Act provided the worker a

right . •• to fee a member of no r trade union or 
other organisation of workers [as unregistered 
unions were referred to under the Act] or to 
refuse to be a member of any particular trade 
onion or other organisation of workers*

This right was qualified where the Act's provisions for 

approved closed shops or agency shops had been successfully 

invoked. Since at common law an individual member is free 

to resign from his union (as distinct from merely lapsing

Amalgamated Engineering Union and Transport and General 
Workers Union, 1962 TUG Ann, fop. 95.
2 See Amalgamated Society of Wire .Drawers and i&ndred 
Workers and National Union of General and Municipal1968 TUC 4aa. &a$. 11 6.
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hie membership ), subject to institutional pressures such 

as the closed shop, the import of Section 5(1)(b) was

directly aimed at supporting individual freedom in the
2face of unapproved union security measures. This was

further emphasised by the provision's operation against 

the individual's employer, rather than his trade union* 

Horoever, Section 5(1) (a) provided the worker a right to 

join the union of his choice (excluding unregistered 

organisations of workers). Hany registered unions saw this

as a means by which to take advantage of an individual's
•* 

exercise of a statutory right as a 'back door to recognition 1 .
A recent study has concluded that Section 5 was not notably 

successful in making it possible for individuals to secure 
broader institutional claiias against the closed shop, but 

it was added that *A few registered bodies may ... have been 
able, by virtue of provisions such as section 5[(1)(aj], to

1 See Grunfeld, Modern Trafle Union Law, pp. 35-36.
2 ?he Act, therefore, did not abide by the recommendation 
of the lioyal Cc&miseioii respecting the closed shop. 
See Report of the ftoval ^ffiMflgfllWl £S Trade Unions and, 
juffiployers Associations. DP. 162^164. paras. 598~602. 
For a defence of the closed shop in the face of the 
Industrial Relations Act, see 0. Kab-a-Freund, Labour and 
jfoe I/av (London: Stevene and Sons, 1972), pp. 195-210. 
for an analysis of Section 5 of the Act in terms of its 
individualist orientation upsetting collective industrial 
relations, see &>.#» aiedderburn, 'Labour Law and Labour 
delations in Britain 1 , British Journa^ pf 
Relations. X (1972), 270.
3 feeekes et si., Industrial EelatjLons and the Liai 
o£ iaw, p* 123. See also She Post Office v. Crouch^f^^^^^^^^ T' /"t _Ii *!3T T k 3 / • * T \ ^^^^^^™ ^^^i^^^^n^ ••^^^^^^^••^•^ •VMMMMiBHMMHV

4 Veekee ai &L»» PJ2* cit.. p. 63.



build up a base fro& which they could more easily obtain 

recognition.' 1

1 Ibid., p. 124.
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CHAFER THREE 

DISSATISPACTlOtf WITHIN TRADE

Dissatisfaction within trade unions may reside in 

groups of members as veil as in individual union members* 

As is the case when individual members become dissatisfied , 

the presence of group dissatisfaction can bring unions into 

conflict. The sources of unrest may be the same as for 

individuals , or they may be unique to the group's circumstance. 

Groups of workers within trade unions may be defined for present 

purposes in terms of interests - primarily occupational , although 

possibily social, political, and geographical - which set them 

apart from other members or groups of members within trade 

unions. The present Chapter examines some major sources of 

dissatisfaction within trade unions based primarily upon 

special occupational concerns of groups of workers and identifies 

the implications of such dissatisfaction for inter-union 

relations*

I. (jfeoup Dissatisfaction apd Inter~union Relations

AB trade unions increasingly widen their recruitment 

scopes to encompass diverse groups of workers , often by 

institutionalising their presence within the larger organisations

1 See generally Hughes, Tradq Union Structure and 
(Part 1), pp. 6-27 » paras. 11-48.
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by means of structural modifications such as 'trade groups', 

the Interests of these groups may be easily contradistinguished 

from those of the trade union as a whole, or from those of 

other groups within the trade union* It is when the contra­ 

distinctions are pronounced and fundamental that group activity 

within the union may take on dissident features, wita the 

result, perhaps, of leading to disputes between the 'parent* 

union and others with a membership interest in the dissident 

group.

A group within a trade uaicn which is dissatisfied 

may shop around for new union representation* If, by virtue 

of its size or industrial position, the group is attractive 

to other unions, it may have little trouble in finding a taker* 

In one dispute to reach the .Disputes Committee, for instance, 

a small group of members which was dissatisfied with the 

Confederation of Health Service Employees contacted the 

National Union of General and Kunicipal Workers seeking to 

have that union enrol it. The general union declined to accept 

the group's entreaty upon notification from CGKS.S that it would 

disapprove. Xtie National Union of Public -Stoiployees, however, 

had no such reservation and enrolled the group. The two unions 

were Immediately joined in conflict.

1 See P» ^llas, 'Trade Union Amalgamations: Patterns and 
irocedures', Industrial Law Journal. II (1973), 125, 126-127.
2 This study will accordingly not focus on dissident activity
which leads to the creation of breakaway unions, i'or reasons dis­ 
cussed at pp. 7*4—751 infra f dissatisfied groups of workers may find 
membership transfer to other boiia f^4e unions as a more promising 
path to follow, with the result that inter-union conflict may 
arise between the frona fj^e unions. Breakaway unionism has been 
•xamined in Lerner, Breakaway Unions and the oaall Trade Union.
5 See Confederation of Health Service Employees and National 
Union of nubile Employees, 1961 TUG Ann. Kea. 107.
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The impact of the disgruntled group's activity may be 

more fundamental than its breaking off to join another union. 

It may serve to jeopardise the organisational dominance of 

the parent union in the relevant setting. When a disgruntled 

group begins to propagandise within the industrial unit against 

its union, the result can be a sapping of the union's organise.- 

tional strength. If the loss in organisational strength is 

sufficiently large, it is not out of the question for another 

union to attempt to fill the breach by commencing to organise 

within the unit. The original union without doubt will contest

what it views as an incursion into its sphere* If the
1aggressor union persists, inter-union conflict results*

ftissatisf a ct ion within General and otfrer Lar^e Unions

It has been observed that general unions violate the 

Webbs 1 principle of common occupational interest in union 

organisation by extending into virtually every occupational
2corner of British industry. This organisational feature of 

general unions brings to light aa interesting question, the 

answer to which illuminates sources of inter-union disputes 

which pertain to group dissatisfaction: that is, having 

recruited a sizeable number of diverse occupational groups
e

1 See National Union of Printing, Bookbinding and Paper Workers 
and National union of General and i4unicipal Workers, 1957
TUG Ann. £ejfc. 103| 1953 TUC Ann. Eep. 104.
2 See B.C. Roberts, 3?rade Unions An. & iree Society (London! 
Eutchinson, second edition 1962), p. 79. ihe *ebbs develop 
this principle in Chapter IV, entitled 'Interunion relations', 
in S. tfebb and -i*« fcebb, Indo^tr^fijp Atemocracv (London: 
Longmans, tfreen and Co., edition of 1920)7 PP« 104-141.
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into its membership, how does the general union manage to meet 

their equally diverse needs?

These diverse needs, of course, are not always met. 

Often specialised workers who accepted the general unions 1 

enticement of lower contributions, or whose first union was 

amalgamated into the general union las, for instance, the 

National Union of Vehicle Builders was amalgamated into the 

Transport and General Workers Union) attempt to leave the 

general union's membership to rejoin a union more closely 

suited to their interests.

A » Occupational identiication wllin membersh

One example can be drawn from the railway workshops, 

where the National Union of Kailwaymen is the dominant union 

on the manual side. Also with representation among manual 

workers are the Amalgamated Union of Engineering Workers , the 

Electrical, Electronic, Telecommunication and i*lumbing Union, 

and the Transport and General Workers Union, through its 

amalgamation with the Vehicle Builders. Many TOW members 

who were formerly members of the iiflJVB have contacted the W311 

expressing displeasure over their present membership in a union 

with no history of organisation in the workshops. The HUE 

accepted some of these individuals into membership and was 

brought into conflict with the TOWU. The disputes over these 

members were settled at the national level by the unions on 

a case-by-case basis. But dissatisfaction among members of 

the TOW in the railway workshops is potentially a great source
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of inter-union conflict.

1. Craftsmen and general unions;

Another example of occupational identification within 

the membership, taken from the motor car industry, also 

involves former members of the Vehicle Builders now within 

the TGWU, At Ford, members of the Association of Patternmakers 

and Allied Craftsmen work side-by-side with the former iftJVB 

members. Many of these members who are craftsmen expressed 

to APAC officials a displeasure at being represented by a union 

which has evolved from a tradition of representing unskilled 

labourers. APAC wished to enrol the craftsmen, but realised 

that to do so would infuriate the T&tftF. Moreover, it would 

diminish the chances of APAC at the Disputes Committee, since 

without doubt it would be found guilty °* improperly accepting 

the tTOWU members. APAC decided against this approach, but 

rather than forsake the former tfWB members entirely, it has 

contemplated taking the TttKU to the Disputes Committee, where

it would accuse the general union of unreasonably refusing
pto transfer its members.

It is understandable that members of a union with a 

craft orientation, when taken into a general union, express 

discomfort in their new organisation, $ot only is the craft 

tradition a rich and deep one in Britain, with the obvious
--'••ji..

1 Interview with H.J. luck, Assistant General Secretary, 
National Union of Hailwaymen, 10 December 1974.
2 Interview with 1). Stoddart, Assistant U-eneral Secretary, 
Association of -tatternmakers and Allied Craftsmen, 17 
December 1974*
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effect that those who fall within it consider taameelves * 

special case, distinct from the 'ordinary 1 worker , but also 

the craft tradition is one historically counter to that of 

general unionism. Craft unions are concerned with controlling 

access to the craft , as well as with negotiating terms and 

conditions of employment* When concerned with terms and 

conditions * they place a premium on uniformity wiierever tiia 

craft is performed. 1'he antecedents of contemporary craft

and ex-craft unions have their roots deep in British industrial
2 history 9 in many cases antedating joint regulation and

collective bargaining, which, as Professor 01©g& points out,

'grew in importance in the second half of the nineteenth
* 

century. '^

In contrast to this, general unions are relatively 

new. 3)heir antecedents, the labourers' unions, were the 

instrument and the creation of the new unionism, as the groat 

organisational effort among th© unskilled workers of Britain 

in the late nineteenth century is designated. Throughout 

their history, they have placed little emphasis until relatively 

recently on structural modifications designed to favour a 

particular group of workers with special interests or talents. 

An interest in controlling access to a particular sort of work 

has had no place in the general union scheme, as the vast

1 See Clegg, f&e &rat<qa pjt Industrial delations J& frreat 
gritala. pp. 50-51 .
2 See H. irelline, 4 History ojg British Trade Unionism (Hanaond 
worth, Middlesex: Penguin, second edition 1971), pp. 17-32.
3 Olegg, ££. £il., p. 51.
4 3ee ?ellin£, 22. cit . . pp. 93-122.
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preponderance of general union membership has tended to have 

no specific skills to protect by keeping the/a in the hands 

of a limited group of workers. The very idea of a privileged 

group of workers concerned with maintaining pay differentials 

based upon possessing special skills is antithetical to the 

interests of aost menbers of general unions. All of these 

factors are apparent to the craftsman taken into a general 

union, and they underline the scepticism with which he may 

view his new organisation.

2* Craftsaen &M ̂ du^triaj.

The friction described between craftsmen and general 

unions xaay also exist between craftsmen and industrial unions, 

with the same result of Inter-union frictions. In the tobacco 

industry, as an illustration, the Tobacco Workers Union has 

membership in every grade, ranging froxa unskilled workers through 

craftsmen to white-collar positions. At Imperial 1'obacco, 

the TWU hae the greatest membership among trade unions on the 

production side, and this fact is reflected in the composition

of the National Council for the production side workers in
2Imperial .

Recently, due to technological advances, individuals

1 Although, as Clegg describes, the composition of the general 
unions* memberships is much raore diverse than that of their 
antecedents, the labourers' unions, and has been for a long 
while. See Ci©gg f p^. oit.. pp. 44-45. See the description 
of the 1WU and the *U&£& in Hughes, Xrade un^on gtructi 
and government (Part 1), pp. 7-8, 10-11, parae. 12, 19.
2 Interview with C.B. Crrieve, General Secretary, Tobacco Workers 
Union, 23 January 1975.



with specialised skills had to be imported into the industry 

and brought with them their craft union membership. The XVU 

did not contest their retaining the craft cards, so that 

they never became members of the IWU. But the TVU did represent 

them in a negotiating capacity. After a time, the craftsmen, 

mainly engineers and electricians acting on behalf of the 

Amalgamated Union of Engineering Workers and the electrical, 

Electronic, Telecommunication and Plumbing Union respectively, 

sought representation on the National Council as a special 

group by claiming that the industry-wide perspective of the 

'IVU-dominated National Council did not meet their needs. 

Moreover, they sought to establish separate bargaining machinery 

at the local level; previously TtfU shop stewards consulted 

their craft counterparts before entering into any negotiations 

with management* This friction at Imperial Tobacco continued 

at the time of interviewing, with the TwCJ attempting to 

confront the challenge of the AU&* and the &STFJ.

Craft ^.everagff within

The craft or ex-craft union which has fitted itself 

into a larger union at times has great leverage within the 

larger organisation* Bo long as its special occupational 

tradition is maintained, secession must always bo a possibility, 

Thus, it can be argued that the powers within the larger 

organisation will take special pains to keep the loyalty of 

the craft section* Since the rate of amalgamations between 

unions has increased significantly over the last decade - in

1
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part because of a statutory modification which has simplified

the process - and more amalgamations appear to be on the
P horizon, the larger unions, into which smaller unions including

craft and ex-craft organisations are merging, see it in their 

best interest to keep the recently amalgamated unions satisfied 

and vithin the fold, A serious defection based on the lack 

of interest of a large union in the special case presented

by the craft tradition could veil thwart other amalgamations
x

in the future. J

4. The increasing obsolescence of craft classifications

The problem of maintaining craft identity within larger 

organisations is complicated by the growing obsolescence of 

craft classifications* A general or industrial union, or an 

employer for that matter, which does not pay what certain crafts 

consider to be sufficient respect to their traditional needs 

ie not necessarily at fault. With the introduction of new 

technologies in the workplace, many of the distinctions between 

skilled and seal-skilled work have disappeared. In engineering, 

for instance, production workers are organised by the TG*AJ 

and the KUG&W, the country's two general unions, as well as 

by several former craft unions, including the AUEW and the

1 See The Trade Union (Amalgamation) Act 1964« See also P. 
Elias, * Trade Union Amalgamations 2 Patterns and Procedures*, 
Industrial Law tfa^rn.^ II (1973), 125.
2 Hughes observed this in tne mid-1960s and so reported in his 
Kesearcn Paper for the Hoyal Commission. See Hughes, Trade 
Union Structure $&£ Government (Part 1 ), pp. 22-23 » para. 39. 
The interviews with trade union officers conducted in connection 
with this study confirm the same as true presently.
3 The national officer of the TGWU whose function it is to over­ 
see amalgamation discussions made this point most forcefully. 
Interview with H. Bvans, National Organiser, Transport and 
General Workers Union, 14 April 1975.
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Two distinct traditions represented within British 
trade unionism, therefore, are brought to bear on the same 
grades. Further, it is very difficult to gain support for 
controlling access to a particular occupation when the occupation
is subject to being performed by significant numbers in the

2 workforce who do not benefit from an apprenticeship* As
JProfessor Clegg writes, '... the social institution of the 
craft can to established without a high degree of skill, and 
can certainly persist long after the Job has loot most of its 
requirement for skill* '* As a consequence, in instances where 
craft and ex-craft unions attempt to perform their traditional 
functions of controlling access and seeking uniformity in 
terms and conditions of employment for such occupations, they

Aare not unreasonably deemed to be conservative and restrictive, 
and inter-union or unions-management conflict may result.

5. tyfaj^e-collar yprkers ^ pp». floafl

As more predominantly manual unions develop white-collar 
sections, chances are reduced that tensions will arise between 
these unions and their white-collar memberships. Previously, 
it was quite common for white-collar members within predominantly 
manual unions to decry their position as one which was neglected 
so that the manual grades might be better served* Typically,

1 See Clegg, The avstenf g£ Industrial Kel^tiong |n great fritain. p. 451 Roberts, Trade Unions, in. & fippa gqolety. p. Wt
2 The number of skilled jobs which do not require an apprentice* ship is on the rise. See Clegg, ££. £&£•§ p. Jt *
3 See Clegg, &£. £&.t p. 31.
4 Employers are deeply troubled by these practices of the craft unions. 3ee Evidence to the

yere • Associations of tfye Conft (deration of .- 
(ionion: Confedearation of Sri* ;ish Industry , ovember f p. 30, para. 157.
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they would then contact a white-collar union to begin an 

organisational campaign among them. The white-collar union 

would often do that, with the result of provoking a protest 

from the members 1 union* Mow the controversy arises not so 

much from the manual union's inability to service its white- 

collar membership, but from the fact that many white-collar 

grades have been secured by established white-collar unions. 

This means that those white-collar unions are brought into 

conflict with the white-collar sections of predominantly

manual unions when the latter attempt to follow promoted members
2into these already organised grades.

*• Problems in servicing the membership

The displeasure of craftsmen or other occupational 

groups at being represented by a union arguably not desirous 

of furthering their interests is not the sole source of 

group dissension within the ranks of the general and other 

large unions. Closely related is the argument that these 

unions are not able to service their massive memberships. 

This factor can b© viewed in the context of the relationship 

between the United Hoad Transport Union and the TOVU. Here 

a situation exists in which geographical pockets of lorry 

driver members of the TGW who feel that they are not receiving 

adequate service, usually measured in the amount of officers 9

1 See Iron and Steel Trades Confederation and Association of 
Scientific, Technical and Managerial Staffs, 1969 1'UC Ann. Rep. 93.
2 See, jjafiEa, Chapter Four.
3 See Hughes, Trade Uniofl Structure and Government (£art 2), 
pp. 35-37, paras.
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la allocated to their needs, contact the UHIU's 

local and divisional officers requesting transfer into that 

union. V/hen they are accepted, the DOTU is brought into 

conflict with its larger rival.

Another way of viewing the servicing problem caused by 

general union development io to examine the credentials of 

those whose duty it is to do the servicing, the union's 

full-time officer®. In an industrial union, there is no 

doubt that all officers come from the same industry. Of 

course, any officer could well have performed an occupation 

while still an employee quite different from those of the 

members he services, but there is still the attachment of 

having the same industry in common. Similarly, in craft and 

other occupational unions, there is a certainty that any 

officer summoned to the local level will have an occupational 

background which closely resembles that of the members he

services.
This is not always the case with the general unions,

although the fOWU in particular attempts to minimise such
2problems through structural modifications. There is always

1 Interview with A. faysome, Divisional Officer, United Head 
Transport Union, 28 November 1974*
2 See Hughes, Sjrajig Ohio^ Structure, find Oovernn|ient (Part 2) f 
pp. 35-36, paras. 78-80. jSllaa contrasts the trade group 
structure of the TGWU with the regional group structure of 
the NTJGMtf for purposes of determining the respective atructurea 1 
appeal to other unions contemplating amalgamation. The TGWU, 
he concludes, is better adapted in regards to preserving the 
individual character of groups amalgamated into the union. 
0!hls means, in part, that much of the servicing task will be 
handled by persons with backgrounds in the same areas as 
those who are serviced. 3ee Klias, 'Trade Union Araal^amations: 
Patterns and Procedures 1 , Industrial Law Journal. II (1973). 125, 126-127. «^^ jag, ^*um±,
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a chance in a general union that an officer from a different 

industry will be expected to service, or to speak on behalf 

off members who may not believe in his ability to do so. The 

dissatisfaction created by any servicing inadequacies of 

general unions at times causes groups of workers to leave 

their membership i a fact which the general unions do not 

normally accept with equanimity.

^a^rftn̂  with a. Kemberah.jp Interest j.& Piaaatflsfiad

A union with a particular occupational thrust to its 

recruitment is often able to abet the growth of dissension 

within the ranks of the larger unions. An officer of the 

Confederation of Health Service employees, for instance ,

indicated that his union is able to do this to the general
Punions in the health industry. A union such as COH3E will

not always* of course v be able to negotiate a transfer of 

members from general and other large unions merely because it 

is in a superior bargaining position or better able to service 

the members concerned* But as new employees enter the industry, 

they probably will desire to join the specialised union which 

is more closely tailored to their interests, fiot only does 

this place a heavy recruiting burden on the larger unions f 

but the increase in the specialised union's membership adds

1 See Transport and General Workers Union and Guild of Insurance 
Officials, 1965 TUG Ann,. Hep. 98.
2 Interview with 2.S. Kalinson, iiational Officer, Confederation 
of Health Service Employees, 18 February 1975.



69

to the attraction of that union for the larger union's specialist 

members*

Since the advent of the employer check-off system for 

the collection of union contributions, which the Hcyal Commission 

found to be both useful and increasingly utilioed, craft 

unions have been particularly keen on seeing to it that members 

who have strayed into other organisations are returned* ittJ££ 9 

for instance, has some craftsmen enrolled despite the fact
t

that local authority craft negotiating machinery is exclusively 

In the hands of the Amalgamated Union of Engineering Workers 

and the Union of Construct ion f Allied Trades and Technicians. 

Prior to the check-off being introduced, there was little 

mention of MJPB's craft membership. But since it has been 

utilised, UCATT in particular, due perhaps to a weaker financial 

position, has sought to have the craftsmen transferred. Where 

the check-off system guarantees regular payment of contributions, 

a union such as a craft union with a particular focus to

its recruitment is likely to attempt to enrol all potential
2members, irrespective of their present union affiliation.

Some unions have been known to utilise their specialists 1 

orientation in such a way as to lure workers away from thair 

union, for example, the specialists* union might

1 See Report JQ£ Ifoe E£rv|fl GQjlgiil|?fli9jfl- pn fjt*ade. Unions and 
Bm-p^ovQ^a11 Association*, pp. 192-1 93 » paras. 71 8*722. The TUG 
reorted in 1972 that at least one-third of all trade union

now have their contributions deducted by the employer 
and paid over to the union, compared with one-fifth only six 
years before. See 1972 TUG Amy Rgp. 31 4. Bat se© Weekes 3$, 
aJL*» fciduBtrial Eolation^ and, th,e Admits pj£ Jteff. pp, 48-50, 
where the TUC figure is aaid to be conservative.
2 Interview with J.D. May, Assistant General Secretary, national 
Union of <rublic Employees, 4 April 1975.
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that an increase in wages could follow a transfer in

due to the coining into effect of a different 

negotiated agreement for the individuals concerned. It might 

also surest that only by transferring will the members involved 

afford themselves the opportunity to move up the occupational 

hierarchy, perhaps by gaining semi-skilled status through the 

efforts of their new union to replace the unskilled label they 

now bear. Ihle behaviour on the part of a union is sure to 

provoke resentment and perhaps retaliation from the workers' 

present union.

It should be added that it is not always a crass, 

offensive tactic by unions with a strictly defined focus 

to their recruitments when they attempt to enrol members of 

general and other large unions who fit their organisational 

descriptions. It laay be that the specialists' union is respond­ 

ing to an appeal from the workers involved, Perhaps a clearance 

for transfer has been requested from the workers 1 presaat union 

only to be ignored. Be that as it may, it is difficult for a 

trade union to refuse a plea for representation from individuals 

who arguably should be enrolled in it in the first place,

and who may not be benefiting from adequate representation at
2' • 

present.

2he Disputes principles of the TUC come into play here 

as well. They prohibit one union from taking members of another

1 See National Union of General and Municipal Workers and 
Amalgamated Union of Building X'rade Workers, 1954 1'tfC 4nn. xtes. 96.
2 aee transport and General Workers Union and Rational Union 
of water tforks Isaployees, 1970 TUG Ann, itep. 122.
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without enquiring of the members 1 union as to its position 

on the individuals' transfer. If a union is of the opinion 

that another union is refusing unreasonably to transfer members,

the proper course to follow is to come to the Disputes Committee
2 and so argue. But often members who are disgruntled with

their union representation permit themselves to go in arrears 

with contributions with a view to permitting their memberships 

to lapse. Assuming, for present purposes, that their membership 

is thus terminated, a cloud still remains over the members 

with respect to their Joining another union. The TUC's Disputes 

Committee has permitted unions to object to the enrollment of 

former members by other unions long after those individuals
•z

have terminated their memberships. Another provision of 

the Disputes Principles, however, indicates that no premium 

should be placed on non-unionism as TJC-afflliated unions 

strive to live and grow in accordance with the dictates of 

the Disputes Principles. Bie crux of the matter io that a 

union may argue, quite legitimately, that it has determined 

that a group of workers is non-unionist and that, acting within 

the spirit of the TUC's own Principles, it haa recruited them. 

$he Disputes Committee's decision has usually favoured the 

workers' original txnion, but not with sufficient certitude to
c

prevent this circumstance from arising periodically. Part II

1 See irinciple 2, infoa. p. 229
2 Ibid.
3 aee, infra, pp. 259-261.

See also -frineiple 2, biote (c), infra^. P« 229*
4 See Principle 5, Note (a), infra, p. 231.
5 bee Transport and Goneral Vr'crlcera Union and Society of 
Graphical and Allied Trades, 1970 TUC Ann. &»p. 144.
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of this study will treat this and other aspects of the 

application of the TUC's Disputes Principles in much greater 

detail.

IV. bogie Other Aapecrt^ of Oroup Jiaaatisfaction within 
grade bniona

rivalry w^th^n unjlone

One source of dissatisfaction within the membership ranks 

of unions is the belief of one group of members that the 

union's leadership is unable to control another group's activities , 

Recently, the intense conflict in Britain's docks over the 

containerisation issue pitted docker members of the TGtfU against

the union's lorry driver membership. A more detailed discussion 

of this controversy will follow in Chapter iiight, but for now 

it can be noted that some lorry drivers were so disillusioned 

with the TGtfU leadership's inability or unwillingness to 

constrain the dockers not to act to the detriment of the lorry 

drivers, that many of the drivers left the TGWU. Indeed, an 

officer of the TGWU observed that the real winner in the affair

was the United Koad Transport Union, to which a sizeable
2number of the TOWU lorry drivers fled. 

B* Status conscious gr.Qu.pq

Inter-union conflict may arise when one group within

PP» 130-183.
2 Interview with li. Lvaos, Rational Organiser, Transport and 
General Workers Union, 14 April 1975. This conflict continues, 
although warehousemen are now the main ^roup in opposition to the 
dockers. See C. Tyler, 'Rebellion in Taw over dock issue 1 ,

March 1976, p. 16, col. 7.



a trade union considers its own status as significantly outranking 

that of the rest of the union* An example can be drawn from a 

situation involving the Association of Teachers in Technical 

Institutions* The ATTI organises teachers in Colleges of Further 

Education. College© of Technology, Polytechnics, Colleges of 

Mining, Colleges of Art and similar institutions. Some of 

those individuals who teach in the Polytechnics feel that they 

should be segregated organisationally from the teachers in the 

rest of further education. This feeling apparently haa been 

encouraged by the Polytechnic .Directors, and the result has been 

the emergence of a new organisation, the Association of Poly­ 

technic Teachers* The new organisation at the time of inter* 

viewing had in its membership approximately twenty per cent 

of the ten thousand teachers in the field* The ATTI has entered 

into conflict with the new organisation in an attempt to 

minimise further defections from within its membership ranks.

worers

Some groups of workers seem perpetually difficult for 

their unions to please* Within the National Union of Public 

Employees, for example, the membership group traditionally 

the most dissatisfied with the union is the ambulance drivers* 

DRJPl has engaged In inter-union conflict over members from 

within this group repeatedly in the past, but it recently has 

adopted the policy of not objecting when those members wish 

to leave i«Ui'£ for another union, The size of the group involved

1 Interview with P. Bawson, negotiating Secretary, Association 
of Teachers in Technical Institutions, 29 January 1975*
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haa been judged &ot to be worth continued inter-onion conflict.

If, however, the group attempted to form its own union to

compete on a limited basis with NUPB, or attracted a new

trade union force into the field of organisation, &UPS undoubtedly

would take action to exclude the new union from the negotiating

process.

Obstacles Confrontng Breakway

Much group dissidence within trade unions finds vent 

in inter-union conflict between established trade unions 

rather than in the formation of breakaway unions because of 

the great obstacles breakaways must face in becoming legitimate

unions. (Their parent unions, of course, will struggle to
2 suppress them. Management and other bona fide trade unions

(including the fiUC and its .Disputes Committee; are not likely 

to respond to the breakaway in a manner which would reinforce
•at

its legitimacy. Government policy - apart from that embodied 

in the Industrial Halations act 1971 - also works against these 

fledgling organisations. For these reasons, dissatisfied 

groups often view membership transfer into established unions

1 Interview with J.D. Hay, Assistant General Secretary, 
Hational Union of }?ublic iimployees, 4 April 1975.
2 Breakaway unions create great tensions for trade union 
leadership, however. See V.L. Alien, Trade Union Leadership 
(London: Longmans, Green and Company, 1957), pp. 56-75 . 
160-171.
3 See generally Lerner, Breakaway Unions and the Small Trade 
Union I B.C. Roberts, Trade Union Government and Administration 

Great Britain (London: G. Bell and oons, 1956), pp. 52-53.

4 See Roberts, oj^. £ii«, pp. 52-53; ^berts, giade Unions in 
& Free Society, pp. 82-03; Grunfeld, Modern 'XradeUaion Law. 
pp. 32-33.
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as a more promising path to follow, which can result in conflict 

between the established unions.
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CHAPTER

DISPUTES

The event which today produces more inter-onion disputes 

which reach the Disputes Committee of the TUG than any other 

is an employee's promotion into a grade where a union other 

than his present one claims the right to enrol him. As more 

white-collar grades have become organised by white-collar 

unions , the potential for inter-union frictions on the 

promotion issue has increased correspondingly* The predominantly 

manual unions • moreover* have not passively accepted the 

recruitment successes of white-collar unions* Hany of the 
predominantly maaual unions have established white-collar sections 

to compete with the white-collar unions* This means, in part, 

that upon a member's promotion into a white-collar grade • 

his present f predominantly manual union will, claim that its 

white-collar section is equally appropriate with the white- 

collar unions to have the individual in membership* This 
leads to inter-union conflict* This Chapter examines the 

promotion problem with particular reference to the white-collar 

grades f but describes as well how promotion can lead to conflict 
between manual unions*

X. ffifltfLovees Prompted into Areaj where their Union Is Hot 
Orf*fl n 1 flfltl, o nnfrllY TV " *

At times, an employee's promotion may place him in a
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grade where his present union is not organisationally dominant 

but is represented in the negotiating machinery. An example 

can be found in the public sector. In local government, there 

are approximately one and one-half aillion manual workers 

represented by a National Joint Industrial Council, and one- 

half million white collar workers represented by the National 

Joint Council of Administrative, Professional, Technical and 

Clerical Services, ^his latter council is dominated by the 

National and Local Government Officers Association, which 

occupies twenty-seven of the thirty-five seats on the council* 

Also holding seats are IsiUPE (three), the WGKW (three), the 

MVU (one), and CGIISis (one). In this context, problems may 

arise when a manual worker is promoted to a white-collar 

position, which has been a fairly regular occurrence of late. 

Let it be assumed that he is a member of the TOW.

When he takes his new position, he probably will wish 

to transfer to &AI&0 because of its greater benefits, and because 

of UAI&G's domination of the bargaining machinery. KA1GO would 

presumably be pleased to enrol him. But if the TOWU is 

reluctant to permit him to leave its membership, there may 

be difficulties. 1UIXX) cannot argue on the basis of its 

negotiating rights that the employee rightfully belongs to 

it, because negotiating rights are shared, albeit in a very 

small way, with the TOW. HALGO is reduced to the less persuasive 

contention that the individual will receive superior service

1 Interview with W.A. Widden, Senior Assistant Organising 
Officer, National and Local Government Officers Association, 
4 November 1974.



if he is a 1\ALGO member. Ill feelings between the unions and 

perhaps a dispute over the member may result,

The problem confronting NALGG in this instance is seen 

a#aia wnen one views a circumstance involving the Transport 

Salaried Staffs -association in the railway workshops. The 

Joint National Council for workshop supervisors has nine trade 

union seats. The TS3A, the AUBW, the i*UK, and ASTKS occupy 

two seats each, while the Confederation of Shipbuilding and 

Engineering Unions occupies one. Approximately fifty per cent 

of the eligible staff are organised by the TiJSA, and the other 

unions share the rest. Workshop supervisors are often promoted 

into their positions from craft grades; they generally belong 

to the AUBW or the BBfPU. Because ifce AUEW seems to have developed 

a national posture which rules out as unacceptable any 

transfers of membership upon promotion, along with the fact 

that that union is represented in the negotiating machinery, 

the engineering union has persistently of late refused transfers 

into the T38A upon the promotion of a member who himself wishes 

to be transferred, fcith the AUKW having an equal place on the 

JNG, the ISSA has very little leverage to use against the 

larger union.

II. fcmployeee Promoted into Areas wfoere Ij^e^r Ppffffnj Un^Lon Has 
Negotiating

A variation on the example recounted above involving

1 Ibid
2 Interview with P.H. Perry, Finance and Organising Officer, 
Transport Salaried Staffs Association, 10 April 1975.
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KALGO concerns the promoted employee holding membership in a 

union which is not organisationally dominant in his new grade 

and is aleo not represented on the National Joint Council of 

Administrative, Professional, Technical and Clerical Services. 

Because of NALC*G's many benefits, the control it will exert 

on the employee's salary negotiations, and the influence it 

will have on other aspects of his employment situation, such 

as regrading provisions and appeals machinery, the individual 

can be expected to desire transfer. KALGG upon receiving his 

application will not only desire his transfer, but demand it.

The recently promoted employee's present union, however, 

seldom shares his or NALGu's enthusiasm over his proposed 

membership change. According to HAIAK), the E£THJ has been 

notorious in this regard, in that it has r&rely responded 

positively to l*AL(rO f s or the employee's request for an approved
2transfer. NAL00, as a matter of policy, does not formally 

solicit the employee's membership in these promotion cases. 

For the reasons stated above, it has found itself sufficiently 

alluring to the employee as to ensure an affirmative recruitment 

effort is not required, thus, the initiative taken for transfer, 

formally speaking, can be assigned to the individual. If a 

Disputes Committee hearing is required, MLG-0, therefore, can

1 Interview with W.A. Widden, Senior Assistant Organising Officer, 
Hatiooal and Local Government Officers Association, 4 November 
1974.
2 tfnder the style 'National and Local Government Officers 
Association and Electrical Electronic Telecommunication Union/ 
Ilumbing Trades Union', see disputes reported at the following 
citations: 1972 TUG £n£. Rep. 28j 1972 TUC Ann. Met). 28$ 
1974 TTJC &&• £ftfi* 23. C£. 1971 '£UC 4nn. Rep. 27.
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assert that based on its organisational strength, its bargaining 
superiority, and its observance of the trade union ethic of 

not affirmatively recruiting another union's members , the 

individual rightly belongs in lULGO membership.

III. Cooperation between Manuaj. and tfhitq-$oJ4_ar Unions on 
Promotion

An employee's promotion does not necessarily lead to 

acrimony between unions even in a situation of multi-unionism. 
When a number of unions share the same Industry or sector, 
it is often the case that formal inter-union agreements or 

simple conventions based on custom and practice dictate that 
transfers in promotion cases be handled uniformly and smoothly* 
In the Post Office, for instance, when members of the Union of 
Post Office Workers are promoted into grades organised by the 
Society of Post Office Executives, or members of the Post Office 
Engineering Union are promoted into grades organised by the

Civil and Public Services Association, the transfers are
2 handled routinely and without incident. The same is generally

true in the Civil Service, where most unions are horizontally 
constituted and promotion of members into other unions' grades 
is therefore a regular occurrence. A similar relationship

1 Interview with rf.A. bidden, Senior Assistant organising Officer, 
National and I/ocal Government Officers Association, 4 i*ov«aber 
1974.
2 Interview with A. Ferguson, (General Treasurer, Post Office 
Engineering Union, 10 April 1975.
3 Interview with P.I). Jones, Secretary of the Staff Side, 
Civil Service national Whitley Council, 11 *pril 1975.
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has developed between the National Society of Operative 

Printers, Graphical and Hedia Personnel and the National Union 

of Journalists in the printing industry. Besides direct 

recruitment, entry into the journalism field is achieved through 

promotion of photographic printers into photographers and 

editorial clerks into journalists* .both photographic printers 

and editorial clerks are organised by the NUUKrKj^ but an

inter-union agreement has been designed to facilitate their 

transfer to the HUJ upon promotion.

IV. frlana^ement Promotion Schemes

Management programmes have been developed to enhance 

promotion from manual to white-collar grades. For example, 

in the railway industry, persons found in the professional, 

research, and technical grades possess academic training of 

some sort, manifesting itself in a specialists* knowledge, 

formally these individuals enter the industry fresh from 

their academic settings or from other industries where their 

specialised knowledge is required* They are organised by the 

T33A, and the grades have been negotiated for by the T3SA 

(then the Hailway Clerks Association) since World War II. 

In 1948, the Railway Board adopted a programme which enables 

people from the railway grades to be promoted iuto the pro­ 

fessional, research, and technical grades, these individuals
•',.<•".

1 Interview with G. Viner, Training aad Research Officer, 
National Union of Journalists, 16 April 1975, The inter-union 
agreement can be found in Appendix A, Document I1 , infra.
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ae a rule are aembera of the JNUK. &any have sought to retain 

their NUIt membership, out of their loyalty to that onion as 

well as their attachment to certain non-transferable benefits, 

most notably the death benefits, which have been accruing to 

tnem. Attempting to use these members as a foothold, the 

FUH has argued that it should be represented in the negotiations 

for the professional, research, and technical grades* The

believes otherwise, and the dispute which grew out of the

disagreement was eventually referred to the TUC.

"V. The Creation of Inter iff Grades

As a means of retaining promoted membership, some manual 

unions have attempted to negotiate into existence interim 

grades for which they are then the recognised union. The 

intention is to prevent the promoted worker from entering 

grades negotiated for by an established white-collar union. 

Since the white-collar union to quite some extent drawa upon 

promotees as a membership source, it usually objects strenuously 

to this manoeuvre. Further, it will be viewed by that union 

as a drain on its negotiating power for the established white-
o

collar grades. Such an interim grade, referred to as

1 Interview with H.J. Tuck, Assistant General tfecrotary, 
Imtional Union of Kailwaymen, 16 January 1975* Interview with 
i'.H. Perry, Finance and Organising Officer, transport Salaried 
Staffs Association, 10 April 1975. 3ee National Union of hailway- 
fflen and iVansport Salaried Staffs -association, 1973 'IUC Ann. lie p. 
30$ National tfnicn of Hailwaycen and transport Salaried Staffs 
Association, 1972 £UC Ann, itep. 35.
2 Cf. Transport Salaried btaffs Association and National Union 
of Hailwaymen, 1965 TUC &nn. Hep. 121.



'established status 1 , has been created in the railway industry, 

and it serves as a mid-way stop between wage and salary 

grades.

ffroaotion Disputes between nanual Unions

Many disputes over individuals promoted into grades 

not organised by their present union involve predominantly 

manual unions on one side and white-collar unions on the 

other* Xhe attempts of the &&TjrU to retain members promoted

into white-collar grades in local goverruaent which led to disputes
2with NALGo have been mentioned. Similar disputes abound in

the private sector* liany disputes 9 however, which are the 

result of an employee's promotion do not involve white-collar 

unions 9 but pit craft and ex-craft unions against those , 

primarily the general unions, which traditionally have 

represented workers with lesser skills* In those instances, 

the craft unions are worried that the constant promotion of 

workers from lower grades will jeopardise the integrity of the 

crafts concerned. As Professor Clegg has pointed out, it is

increasingly the case that 'promotion takes men stage by stage
1 from labourers to the highest level of skill. f>

Disputes between craft unions and unions which traditionally

1 Interview with F.H. Perry, Finance and Organising Officer, 
Transport Salaried Staffs Association, 10 April 1975.
2 See, supra, pp. 78-80.
3 Clegg, %M System &£ Industrial Relations in. Great Britain. 
p. 41 . tee also p. 31 •
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hare represented workers with lesser skills typically centre 

on those unapprenticed workers whose tasks are nearly equivalent 

to the crafts concerned. It may be that an unapprenticed 

worker is promoted over the years from his labouring £:rade 

to a semi-skilled or even a skilled grade. At this point 

pressures similar to those felt by the previously discussed

member of the EETHJ contemplating transfer to i*AIAK> may
2be felt by the unapprenticed worker. He may view membership

of the craft union as a sign of his occupational ascendancy. 

The craft union may wish to enrol him because it wishes to 

preserve the Integrity of its craft from the encroachment of 

a union catering primarily for the unskilled. .Perhaps it will 

wish to register the individual as a dilutee. Indeed, it is 

not uncommon for the craft union to have negotiated a eeiai- 

sfcilled grade into existence as a means of buffering the craft 

from those individuals who have not completed the approved 

apprenticeship, with a view to negotiating for the grade as 

well. The individual's present union will wish to retain him 

as a means of expanding its organisational base. Also, such 

a union might well tire over a period of time of seeing its 

most able members promoted into another union's grades. Conflict 

between the unions very often ensues.

1 See Transport and General Workers Union and Birmingham and 
Midland aheet i.etal workers Society, 1960 iUC Ann., i^e-p. 96; 
National Union of Blastfurnacemen and Amalgamated Engineering 
Union, 1962 TUC £&£. iiert. 103.
2 See, gupra. pp. 78-80.
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VII. The Tflflu.g'tiriliiftii Union l^i a.rpQotioQ C

An Industrial union presents a difficult problem on 

the promotion issue for white-collar and other largely horizontal 

unions. An industrial union by its declared purpose sees 

iteelf fit as a negotiator for everyone who fall a within 

the given industry. More particularly, it regards itself 

as the institutional response to problems between unions over 

issues such as promotion - a response which must be given the 

opportunity to be articulated. £romotion problems are, after 

all, typically disputes between unions which are largely 

organised horizontally, perhaps crossing from industry to 
Industry, She vertical organisation of an industrial union, 

however, permits it to cater for the Individual throughout 

a normal industrial life, whether he is pro&cted froca unskilled 
to semi-skilled grades or from the higher manual to supervisory 
grades. The argument presented by a horizontally constituted 
union in promotion cases loses much of its force where industrial 
unions are concerned.

VIII. PrpyotiQA si Worfcerff pecurefl for their

An issue even more difficult than that presented by the 

typical promotion dispute arises when the promotion of union 

members into another union's sphere of influence is the result

t See Iron and Steel Trades Confederation and Association of 
Supervisory Staffs, Executives and Technicians, 1968 TUG Ann. 
Hep. 120.
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of an upgrading of a class of workers, and the upgrading is 

brought about through the efforts of the workers' original 

union. The union which brought about the upgrading will be 

unwilling to see its effort bringing benefit not to it, but 

to another union. The other union, which lies organisationally 

above the first in the occupational hierarchy, will view any 

move by the members* original union to continue representing 

them as an encroachment* Indeed, the upgrading may well be 

the result of the first union's attempt to retain its members 

upon their being promoted by extending upward the union's 

organisational base. Be that as it may, it remains that a 

number of members, perhaps a large number, are at stake in the 

conflict, as well as future rights for the grade. Neither 

union, then, will take lightly the resolution of this dispute.

IX. Unilateral Peclarationa by, i-iana^ejaent on 1-^^al or

Given the heated competition between manual and white- 

collar unions in much of British industry, management takes 

great risks when it unilaterally declares a marginal grade of
2

workers to fall within o&e category or toe other. p£he Civil 

Service Union experienced this difficulty in its 'physical 

security1 sphere of organisation, when patrolmen were declared

1 See National Union of General and Municipal Workers and 
Association of Scientific, technical and Managerial Staffs, 
1970 TUG Aon. Rep. 68.
2 See Tobacco Workers Union and Association of Scientific, 
Technical and i'lanagerial btaffs, 1969 TUG foan. He_fl. 91.



by the management side of the 'whitley Council to fall on the 

industrial and &ct the st&fi side of the dividing line. There 

is now tension between the CSU and the KUOMV on this issue. 

Often the decision regarding the type of work performed is not 

as unilateral as it may appear. Although the decision is visibly 

made by management, it may be that this has come about only 

after pressure by one union or the other has been brought to 

bear. Since it may require only a subtle redefinition of the 

duties required of the grade concerned to put it clearly on one 

side or the other of the manual/white-collar fence, unions may 

attempt to apply pressure to influence the process of job 

definition. 2

X. Agreement on tfoe Promotion Issus

Inter-union agreements are one method by which inter-
3union promotion problems may be solved. As mentioned above,

such agreements exist on the promotion issue. Yet, the argument 

that promotion problem areas between manual and white-collar 

unions can be eliminated through the creation of inter-union 

agreements to cover the issues overlooks some serious obstacles 

in the path of such agreement. Very often, for instance, neither

1 Interview with J.O..N. Vickers, General Secretary, Civil 
Service Union, 6 June 1975.
2 Examples of such pressure being applied are difficult to pin­ 
point; but for a case where it may have been applied, see Tobacco 
Workers Union and Association of Scientific, Technical and 
Managerial Staffs, 1y6y TUC Ann. Hep. 91.

See, supra, pp. 80-81.
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union will desire to share the grade concerned, for it may 

seem that the very purpose of contending over the grade would 

be lost for both unions. That is, both unions may believe they 

are conceding the point. Further, sharing organisational 

and negotiating rights for a controversial grade in all likeli­ 

hood simply shifts the scene of the battle one £rade up the 

occupational hierarchy; this is with the possible exception 

of thoae situations in which promotion schemes have a clear 

stopping point in the hierarchy* In these situations, sharing 

the final point to which the manual worKer will ascend may 

be the answer* But even here a problem remains.

From the point of view of the white-collar union, such 

a compromise is often untenable. The white-collar union has 

two sources of membership: these are, first, those individuals 

who enter its area of organisation by means of direct recruit­ 

ment and, second, those individuals recently promoted from 

the fnanual grades* To deny the second source by allowing 

manual unions to retain some or all of their promoted members 

is to permit manual unions to place at least a partial strangle­ 

hold on the white-collar union's membership, i-ianual unions, 

on the other hand, tto not face the possibility of membership 

strangulation if they lose on the promotion issue* The manual 

unions are worried, however, that improvements negotiated 

for the higher wage grades over the years which have imbued 

them with many characteristics of the salaried grades (pensions, 

sick pay, etc.) will cause the membership in these grades to 

aspire to union status com&eusurate to their condition of 

employment. This could possibly lead the employees occupying
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grades that are shared to attempt transfer into a white- 

collar union.

The only agreed alternative to sharing the grade is to 

grant that it should be wholly within the province of one or 

the other of the unions. If this could be agreed upon, however, 

there would not be the need for the present conflict over the 

issue. Arguments that the £rade should be made the province 

of the white-collar union with the provision that &11 transfers 

be granted automatically both upon promotion and demotion ignore 

the fact that the promotion/demotion ratio, whatever it may 

be in any industrial circumstance, is not likely to be the 

source of much consolation for the manual union*

This notwithstanding, it is often argued that promotion 

disputes between manual and white-collar unions are handled 

best only when the grade in conflict is handed exclusively 

to the white-collar union. As yet, it is said* white-collar 

unions have exhibited less a tendency of making Inroads Into 

traditionally manual areas than the manual unions have into 

traditionally white-collar areas. In part, this is due to the 

relative rarity of finding a member of a white-collar union 

having his employment shifted to an area of settled manual 

organisation. The locus of inter-union conflict between manual 

and white-collar unions, as a consequence, has more a downward 

than an upward rigidity to it. This argument fails to take 

into account the creation by stoat manual unions of white-collar

1 See Association of Scientific, Technical and Managerial 
Staffs and electrical Electronic Telecommunication Union/ 
Jbluiabine Trades Union, 1970 TUC Ann. Hep. 21.
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sect ions - a major development in what ilughes refers to as 
'open 1 unionism - which seek to compete with white-collar 

unions by establishing themselves as appropriate for white- 

collar grades, this single fact renders largely nugatory any 
simple solution to the promotion problem in much of British 

industry.

I The three largest unions in Britain, for instance, all, of 
which are predominantly manual, now have white-collar sections: 
TGWU (Association of Clerical, Technical and Supervisory Staffs), 
AUfcW (Technical and Supervisory election), and iiUGHtf (Managerial 
Administrative Technical Supervisory Association;.
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TRADE UKIOH SXPAHSIGN IflTO 

CONTROVERSIAL AREAS 0? ORGANISATION

It 10 typical of many organisational disputes that they 

emanate from the expansionary tendencies of trade unions | 

tendencies , that Is, which radiate outward from settled areas 

of organisation. To frustrate such a movement, as an adverse 

outcome of an organisational conflict with another union could 

well do, might be to disrupt a union's projected pattern of 

growth* This consideration is most apparent at present in the 

white-collar sector, where union growth means extension into 

many previously unorganised areas*

These expansionary tendencies are often no more than 

reflections of the expansionary policies of unions* In 

addition to the large number of organisational disputes which 

result from these tendencies, some large-scale poaching efforts 

can be traced back to the same source. This type of poaching 

is to be contrasted with the generally more limited type of 

poaching which is largely a function of the recruiting seal 

of local officials and shop stewards placed in the context 

of multi-union organisational patterns. It is the intention 

of this Chapter to Investigate those factors which are behind 

trade union expansion Into organisational areas claimed by 

more than one union.



X&& Desire $2 Increase the Size ££ i^S Membership

A. An incre8.se in power

premium placed on the organisational expansion of 

trade unions is based in large part on a desire to add to 

the number of workers enrolled. Greater numbers translate 

Into power not only in terms of bargaining against employers, 

but also in respect to a union's position vis-a-vj.ff other 

unions attempting to organise in the same areas* Also, as 

the 2JUG, through its General Council, acquires more authority 

to speak for British trade unionism, more unions wish to assume 

a status which will permit them to influence IUCJ policy. A 

union has as many votes at Congress as it has members* More­ 

over, seats on the TUO'e General Council, while distributed 

on the basis of different industrial groups formed out of the 

TUC's membership, are occupied by individuals who have been 

voted on by the Congress as a whole* Thus, the composition 

of the General Council is largely a reflection of the desires 

of the largest unions*

1 For the latest in a series of critical commentaries by trade 
union officers on the manner in which the 1'UC's General Council 
is constituted, see L, itcberts, Workers* Cpntr,ol (London: Alien 
and Unwin, 1973). pp. 206-207. ^he author is an Assistant 
General Secretary of the Amalgamated Union of Engineering 
workers. For an earlier criticism by a former General Secretary 
of the National Union of Public Lmployees, see B. iioberts, 
JDMt -frrt-oe fi£ TUC leadership (London: Alien and Unwin, 1961), 
•specially pp7T24-130, 1 37-141 • ^he six largest unions in 
the TUC (TGWJ, AUEW f HUGKW, &ALGC, HUK3 and 2£2PU) possess 
over one-half of the total members of affiliated unions. 
Source: 1974 ^UC An£. ttep. 5S5-625* This leaves open the 
question of the degree of cooperation achieved by the six 
when the composition of the General Council is at issue, 'fhe 
authors above believe that that cooperation is usually forth-

:••• (cont.)



93

B » An increase In visibility

Size of membership la a factor In another respect as 

well. The larger a union becomes, the more public recognition 

it receives. The more conspicuous It becomes, the easier 

its recruitment efforts are* A case in point is the Confederation 

of Health Service ikaployees. In the early 1960s, COHSE's 

membership figure hovered at about 60,000. This figure began 

to move slowly upward over the course of the decade, but 

Increased significantly in the period of COHSB'e suspension 

and expulsion from the TUC in 1973 and 1974. 5?he union in 

this period began to recruit more energetically than it had 

before, and to take positions more conspicuously militant 

than had before been the case. This was in response to COHSB's 

fear of large-scale poaching by its onion competitors once it
2was stripped of the protection of the TUG's Disputes Principles.

In those two years alone, 96,000 members were recruited
•5 

into CGHSE, of whom over half are expected to remain* The

officer in charge of recruitment in this period was very much 

at a lose to explain hie and the union's success except In

f (cont*)
coming.
Recently, the General Secretary of AJPK&, whose union has been 
party to a conflict with the XUC's Disputes Committeeuhich 
ended up in the courts, was not re-elected to his seat on 
the General Council after four years of continuous service. His 
defeat'was brought about by the wlthdrawl of support by [U3DAW, 
the seventh largest union] whose delegation transferred its backing 
to his militant rival because of the court case ... f P. Routledge, 
•"Left wing ganged up against me", defeated union leader says 1 , 
The Timea. 3 September 1975, p. 5, col. 3.
1 COH3B was one of th© unions suspended and expelled from the TUC 
for having registered under the industrial Relations Act 1971.
2 Interview with T.E. Kalinson, National Officer, Confederation 
of Health Service Lmployees, 18 February 1975.
3 CoH&S's membership increased by approximately 70 per cent 
from 1970 to 1974. *
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terms of the publicity the union received for its positions 
during industrial disputes involving ancillary staff and 
nurses. He further believed that the larger COHSE became, 
the easier it was for the union to remain conspicuous. COH3E 
is now called upon by the news media to react to government 
proposals and to economic conditions generally, with the result 
that the union is kept before the public.

c * Securing .an, adequate financ:^ bag©

Another motivation which keeps unions on the recruiting 
offensive is financial in nature. It has been observed time 
and again that the contributions paid by British trade unionists 
are so low as to place their unions in difficult financial

2positions, Hooberman adds that, due to inter-union conflict
over membership, f no proposal to increase the weekly contri­ 
bution is put forward without comparing it with the contribution

•2

paid to other unions." An officer of a small craft union 
felt that the unrealietically low level of contributions was

1 Interview with S.E. Kallnsou, Rational officer. Confederation of Health Service Employees, 18 February 1975.
2 See, e.g., W.E**f. McCarthy and II. D. Ellis, Hana&emeflt by A^:reeaent : in Alternative $o frfoe Industrial Relations Ac1j (London: Hutchinson, 1973/, pp. 174-177.
3 B. Hooberman, A# In^rofJuotign j& BritJ^fc ffradg Unions (Harmonds- worth, Middlesex: Penguin, 1974), p. 33. 2he itoyal Commission found, however, 'that most union members are prepared to pay higher contributions provided that there is a good reason for doing ao. * Report p/ rtfae Eoval CopfijlBs^ga yja ^rade UnipOns and .' Agsociationp . P . 1 92 . para. 717. & survey of
95 member unions by the TUG in 1972 indicates that 80 increased their contributions since the Royal Comtaieeion reported. But as a percentage of earnings, union contributions have fallen by more than half since 1S38. 3ee 1972 TUG Ann. Rep. 315.
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not only an effect, but a prime source of inter-union conflict 

ae well. With unions, in many instances, forced to recruit 

every member possible in order to ensure a stable financial 

position, it would be unlikely that a spirit cf harmony 

would ever replace the inter-union tension© which now 

exist. To complete the circle back to Hooberaian's point »

the existence of unions with low contributions

against any unilateral increase in contribution levels by

other unions, as the other unions could well suffer significant
2 membership losses as a result*

Sftflft Qtfcgr fts sects p# Controversial Trade Unioft ^xuanaion

'i*he three factors listed above - power, financial 

stability, and visibility - can be termed three major institu­ 

tional influences on trade union expansion into controversial 

areas of organisation, in the senee that they represent three 

goals generally held by &11 unions: t ) sufficient power to 

bargain with employers and to secure organisational claims 

against rival unions | 2} sufficient finances to allow for 

the proper staffing and servicing of a growing membership; 

and 3) sufficient visibility to contribute to the recruitment 

efforts which are fundamental to the maintenance of the first

1 Interview with l>. iitoddart, assistant General Secretary, 
Association of Patternmakers and Allied Craftsmen, 17 December 
1974.
2 Bee, e.g., Amalgamated Union of Building Trade Workers and 
Transport and General Workers Union, 1970 TUC Ann. Hep. 166.
It has been suggested recently that one way in which to overcome 
the problem of 'cut-price* unionism is to build a minimum 
subscription rate into the legal definition of trade unions. 
See i-icC^rthy and iOlia, £j>. o^t.. pp. 176-177, 193.
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two factors. Below are found ether factors of less universal 

applicability, any one of which could lead to trade union 

expansion into a controversial area of organisation. The 

following list is not intended to be exhaustive as much as 

illustrative.

A* i'-unau-'etaent aftd the bargaining envi.roru&enj;

1 • Direct management inf^ueace on un^on expansion

frana^eiaent has been known to complicate inter-union 

matters by inviting a union to recruit its employees because 

it hae little use for the union presently engaged in organising 

them. In this situation and others, a union's recruitment 

motivation may be induced, directly or indirectly, by management 

activities. Another instance arises when a company organised 

by one union takes over a company organised by another. One 

of the unions, if not both, is liable to attempt to make 

organisational inroads in its opposite*s areas of weak 

organisation.

2* Areas ojP organisation weakened due to. liT^fit-rtLil 
disputes

An act which is always bound to provoke the wrath of 

a trade union is an outside union's entering an area with 

organisational aims when the first union is in dispute with 

management. Often, but by no means always, the dispute involved

1 3ee Society of Graphical and Allied trades and Unicn of fchop, 
Distributive and Allied Workers, 1970 TUG /urn. Kt*p. 92.
2 See Bakers Onion and Union of Shop, Distributive and allied 
Workers, 1970 IUC &n&. Hep. 161.
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is over recognition. Because of the dispute with 

the original union could have a lessened presence in the 

establishment. It is not uncommon for some members to become 

dissatisfied with their union when it enters into conflict with 

management, which may mean that these members would be willing 

subjects to the second union's poaching efforts, for a union 

to manoeuvre its way into such a situation hoping to add to 

its membership or to its sphere of influence has been held
2to be a breach of the TUC's Disputes Principles.

divergence of negotiating rif&ts a,nd 
organisational strength,

Negotiating rights and organisational strength do not 

always coincide* It iaay be that the negotiating agreement 

for a group of workers grants negotiating rights for them to 

one union, yet due to that union's organisational inactivity 

or some other factor, the workers remain non-unionists. A 

union which observes such a situation often ignores the agree­ 

ment with management granting the negotiating rights to the 

other union and attempts to enrol the workers. It is not unlikely , 

once the workers* enrollment occurs, that the original union 

holding the negotiating rights will claim foul play, $he 

connection between negotiating structure and inter-union 

disputes will be discussed in the next Chapter.

1 See Wall Paper* Workers Union and National Union of General 
and Municipal Workers, 1965 XUC Anft. iiep. 114.
2 Ibid. See Principle 4 and Note (b) to Principle 5, infra. 

pp. 230-231.
3 See Association of Professional, Executive, Clerical and 
Computer staff and amalgamated Union of engineering Workers 
(Technical and Supervisory Section), 1974 TUC Ann. fifp. 19.
4 See, infra, pp. 110-130.
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B » Craftsoen and craft unions

1 • Attempts t9 flpminate the negotiating

In a circumstance such as that now found in the motor 

car industry, where there are many craftsmen and craft-orientated 

unions, it is possible to observe another source of union 

expansion which leads to inter-union controversy. The presence 

of the TG*U has been felt increasingly within the industry, 

especially since it acquired the National Union of Vehicle 

Builders* Other unions within the industry argue that local 

officials of the TGWU are attempting at many factories to poach 

a number of union members sufficient to reduce the representa­ 

tion of other unions on the joint negotiating committees* The 

other large presence within the industry, the AU£W, is 

relatively free from such accusations lodged by smaller craft 

unions. Since the AUEW ia steeped in the craft tradition, 

a plausible explanation and one forwarded by the smaller craft 

onions, is that the AUEW manifests a greater awareness of and 

respect for the multi-craft tradition in the car industry than 

does the TWCJ, with its history of organising unskilled and 

semi-skilled workers.

2* Specialised unions attempting. $$ fnrol workers 
who perform "frhg relevant occupatipn

When a union which caters for a specialised membership 

observes workers performing the relevant speciality, it often

1 Interview with Q. Stoddart, Assistant General Secretary, 
Association of Patternmakers and Allied Craftsmen, 17 December 
19741 Interview with L.3. Cfuy, Assistant General Secretary, 
National Union of Sheet Metal Workers, Coppersmiths, Heating 
and Domestic Engineers, 9 April 1975.
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takes the offensive in organising them despite any present 

union membership they may hold, and notwithstanding the nego­ 

tiating rights for those workers being in the hands of another 

union* This is most often the case when a craft union, 

concerned as craft unions are with uniformity in terms and 

conditions of employment for those performing the particular 

craft no matter in what industry employed , comes across potential 

members who belong to another union. Often these individuals 

are past members of the craft union , as they may have ascended 

the apprenticeship hierarchy controlled by the craft union* 

But this is not always the case; regrading, promotion, and 

other devices may permit individuals to circumvent an 

apprenticeship, or at least that apprenticeship approved by 

the craft union* Also, as traditional crafts are affected 

by the introduction of new technology in the workplace, it 

becomes increasingly difficult for trade unions to determine 

which workers indeed fall within the organisational ambits of 

different craft unions.

up with a, mobile membership

What appears at times as an unwarranted expansion by 

a union into an area traditionally not within its sphere of 

organisation may be simply a union , usually a craft union, 

attempting to keep up with the geographical movements of its 

membership. Although the influence of changing industrial

1 See Amalgamated Engineering Union and Amalgamated Society 
of Boilenaakers, Shipwrights, Blacksmiths and Structural 
Workers, 1965 2UC £n£. itep. 116.
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patterns on inter- union relations will be treated in greater 

detail in Chapter Seven, it may be noted here that with 

production processes and industrial units becoming mort 

integrated, specialised workers day find themselves trans­ 

ferred to locations far removed from areas where their union 

is established. *hen such transfers in employment occur in 

sufficient numbers , the union whose card is held often attempts 

to make an inroad in the new area, perhaps by opening up a 

branch to service its membership. If there is an established 

union in the area capable of representing the individuals,
2this act is generally interpreted as an encroachment* 

$• y^a^e unjlpq officers and calculated expansion

t • pressure a ga officers to recruit

Often full-time officers of trade unions realise that 

in order to be secure in their positions, they must justify 

themselves to the central offices of their unions on the 

basis of the number of contributing members they recruit and 

service* Weighing the pressures this factor places on officers, 

one might conclude that good business practice is not in this 

circumstance good trade union practice* In some situations, 

it could well be that the servicing of membership entails costs 

for unions which are better not made up by putting pressures 

upon officers to transgress Jurisdictional lines in search 

of new membership.

1 See, AnJtot PP» 14-0-151.
2 See National Society of Metal Mechanics and United Pattern­ 
makers Association, 1968 TUQ &nn. &ej£. 113.
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2. The organisational ffl^lifl? u^ non-affiliates to 
the TU€

In certain areas, the fact of union organisation is 

acknowledged, but recruitment by an outside union proceeds 

despite this because the union presently established is one 

not affiliated to the TUC. lion-affiliates are not protected 

by the TUC's Idsputes Principles, so the affiliated unions 

take no risk in that regard. Conversely, unions not within 

the TUC may strike out at affiliated unions, since they are 

not constrained by the same Principles, A house union attempting 

to supplant a frona, fide union in an establishment illustrates 

this point.

An example of a TUC union not recognising the organisational 

dominance of a non-affiliated union can be drawn from the Civil 

Service. A poor pay settlement negotiated in 1971 for the 

Civil Service's executive grades left a feeling of dissatisfaction 

within the membership ranks of the Society of Civil Servants. 

Some of those members who were disgruntled approached the 

Association of Scientific, Technical and hanagerial Staffs, 

which accepted the® into membership and began to recruit their 

fellow executives in the Civil Service. Later, in response 

to the Society's affiliation to the TUC, and to the joint 

outcry of the other Civil Service unions, ASTMS was constrained 

to exclude the members it had recruited and retreated from the

1 there is a precedent for non-affiliates to the TUC utilising 
its disputes machinery, however, as was the case prior to 
NALGG's affiliation. See National Association of Local 
Government Officers, Transport and General Workers Union 
and Hailway Clerks Association, 1950 TUC Ann. Rep. 92.
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area*

3. Lxpaj^sion with a. "view to amalgamation

Situations have arisen where a union haa undertaken 

an organisational offensive against another union ae a matter 

of attempting to force the latter union into amalgamation. 

NALOO, for instance, has exhibited an interest in taking over 

the Greater London Council Staff Association, and with a view 

to that end has intensified its organisational campaign in 

the Greater London Council. The tfLC ahitley Council has 

produced marginally more lucrative agreements for staff than 

the National Joint Council for local government staff which 

is dominated by NALOO. Since this has been a source of 

irritation for *»AL&0, the larger union has wished to remove 

this discrepancy, which it would be in a position to do if 

it controlled negotiations in London. Thus far, however, the 

Staff Association has withstood the organisational attempt 

by SALG-C. 2

JD. General union development and white-collar unionism

1• The nature of general union development 

The peculiar nature of general union expansion is the

1 Interview with <*. Oillman, General Secretary, Society of 
Civil servants, 3 January 1975; Interview with x'.D, Jonea, 
Secretary of the Staff Side, Civil Service National fchitley 
Council, 11 April 1975. For accounts of the ^STiaS incursion 
into the Civil Service, see 1972 TUG Ann. Hep, 511 1973 TUG 
Ann. lieo. 50; 1974 TUC £&&. itep. 32. Zee also J. fryer, •Civil 
Service in row with Clive Jenkins 1 , Sunday Times. 29 July 1973> 
p. 53* col. 3- Cf. Association of Scientific, -technical and 
ifenagerial Staffs and Civil Service Union and Society of Civil 
Servants, 1974 TUC An£. iceu. 7.
2 Interview with P. Seares, Assistant 3ecretary/Cr£ani8er, 
Greater London Council Staff Association, 4 April 1975.
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eource of many inter-union disputes over membership, No 

area is by virtue of its character outside the scope of 

general union organisers, unless plainly within the organised 

sphere of another union. The Transport and General Workers 

Union and the National Union of General and Municipal Workers 

are the well-recognised general unions, and Hughes, in his 

Research Paper for the Hoyal Commission, makes slightly 

milder claims for£>ur other unions as being 'sectoral- 

general*. These include the Amalgamated Union of Engineering 

Workers (then the AEU), the Hlectrical, Electronic, Telecom­ 

munication and Plumbing Union (then the ETU and the PTU) t 

the National Union of Public Employees, and the Union of Shop, 

Distributive and Allied Workers* These unions cause great 

resentment within other trade unions when they intrude 

into areas which other unions have projected as their own. 

That these unions have a depressing affect on contribution
, . ,' :

levels is a point of contention with other unions as well* 

The TGWU and the tfJGHtf have, one or both, been party to forty- 

one per cent of the disputes heard by the TUC's Disputes 

Committee in the years 1950 to 1974. 5

Jjo. jbg made j^ tfoff wftite-co^ar sector 

Currently, the white-collar sector is the setting for

1 See Hughes, Trade Union^ Structure and Government (Part 1 ), 
pp. 6-13* paras* 11-28. These unions exemplify what Hughes, 
and before him H.A. Turner in Trade llnJon Growth. Structure 
and Policy (London: George Alien and Unwin, 1962), refers 
to as 'open 1 unions; that is, those unions which have broadly 
defined scopes of recruitment.
2 fcJee, e*£*. Amalgamated Union of Building Trade Workers and 
Transport and General Workers Union, 1970 TUC Ann. Rep. 166. 
See also, su,pra. pp. 9^-95.

bee Table 5-A. ,
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a highly competitive recruiting campaign involving many 

unions. 1 Established white-collar unions are in competition 

with each other, with company-orientated staff associations, 

and with predominantly manual unions which either have created 

white-collar sections or have acquired a white-collar union 

and designated it a section within the union as a whole. In 

moat areas of white-collar recruitment there is little tradition 

of trade union organisation. There are, therefore, many new 

gains to be made, and this fact has not been loat on trade 

unions, predominantly manual and white-collar both, in the 

field. JUespite Bain's conclusion that 'Ho significant relation­ 

ship was found between the growth of aggregate white-collar

unionism and ... such aspects of trade unions as their public
2ijaage, recruitment policies, and etructurea 1 , many unions

have made modifications designed to recruit the white-collar 

workers* Xhis is so because, casting aside aggregative notions 

of union growth, 'which particular union is successful in organizing 

the group may be determined by union structures and recruitment 

policies. 1 * 2he bitter rivalry between the AlfBW's white-collar 

section, TABS, and ASTMS, largely to be found in the engineering 

industry, illustrates the intensity with which white-collar

1 White-collar unions were party to twenty per cent of the dis­ 
putes to b© heard by the Disputes CoiMiittee from 1950 to 1969. 
In the last five years of the present sample, 1970 to 1974, 
the figure increased to forty-five per cent, ^ee Table 5-B.
a Bain, The Growth &£ White-Collar Unionists, p. 163. 
3 Ibid., p. 167 (italics in the original).
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recruitment is now being pursued.

£. Tardv reactions J& QjTfi^fliff ftIA fr 'tiA encroachmenta

In disputes over one union's organisational encroachment 

in another union's area, much turns on the precise point at 

which the established union complains, if this point ia 

not near the outset of the encroachment , it is reasonable 

for the aggressor union to translate its opposite 's inaction 

into a tacit acceptance of an organisational inroad being 

made* When this occurs, in particular when the area entered 

was one largely unorganised , it is reasonable for the entering 

union, after a time, to conceive of itself as the established 

union, This situation is further complicated when the first

union holds the negotiating rights, but the second union has
2

enrolled in membership many of the relevant workers.

^orae Restraints on frad^ Uncoil l^panpipn j^to
Oransation

The immediate reason why trade unions choose at any 

given time to expand their areas of organisation is that they 

perceive a group of workers who are both unorganised and willing

1 Under the style 'Association of Scientific, Technical and 
Managerial Staffs and amalgamated Union of Engineering 
Workers (Technical and Supervisory Section)*, see disputes 
reported at the following citations: 1972 TUG Ann, lie p. 
3$ 1972 TUG Jjjfl. Kej£. 4; 1972 TUC Ann. flop. 13$ 1972 
TUC Ann. H^. 14; 1972 TUC Ann. £££722; 1972 TUC Ann. Kep. 
27; 1974 TUC Aaft. £eja. 11; and 1974 TUC Ann, rtep. 12.
2 See Association of Scientific, Technical and Managerial 
Staffs and Amalgamated Union of j&agineering Workers (Technical 
and Supervisory Section), 1972 TUC Ann. Hep. 14.
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to be recruited and f legitimately encugh, attempt to recruit 

then. But it does not necessarily follow from having perceived 

an unorganised group of workers that the group IB free for 

purposes of recruitment. This may be so even if the nature 

of the work performed by the individuals matches the previous 

organisational pattern of the union.

It may be that the fear of organisational reprisal 

by a union which claims that a largely unorganised area is 

within its sphere of influence will serve to restrain a second 

union's expansionary desires in that area. L»uch a situation 

confronts the National Union of Agricultural and Allied Workers. 

There are two Agricultural Wages Boards, one dealing solely 

with Scotland and the other with England and Wales. The TGWU 

has all of the trade union seats on the former Board, and 

the liUAAW has control of the latter. The FJAA*' argues that 

the TOWU has done little to organise ^cattish agricultural 

labour, and the UUAAW would like nothing better than to recruit 

in Scotland. Owing primarily, however, to the fear of organi­ 

sational reprisal by the TG-WU in Lngland and Wales, the &UAAW 

has not attempted any recruitment. Indeed, the relatively 

few members which the ItfJAAw has in Scotland, who are there 

because companies organised by the Union moved their operation 

from England northward, are serviced by union organisers from 

the north of England. The stationing of any personnel in 

Scotland, the HUAAtf fears, could be viewed by the TttWU as the 

first step in a recruitment campaign.

1 Interview with A. Leary, Head of the Organising Department, 
National Union of Agricultural and .illied Workers, 9 *pril 
1975.
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In a similar vein, the Association of Teachers in 

Technical institutions at one time contemplated an organisational 

extension into privately run foreign language schools in 

London. Many of the teachers here were represented by the 

National Union of General and Municipal Workers. Some of the 

teachers contacted the ATTI and attempted to encourage the 

Association into that field of organisation. Historically, 

the ATTI has organised the teaching force found in Colleges 

of further Education, Colleges of Technology, Polytechnics, 

Colleges of Art, Colleges of Mining and so on. The Jump, 

organisationally speaking, was not a long one for the aTTI 

to have made. But the executive of the union took the view 

that the ATTI was a growing union within its organisational 

pattern as projected, and concluded that a recruitment effort 

was not in order. Also, the executive could well have been 

wary of the prospect of being outmatched in a new field by 

a much larger union, which may have had the weight of the 

TUC's Disputes Principles behind it.

Finally, trade unions may be constrained by their 

rules to stay within a particular sector and therefore to 

stay out of a controversial area of organisation. Such a 

circumstance exists with the Post Office Engineering Union, 

where the rules effectively prohibit any exercise of authority 

which would lead the union into an area of organisation outside 

the Post Office, even if organisation could be easily achieved. 2

1 Interview with P. Bawson, Negotiating Secretary, Association 
of Teachers in Technical Institutions, 28 January 1975.
2 Interview with A. Ferguaon, General Treasurer, .h>8t Office 
Engineering Union, 10 April 1975. See Post Office 
Union Kules. July 1975, Hule 4, pp. 7-11.
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CHAPTEK SIZ

COLLECTIVE BARGAINING 

AMD lUTJaap-UHIOU MBKBSaSHX* DISPUTES

The collective bargaining arrangements through which 

trade unions conduct their dealings with management may tend 

to exacerbate tensions between unions in a way which makes 

for active inter-union disputes* It may be, for example, 

that the nature of any negotiating machinery which exists 

does not correspond with the nature of the industrial realities 

of which the machinery is an intended formal! sat ion. The 

incongruity of the formal machinery with informal industrial 

practice can favour unions which, in terms of their industrial 

strength in the relevant setting, may not deserve that degree 

of favour. This may lead to Inter-union conflict* This 

Chapter begins by examining how the establishment of Joint 

negotiating machinery can reduce inter-union membership conflict 

in multi-union situations. Next, the limitations of Joint 

negotiating machinery for purposes of minimising inter-union 

conflict are noted. The Chapter ends by reviewing sources of 

inter-union membership conflict which are related to collective 

bargaining arrangements.

I. joint frffifflftfl'tlflf Haohinqrv af a& Attempt at £> 
Order ^n Kulti—un^Lp^ Situ^T ;iona

The process of collective bargaining in many industrial
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units is complicated by the fact that two or more uniona 

represent the workers. A recent survey of senior inanagere and 

shop stewards indicates that in sixty-four per cent and fifty- 

seven per cent of tnelr industrial situations, respectively, 

two or more unions represent the employees concerned. *ith 

senior shop stewards, the figure increases to seventy-five 

per cent. Often these situations are within the sphere of 

Joint negotiating machinery which has management on one side 

and unions on the other. These unions occupy the number of 

seats which represents roughly their respective organisational

strengths in the relevant unit. This machinery may be induetry-
2wide in scope and produce national agreements. It may also

be found at the company level or at the divisional level within 

a company. Below this are found Joint committees which operate 

in the workplace and serve as a forum where representatives 

of employees meet with management to discuss and settle 

problems.

1 See t*. Parker, Workplace 3^$ufftrial Helat^ons 1972 (London: 
Her Majesty's Stationery Office, 1974)» p. 8.
2 rarker found from hie interviews with senior managers that 
written national agreements covered slightly over half of 
their situations. These agreements are negotiated between 
employers' associations and representatives of the trade 
unions found within the industry. Ibid.. pp. 29-30.
3 Thirty-ei^ht per cent of the senior managers interviewed 
claimed that they had, apart from the national agreement yet 
above the workplace, a written agreement by which grievances 
and claims are settled. Jbj.d«. p. 31 •
4 Seventy-two per cent of the senior managers interviewed by 
Parker said that they had such committees in the workplace. 
In situations with five hundred or more employees, that 
increased to over ninety per cent. Seventy-six per cent of 
the shop stewards interviewed said there were joint committees 
in their establishments. lbift.« p. 29.
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One argument has it that the establishment of joint 

negotiating machinery can be viewed as a rational, structural 

development in what is a rather chaotic setting. Fair Deal 

at Work, for example, observing the need to have a single 

focal point for negotiations, points out that 'at plant or 

company level where the worst effects of a multiplicity of 

unions are felt, an answer can be found by establishing joint

negotiation committees. 1 Nevertheless, certain inter-union
2problems, some of which are discussed below, revolve around

the presence of joint negotiating machinery.

It is essential to maintain a distinction between 

the problems surrounding joint negotiating machinery and those 

endemic to the industrial setting in which the machinery exists.

That multi-union situations are fraught with difficulty and
3are potentially volatile has been observed more than once.

This is especially the case when there are two or more unions 

competing within the same grade. But it may also be true in 

an establishment where there are two or more unions to be 

found, but not, at least formally, in the sane grades. Unions

#eal at Work (London: Conservative Political Centre,
1 968 ) , pp . 57-58. The Hoyal Commission recommended the develop­ 
ment of collective bargaining machinery at company and/or 
factory level. See Xiepqrt of tjae. Eojfal Cfr^^^^n Q& Trade 
Unions and ffaploy er s * Associati ons » p. 45, para. 182.
2 See, infra, pp. 116-121.
3 See, e.g., Hughes, Trad? Uni.o^ $tr^ctur^ and Government 
Uart 1), pp. 25-27, paras. 42-48.
4 The Hoyal Commission found that 'even if white-collar workers 
and their unions are left out of account, about four of every 
five trade unionists in Britain work in a multi-union estab­ 
lishment, and perhaps one in six of them belongs to a grade 
of worker in which two or more unions are competing for 
members. ' Iveport oj? the Kovaj. Commission pn Trade Unions and 
Lpploversi Association^, p. 29, para. 113.
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in multi-union situations must take particular care not to 

permit a breakdown in order to occur, and whatever elee it 

*aay be, Joint negotiating machinery is an attempt at securing 

a degree of order.

If in a 'mixed shop* order does deteriorate, workers 

may transfer unions so frequently that the situation gets 

quickly out of hand. i'or example, in the engineering industry, 

the Aesociation of Professional, Executive, Clerical and 

Computer Staff is party to many joint agreements, along with 

the Association of Scientific, technical and Managerial Staffs 

and the Technical and Supervisory Section of the AU£w'« A 

typical agreement has APBX representing the clerical staff, 

A3TK3 the foremen, and TASS the technical workers. Staff 

representatives (the white-collar equivalents to shop stewards) 

are constantly in conflict, with none of them showing a groat 

amount of respect for the others' grades* £he national policy 

of APEX is to ignore membership defections unless they begin 

to create a snowballing effect. The union feels that if such 

a trend develops, it soon could be reflected in the composition 

of the bargaining machinery. Once that conclusion has been

reached, sides are formally drawn, and the conflict may become the
2subject of national level intervention.

Joint negotiating arrangements can have an alleviating

1 See Transport and General Workers Union and National Society
of Metal Mechanics, 1959 TUC Ann,. Hep. 105.
2 Interview with J.I>. Lapish, Executive Secretary, Aesociation 
of Professional, Bxecutive, Clerical and Computer ataff, 
5 December 1974.
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effect on inter-union conflict over membership. When, for 

example, an individual in a multi-union situation which haa 

been formalieed into a Joint negotiating arrangement decides to 

leave hie present union to join another which organises within 

the unit, there could well be less hostility felt by his 

original union than would be the case if that union possessed 

sole negotiating rights within the unit* In the latter event 

the individual would be joining a union which by definition 

would not be party to an agreement with the employer* The 

individual's defection in the joint negotiating setting would 

not necessarily tend to disrupt established bargaining procedure, 

whereas in the latter instance it very well could.

The creation of joint negotiating machinery may moreover 

serve as a method by which an inter-union dispute can be 

ended* When two or more unions are in conflict over which is 

to organise a particular workforce, and it is clear that none 

has the upper hand, then it could well be beneficial to the 

unions concerned to contemplate a joint approach to management 

rather than continuing their conflict into the future. Itfith 

unions combining in their efforts to seek recognition, management 

could perhaps ill afford to resist recognising them through 

the establishment of joint negotiating machinery. While the 

onions struggle on their own, however, management is often 

provided a reprieve from having to recognise a frona, fide 

trade union.

I See National Society of Operative Printers, Graphical and 
Media rersonnel and Association of Scientific, Technical 
and Managerial staffs, 1975 2UC' Ann. Kea. 7.



One aspect of Joint negotiating machinery which con 

be beneficial in its effects upon inter-union conflict ie 

the fact that the unions represented in the joint negotiating 

machinery control its composition. This can remove the 

incentive for outside unions to attempt to secure a place in 

the machinery by launching recruitment campaigns. The Civil 

Service provides an example where the granting of a place in 

the joint negotiation machinery - the tfhitley Council, in 

fact - by the present trade union membership is subject to 

the additional requirement of recognition from the management 

side of the machinery, Often the unions party to the

joint agreement with the employer will act in concert to
2keep out cf the machinery an outside union* A union which

attempts to make organisational inroads in an area where such 

agreement exists can find itself at a grave disadvantage 

if the present membership of the Joint negotiating machinery 

does not award it a seat. Cf course, if the outside union 

organises a sufficient number of individuals, it would be 

quite difficult for the unions established within the bargain­ 

ing machinery to ignore the fact. Since the special Congress 

at Croydon in 196S f the TUC's Disputes Committee has had the 

authority to grant places in joint negotiating machinery 

(subject to management approval where applicable) and has

1 Interview with ±'.D. Jones, Secretary of the Staff Side, 
Civil Service I^ational whitley Council, 4 ^pril 1975.
2 See Transport and vreneral workers Union e_t al. and Association 
of Scientific, Technical and nanagerial Staffs, 1974 TUC Ann. 

. 24.
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exercised this prerogative occasionally.

limitations of Ji/lrvt .Uerotiatin/: Machinery in
Contain: .ng later-union **einberahii>

The central purpose of joint negotiating machinery 

is to facilitate the collective bargaining process in multi- 

union situations. Indeed, it in theory goes a long way 

toward meeting many of management's objections to the multi­ 

plicity of unions within single industries in Britain. 

According to the Confederation of British Industry in its 

evidence to the Royal Commission, multi-unioaism has many 

ill effects:

Collective bargaining procedures are compli­ 
cated by unnecessary duplication of worker 
representation and by the failure of unions 
to pursue common aims. Negotiations are 
unnecessarily protracted (through the need 
to satisfy a large number of negotiators) 
and agreements more difficult to reach. 
Agreements once reached may be difficult 
to enforce, K&nagementB have extreme 
difficulty in developing and co-ordinating 
long term policy in regards to wages and 
ether terms of employment, more efficient 
use of labour, redundancy etc. Grievance 
procedures become complicated. Inter-union 
rivalries may lead to demarcation disputes 
or harm good relations within undertakings. 2

1 See, e.g. Transport Salaried Staffs Association and National 
and Local Government Officers Association? Transport and 
General Workers Imionf National Union of itailwaymen, 1970 

Ann, jiffy. 24.
2 Sv^dence to the itoyal Commission £& Trade Unions and Employ era f 
ftsspciations ojf the Confederation pj£ British Indus try, p. JO, 
para. 156.
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bince it tends to produce a common approach to management, 

or at least channels several different approaches through 

the same conduit, much is to be gained through the utilisation 

of joint negotiating machinery which has a trade union side 

solidly founded in the industrial realities. This is to say 

that the composition of the trade union side must attend to 

factors such as the respective organisational strengths of 

the trade unions and the mutual Interests of the workforce*

But even at the best of times, the inescapable fact 

is that joint negotiating machinery does not of iteelf eliminate 

inter-union differences* Even assuming that the bad effects 

of inter-union disputes arising from those differences are 

not passed on to management as a drain on its operational 

efficiency, it must be realised that joint negotiating machinery 

reaches the problem of inter-union disputes in no way other 

than by providing an institutional forum for trade unions to 

sort out collective bargaining claims in multi-union settings. 

Accordingly, while it is true that on a range of policy Issues 

requiring mutual assent in multi-union situations the presence 

of joint negotiating machinery may be crucial in achieving 

inter-union cooperation, it ie not true that the presence of 

the machinery necessarily leads to the elimination of inter- 

union membership differences or to the resolution of inter- 

union membership disputes.

The joint negotiating machinery may in fact be tiw> 

focus of inter-union membership conflict. Por example, disputes 

may occur when trade unions which possess a degree of organisation 

within the workforce, end descriptions and inclinations which
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make them likely to acquire further organisation, attempt 

to secure a place in the Joint negotiating machinery. This 

may fcr instance arise in a situation in which technological 

advances require that specialised labour be brought into an 

industry historically organised by an industrial union. The 

tobacco industry provides an example.

A strong argument can be made, and has been made, that 

those specialists imported into the industry ought to belong 

to a union which caters specifically for their interests. Thus, 

maintenance engineers will in all probability wish to be 

represented by the AlfiiW. But the formalised bargaining structure 

within the industry, in which the AU3SV is not represented, makes 

this difficult. The Tobacco Workers Union dominates this 

bargaining structure. Because the TWU permitted inroads to 

be made by unions ouch as the AUSW, it is now forced to choose 

between modifying the industry's bargaining structure on the 

one hand, or wa&i*i£ a full-scale membership war with the 

specialised unions on the other. Previously successful measures, 

such as involving the minority unions 1 shop stewards consultatively

at the local level,no longer suffice in view of the specialist
2workers 1 heightened demands.

A union with representation in the workforce, but without 

a share of a joint negotiating agreement can cause i;reat

1 See Tobacco Workers Union and Amalgamated Union of Engineering 
and Foundry Workers, 1970 TUG Ann. Her>. 32, where the AUEFW 
so argued.
2 Interview with C.D. Grieve, General Secretary, I'obacco
Workers Union, 28 January 1975.
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difficulties for the recognised unions and the employer. The 

railway industry provides an example with its Union of Kailway 

Signalmen, a tiny organisation without negotiating rights. 

The fact that this organisation can argue successfully to its 

relatively few members that signalmen are not sufficiently 

provided for by the present arrangements &aa caused great 

disturbances in the railway industry, the latest of which 

occurred in the early part of 1975.

If the composition of the joint negotiating machinery is 

significantly unrepresentative of the levels of organisation 

in the workforce achieved by the respective unions, inter-union 

conflict may be the result. In the local authority field, 

the National Joint Industrial Council has twenty-six trade 

union seats, with the NUGHM having eleven, the TGWU having 

eight, and M/jrJ^ having seven, iiUiUJi's level of organisation 

in the field, following the union's sharp growth in the last two 

decades, now exceeds that of the other two unions! understandably 

the public sector union is upset that it has only a minority 

voice in the affairs of the joint council. At the time of 

Interviewing, the three general secretaries were attempting 

to arrive at a compromise solution, with SU£! threatening to
ogo to the TUG*B Disputes Committee if an impasse is reached.

1 Interview with R.J« fuck, Assistant General Secretary, 
National Union of uailwaymen, 16 January 1975. An abbreviated 
historical account of the Union of Railway Signalmen as 
a breakaway from the NUK can be found in Lerner, Breakaway 
Unions and tfrq omall Trade Un^oa. pp. 195-196.
t Interview with J.D. May, Assistant General Secretary, 
National Union of Public Employees, 4 April 1975.
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Moreover, unreasonable behaviour by unions dominating 

joint negotiating machinery may produce inter-union conflict. 

At plant level, multi-union situations may have as a focal 

point a joint management -shop stewards committee. According 

to the Royal Commission's survey on the subject, two-thirds 

of these committees in the firms interviewed were multi-union 

in character. The function of such a committee is to settle 

claims and grievances with management and to discuss problems 

generally. When one union is dominant throughout the establish­ 

ment, it is not uncommon for that union's stewards to occupy 

all of the seata on the employee's side of the committee* 

While usually the interests of minority union members are 

protected through the consultative efforts of responsible 

stewards, it happens at times that a committee so constituted 

will seek to suppress the interests of members of minority 

unions* One example of this would be for the dominant union's 

stewards to refuse to process the claims of minority union
o

members, either in the negotiating or grievance processes. 

Individuals so situated may seek to increase their union's 

membership in the plant as a means cf securing a voice on

1 See Eeport &£ the SQyaJL Commission %& Trafle Unions 
Employers' Associations, p. 185, para. 693 •
2 Cf . Electrical KLectronic Telecommunication tfnion/Plumbing 
Trades Union and Amalgamated Union of Engineering and Foundry 
Workers, 1970 TUC Ann. Kep. 58. Within the ?ord Motor Company 
there has recently been severe inter-union conflict between 
craftsmen and workers with lesser skills. 'The craftsmen's 
main grievance is that because of tne strength of the Transport 
and General workers Union on the Ford convenors' committee, 
their interests are not properly taken into account and pay 
differentials are being eroded.' L. Gslager, 'Ford craftsmen 
seek bigger role on negotiating bodies ' , financial Times. 8 
haroh 1976, p. 13 § col, 4-
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the management-shop stewards committee, which is likely to 

stir up inter-union conflict.

III. Sources of Inter-union Membership Conflict itelated 
Collective Bargaining A:

A. Unorganised areas for which negotiating rights 
held

Having perceived an organisational vacuum to exist , 

moat unions which cater for the type of workers involved 

and which discern within the workforce a willingness to be 

recruited will not hesitate long before commencing organisation. 

Problems may arise with other unions, however, and one way 

in which they do is when the unorganised area falls within 

the ambit of a national joint committee or an otherwise 

already negotiated agreement to which the organising union 

is not a party. Perhaps despite the absence of organisation, 

the employer has applied the terms and conditions embodied 

In the agreement. ?he workers, of course, still have a need 

for union representation on matters of local negotiation, 

grievance procedure, and the like. Had the organising union 

been a party to the agreement, the other unions may have 

had no objection to its recruiting activities. But despite 

having themselves left the area unorganised, the other unions

are likely to complain that the organising union has invaded
.,..- ••i,\\*.\-. ••• - •

1 3ee Union of Shop, Distributive and Allied workers and 
National Union of General and Municipal Workers, 1961 1'UC Ann. 
Rep. 101.
2 See National Union of General and Municipal Workers and 
Heating and Domestic Engineers Union, 1963 3TUC &n&. Kep. 96.
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their sphere of influence.

The rapid increase of late in the membership ranks of 

white-collar unions provides an example of such a dispute. 

The white-collar grades within many establishments fall within 

the scope of the agreement covering the entire establishment's 

workforce. Hany white-collar workers have had through the 

years serious reservations over being grouped in a trade union 

with manual workers, mainly owing to their doubts concerning 

the willingness or ability of a union controlled by manual 

interests to represent their case. This being so, many of the 

white-collar grades, although technically covered by an agree- 

ment, remained poorly organised* Frequently over the past 

decade, the established white-collar unions (particularly ASTMS, 

APEX, and their predecessor unions) have attempted to fill out 

the organisational vacuum, and have been very successful in 

doing so. It has not been uncommon for the predominantly 

manual union holding the negotiating rights to object to 

these activities and to attempt to keep their white-collar 

counterparts out of the negotiating machinery.

B. Conflicting negotiating righta

This circumstance leads to another in which the conflict 

arises over the respective justifications for the competing 

claims to organisational ri^vfcs. Thus, when an industry-wide 

joint negotiating committee only fixes minimum rates, and

1 See, e.g., Clerical and Administrative Workers Union and 
Iron and Steel Trades Confederation, 1965 TUG ^an. lie p. 93.
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much of the package of wages and conditions which the workers 

see as constituting their employment condition is secured 

locally by representatives of unions which do not have seats 

on the Joint committee , there arises a confusion over which 

unions or groups of unions are justified in making organisational 

claims based on negotiating rights. This situation reflects 

the larger tension between the ftf fore and the fle fqcto 

in British industrial relations, which the Royal Commission 

chose to encapsulate in its oft-quoted observation that Britain 

has two systems of industrial relations, the formal and the 

informal » In the circumstance described, this tension portends 

conflict between the unions concerned based on their different 

sources of legitimacy in an industrial settings the formalised

bargaining structure on one hand, and the day-to-day representation
2of working people on the other*

Similarly , the existence of different levels of formal 

negotiating machinery may be the source of inter-union conflict. 

In the pottery industry , for example, the Ceramic and Allied Trades 

Union attempted to include maintenance grades in the wage 

structure of the national joint council. Unions with agreements 

for these grades at individual plants complained* The CA^U's

1 See Report oJt the KoyajL Commission on Trade Unions an$ 
Employers ' f asoclati ons . p. 12, p&ra. 4o. For a new perspective 
on the 'two systems analysis 1 of th© Royal Commission, see 
McCarthy and £1118, KCfuaaicement fbff &£r cement . pp. 88-110.
2 For disputes arising from such conflict, see Amalgamated 
Engineering Union and Iron and Steel Trades Confederation, 
1951 TUC Ann. Hep. 105 I Electrical Electronic Telecommunication 
Union/Plumbing Trades Union and Transport and General Workers 
Union, 1971 TUG Ann. gejo. 4; Association of Scientific, 
Technical and Managerial Staffs and Amalgamated Union of 
Engineering Workers (Technical and Supervisory Section), 1972 
Ttfc &&• &gp. 4; Association of Scientific, Technical and 
Managerial Staffs and Iron and Steel Trades Confederation, 
1972 TUC Ann. Kep. 15.
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response was that it was not attacking particular factories 

where other unions were in control of the grades and the 

local negotiating machinery, but was merely seeking better 

to represent its members in the grades by negotiating for 

them at the national level. The dispute ended up at the TUG 

where it was decided against the CATU f but the facts involved 

taaonatrate the way in which trade unions represented on 

different levels of bargaining machinery can come Into conflict 

with each other.

C. The applicability off acre than one 
agreement i& a. /a-ad.e of workers

It can happen that more than one industry-wide agree­ 

ment is potentially applicable to a particular grade of 

workers* Perhaps there is disagreement over the nature of 

the work being performed by individuals In this grade* Unions 

are likely to conflict over which agreement is to be applied 

when each contains different signatory unions. This is 

especially the case, and the dispute particularly bitter, 

when one of the agreements grants the grade craft status, while 

the other does not* The craft unions interpret this as a 

situation la which they must protect the integrity of their

crafts by not permitting other unions to encroach on what
2 they believe to be their spheres of influence*

1 See Aaalgacaated Onion of Engineering Workers? Electrical, 
.Electronic, telecommunication and -fluabing Union j Union of 
Construction, Allied Trades and Technicians; and Ceramic and 
Allied Trades Union, 1973 TUC Ann. Ken* 13.
2 See transport and General Workers Union and ^uaalgamated 
Society of Woodworkers, 1959 2UC Ana. iiep.1Q3*



Different barr:aini? arrangements for workers 
rf identical

Two sets of bargaining arrangements which serve employees 

who perform identical functions, but in different areas, may 

give rise to inter-union membership conflict if the bargaining 

arrangements produce different levels of compensation for the 

employees they respectively cover. 1'he Greater London Whitley 

Council, on which eight of the ten trade union seats belong 

to the Greater London Council Staff Association, produces 

slightly more lucrative agreements for staff in the GLG 

than the National Joint Council for Local Government produces 

for local government staff* This has proved to be a source 

of some enfoarrassment *Q** the National and Local Government 

Officers Association, in control of the KJC, and the GLC3A 

claims that in order to remove the embarrassment, $ALGO has 

initiated a recruitment campaign in London in order to reduce 

the strength of the GLCSA and increase its own. the two unions 

of late have beon in almost constant conflict over membership* 

* Similarly, when a trade union has striven to elevate 

the terms and conditions of employment of those who work 

at a particular occupation, and then sees individuals perform­ 

ing the earn© work for lesser terms and conditions, it will 

often attempt to recruit those individuals so that its own 

members might be protected from the influence of the lower 

rate of compensation. When the individuals are organised by

1 Interview with £. Seares, Assistant Secretary/Organiser, 
Greater London Council Staff Association, 4 April 1975.
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a different trade union and serviced by negotiating machinery 

to which the union contemplating recruitment is not a party, 

the move will be labelled an encroachment into another union's 

sphere of organisation, and that other union will react 

accordingly .

E. fhe closed ahoo

As a result of the existence of negotiating arrangements 

or as a product or by-product of the negotiating process, trade 

unions enter into union security arrangements, formal or informal, 

with management. These arrangements require that the individual

become and remain a member of one of a specified number of
2trade unions in order to obtain and retain his job. Whether

union security manifests itself as compelling membership in one 

union or in one of a group of unions, management often assents 

to the arrangement as a means of reducing the number of unions 

with which it must deal, as well as a means of enabling the 

unions involved to exercise the maximum amount of control 

over the workers in the industrial unit.

Unions have come into conflict when one union or a 

group of unions runs a closed shop in an establishment, and 

an outside union organises a firm which has been retained as

1 See National Union of Printing, Bookbinding and Paper Workers 
and Wall ^aper V-orkers Union, 1951 £UC ann. fie p. 109»
2 See generally McCarthy, 'ffle Closed, Shop J& Britain.
5 See Grunfeld, fioAqra 'X'rade Union l>aw.p. 29. The Industrial 
Relations Act attempted largely to eliminate the closed shop, 
but 'The closed shop... proved such a stable and sturdy 
institution that ... even the law had to bend to the inevitable. 
The main reason was that employers defended it almost as tenaciously 
as did workers•' fceekes gt al.. Induatrial lielatiops and the 

Qiff i&E» P«
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a sub-contractor. When this circumstance arises, the 
original union or unions may refuse to recognise the cards 
of the sub-contractor's employees, and the possibility of an 
industrial stoppage arises. The latter union may well be 
quite unwilling to transfer its membership to those organi­ 
sations in control of the closed shop, as the tasks being

2performed are usually temporary in nature.

There is a fundamental point which at tiaes becomes 
obscured in discussions over union security which must be 
made here* A difference exists between situations, on one 
hand, in which a given industrial unit approaches one hundred 
per cent trade union organisation among the workforce, but 
neither that workforce nor the management ie willing to impose 
industrial sanctions aimed at preventing workers from renouncing 
their union membership! and, on the other hand, those situations 
which are truly termed closed shops where sanctions will be 
applied to enforce one hundred per cent membership among the

•3
workforce in one of a specified number of unions.

In the former situation, when a worker makes it clear 
that he will not continue membership in his present union, it 
may be the case that an outside union will admit him. It will 
make the claim, upon admitting the dissident, that if he is 
not accepted into membership he will remain a non-unionist, 
and thus spoil the high level of organisation within the unit.

1 See, infra, p. 139. . .
2 See transport and General Workers Union and Constructional 
Engineering Union, 1965 WV &nn. *iep. 11t.
5 See McCarthy, Ofee Cloaed Shop i& Britain^ pp. 24-26.
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That argument has no relevance where union security is enforced 

through the use of sanctions t the ultimate one of which is 

the individual's dismissal from his job if he does not join a 

specified union. In situations where total or near total 

organisation is coupled with an unwillingness or inability 

to enforce it, however, some incentive is apparent for trade 

unions with little or no membership in the industrial unit 

to accept an individual who has terminated his union membership.

A method which can be utilised by one union to rid 

itself of a competitor is that of negotiating a closed shop 

agreement with management which excludes the competitor union* 

The union affected by such an act will rarely accept its 

exclusion from the establishment with equanimity, and if it 

hears of the negotiations before they arrive at a conclusion,

it undoubtedly will attempt, by means of industrial action if
2 necessary, to bring them to a halt.

When two or more companies merge into one, and one 

or more of the companies was the scene of a closed shop, 

inter-union conflict is likely to result from any shifting 

of the workforces within the surviving company, rhis occurs 

if members of unions not party to the closed shop are denied 

entrance to their new place of work. The same holds true when a 

factory is closed down and the workforce is redeployed to another

1 See, infra. pp . 261-262.
2 See Association of Scientific, Technical and Managerial 
Staffs and Draughtsmen and Allied technicians Association, 
1970 TUC zfon. ^ep. 45. The agreement with management need 
not be on a closed shop; granting recognition to some unions 
but not others may suffice to provoke inter-union conflict. 
See Clegg, Tfoe System of Industrial delations in flreat Britain. 
pp. 67-70.
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factory which is covered by a union security arrangement. 

In both instances, the integration of the workforces, which may 

have been a goal of management, will not come eaeily. Once 

closed shop arrangements are achieved, they are not easily

abandoned or modified, even in situations auch as these where
2 the 'aggressor 1 union is not acting of its own volition*

?• jfcft .gfrQQ^e £,£

Features of agreements between unions and management 

other than those regarding union security may give rise to 

inter-union conflict* For instance, questions may arise aa 

to whether an agreement negotiated between a union and manage­ 

ment is departmental or occupational in scope. If, as an 

illustration, a union has an agreement for all of the 

electricians in a plant, negotiated when the entire group 

was located in a central electricians' pool, tension may arise 

if that pool is discontinued and the individual electricians 

are then dispersed throughout the plant and assigned permanently 

to departments organised by one or more other unions. Was th« 

agreement for electricians qua electricians or for electricians 

.qaft members of a now discontinued department? If the latter, 

the individuals will in all probability have to become members

1 See, i&£rj|, pp. 132-133.
2 See Caistruetknal Engineering Union and Amalgamated Society 
of Boilermakers, Shipwrights, Blacksmiths and Structural 
Workers, 1970 TUC Aon. ifcp. 126.
3 See Transport and General Workers Union and Amalgamated 
Union of uogineerin^ and Foundry Workers, 1^70 TUG' 
73 J 1970 TUC 4qn. it§£. 76.
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of the union in their new department* If the former, the 
question still arises as to whether they should continue 
membership in their original union, but their case for doing 
so is stronger*
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CHAPTER SEVBH

DSCISION-MA£INO AED 

CHANGING INDUSTRIAL AND OCCUPATIONAL CURRENTS

Inter-onion disputes may be provoked by management 

decisions or by changes in the nature of industries and 

occupations: events over which the unions concerned may 

have little or no control. Within this dynamic and changing 

context, guilt can seldom be assigned exclusively to one or 

more of the trade unions party to an inter-union dispute. 

This Chapter intends to illustrate the role that management 

decision-making plays in provoking inter-union membership 

conflict as well as to describe a similar role played by 

changing industries and occupations. The Chapter begins by 

examining management decisions which pertain to the operation 

of the firm, but which can have the effect of bringing unions 

into conflict over membership. This is followed by a description 

of the manner in which certain changes in industries and 

occupations may produce inter-union membership conflict* 

Finally , a review is undertaken of certain management decisions 

made in response to multi-union organisation within the work­ 

force, and these decisions are examined in light of their impact 

on inter-union relations.
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I. Management Decision-making

A. Redeployment of the workforce

One type of management decision which pertains to 

the operation of the firm, but which can have the effect 

of provoking inter-union membership conflict, is the decision 

to redeploy members of the workforce. Companies, perhaps 

experiencing a deterioration of factory capital, may choose, 

for instance, to transfer the work performed at one factory 

site to another* When this occurs, and the factory's workforce 

is redeployed to the new site as a facet of the management 

strategy, conflict may arise over that workforce's union member­ 

ship* This happens when the new site is within the organisational 

preserve of a union other than the one which dominated at the 

original spot*

Redeployment of a large company's workforce within 

the firm's network of factories may not require an outstanding 

precipitating event. Indeed, it is not unusual that large 

business concerns will transfer part of their workforce froa 

industrial site to industrial site as a matter of achieving 

the most efficient utilisation of labour. Since different 

unions operating within the same company often have organisational 

superiority in different plants within the company, a dispute 

may arise when members of one union attempt to perform work at

1 See Union of Shop, Distributive and Allied Workers and 
Transport and General Workers Union, 1971 TUG ^njj. Rep. 5.
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a site organised by another.

A similar situation may arise when companies adopt 

as a matter of policy a commitment to centralisation or 

decentralisation of their working operations. This may entail 

attempts at integrating workforces in what were previously 

exclusive areas of organisation of different unions* ttince 

either a policy of centralisation or decentralisation involves 

a move away from an area of production, a union potentially 

can be left with no members in the firm. In this event, it is

likely to fight with tenacity to hold on to the ones which
2 have been moved*

^* ffomjaanv expansion into new factoy^ea

Conflict can also arise between unions when a company 

decides to expand and constructs a new factory. It may be that 

one union which has an agreement with the company and which 

organises its workforce expects to expand with the concern, 

but does not set about organising the new plant's workforce 

with sufficient speed. In the Interim, another union which 

organises in the field generally may move to fill what it 

believes to be an organisational vacuum. If this occurs, the 

company's first union is bound to complain. 5 If the new 

plant is not subject to an agreement between a union and the 

company, but simply presents itself as an organisational void,

1 3ee National Union of General and Municipal Workers and 
Process and General Workers Union, 1967 TUC £Q&. &ep. 116.
2 See Union of Shop, Distributive and Allied Workers and 
Transport and General Workers Union, 1970 TUC £fin.. Rep. 86.
3 See Union of Shop, Distributive and Allied Workers and 
National Union of General and Municipal Workers, 1960 TUC 
/inn. Hep.
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then it is subject to the tensions over original recruitment 

that all other unorganised industrial units may experience 

upon first organisation.

An interesting dispute may arise when the union whose 

members construct a new plant decides that this work has given 

it a claim on the company's workforce* Such an incident 

occurred when the ftUGKV organised the workforce which con­ 

structed a chemical plant; some of the NUGKW members were 

then hired at the plant. The Chemical Workers Union claimed 

that this factory was an extension of one in which it had one 

hundred per cent organisation* The two unions entered into 

a dispute on the issue which culminated in a hearing by the 

Disputes Committee* This particular dispute, however, could 

well be unique to its surrounding circumstances, which is to

say that it may have been a product of the tensions which
2existed historically between the two unions*

G« Company t?iPtMil9ni ifrfcQ relate^ industries

The railway industry further illustrates the impact 

of company initiatives on inter-union relations. Two prime 

areas of inter-union tensions for the national Union of Hail- 

waymen at present are to be found in docking and road transport 

The presence of the HUH in docking began when, prior to the 

1921 railway amalgamation, the individual railway companies

1 See National Union of Blastfurnacemen and National Union of 
General and Municipal Workers, 1963 TUG An&. Hep. 111.
2 See National Union of General and Municipal Workers and 
Chemical Workers Union, 1960 TUG Ann. Hep. 99 • For an account 
of the tensions between the two unions, see Lerner, Breakaway 
Unions and the Small Trade Union. Chapter 1 .
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decided to build their own docks. The Port of Cardiff, for 

example, once belonged to the Taff Vale Railway Company. 

The fltm, amalgamated in 1913, decided to follow the railway 

companies into the docks, and organised all workers up to the 
point of loading. 1

The docks have traditionally been the site of disputes 
between unions and between work groups. Questions still arise 
at some of the old railway-owned docks (e.g., Southampton, 

Cardiff, Swansea, and others), now under the British Transport 

Bock Board, over which union's members are to be permitted
to perform a particular task. These, of course, are disputes

2over demarcation of work, and they are not a prime area of
interest for present purposes except in so far as they are 
symptomatic of the more fundamental question of which union 
ought to be organising the group of workers performing the 
task. According to the MjR, these problems arise periodically, 
are dealt with on their individual merits, and have not erupted 
into any significant inter-union disputes of late.*

Also early in the twentieth century, British railway 

companies entered the area of road transport. World War I 
had established the value of motor vehicles, and there was 
as a consequence a rapid post-War increase in the use of buses, 

lorries, and charabancs. As the railway companies made inroads

1 Interview with H.J, Tuck, Assistant General Secretary, 
National Union of liailwaymen, 10 December 1974.
2 See, infra. pp . 1^7-1^8.
3 Interview with H.J, Tuck, Assistant General Secretary, 
National Union of rtailwaymen, 10 December 1974. Cf. Transport 
and General Workers Union and National Union of iiailwaymen. 1970 TUC Ann,. *iep. 113.
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into road transport, so did the liUH. This organisational 
effort by the TOR brought it into conflict with the TGVU. 
The friction between the two unions culminated in an inter- 
union agreement f negotiated in June of 1932, intended to deal 
with the 'employment of those engaged in Road Transport, 
Passenger and Commercial. 1 This agreement, which has been 
amended several times in the ensuing four decades, demarcated 
the spheres of influence of the two unions, both on the basis 
of geography and of the undertakings concerned* There hare been

2frictions recently involving the Exeter City Transport, but 
on the whole the inter-union agreement has worked admirably 
well. It might be added that the two other important excursions 
made by the HUE out of the railway industry as a matter of 
following the railway companies, into the hotel and catering 
industry and into the inland waterways, have not led to 
significant inter-union conflict*'

V* Oflf QQflpftryy ajpo^rfeffi ftnqthey

An event which can lead to the attempted integration 
of one workforce with another is the acquiring of one business 
concern by another* For example, a firm organised by SGGAT 
took over one organised, in part, by the AUBFW. The acquired 
concern was informed that production workers who transferred 
to the surviving concern's site would have to become members

1 See, infra* pp. 188-189. The agreement is found in Appendix A, as Document A, Infra.
2 See National Union of Hailwaynen and Transport and General Workers Union, 1971 TUG Ann. Eep. 35.
3 Interviews with H.J. Tuck, Assistant General Secretary, National Union of Hailwaymen, 10 December 1974, 16 January 1975»
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of SCO AT. A number of individuals were transferred on the 

grounds that they would change their union membership from the 

Aff^PW to SOOAT. But the AUBPW took its time in carrying 

out the membership transfer to SO&AT and members of the latter 

union threatened to strike if necessary to compel SG&AT 

membership.

B * Gnq qpaqany using the means g£ production ojE another

If for reasons either temporary or permanent , one 

company is forced to use the means of production of another, 

unions can be thrown into conflict. One such conflict arose 

when a newspaper , the flafl^y iJketph, was sold, and after the 

sale instead of using its own presses for printing, it used 

those of the ajewa of ffie ator^. Printing machine managers 

at the latter paper were organised by the National aociety 

of Operative Printers and Assistants* Most of the industry's 

other printing presses were managed by meiabers of the Printing 

Machine Managers' Trade Society, fhe dispute was clearly one 

over which union's members were to perform the required tasks, 

but as with all domarcational disputes, the long-term issue

of which union was to organise the grades concerned was also
2to be decided.

?* GliWVffff l£ tfte cQgtqany's product

a company changes its product, a result may be

1 See Society of Graphical and Allied Trades and Amalgamated 
Union of Engineering and Foundry yorkers, 1969 TJC 4an. &ep. 86.
2 3ee Printing Machine Managers Trade Society and National 
Society of Operative Winters and assistants, 1954 5^C Ann. Rep. 102. ""^



the bringing on to the scene of a new union. The union 

established at the company may object. Such an occasion arose 

when a firm, a subsidiary of Imperial Tobacco, moved away 

from producing packaging for tobacco products to producing 

corrugated fibre board* SGGAT had the national level agreement 

for the latter product, but the Tobacco Worker* Union, which 

once had nearly one hundred per cent organisation in the 

plant, strongly resisted the introduction of SGGAT organisation 

into the firm.

G. Job assessment schemes

Since different trade unions in multi-union situations 

usually sort out their areas of organisation on the basis 

of job grades, job assessment schemes are considered by 

the unions to be serious business* $ot only can an assessment 

scheme involve the elimination, merger, or modification of 

grades, any one of which could have a substantial and deleterious 

impact on inter-union relations, it can also affect established 

wage differentials and lead therefore to inter-union tensions* 

This issue arose recently in the tobacco Industry, where the

Cigarette Machine Operators Society felt that a job assessment
2scheme threatened the position of its skilled membership.

1 See Tobacco Workers Union and Society of Graphical and Allied 
Trades, 1970 TUG Ann. Kep. 102.
2 Interview with C.D. Grieve, General Secretary, Tobacco 
Workers Union, 28 January 1975. See Cigarette Machine Operators 
Society? Transport and General Workers Union; Tobacco Workers 
Union, 1970 TUC Ann. Hep. 117? Cigarette Hachine Operators 
Society? Tobacco Workers Union? National Union of General and 
Municipal Workers? and Transport and General *orkers Union, 
1973 TUC 4n£. Eeq. 5.
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H. Sub-contractors

Management at times must engage sab-contractors to 

perform certain work. When the individuals employed by the 

sub-contractor are not members of the established union within 

the relevant industrial unit, conflict can ensue if the estab­ 

lished union wishes to be strict about any union security 

arrangement it may be operating* If the established union 

agrees that the workers not carrying its cards on the site 

are acceptable as a temporary factory there is no inter-union 

difficulty* But if the situation is an ongoing one, or if 

the demand for specialists sees the sub-contracting function

evolve into a permanent feature of the concern, then conflict
2 erupting between the unions Is highly likely*

X*

When a significant percentage of the workforce is 

declared redundant* it can have a substantial impact on trade 

union organisation within the industrial unit. If in a multi- 

union situation such a circumstance occurs and the redundant 

workers are overwhelmingly affiliated to one or a small number of 

the unions* a result may be a change in the composition of the 

bargaining machinery. It may be that an entire section of a 

plant is being phased out, and the union which has centred its 

organisation in that section may be phased out with it. A more

1 See Amalgamated Union of Building 'Urade Workers and Constructional 
Engineering Union* 1969 ^UC Ann, nep. 85.
2 See Tobacco Workers Union and Amalgamated Union of Engineering
and Foundry Workers, 1970 TUG &an» Rqp. 32.
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disturbing instance involves a trade union struggling for a time 

to organise in a plant and approaching or perhaps achieving 

majority organisation only to see a large number of its members 

declared redundant. She hardship is compounded for the union 

if another union chooses that moment to commence organisation 

within the plant*

Industrial fond Occupational

A* Industrial contraction

The decline of an industry may lead to inter-union 

conflict* !23he railway industry, for example, has contracted 

severely in recent decades* The impact upon the National 

Union of Railwayman has been momentous. As a consequence of 

the industrial contraction* the iftJE has been reduced to a 

membership leas than fifty per cent of its 1950 total - from 

421,197 in 1950 to 173*933 in 1974. 2 That this can cause a 

marked sensitivity to even minor encroachments or otherwise 

insignificant cases of poaching is obvious. Indeed, the impact 

on inter-union relations of such a sharp industrial decline 

can be more substantial than causing a concern where other 

unions* activities are involved. A high officer of the NUH 

remarked that if the decline in the railway industry continues 

to be reflected in the iftl&'s membership, the union would have

1 See Constructional Engineering Union and transport and 
General Workers Union, 1961 3CUC Ann, iiep. 111.
2 Source: 1950 WC Ann, fop, 19i 1974 'I'UC ^y^. Ret). 588.
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to consider expanding its baae by moving into other industries. 

Other unions are bound not to take lightly such a manoeuvre 

from an industrial union.

B. Ihq impact ££ aey me floods off production

importation pj£ specialised workers into 
an Industry

In order to remain competitive with both foreign and 

other domestic producers , many companies are forced to adopt 

technological improvements which risk provoking a deterioration 

in inter-union relations. If we consider Britain's tobacco 

industry, we note that for years the leading union on the 

production side has been the Tobacco Workers Union. The TWU 

makes the claim of being an industrial union , yet organisational 

inroads are being made in the tobacco industry by other 

unions.

The Introduction of new technology into the processes 

of production has required skilled specialists to be brought 

in from outside the industry to cope with the increasing

mechanisation and specialisation. These persons have generally
2 been members of other unions upon entering the industry. Acting

1 Interview with it.J. Tuck, assistant General secretary, 
National Unioa of Hailw&ymen, 10 December 1974. Hughes reported 
in his Research Paper that the reactions of the ft UK and the HUH 
to the declines in their industries have been primarily defensive. 
See Hughes, Trade Union Structure and Cfoyernment (Part 1 ), pp. 
*2-1 3» para. 24. Viewed in light of this observation, the comment 
of the HUH officer gains in significance.
2 For an example of a dispute arising from similar circumstances, 
where workers entering a firm to respond to technological changes 
brought with them union cards not held in the establishment, see 
Iron and Steel Trades Confederation and Amalgamated Union of 
Engineering and foundry Workers, 1970 TUG ^nn« Jriep. 132.
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with a sense of solidarity which ita General Secretary now 

regrets, the T'ull permitted these individuals to retain their 

union cards. Now on behalf of their respective organisations, 

these individuals, using closing pay differentials ae their 

most obvious rallying point, are making a claim to be recognised 

by management to negotiate for the skilled grades. As an 

illustration of the inroads this group hae made, at British- 

American Tobacco the 1TWU was until four years ago the sole 

negotiator; now, however, the engineering group has established 

its own bargaining machinery for skilled grades.

The consequences &re seen in bolder relief at Imperial 

Tobacco where company negotiating committees at Imperial sub­ 

divisions euch as fill's and Player's have been established to 

cover the engineering grades exclusively. Prom each of these 

committees, one individual was elected to sit on the national 

council which negotiates with the company-wide representatives 

of Imperial. It did not take long for the engineers to attempt 

to establish their own national bargaining machinery, using 

these inroads they had managed to make as a convenient starting 

point. As a consequence, the arrangements whereby engineering 

representatives sat on the national council was discontinued; 

the established unions (the TWU, the KUGMW, the TGVtf. and 

the Cigarette Machine Operators Society) were troubled since 

their concern, they claimed, was with the entire pay structure 

as contrasted with the engineers' limited concern with crafts. 

At the time of Interviewing, the industry was deeply troubled

1 Interview with C.D. Grieve, General becretary, Tobacco 
Workers Union, 28 January 1975»
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by this dispute, with management attempting to laulntain the 

status q.u,Q while the unions, with the help of the TUG, sorted 

matters out on their own.

2 « Kana^eqieat training schemes

When a particular akill is required by management of 

part of its workforce, and the firm is not organised by a 

union which usually provides such specialists, management 

may arrange with a union already present in the firm to upgrade 

some of its members through a training scheme which will impart 

the required skills. If the specialists* union which normally 

caters for such individuals becomes aware of the upgrading 

scherao, it is liable to object and may undertake to recruit 

th® individuals concerned. This is particularly true when 

the workers who have completed the programme are paid less 

than those who are negotiated for by the specialists' union, 

as that union will complain that its higher wage rates are 

placed in jeopardy because of the scheme. Moreover, if the 

workers ever leave that employment and seek to obtain similar 

work at another firm, they will in all probability have to acquire 

the specialists 1 union's card in order to obtain the work.

The workers' original union, however, will likely balk at any
2transfer*

It can happen that management, feeling the organisational 

strength within the concern of one specialists 1 union, will

1 Ibid.
2 See National Union of General and Municipal Workers and 
Amalgamated Society of Boilermakere, Shipwrights, Blacksmiths 
and Structural workers, 1966 TUC 4nn.« £t&£. 94.
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be forced into agreeing to a training scheme for a second 

such union's members at the termination of which the individuals 

must Join the first union. The second union may object to 

the retraining of its membership, especially if they are 

apprenticed craftsmen, and more so if they already possess 

the requisite skills. In the last instance, the second union 

will believe, probably correctly, that it is being squeezed 

out of the firm by the joint efforts of management and the 

first union.

3» Changes fo the worfr performed

Over time, the machinery, methods, and material of 

production change, and with them the tasks performed by 

individuals change as well. When the nature of a particular 

job changes, it is not uncommon that a specialists* union 

not presently the one organising it will claim that it now 

falls within that union's Jurisdiction. In vehicle building, 

for example, when the basic structural material changed from 

the wood in coaches to the composite material and then steel 

in motor cars, new specialists' unions made claims to have the 

work done by their memberships. Although the National Union of 

Vehicle Builders (originally the Coachbuilders) had performed 

the work formerly, the new materials and the resulting changes

in methods and machinery of production inspired organisations
2such as the Sheet Metal Workers to claim the function.

1 See Amalgamated Society of Boilermakers, Shipwrights, Black­ 
smiths and Structural Workers and -tuaalgamated engineering Union, 
1968 TUG &
2 See National Union of Vehicle Builders and National Union 
of bheet Metal Workers and Braziers, 1955 TUC Ann, itep. 102.
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The purpose of a particular type of work may change, 

thereby provoking a claim to perform the work by a new group 

of individuals represented by a different union, ilumbing 

work, for example, when done with a particular end in mind 

can resemble the heating work performed by heating and 

domestic engineers. It is also possible that, as time passes, 

adjacent positions in tteoccupational hierarchy may blend 

imperceptibly into one another, with the result that unions

representing the different positions may claim a breach of
2jurisdiction.

Hew technology can give rise to new tasks which, some 

unions may argue, are merely old tasks performed in new settings. 

Radio and television news staffs, for example, are usually 

recruited from trade journalists who have been members of th* 

ifiJJ. For this reason, the ilUJ secured recognition from the 

BBC for some of these individuals. The agreement with management 

included an inter-union arrangement between the liUJ and the 

Association of Broadcasting and Allied Staffs, which at one 

time was the BBC Staff Association, fhe two unions were to 

share membership. This joint arrangement eventually broke 

down, with the iiUJ arguing that the ABA3 refused to accept 

that the editorial process in broadcasting is actually journalism, 

As the MJJ defines journalism - the creative function in 

communications - it undoubtedly is. The ABAS, however, makes

1 See Plumbing Trades Union and National Union of Sheet Metal 
Workers, Coppersmiths and Heating and Homestic engineers, 1963 
TUC Ann. Hep. 1 J>\ .
2 See Association of Scientific, Technical and i'ianagerial 
Staffs and Amalgamated Union of engineering workers ^Technical 
and Supervisory Section), 1972 TUC ^na. &ep. 3.
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claims as an industrial union in broadcasting , which gives 

rise to typical conflicts between unions horizontally and 

vertically constituted*

4* Centralisation as a. concomitant to increased 
xaechaaisatiqn

A situation involving the National Union of Agricultural 

and Allied Workers illustrates in one respect how increased 

mechanisation can bring unions into conflict, tfor years, 

the individuals who worked at clearing and maintaining roads 

in rural sectors were members of the NUAAW. It was a rural 

task, aad since the only union with any presence in many of 

these areas was the i«TJAAaf , the workers concerned joined this 

organisation even though their jobs had nothiiag to do with 

agriculture. Lately, work on the roads has become increasingly 

mechanised; with mechanisation lias come centralisation. Teaas 

of road workers are now centred in urban areas and generally 

are organised by the TGWU. Having represented the rural ro&d 

worker for so long, the ICUAA^ is not desirous of relinquishing 

the responsibility wholly to the 3X/WU. It may, however, have

no choice, and at present tension exists between the unions
2ca this issue.

eliminatL on

As the methods of production change, it may occur to 

management that the perpetuation of two different grades of

1 Interview with G. Viner, Training and Research Officer, 
National Union of Journalists, 16 aipril 1975.
2 Interview with A. Leary, Head of the Organising Department, 
Kational Union of Agricultural and iillied workers, 9 April 1975.
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Jobs within its organisational hierarchy ia wasteful. la the 

Civil Service, for inotance, there were until recently two 

grades within the area of photoprinting: the duplicate processing 

grade, organised by the Civil and Public Services Association, 

and the photoprinting grade, organised by tho Civil Service 

Union, now the processes have functionally merged, and so, too, 

have the grades* The two unions are in a mild state of conflict 

over this situation at present, with attempts being made tc 

find a compromise solution. Also in the Civil Service, there 

has recently been a merger of grades of larger significance. 

In this case, the managerial class and the administrative class 

were merged. Here the answer lias been a system of dual 

representation worked out by the Society of Civil Servants, 

which had organised the managerial class, and the association

of First Division Civil Servants, which had organised the
2administrative class.

6. Craft ufi&qflp. and dejBaarcatjlQn of urorjfc

As has been described, when an entirely new process 

is introduced into a firm, unions often argue over which of 

their number is to organise those individuals who are already
•2

manning the process. In a related situation, the argument 

takes the form of which individuals who are already in membership

1 Interview with G. Challis, Assistant Secretary, Civil and Public 
Services Association, 20 January 1975; Interview with J.O.ri. 
Dickers, General Secretary, Civil bervice Union, 6 June 1975.
2 Interview with r.i). Jones, Secretary of the i>taff kide, Civil 
Service National tfhitley Council, 11 April 1975.
3 See, e.g., National Union of Blastfurnacemen, Ore Miners, 
Coke Workers and Kindred Trades and Iron and 3teel Trades 
Confederation, 1^57 1'UC Ann. ASP.
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in the respective unions are to man the process. The first

sort of dispute is an organisational dispute which settles

any demarcation questions as well. The second is demarcetional,

but settles the organisational question also. While there

may not appear to be significant difference between the two

form© of what essentially is the same kind of dispute, it is

appropriate to observe that the latter dispute most often involves

craft or ex-craft unions arguing that the new process is part

and parcel of their respective crafts. The claims being forwarded,

then, are of a special sort, because a successful claim may

well place the new process within a particular craft tradition*

This win entail for the employer a controlled supply of labour,

properly apprenticed. The former dispute, on the other hand,

assigns upon its disposition one union to organise the workers

manning the new process, but probably leaves the processunencumbered

with the trimmings of the craft tradition. The disputes involving

the craft or ex-craft unions are usually the more bitter, as

much more is at stake than a group of unorganised workers. To

the craft union, the extension of its tradition to cover changes

in the technology of production is an essential aspect of union

survival.

C» Controversial trades

There are some grades of workers over which unions are 

constantly in dispute. These grades are situated not in any

t '• r

1 See, e.g., National Union of Sheet Metal Workers, Coppersmiths, 
Heating and Domestic Engineers and National Union of Vehicle 
Builders, 1970 TUG Ann. ROP. 13*
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one union's settled area of organisation but, on the contrary, 

are subject to the organisational claims of more than one 

union because they lie in the interstices of trade union 

organisation* Their interstitial nature provokes redundant 

and competing organisational claims* Craftsmen's mates and

assistants are examples of such grades* J'oreuen and charge*
2 hands are others* Hembership disputes between unions over

these grades and ones like them are a commonplace in British 

industrial relations*

caa.nua^ trades

The higher manual grades have acquired over the years 

many of the terms and conditions of employment traditionally 

associated with the white-collar grades* Those may include 

items such as sick pay, pensions, and others of a similar 

nature* This general upgrading of manual status has blurred 

lines which run between manual and white-collar classes through­ 

out British industry* It has caused problems in the Civil 

Service where the manual and staff sides are serviced by 

different bargaining machineries* Groups of workers at the top 

end of the manual side whose terms and conditions of employment 

are for all intents and purposes identical to groups at the 

bottom end of the staff side often wish to make the jump across* 

Xheir unions, however, are not represented on the Staff Side of

1 See, e.g., Organisation of Craftsmen's Mates - Spencer Steel* 
works, Llanwern, 1962 TUG Ann. Hep. 90.
2 See, e.g., Association of Scientific, technical and Managerial 
Staffs and National Union of General and Municipal Workers, 1969 
TUG Ann. Hep. 99*
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the Civil Service National Whitley Council, and the unions 

presently occupying those seats are not about to permit a manual 

union a place In the machinery • Furthermore, the ambitious 

group* s present union will not be partial to any thoughts of 

the group's transfer to a staff union.

A variation on the conflict which arises due to the 

general upgrading of manual status is seen when the upgrading 

has been followed by an actual regrading to staff status. 

If a group of workers is regraded to staff status, and they 

have their manual union to thank for the development, they 

will be in a poor position to shed the manual union as their 

organisation. Not only will the manual union wish to reap the 

benefits of its negotiate rig victory, but the regrading will 

also be viewed as an opportunity to make Inroads into the white- 

collar side of the industry. On the other hand, the white-collar

union will firmly resist what will be termed by it an encroach-
2 meat.

E. Governfffl lffl'frg[J[l ffiid industrial reMorgfan1 sat ion

Government reorganisation can bring into conflict unions 

which, as a result of the reorganisation, have been thrown 

into the same organisational area* For instance, in the mid- 

1960s Middlesex was brought under the control of the Greater

1 Interview with *.D. Jones, Secretary of the Staff Side, Civil 
Service National tehitley Council, 11 April 1975.
2 See National Union of General and Municipal Workers and 
Association of Scientific, Technical and i4anagerial Staffs, 
1970 TUC Ann. Ret). 68.
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London Council. NALGC, which waa in control of local £cvernoent 

negotiations for staff in Middlesex prior to the reorganisation, 

waa brought into conflict with the Greater London Council Staff 

Association (then the London County Council Staff Association). 

Similarly, when private enterprise is brought under public

control, a result may be a dispute ever membership between
o 

private sector and public sector unions. The converse is also

true, which is to say that when a public entity divests Itself

of an enterprise by permitting it to fall within the private
•« 

sector, unions may be brought into conflict.

III. Management Reactions to *viulti-uniQn Organisation cj[ 
frfre tforfcjtorce

and cgnquer *

One argument has it that employers attempt to stimulate 

inter-union conflict as a means of gaining an advantage over 

their trade union opposition. This approach by management, 

usually characterised as 'divide and conquer 9 or 'divide and 

rule', involves management embittering unions towards each 

other, perhaps by means of favouring, or promising to favour, 

one and then the other with bargaining advantages. If a trade

1 Interview with I-. Seares, Assistant Secretary /Organiser, 
Greater London Council Staff Association, 4 April 1975. 3ee 
London County Council Staff Association and National and Local 
(Government Officers Association, 1964 TUC Ana. Rep. 89.
2 See Association of Scientific Workers and Union of £ost 
Office Workers, 1951 TUC Ann. Keo. 113.
3 See National Union of .Railwayman and Transport and General 
Workers Union, 1971 TUC Ann. Hep. 35.
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union is worried that a competitor might achieve an advantage, 

so the argument goea, ita behaviour towards management will be 

leas hostile, iurther, much. of the time ancL energy of the 

unions wiH be spent competing with each other instead of 

against management.

It is questionable whether 'divide and conquer 1 is 

the dominant management approach to multi-union situations 

in Britain today, ^lanagement, for instance, has come of late

to recognise increasingly that inter-union disputes are a 

drain on its operational efficiency* once a company is

unionised, management is more likely to tfish to eradicate
p 

undue inter-union competition than to exacerbate it. This

is not to say that a management lacking in prudence might 

not engage in such a practice. It ie simply that the 'divide 

and conquer* approach moat certainly entails more negative
"X.

than positive features for management, and a mature management 

will come to realise this.

1 See Evidence to, ffia Rpya^. pQni}i|Bs ;V9r on Trafte VnJQnfl jflfl
* Asoiatons f the Confederation of Brit:.sa IndustrEmployers * .^Bsociations pf the Confederation of Ji3rit:.sja Industry. 

pp. 29-30, paras. 154-158; Sviden.ce -fo tfte Royal CommiBaipn
I 'Irade Unions and Kmplovers * ^ssociat^n^ of the lyineerin^ 
mloyers' Federation (London; .Engineering j&aployera 1 federation, 

undated;, pp. 18, 26, paras. 138-139t 199.
2 This would appear to be at least part of the motivation behind 
til* trend of management encouraging the closed shop noted before 
the introduction of the Industrial Relations act of 1971 aa well 
aa during the Act'a life. Bee Weekes gt al.. Industrial delations 
and the Limits &£ Law, pp. 38-50, 63.
3 See A.M. Roas, 'Changing Patterna of Industrial Conflict 1 , 
in G.C. Somera (ed.), ^rooeedings of the 12tfr Annual
of t^ Industrial Relations Research ABSociat^on. 1959, Reprinted 
in A. Flanders (ed.). Collective Bar^ainin^ (HarmQndawortht 
Middlesex: Penguin, 1969), pp. 160, 180-181,
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B. Kana; ement reaction £o union organisation

If a union feels secure in ito recognised rolo with 

management, in the sense that it firmly believes that there 

is little chance that an outside union could ever succeed in a 

claim for recognition, the union may possess an admirably 

high level of tolerance for encroachments upon its jurisdiction 

at the periphery. Such e sense of security is likely to arise 

in the public sector, where the chance for breakaway unions 

or outside unions to disrupt established bargaining and organisation­ 

al patterns Is minimal. An example would be the Post Office, 

where the Post Office Engineering Union organises those individuals 

who install and maintain telephone and telegraph equipment as well 

as those who maintain Post Office vehicles and equipment, the 

KiiTrU and ASTH8 organise telephone manufacturers , and their 

members sometimes install the devices as wen; therefore these 

individuals work in the same fields as some POBU members* Because 

of its confidence that the Post Office would not recognise the

outside unions, the PGKU does not take a hard-line approach to
2 . . the presence of the two other unions*

1 See Grunfeld, Modern frade IJnj.qn, Law. pp» 31-33*
2 Interview with A. Ferguson, (General Treasurer, Post Office 
Engineering Union, 10 April 1975* Inter-union relations in 
the Post Office were not tranquil under the Industrial its let ions 
Act 1971* See, e.g., Post office v. Cr^u^ [1974] I.C.E* 378 
(H.L.), which arose from the refusal of the Post Office to grant 
permission to officials of the Telecommunications Staff 
Association, a registered union under the Act, to take part 
in union activities oa rest Office property but outside working 
hours. Officials of the relevant recognised union, the Union 
of Post Office korkera, were granted this permission.
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Bren short of recognition, managed ent's cooperation 

may be Instrumental in allowing a onion's organisational effort 

to succeed. Management may permit union recruiters to enter 

the firm and to begin an organisational effort. Also, the 

right to publicise the activities of the union's organisers 

within the firm may be granted. Facilities in which to hold 

union meetings may be made available by management, and 

assistance in distributing union literature may be afforded 

the organisers. When two or more unions have their sights on 

the firm concerned, the unequal provision of these advantages

can stir up inter-union animosity which inevitably will include
2management in its scope. It may be claimed by a union not

afforded the management's assistance that it is fundamentally 

wrong to have management pick which union is to organise the 

firm. Be that as it may, unions are quick to realise that 

such assistance by management will lead most probably to 

recognition* the actual entry of a union into the collective 

bargaining and grievance jaachinery.

• Management does not always, of course, greet the 

introduction of trade union organisation into its workforce 

enthusiastically. % taking a belligerent attitude toward 

trade union organisation, management can make it exceedingly 

difficult for a union to enrol a significant number of individuals 

into membership. When management adopts a hostile position, yet

1 For a description of how the selective granting of recognition 
can provoke inter-union conflict, see Clegg, ffhff ffy.B.t0m of 
Industrial lielationa J^ foeaj; ffritja^n. pp. 67-70.
2 Of. Weekee et al. , Industrial Relations and the limits of

^^» w^^ «^ W_V^^-^M>^^^M «••••• «IMMM«» •••••Mi^HMliak **dB>

:, p. 126.
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nonetheless a trade union does organise a oubstantiol niuiber 
of the workforce, the battle does not end there. Recognition 
ie not necessarily the next step after substantial or even 
majority trade union organisation has been gained. Management 
may wish to continue the fight with a view to causing a 
diminution in the number cf employees who are union members. 
Union activists may be victimised, subtlely or overtly, with 
an aim of frightening many others into leaving their uniona or 
refraining from entering into membership. If this occurs and 
another union decides to enter the fray, the first union to 
attempt organisation may be outraged, under standably, at the 
Intrusion. This IB a source of bitter conflict, as the second 
union undoubtedly will be accused of a cross breach of solidarity 
In the face of great management opposition to trade unionism.

favouritism dorin^ inte-unoi d.sput.ea

The situation described above Involving the Tobacco 
Workers Union attempting to stave off the thrusts of craft 
unions at Imperial Tobacco brings to light another aspect

2of management f B role in inter-union disputes. As mentioned, 
management in this affair sought to maintain the status qujq 
within the concern while talks coramenced and the competing 
unions got together to sort matters out. iJy assuming thie 
posture. Imperial arguably favoured the TWU and the other 
established unions in the industry. In the circumstances des

1 See Wall Paper Workers Union and national Union of General and Municipal Workers, 1965 £UC Aon. Hep. 114.
PP«
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cribed, this aay have been the only prudent course for management 
to have followed. But in other situations, management favouritism 
is of a less palatable quality. It is the belief of some small 

and medium-sized unions that conpanles go out of their way to 

favour the larger unions In the face of legitimate claims put 
forward by sraaller unions. Company motivation, it is said, 

is attributable to the fear of reprisals fron the larger unions, 
both at the local site and others far removed from the source 
of the dispute at hand.

It is also the position of oome smaller unions that the 
alleged Inefficiency of the large, especially the general, 
unions in servicing their members vorke demonstrably in the 
favour of management. l?he argument continues that management, 
therefore, is keen on maintaining the primacy of these large 
unions In any industrial setting. Management might go ao far 
as to recognise a union formally, or informally to receive 
its deputations on behalf of employees, thus providing the union 
with credibility In the eyes of the workforce. Management may 
for this reason contact officials of a lax union to report a 
disgruntlement among its members which could lead to another 
union f s organisational effort.

U

One source of manageraent-*related later-union conflict 
is the presence in any given establishment of a house union. 
Such a union win claim to offer cheaper services than ita 

ftona f^de trade union counterpart. Indeed, this claim is 

usually accurate as far as the level of contributions IB
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concerned; the question arises in determining the level of 

services provided. This is not the place to discuss the 

deficiencies of house unions. Suffice it here to observe that 

no topaa f}4e trade union will take lightly bein£ in competition 

with what it considers to be a counterfeit union, huch more 

than is usually the case in inter-union competition, such 

an occasion produces desires in the boxm fide union to demolish 

its opponent. A venomous rivalry can develop, which drains the 

independent union of time and resources.

Two inter-union disputes of some moment have erupted 

in the recent past in which the central feature has been the 

amalgamation of a house union by a fcona. fi4i* union, which by 

virtue of that act has secured organisational superiority 

in the establishment. Controversy has arisen in both cases 

because the respective house unions had been for some time 

la an organisational conflict with other bo^a fide unions* These 
other buna j^fle unions, once they saw their rivals gain credibility 
through the amalgamations, were reluctant to leave the areas 

of organisation. In both instances bitter complaints were 

lodged with the TUC.

The first instance involves trade union organisation 

at Kodak's Kernel Ilempstead plant, where processing of colour 

film is undertaken. For years, the Association of Cinematograph, 

Television and Allied Technicians had attempted to organise Kodak. 

Jiodak always resisted its efforts and would never recognise any

1 For an instance where a bona fj^de union succeeded in supplanting 
a house union only to be brought into conflict with other boiffi 
fide unions with seats on the relevant joint committee, see 
Association of supervisory btalfe, executives and Technicians and 
National Union of General and Municipal Workers, 1963 TUG Ann. 
iiep. 93. ^^
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union* Then came the passage of the Industrial Relations 

Act 1971. Eot knowing at the time that the TUG unions would 

refuse to cooperate with ite provisions, Kodak believed that 

soon it would be in the position of having to recognise a 

TUC union which had utilised the Act's recognition procedures. 

As a means of avoiding this, the company supported the establish­ 

ment of a house union named the Union of ilodak Workers.

This house union registered under the Industrial Relations 

Act. shortly after its creation, it began to poach ACTAT 

members. The bona fficfe union could not go to the Disputes 

Committee since the new organisation was not a TUG affiliate, 

In 1973, members of the ACTAT began to take industrial action 

against the company and the house union, which included three 

months of a full stoppage, with the effect that the ACTAT 

was granted some degree of recognition. This included time 

off for ACTAT officials to perform their union duties, facilities 

oa company property for holding union meetings, noticeboard 

facilities, and the check-off of union contributions by the 

employer* However, the company indicated that it would continue 

to fulfil its obligations to the Union of Kodak Workers, which

meant that the ACTAT had to pursue matters through the company's
pemployee committee system dominated by UKW members.

When the Labour Government took office in February 

of 1974, the Union of Kodak Workers began to worry, with some

1 Interview with h. Evans, National Organiser, Transport and 
General Workers Union, 14 April 1975; Interview with K. Roberts, 
Organiser, Association of Cinematograph, Television and Allied 
Technicians, 11 April 1975- ^ee 1972 TUC Ann. iig£. 48-49$ 1973 
TUC £n&. S2£. 49-50; 1974 TUC Ann, fieq. 35-36, 343-344.
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prescience as it happens, that its legal shield, the Industrial 
Relations Act, would soon be repealed* It began to search 
for a union with which to amalgamate. Relations had become 
so absolutely bitter between the UKW and the ACT AT, that the 
UKtf executive was not inclined toward merging with its rival. 
The two unions had simply engaged in too bitter a conflict 
for too long a time. The TGVU claims that one of its officers 
who was helping ACTAT efforts during its strike at Kodak by 
seeing to it that lorries did not cross the picket line was 
known to. the UKW« Somehow it transpired that through this 
offlcerthe UKW officials were enticed into studying the JGWU's 
structure with a view to amalgamation, they were pleased with 
what they saw, the amalgamation was completed, and the TOWU la 
now the established union on the production side at l£odak f B 
Kernel Hempstead plant* It hardly requires mentioning that the

is extraordinarily angry over the matter. 
Similarly, A3TI-1S and the Union of Insurance Staffs 

(formerly the Guild of Insurance Officers), which merged with 
AStMS in 1970, had for a lon^ period attempted to organise 
the General Accident Fire and Life Assurance Corporation with­ 
out securing full recognition. At the time of the present ! 
dispute, ASTHS had in membership less than one quarter of the 
eligible employees of General Accident. General Accident 
also had a house unions the Staff Association - General

1 Ibi^. A Disputes Committee of the TUC, since the time of 
interviewing, has awarded, however, that the TGWTT must share negotiating rights with the AGTAT at company level In Kodak and at plant level in two locations which do not include ilemel ilempstead. ttee *ACTT scores victory 1 , Financial, Times. 29 October 1975, p* 16, col. 3.



160

Accident .

tthile ASTKS was attempting to organise the firm, APEX, 

a great rival of ASTMS in the white-collar field, entered 

into discussion with SAGA with a view to the two unions 

merging, the discussions were successful, and by virtue of 

the merger AP3X was strongly established in the company* 

ASTKS, which had many times attempted to amalgamate SAGA, 

but unsuccessfully, was understandably upset. Since SAGA 'a 

membership approached forty per cent of the eligible employees 

when the amalgamation took place, APEX became organisationally 

superior to ASTMS within the firm. 2 The resulting conflict 

between APM and ASTMS, which came to include the TUC, found

its way both to the Disputes Committee and to the High Court,•* 
as will be described in Chapter Thirteen.^

£, The check-off system

The final management response to union organisation 

of the workforce which will be reviewed here is the introduction 

of the method whereby employers deduct union subscriptions from 

a member* s pay. This check-off system of collection has 

entailed some difficulty in multi-union situations* As mentioned

1 Interview with M. Turner, Assistant General Secretary, 
Association of Scientific, Technical and Managerial Staffs, 8 
January 19751 Interview with «F.D. Lapish, Executive Secretary, 
Association of Professional, Executive, Clerical and Computer 
Staff, 5 December 1974* See Commission on Industrial Delations,
Report Ho. 2, General ftgp^efttj ff&pe and X££& Assurance Corporation 
Limited. Cmnd. 4247 (London: Her Majesty's Stationery Office, 
1969); Keport &o. 52, General Accident F^re and Lifq Assurance

ed (Second Report) (London: Eer Majesty'sporporation
Stationery Office, 1973). 3«e also 1974 TUC Ann. Rep. 341-342.

2 Ibid .
3 See, infra • pp. 320-325.
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earlier, craft unions in the local authority field, couch more 

assured of receiving their money from members since the 

introduction of the method, have taken a renewed interest 

in those craftsmen in the membership of KUPE, But in another 

respect, the check-off system of collection when utilised 

in a multi-union situation involves an employer even more 

deeply in inter-union membership problems, as a decision is

ultimately required from him as to which union he will favour
2with this service.

1 Interview with J-E« $ay» Assistant General Secretary, national 
Union of Public Employees, 4 April 1975. tfee, g^S£St9 p. 69.
2 See Association of Professional, Executive, Clerical and 
Computer Staff and Iron and Steel Trades Confederation, 
1972 TUC £aa. Rep. 16.
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SIGHT

T1UDE UNION AMALGAMATIONS

One line of thought has it that through the amalgamation 

of trade unions much is to be gained in the attempt to minimise 

inter-union frictions. The Koyal Commission, for example , 

believed that 'a very real contribution could be made to the 

problem of multi-unionism if some of the more important and

wide-ranging organisations could be induced to combine with each
p other. 1 At one level , the argument is convincing! if the

number of unions in any potentially inharmonious situation is
° * •* • • ,t

reduced, then y correspondingly, the potential for conflicts 

between unions is reduced. The intention in the present Chapter 

is to investigate this proposition and to determine the impact 

of union amalgamations on inter-union relations* In this regard , 

it is instructive to begin by examining the nature of the 

amalgamation process with a view to isolating potential problem 

areas. this will largely be done through identifying the 

reservations often felt within trade unions when contemplating 

the amalgamation alternative*

I* Problems in tfee Process

A. Haintaining a. union tradition

Many unions, perhaps as a matter of maintaining their
*. •

1 As is the case throughout this thesis, 'amalgamation* and 
•merger 1 are used interchangeably in this Chapter.
2 He port &£ tfrf itoyal Commission on Trade Unions and Employers 
Associations, p. 181, para. 679.
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traditions as much as anything, are reluctant to amalgamate. 

The railway industry may provide an example, a'hen the great 

union amalgamation took place in the industry in 1913* out 

of which was born the National Union of Hail way men, the 

Associated Society of Locomotive Engineers and Firemen decided 

to remain out. It has continually decided not to merge with the 

HUn since. As late as 1974, the HUE made overtures both to 

A3LBJ1 and to the transport Salaried Staffs Association with a 

view to amalgamation discussions* The T3SA responded that it

was willing to talk, making no promises as to the outcome of such
2a discussion, but A3LEF refused to do even that* 

£* f4-9JS &£ perceived advantage in amalgamation

Despite any structural incentives or the appeal of 

economisation through the centralisation of certain functions, 

some unions simply see little or no advantage to be gained 

through amalgamation. Recently, the TS8A had serious discussions 

with APEX on the question of amalgamation. According to a 

senior officer of the TSSA, his union's leadership, after 

deliberating on the matter, came to the conclusion that the 

choice which confronted the union was either to be a large 

section of another union, as it would be if it joined with

1 This is in spite of a TUG recommendation supportive of an 
A3LEF-MOE amalgamation. See 1966 TUC ^n^. Ees. 119
2 Interview with k.J. Tuck, Assistant General Secretary, 
National Union of Bailwaymen, 16 January 1975J Interview 
with P.H. irerry, Finance and Organising Officer, Transport 
Salaried Staffs Association, 10 April 1975; Interview with 
fc. Buckton, General Secretary, associated Society of 
Locomotive Engineers and firemen, 15 April 1975*
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&£, or to remain independent, as it is now. dince the 

T33A is not experiencing a financial crisis and, as Hughes 

points out,* has weathered the contraction in the railway 

industry in fine form, the choice was a simple one to make.

A union in a poor financial position might have chosen 
2otherwise.

institutionaj. factors

A fundamental problem in achieving an amalgamation concerns 

what to do with the respective unions' leaderships. For 

instance* a General Secretary of a small union might hesitate 

to relinquish his position for one in a regional office or 

for one of secondary importance in a head office of a large 

union. A divisional officer of the United Road Transport 

Union illustrated this point by describing his General Secretary's

reaction to an amalgamation overture made several years ago
* 

by the TGWU.-* The General Secretary allowed it to be known

among his union's senior officers that he personally would be 

quite displeased if any of them exhibited even a polite interest 

to the TGWU.4 Similarly, if the leading officer in a union 

contemplating merger into a larger organisation is near retirement

1 See Hughes, Trade Union Structure gn& government (Part 1), 
p. 12, note 2.
2 Interview with F«H. Perry, Finance and Organising Officer, 
Transport Salaried Staffs Association, 10 April 1975.
5 The TGWU was acting upcn a recommendation of the TUG in 
seeking to amalgamate with the URTU. See 1966 TUC &&&. Rep. 119.
4 Interview with A. Taysome, Divisional Officer, United Road 
Transport Union, 28 November 1974*
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» discussions may focus on the size of that officer's pension 
la the new organisation. Another of the potential problems in 
the process of amalgamation which arise from what Silas terms

4

'institutional factors' concerns the method of handling the 
respective unions* assets. Real property and special funds are 
highly valued bargaining factors in amalgamation negotiations. 
The distribution of these assets in a manner acceptable to all 
parties is a oonditjLo sine qua non to a successful amalgamation.

ftjae special interests oj[ the union's

Other union officers explain decisions to turn down 
offers of amalgamation on more altruistic grounds. For instance, 
officers of a craft union may be hesitant to forsake their member­ 
ship's interests by supporting merger into a general union. 
On these grounds, for example f the fattern&&lcers have resisted 
attempts by the AUBW to get the smaller union to merge with it.
From the Patternmakers* point of view, Joining with the AUKW

2 would be tantamount to Joining a general union. The frictions
described earlier which arise between craft members and their 
general union can result when officers do not resist, as have 
the Patternmakers 9 officers.

** Hostility between unions

Prom the perspective of minimising inter-union disputes ,

1 See Elias, 'Trade Union Amalgamation: Patterns and Procedures', jlndafl trial Law Journal. 11 (1973>, 125* 126-127.
2 Hughes described the AUEW as 'sectoral-general'. Hughes, 
Tyade Union Struclfure ftfld Government (Part 1 ), p. 8, para. 13,
3 Interview with i». tftoddart, Assistant General Secretary, 
Association of Patternmakers and Allied Craftsmen, 17 December 
1974. *>ee, fiJifiEfit PP» 61-63.
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the most useful union amalgamations are between unions which 

have competing patterns of organisation. Yet, years of hostility 

directed at each other may have so damaged relations between 

these unions that amalgamation, with its likely integration 

of official hierarchies, may be out of the question. An example 

can be drawn from the relationship of the Heating and Domestic 

Engineers Union and the Plumbing Trades Union. £ach of these 

unions is now amalgamated with other craft or ex-craft unions, 

but not with ones with which they had persistent competitive 

encounters* The logical amalgamation would have brought the 

HBEU and the iTU together Into one union, as their related 

crafts tend to bring the two unions into strong competition. 

But the ill feelings engendered by years of competition, which 

resided in both unions, prevented it* Thus, the amalgamation 

of the HDisU with the Sheet Ketal Workers and Coppersmiths and 

that of the HTU with the Electrical Trades Union, while presumably 

producing economies of scale for the parties involved, have had 

little effect on rationalising the patterns of organisation

of the two unions and, therefore, on preventing inter-union
2 disputes.

1 See Plumbing Trades Union and Heating and Domestic Engineers 
Uaion, 1966 TUG ftnn. Eep. 106. The Disputes Committee in 
deciding in this dispute actually urged amalgamation on the 
two unions 1 representatives.
2 See Plumbing Trades Union and National Union of Sheet Metal 
Workers, Coppersmiths and Heating and Domestic Engineers, 1968 
TUC Ann. Hep. 131? national Union of Sheet Metal Workers, Copper­ 
smiths, Heating and Domestic i-ngineers and Electrical Electronic 
Telecommunication Union/plumbing Trades Union, 1S70 TUC Ann. Hep. 
104; National Union of Sheet hetal Workers, Coppersmiths , Heating 
and Domestic Engineers and Electrical Electronic Telecommunication 
Union/Plumbing Trades Union, 1970 TUC Ann. Rep. 106| national Union 
of Sheet Metal Workers, Coppersmiths, Heating and Domestic Engineers 
and rJLectrical electronic Telecommunication Union/Plumbing Trades 
Union, 1972 TUC £na. Reje. 21; National Union of Sheet Metal Workers, 
Coppersmiths, Heating and Domestic Engineers and Electrical, 
Electronic, Telecommunication and Plumbing Union, 1973 TUC Ann. Q. ^^
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F. Political differences within and between lE§4i

fhe internal politics of trade unions may prove an 

obstacle to amalgamation. For instance, if a union's member­ 

ship uees a ballot on the question of amalgamation as a vote 

of confidence in its leadership! an unpopular leadership may 

well cause the defeat of a prudent merger at the ballot box* 

Likewise, imprudent mergers can be validated on the basis of 

officers 1 popularity.

Political differences between the memberships or leader­ 

ships of two or more unions contemplating amalgamation can 

present an insuperable problem. A former officer of the National
** •(

Union of Vehicle Builders before its amalgamation with the 

TOtfU indicated that amalgamation talks between the Vehicle 

Builders and the ABU were In an advanced state in the late 

1960s when the political outlooks of the respective General 

Secretaries 9 the late Alfred Koberts and Hugh 3canlont came 

into conflict; the amalgamation was not forthcoming* Similarly, 

the leadership of the Greater London Council Staff Association 

feels confident that its membership will not be enticed by 

overtures froa MZ&Q to amalgamate 9 since the latter union's 

heightened militancy of late, which has received a fair amount 

of publicity, has alienated much of the more conservative 

membership of the GLC8A. 2

1 Interview with A. Leary, Head of the Organising Department, 
National Union of Agricultural and Allied Workers, 9 April 1975. 
Mr. Leary was formerly an area organiser of the Vehicle Builders. 
For a description of his exit from the iflJVB, see Leary v. 

si Vehicle Builders [1971] Ch. 34.
2 Interview with P. Scares, Assistant Secretary/Organiser, 
Greater London Council ^taff association, 4 April 1975*
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0. Local

Often it ie assumed that the only structural modifications 

which trade unions need make during the process of amalgamation 

are at the national level. In fact, the structural reverberations 

of amalgamation are felt at all levels of the unions concerned, 

and the resistance to the change may be strongest at the local 

level. The attempted merging of branches in recently amalgamated 

unions is illustrative of the problem. When the Sheet Metal 

Workers and the Heating and Domestic Engineers came together, 

pockets of resistance formed in certain branches to the idea that 

branch identity should be sacrificed through the integration of 

branches of formerly autonomous unions. Indeed, many branches 

through the years had considered themselves virtually autonomous 

in their own right. Accepting dictates of whatever sort from 

the central office may have been the exception and not the rule. 

Understandably , a dictate which aims to change radically the 

nature of the branch's composition would meet with the most 

resistance.

A similar problem arose at the branch level during 

the amalgamation between the TGW and the IftJVB. At the Chrysler 

plant in Linwood, Scotland, the TGWU automotive group had a large 

taftnch. The &UVB branch in the plant was slightly larger. After 

the amalgamation was complete at the national level, the TGWU 

central office wished to merge the two branch structures into 

one. The politics of the matter at plant level, however, made

1 Interview with L.G. Ouy, Assistant General Secretary, National 
Union of Sheet Metal Workers, Coppersmiths, Heating and Domestic 
i,n£ineers, 9 April 1975.
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the local merger difficult. She TtttfU members at the plant 

did not wish to become members of the MJVB braachj tlieir national 

union , after all, was the surviving entity, and if the branches 

were to merge, the IflJVB branch had to merge into the TOWU 

structure. The iftJVB branch, on the other hand, had a alight 

edge la Ktecibershlp, as well as the &OA generally considered 

to be the more capable senior steward, whom the 1JUVB members 

favoured as the next convenor. Since a sole convenor would be 

emerging from the consolidated branch, the NUYB members felt 

it imperative that their man be at the head of the new structure. 

At the time of interviewing, the amalgamation of the two unions 

in this plant had not yet materialised.

^* Aborted aialamat ions

Hughes writes that 'Given the variety of alternative 

patterns of organisation and connection that can be envisaged 

[by • unions considering amalgamation], it is no wonder

that many unions have contemplated a number of potential
2 partners. 1 Talks between unions on amalgamation have occurred

with increasing frequency of late, and many such talks have 

progressed to a point of near agreement , only then to terminate 

with the amalgamation not realised. When this occurs, relations 

between the unions may revert to where they were prior to the 

talks; often, however, a bitterness emerges over the issue of 

the aborted amalgamation talks, relations deteriorate, and

1 Interview with M. Bvans, National Organiser, Transport and 
General Workers Union, 14 April 1975.
2 Hushes, Trade Union Structure anfl Soverniaent (Part 1 ), 
p. 25, para. 59.
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disputes emerge from inter-union tensions which before the talks 

would have constituted no cause for alarm. There was some 

such acrixaony between the Engineers and the Vehicle Builders 

when their amalgamation talks ended unsuccessfully. >»hen an 

amalgamation actually occurs, as it did between the iiational 

Union of Printing, Bookbinding and Paper Workers and the 

National Society of Operative Printers and Assistants, to form

the Society of Graphical and Allied Trades, and then is
pdissolved, as was the case with SOGAT, a bitterness may erupt 

between the unions far in excess of that which existed prior 

to the amalgamation having occurred.

I. Legislation affectin/:

A factor which militated against trade union amalgamations 

has been removed by virtue of recent legislation. For many 

years, unions contemplating merger were not in a position to 

move towards it due to the rigorous procedures established by 

the law of the day.* In the Trade Union (Amendment) Act 1876, 

the first such procedure in British legislation required that 

two-thirds of the entire memberships of the respective unions 

had to give their consent before the merger could take place. 

As JSlias points out, 'it was virtually impossible to achieve 

particularly if either union was of a significant size. f4 The

1 Interview with A. Leary, Head of the Organising Department, 
national Union of Agricultural and Allied workers, 9 April 1975.
2 See jCeys v. Boulter (Bo. 2) [1972] 2 All 2.H. 503.
3 3ee Grunfeld, Kodern Srad.e Ijnj.on Jua,w. pp. 236-245.
4 Blias, 'Trade Union Amalgamation* Patterns and Procedures', 
Industrial Law Journal, * II (1973), 125, 127.
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fact that the amalgamation of the railway unions, which led to 

the creation of the A.U&, took place in the period of this 

provision's operation makes that amalgamation all the more 

remarkable.

The Trade Union (Amalgamation) Act 1917 attempted to 

place unions contemplating amalgamation in a better position. 

The requirement in this Act stated the need for a poll in 

each union in which at least fifty per cent of the membership 

had to vote. Further, the results of the poll had to show 

those in favour leading those against by a margin of twenty 

per cent* In the period in which this Act controlled amalgamation 

procedure , the AEUf the T0WU f and the i/UOKw all came into being 

via amalgamation} but as Llias once again points out, 'as

unions increased in size from amalgamations so union apathy
2made it increasingly difficult to achieve the required poll. 1

The third attempt at legislating a suitable procedure 

for union amalgamation came in 1940 with the Societies 

(2'iiseellaneous Provisions) Act. This Act's provision on 

merger was designed to supplement the 1917 Act. The 1940 

legislation stated that a union wishing to transfer its obligations 

to another union had to obtain the approval of two-thirds of 

its membership. The consent need not com© in the forsa of a 

membership ballot, as the percentage could be achieved through 

polling a delegate conference, and since only one of the uoione 

involved would be transferring engagements (the other would be

1 See Polling, & History &£ British Trade Unionism, pp. 167-168,
2 Blias t op. £i£., p. 126.
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receiving) this approval need be gathered in only one organisation. 

Thus, the smaller organisation could be the one drawn upon for 

consent, which raude the task considerably easier. Furthermore, 

the Act allowed the Registrar a degree of discretion in cases 

where the two-thirds consent WEB not forthcoming to permit 

the transfer of engagements in any event.

-Finally, the Trade Union (Amalgamation) Act 1964 replaced 

the earlier provisions on the subject. The most striking change 

introduced was the need for only a fifty per cent approval 

rate of those members who vote in a ballot. Apathy in the meraber— 

ship, therefore, would be no bar to amalgamation. The distinction 

between merger and transfer of engagements ispnsserved, and in 

the latter instance only the transferring union need hold a 

ballot. Indeed, Llias indicates that fifty of the sixty-three 

mergers which had been completed under the Act by the end of 

1971 were by this latter method. It can accordingly be said 

that the legal constraints on the amalgamation process no

longer constitute a serious barrier to the reaching of a
o

successful conclusion.

II. Th<? Impact oj£ AMlifffltpftt^onB qn Inter-union xtelationa

as & deliberate response fro inter-union

Bespit e the many problems which can arise during the

• . pp. 128-129. 
2 Ibid., pp. 129-136.
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process of amalgamation and after, titt* process ia often viewod 

as a means of reducing inter-union frictions. ^st amalgamations, 

in fact, are in response to a wider range of issues - political, 

financial, industrial - which may include poor later-union 

relations* But the amalgamations in shipbuilding leading to 

the Amalgamated oociety of BoilerLiaKers, shipwrights, xilacksiaitha 

and Structural Workers provide an illustration of how merger 

can be specifically in response to prolonged demarcation 

disputes. 1-ioreover, Ulias points outtfcEt the liberalising 

statutory influence of 1917 on the process of amalgamation was 

the result of 'the Government optimistically ana, as we now Know, 

mistakenly ^believing] that union mergers would reduce overlapping
M

and "would get rid very largely1* of [demarcation] disputes, 1

tfhen viewed ae a response to inter-union conflict, 

amalgamation can possibly achieve the status of a weapon 

la the arsenal of the stronger of the unions party to the 

dispute* Xhla is not the case where comparably ati'ong unions 

are pitted against one another. But where one of the unions 

is made to realise tiaat its survival as an institution oay be 

contingent upon the outcome of a dispute over a broad area of 

organisation, amalgamation with its rival may come to be seen 

as the best course to follow* Thus, in the case of amalgamation 

at least the weaker union's membership and assets will not be 

left in a state of disarray, while presumably they would be if the

1 See He port oJP the lioyal C'QJUPJ salon £& Trade Unions and 
Lfflp^Qvers* associations, pp. 181-182, paras. 67^-ou2.
2 klias, £2. Cjlt.. p. 128.
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dispute were permitted to continue*

B. 'She capacity of ^fi^fyftpmtions to reduce inter-^fl^ 
conflict

In his Research Paper for the Koyal Commission, Hughes 

found that amalgamations were a contributing factor in the

continuing development of a number of large and relatively
p•open 1 unions. This tendency , he observed, would not lead to 

the resolution of the 'central structural problem of British 

unionism 9 - the multiplicity of unions and the overlapping 

of unions in particular sectors or occupations* Hughes concluded 

his discussion on union mergers by noting, in part, that the

recent wave of amalgamations , actual and projected, 
appears likely to involve a significant re-grouping 
of craft unions into larger entities, sometimes 
largely within the boundaries of a particular 
industry, in other cases without this Industrial 
link. Another major result is not the emergence 
of separate industrial unions, but the in­ 
corporation of separate industrial representation 
within wide sectorial or general unions* 3

where craft unions amalgamate with other craft unions* 

especially within an industry, established jurisdictions! 

lines are likely to be reinforced rather than threatened* 

Where, however* a new trade union force is introduced into 

a sector or industry by virtue of amalgamation (a possible

1 There is some evidence, for instance, that staff associations 
which were constituted while the Industrial Relations Act was in 
existence sought to amalgamate with TUC unions once it was clear 
that the Act would be repealed* Amalgamation was viewed by these 
unions as a more appealing alternative than continuing conflict 
with bona fjlfte unions in the Act's absence* See, supra* pp. 
157-160T
2 See Hughes, Trade UnJop Structure an$ Government (Part 1 ) f 
pp* 23-24, para. 40.
3 liii*, p. 23, para. 39 (italics in original).
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element in the second 'major result' listed by Hughes above), 

jurisdictions*! lines may be threatened with the possible 

consequence of a deterioration in inter-union relations.

It follows from Hughes' thesis that when speaking 

of amalgamations and their tendency to effect a diminution 

in inter-union conflict, one must distinguish between certain 

aspects of the amalgamation alternative. Too often the logic 

of amalgamation is simply that a lesser number of unions leads 

to a reduced number of disputes between unions. In limited 

circumstances, this logic leads to the correct conclusion, 

When, for instance, two or more unions compete to enrol into 

membership the same workers, as is the case with the TG-WU and 

the United Road Transport Union with respect to lorry drivers, 

the outcome of amalgamation would be one of eliminating; inter- 

union conflict.

Further, as Hughes correctly describes, multi-era^ 

amalgamations, for example the mergers which have created 

the Amalgamated Society of Boilermakers, Shipwrights, Blacksmiths 

and Structural Workers, can 'bring a more powerful and co­ 

ordinated influence to craftsmen's points of view in tha 

councils of industrial federations and the trade union movement 

generally • . . * He goes on to add that such an amalgamated 

union 'has an institutional interest in limiting inter-

occupational clashes within its ranks, so that once intractable
2demarcation questions become less so.' tfhile multi-craft

2), p. 11, para. 26. 
2 Ibid. .' ' • • "
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amalgamations are not necessarily based on the assumption 

that they will terminate competition for membership between 

the unions involved , as such competition between craft unions 

is unlikely to be widespread, they can have a healthy impact 

on inter-union relations generally and on disputes over 

demarcation of work specifically*

The capacity of amalgamations to resolve inter-union 

conflict is increased by the fact that many unions have a 

strong incentive to make amalgamations succeed. For an aspect 

of the recent spate of amalgamation activity in Britain, which 

Hughes claims is resulting in 'more upheaval and re-appraisal 

of union structures *.. than in any previous period', is the 

perceived necessity by unions with a history of amalgamations 

to make those past mergers succeed with as little friction as 

possible. Only in this way, according to the TGWU officer 

in charge of amalgamation talks, can new unions be enticed 

into an amalgamating frame of mind. If, using the TGWU example, 

the Vehicle Builders decide to secede by claiming that a 

general union is simply not a comfortable home for a union which 

has evolved from a craft tradition* it would damage, perhaps

irreparably, the amalgamation talks going on between the TGWU
2 and other unions similar to the Vehicle Builders. On the other

1 Ibid. (Part 1), pp. 22-23 » para. 39• In response to a 
questionnaire sent by the T'JC to affiliated unions in March 
of 1971f it was determined that thirty unions, or twenty-two 
per cent of the TUG unions then, were engaged in amalgamation 
discussions. See 1972 TUG Ann. Bep. 43*
2 For example , at the time he was interviewed - April 1975 - 
the TGWU officer was negotiating with the national Society 
of Metal Mechanics on the issue of amalgamation.
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hand, if the Vehicle Building Section of the TGWU flourishes 

as it now exists , much will have been achieved in the way of 

reducing the apprehensions of other unions contemplating 

merger into the TGWU.

Factor? ItfflAtlftff the capacity of 
reduce inter-union and inter-iyoup

• Breakin/r dpwn pr ffirfftfrenjlnfl 1fQ break down 
estalihed

Just as amalgamations can improve inter-union relations , 

they can contribute to the deterioration of inter-union 

relations. For instance, an amalgamation may break down or 

threaten to break down the established jurisdictional bases 

of trade union organisation in a given sector or industry* 

This can occur when a large , external - therefore threatening - 

force is introduced into what has been a fairly established 

area of trade union organisation by virtue of its amalgamation 

of a union already present « In building , as an illustration, 

Jurisdictional bases were relatively well defined before 

certain amalgamations took place* Included among these was

the TGWU's amalgamation with a small oraft union , the National
pAssociation of Operative Plasterers. Previously , the Amalgamated

Society of Woodworkers , now the Union of Construction, Allied 

Trades and Technicians, an established union in the industry, 

was generally capable of settling differences with the

1 Interview with M. £vans, national Organiser, Transport and 
General Workers Union, 14 April 1975.

See 1968 TUC &Q&. Hep. U1 .
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Operative Plasterers in an amicable way. But now UCATT 

finds itself reacting defensively to every tension due to the

presence of the TGWU. According to a UCATT officer, inter-union
2 relations in building have deteriorated as a result.

A related situation arose in the Civil Service, 

where the Society of Civil Servants organises the executive 

grades. The union organising the grades immediately below the 

executive, the clerical grades, is the Civil and Public Services 

Association. Recently, a small departmental union, the Court 

Officers Association, merged with the CPSA.^ Within its depart* 

ment, the Co A had organised the executive grades. *or the 

first time, therefore, the CPSA has executives enrolled, and 

it has managed to retain negotiating rights for the executive 

grades within the department* Lately, the CPSA has attempted 

to expand into other areas of the Civil Service at the executive

level, which has displeased the 303. Eolations between the two
Aunions at the time of interviewing were strained.

Similarly, 30GAT recently amalgamated with two small, 

London-based craft unions which operated in the printing 

industry, the Monotype Casters and the Machine Hinders. These 

crafts are performed in the industry's composing rooms, where 

the heaviest trade union presence belongs to the National

1 Inter-union relations involving the Operative Plasterers 
were not always dispute-free, as described in K.W. Wedderburn 
and P.L. Bavies, Employment Grievances and Disputes Procedure^ 
& <feeat Britain (Berkeley and Los Angeles* University of 
California i-ress, 1969), pp. 78-79.
2 Interview with T. Graves, National Officer, Union of Construc­ 
tion, Allied Trades and Technicians, 31 December 1975.
3 See 1974 TUC &jn.. Eep. 29.
4 Interview with G. Gillman, General Secretary, Society of Civil 
Servants, a January 19751 Interview with P.D. Jones, Secretary 
of the Staff Side, Civil Service National Whitley Council. 11 
April 1975.
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Graphical Association, also a craft union. Whereas previously 

the JsfGA was l«ss prone to react adversely to perceived 

transgressions on the part of the small craft unions, it now 

tends to see a 30GAT plot behind every move by these composing 

crafts* The NGA and 30GAT often, as a consequence, find 

themselves opposed to each other on the national level due 

to these largely local incidents. The problem here was 

exacerbated when the HGA decided to stay on the Conservative 

Government's -Register under the Industrial Relations Act 

1971. With that union expelled from the ITC and thus stripped 

of the protection of the TUC's Disputes Principles, ssOCAT was 

willing at its national level to tolerate its branches 1 

aggressiveness in recruiting !&A members.

Impact of a, »^den ascendancy achieved

When a union achieves a sudden ascendancy in a sector 

or industry, or in areas within a sector or industry, by 

virtue of an amalgamation or a series of amalgamations, the 

other unions in the area may become apprehensive and perhaps 

uncooperative with the ascending union. Inter-union relations 

may deteriorate tremendously, and inter-union disputes may 

erupt where before a telephone conversation would have put an 

end to any trouble before it emerged as a dispute* Such a 

situation may be arising in the motor car industry, especially 

since the Vehicle Builders merged with the TGWU. (There has been

1 Interview with H.A. Miles, General Officer, Society of 
Graphical and Allied Trades, 15 January
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a desire among some to have but one union in the industry in 

Britain, as is the case in fcorth America with the United 

Automobile Workers, and it now appears that the IGWU is 

attempting to assume the role* Historically, the AU2W has 

looked upon the TGVU as causing little difficulty in the craft 

area, but since the TGWU-HUVB amalgamation, it must reassess 

its position. The AUEW belief that, despite the TGVU's recruiting 

success with the unskilled and seal-skilled workers in the 

industry, the craft preserve belongs primarily to it moat 

change. In fact, the Vehicle Builders craft union antecedent, 

the Coachbuilders, rivals in age its engineering counterpart, 

thus, the AUEW must now take pause over the question of what 

precisely the organisational intentions of the TGWU's Vehicle 

Building and Automotive Section are with respect to crafts.

3» InterffiflJ^ifyJ^fi l^ter—union^ cqnfl^ct ^ thy
union: the pyeatfon oj[ 

conflct

It is the case with some amalgamations that much of 

the inter-union conflict, actual or potential, is simply 

internalised in the surviving union, with the result of Intra- 

union group conflict. Such conflict arose, for instance, when 

groups of lorry drivers and dockers, both within the DGwU, engaged

f Interview with K. Svans, national Organiser, Transport and 
Oeneral Workers Union, 14 April 19751 Interview with E. 
Roberts, Assistant General Secretary, Amalgamated Union of 
Engineering Workers, 29 >^ay 19751 Interview with I), fctoddart, 
Assistant General Secretary, Association of Patternmakers and 
Allied Craftsmen, 17 December 19741 Interview with i..O. Guy, 
Assistant General Secretary, National Union of Sheet Ketal 
Workers, Coppersmiths, Heating and Domestic Engineers, 9 
April 1975.
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in bitter conflict over the containerioation issue in the 

Port of London.

There are many groups of workers within the Transport 
and General Workers Union which potentially could come into 
conflict* The containerisation issue was the focus of the 
dispute presently discussed between two of the TGWU's industrial 
groups: the commercial transport section and the dockers* 
The containerisation story is familiar enough. Employers 
were slowly making the work of dockers obsolete by reducing 
it to the loading and unloading of containers from boats, 
which is a highly mechanised process and therefore not labour 
intensive* The containers would actually be filled and emptied 
at container bases away from the docks* The dockers in London 
decided to engage in industrial action with a view to protecting 
their Jobs* Blacking was the preferred method, and the notorious
1 Cherry Blossom list 1 containing the names of target firms was

2 circulated*

The TGWU lorry drivers had little to do with the 
containerisation process, except that they drove the lorries 
which carried the containers between their inland bases and 
the docks. Since many of their firms were blacked, many of 
their Jobs were affected. They challenged the dockers publicly 
to ease their industrial pressure, but the dockers, hoping to 
provoke the Government into passing legislation which would

1 See, Infra* PP. 18^-185.
2 Interview with fc. iJvans, National Organiser, Transport and General Workers Union, 14 April 1975. tfee £.L. JDavies, 'In Search of «Jobs and Defendants', Modern Law Review * XXXVI (1973). 
78.
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ensure their job claims at the container bases, continued in 

full force. The drivers soon became disillusioned with the 

union's leadership, since it was seemingly incapable of 

preventing one group of members from damaging the position of 

another group of members. I'he dispute, internal to the TGttU, 

eventually died down, but not without a significant number 

of members of the Toll's commercial transport section leaving 

the union to take up membership with the United Koad transport 

Union. 2

What was the effect, then, of the fact that both groups 

of workers, the dockers and the drivers, were in the same union? 

Certainly the issue was one which did not respect union lineal 

the dispute would likely have arisen had there not been a 

single union in which both disputing groups were found* The 

focus of the enquiry, therefore, should be on whether the 

dispute was made any more or less tractable by having both 

groups within the same union. It can be argued, as it was by 

a high fGWU officer, that the presence of two different unions 

each representing one of the disputing occupational groups
•x

would have complicated matters seriously. For in that case, 

one of the union's very existence might well have been at issue, 

in addition to the loss of jobs of many of its members. In

1 This legislation is presently before Parliament. See the 
Dock Work Regulation Bill f which 'provides for the preparation 
of a new Bock Labour Scheme, to be brought into force by 
order, for areas comprised within the cargo-handling zone, 
that is to say, all harbours on the sea and every place within 
5 miles of the sea or of any major inland waterway opening 
to the sea. 1 p. i.
2 Interview with W. Evane, National Organiser, Transport and 
General Workers Union, 14 April 1975.
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the present dispute, that union would have been representing 

the dockers.

it can be argued to the contrary, however, that to 
have the dispute occurring within one union is to lessen 
chances of effective leadership being exercised by trade 
union officers. Where two sets of leadership exist, more 
effective bargaining can occur between them, which will entail 
the officers convincing their members that a bargain must 
be struck if a solution is to be found. But under a single 
leadership, the officers iaay be reluctant to seeia to favour 
any position sc as not to be accused of supporting one side 
to the detriment of the other. This would effectively paralyse 
the union 1 @ officers, and lead to a prolongation of the dispute* 
Moreover, with both group© within the same union, resort to 
the TUC f s Disputes Committee is impossible.

The intra-union group conflict within the TGWTJ featuring 
the dockers and the lorry drivers has been largely resolved 
by means of Parliamentary action in the form of the Dock Work 
Regulation Bill - a result of political pressure being exerted 
by the TGWU*e national leadership. This solution to the 
problem, unavailable to unions with less political strength, 
suggests that the conflict presently discussed was better 
handled as an iatra-union rather than an inter-union matter. 
let, the prospect of this .Bin's becoming law and granting 
the dockers their job claims at the container bases has itself 
stirred up intra-union group controversy within the TOWU - 
this time involving warehousemen and dockers. 1

1 See C. Tyler, 'aebellion in TGWU over dock issue*, ------ 23 March 1976, p. 16, col. 7.
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III. The Internal Federal Structure

It was thought at one time that trade union federations 

would lead to union amalgamations. Whether or not this has 

proved to be the case, the central relevance of federalism 

to the subject of union amalgamations today does not concern 

trade union federations. Of greater contemporary significance 

is what appears to be a synthesis of the ideas of federation 

and amalgamation: the trade or industrial group structure 

found in some general and, borrowing Hughes 1 term, sectoral- 

general unions. Indeed, Slias refers to this as an 'internal 

federal structure 1 . The trade or Industrial group structure 

is often the result of a merger of a union with a strong 

occupational or industrial base into a larger union. As a 

matter of providing incentive for such a merger to take place, 

the utmost in autonomy is guaranteed the merging union, while 

at the same time it will presumably gain from centralised 

functions with respect to matters such ae research and 

benefits. If a merging union is large enough, an entire section 

within the surviving union is created to house the merged 

union; an example is the Foundry Section of the AlfoW which 

is composed mainly of members of what was formerly the Amalgamated 

Union of Foundry Workers. Similarly, the Vehicle Building 

and Automotive Section of the 5)GWU is the home of the former 

members of the National Union of Vehicle Builders, buch a 

structure allows for a degree of centralisation while heeding

1 Blias, 'trade Union Amalgamation: Patterns and Procedures 1 , 
industrial Law Journal, II (1973), 125, 130. 3@e also Hughee, 
Trade UnjLgn, Structure ajj£ Oovernmenlf (Part 1) , p. 34, para. 
61.
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the Webba 1 warning with respect to the need for occupational 

similarity within a union's membership. This structure has 

been used to overcome many union reservations over amalgamation, 

Yet, as the previously described conflict within the TOWU

attests, intra-union group frictions may be a by-product
p of the internal federal structure.

Webb and Webb t In^u^t^^i Itemocrapy. Chapter Poor* 

2 See, £&££§» PP« 180-183.
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CHAPTKH KLMS

As a means of coming to terms with inter- union problems, 

many unions enter into inter-union agreements* These agreements 

may touch upon one or more of a number of substantive issues 

which are the subject of disputes between unions $ alternatively 

or additionally , they may provide a procedure for unions party

to the agreement to follow when attempting to resolve an inter--f
union dispute. These agreements may also establish inter-union 

machinery to deal with problems as they arise between unions. 

It should be noted at the outset that there exists some parallel 

between the process of applying inter-union agreements to 

industrial events and what has been referred to as the 

•institutional or dynamic* method of collective bargaining. 

It is largely true in both instances that 'the rule-staking 

and the decision-making processes are ... indistinguishable.'

That is to say, *... the parties ignore the difference between
2 interpreting a new rule and making a new one. ' Within this

dynamic context, inter-union agreements do not bind the parties 

so much as provide a starting point for resumed discussions on 

the subject in dispute.

While inter-union agreements constitute but a fraction

1 Kahn-Freund, Labour and the Law, p. 58.
2 Ibid., p. 60.



of later-union understandings, they do illustrate how the 

minde of officers of opposing unions meet on inter-union 

questions, and they can be terned broadly representative of 

the results of euch meetings of minds. Thus, since it is 

improbable that any written agreement would be entered into 

if it cut clearly across the grain of industrial practice, 

much can be learned from these agreements about the entirety 

of inter-union cooperation in the face of potentially divisive 

industrial issues. This Chapter examines a series of Inter- 

union agreements and also discusses the utility of inter-union 

agreements in reducing inter-union conflict.

I. Bxaroples f Inter-union toreemente

There exists a problem in determining the scope, 

qualitative attributes , and efficacy of inter-union agree­ 

ments. Hughes described the problem when he observed lying 

beyond the TOC'e Disputes Principles

• • » a large and important hinterland of multi­ 
lateral and bilateral inter-union agreements. 
Thle hinterland, it should be said, Is largely 
unmapped territory; the agreements are not as 
widely known, publicly available and freely 
discussed as are collective bargaining agree­ 
ments. 1

With a view to shedding light on this traditionally obscure 

subject, a series of inter-union agreements covering a range 

of issues, most of them having to do with competition over 

membership, have been examined by this writer. A brief

1 Hushes, Trade 'Jnloq Structure and government (iart 1 ), p. 30, 
para. 55.
2 These agreements - sixteen in total - are reproduced in full 
in Appendix A, infra .
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discussion of their contents follows below.

A. Aft agreement fl.llA'frfr 14*^1 spheres of influence 
are a a and enterprises

p
As described in Chapter Seven, a wide area of conflict

arose between the national Union of uailwaymen and tne Transport 

and General sorters union following *orld *ar X. ihe locos 

of the disagreement was the field of passenger and commercial 

road transport, A working committee, composed of officers 

of both unions, was charged with arriving at a compromise 

solution* This committee considered two possible avenues 

toward that end: joint working arrangements on individual 

undertakings on one hand, and exclusive organisation by one 

of the unions in individual undertakings on the other. The

1 In a recent survey, the TUC, receiving replies to its 
enquiries from fifty-five unions representing approximately 
two-thirds of total TUC-affiliated trade unionists, attempted 
to gather Information about inter-union agreements . The 
TUC reports that, of the fifty-five responding unions,

40 submitted either a full text or a summary cf 
each of the agreeiLents they held, and the other 
fifteen (with a membership of 331*108) indicated 
that they did not have any agreements at all, 
although most of them pointed out that there were 
many well-observed but undocumented undertakings 
between themselves and ether unions with whom 
they were in frequent contact. In all, 13? 
agreements were submitted by the 40 unions.

Seventy-seven of the agreements submitted dealt with spheres 
of influence. Six dealt with recognition of cards* IVenty- 
one of the agreements constituted machinery for resolving 
difficulties, Forty-seven treated conditions for membership 
transfer, and sixteen provided for transfer of benefit 
rights. Pour agreements provided for dual membership upon 
promotion into supervisory grades, see 1^70 TUC Ana. Rep. 
186-187.
2 oee, supra, pp. 135-136.
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latter course was largely chosen, and the result was an inter- 

union agreement, dated in June of 1932, which delegated to 

eaoh union spheres of influence. Spheres of influence can be 

defined in several waya, included among which are definition 

by geographical area, business undertaking, and specific 

occupation. The NUH-TGVU agreement was devised on the basis 

of the first two standards; certain areas (e.g., tfaidstone 

and District) and business undertakings (e.g., Thames Valley 

Traction Co,) were granted to be within the jurisdiction of 

each of the two unions. This agreement has required many 

modifications through the years, but still exists as the basic 

charter governing relations between the two unions in the sector 

of road transport*

B« <4g, agreement flUgyp^JM^ achoreB off influence by 
pccuaatiffna

An example of a spheres of influence agreement which 

operates on the basis of occupational interests is one between 

the National union pf Agricultural and «JHi$d workers and 

the Union of Shop, Distributive and allied workers* The two 

unions in this document agreed 'that the Union of Agricultural 

Workers shall, be recognised as the Union for all agricultural 

workers'. Correspondingly, it waa confirmed 'that tUe Union

of Shop, distributive and allied Workers anal 1 be recognised
2as the Union for all distributive workers. 1

1 See Appendix A, Document A, infra.
2 See Appendix A, I>ocument B, infra.
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C. Co-existence on a, oaJoritv and minority

An inter-union agreement between the Association of 

Teachers in Technical Institutions and the National Association 

of Schoolmasters is illustrative of a recognition by two 

unions of their differing degrees of interest in tha same 

area of organisation. The area of organisation here is further 

education, where the ATTI has the vast majority of the teaching 

force in membership. The NAS, however, by virtue of following 

some of its members into the field, attempted to secure a 

foothold of organisation among the teachers. It was taken 

promptly to the XUC's Disputes Committee by the ATTI where 

the inter-union agreement presently discussed was urged upon 

the parties. It provides that the KA3 'recognise the ATTI 

as representing the majority interest of teachers in the 

field of further and nigaer education 1 , with the effect that

•new entrants to the field ... will therefore normally join 

the ATTI.* For its part, the ATTI recognises a minority 

interest for tae ftAtt in the field, and a right of the latter 

union to be consulted on matters which will affect its members. 

Also, the ATTI agrees that the tiA3 nay produce policy statements 

on matters affecting further education. Both unions agree 

not to commence organising in any college where the other 

union has secured organisation! significantly, they define

•commence organising 1 as 'any forff of acceptance of an individual

into membership. 1 This provision undoubtedly ensures the

ATTI that its majority interest in the field will be protected.

1 See Association of Teachers in Technical Institutions and 
national Association of Schoolmasters, 1971 TUG Ann. Kep. 31.
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A joint committee is established by the agreement, on which 

the ATTI has a majority interest, to deal both with disputes 

arising under the agreement and with matters of common interest 

between the unions and relating to the TUG. The TUC is 

established as an appeal court of sorts by the agreement, as 

issues upon which accord cannot be reached, as well as proposed 

changes in the inter-union agreement which are contested by 

one of the unions, are to be referred to it.

B* 4ft agreement pa diamitea procedure

An inter-union agreement laay define procedures which 

are to be followed in the case of a dispute's arising between 

the unions party to the agreement. Such an agreement is the 

one between the tfnion of iihop, Distributive and Allied Workers 

and the Transport and General Workers Union. Several steps 

are listed in this document which the two unions must follow 

when a dispute arises between them* First, the district 

officers of both unions are bound to attempt to resolve the 

problem by telephone, correspondence, or joint discussions. 

If this fails, a meeting should be held at the regionallevel 

with the Regional Secretaries of both unions attending, along 

with aiiy other officers whose presence is required. Thio 

regional level meeting having failed, the matter is passed up 

to the head offices of both unions, which, when assured that 

all pains have been taken to settle the dispute at the lower 

levels, then meet to search for a mutually acceptable solution.

1 3ee Appendix A, Itocument C, infra (italics in the original).
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If this step does not resolve the dispute, it is referred to 

the TUC'e disputes machinery.

c<n member old, o transfer srocedure

transfer of members being one of the &cst persistent 

problems in inter-union relations, it is not unusual for 

inter-union agreements to atteapt to set out methods whereby 

transfer can be handled most smoothly in a given inter-union 

setting. Such an agreement is the one between the Transport 

Salaried Staffs Association and the National Union of Railwayman. 

The two unions 9 of course , share the same industry, with the 

T33A existing as a white-collar union and the IHTd as an 

industrial union. 2he obvious overlap causes problems, 

particularly in regards to KUR members promoted into grades 

negotiated for by the TS3A, The agreement tends, in many 

respects, further to define provisions of the TUC's Disputes 

Principles which touch upon membership transfer. Ihe two 

unions are prohibited by the agreement from accepting the 

other union's members without making an enquiry to the 

•parent* union's headquarters. Reasonable time is to be 

allowed the parent organisation to contact the individuals 

concerned so that it might attempt to persuade them to retain 

their original membership* 'Objections to the acceptance 

of an applicant should not be pressed by the rt parent 1* Organisa­ 

tion to the point of making the taan become a non-Unionist. 1 

'Uhe provieions of Disputes irTinciple 4 covering meabers in

1 See Appendix A, Document B, i,nfi*a.
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arrears with contributions, under discipline, and engaged 

in a trade dispute are reaffirmed in this agreement ao 

constraints upon tlie accepting union. Finally, the TUG's 

requirement of a reply to a request for transfer within a

given amount of time (14 days when this agreement was negotiated!
2 now 21 days) is said not to apply, but no specific alternative

•2

ie provided,

The National Society of Operative Irintero and Assistants 

and the National Union of Journalists entered into an agreement 

in 1949 which facilitates membership transfers. It has already 

been pointed out that a point of potential friction exists 

between the unions on the matter of entry into the journalistic 

profession.^ Besides direct recruitment, the two modes of 

entering the profession are promotions from gradee organised 

by the $SO*A (now the i^OPGMP). $he agreement reached Intenda

to reduce any problems arising from the promotions by defining
5 the benefit rights of transferring members.

ojj choice

Another agreement entered into by the XSSA, this 

one with the Association of Scientific, technical and 

Managerial Staffs regarding staff in railway workshops, is 

rather unusual. It provides *that since both unions are

1 See, foifra. p, 230.
2 Bee, ^nfra. p. 229
3 tfee Appendix A, Document K f infra•
4 See, supra, ppt **3-**4.
5 See Appendix A, Document F,



represent ed on the [Kailway Workshops Staff Joint Negotiating 

Council] there will be freedom of choice for individuals 

between [the] two unions. 1 The provisions of the 'i'UC's 

Principles which prohibit accepting an individual in arrears 

or under discipline are again, reaffirmed, but not the provision 

dealing with members involved in a trade dispute. Great 

pains were taken by the authors of the agreement to point 

out that 'neither of the two unions should canvass the member­ 

ship of the other' and the Greneral secretary of the TSSA 

reminded his branches that 'the agreement reached does not 

give T.S.S^A. branches the right to canvass existing members 

of A. 3. T, 14.8. employed within the area of employment covered 

by the i.«JHC].' The import of the agreement is that a member 

in good standing with his union retains ultimate discretion 

as to whether he remains a member or switches to the other 

organisation. In practice, however, social and political 

factors constrain membership transfer; nevertheless, this 

agreement does in fact go far in securing a member's right 

to Join the union of his choice, while not underlining the 

established trade union negotiating arrangement.

mebership

Often vhen one union clearly dominates an area of 

organisation and holds negotiating rights as well, it still 

must recognise that certain work within its area requires that 

the individuals performing the work hold the cards of other
" : ' '

1 See Appendix A, Document G, infra.
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unions* host often this involves craft work done in an area 

where a union other than the appropriate craft union is established . 

But it also occurs in other situations; for example, Press 

Officers working for the Greater London Council must hold &UJ 

cards despite the fact that the Greater London Council Utaff 

Association organises the &LC and dominates the relevant fthitley 

Council. The arrangement worked out between the two unions is 

functionally one of dual ueflibership, but does not require the 

individual members to pay two sets of contributions. Rather, 

it requires a capitation fee to be paid by the HUJ to the 

ULC^v in return for the latter union's encouraging the individuals 

into the i*UJ. Xhoee .individuals for whom tne #UJ makes the pay­ 

ment to the G-LC3A are considered to b© in full membership with 

the GLC&A as well, but have the benefit of holding the journalists* 

card and of paying contributions only to the journalists 1 

union*

recognition of car da

A means by which inter-union conflict over membership 

can be minimised is for unions with overlapping patterns of 

organisation to recognise each other's cards, kjuch a development 

may or may not be formalised into an inter-union agreement. An 

instance where it is so formalised can be found in an agreement 

between the Transport and General workers Union and the National 

Union of Agricultural and Allied Workers* !i!he two unions agreed » 

in part,

3!hat it shall be regarded as being essential to the 
continuance of harmonious relations between the two

1 See Appendix A, Document 11,
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Unions that all Officials must recognise the other 
Union's membership oard as being sufficient evidence 
of Trades Union membership and solidarity.

The words of the agreement , of course, are subject to being 
modified by local industrial pressure. For instance, whether 
such a statement is forceful enough to be applied to a 
circumstance where an JftJAAto member from the north of England 
gains employment across the border in Scotland (which the 
HUAAW recognises as 'belonging* to the TGWU1 } at an enterprise 
wholly organised by the TGWU is questionable. It may be, in 
the actual event, that the NUAAW member is forced to acquire 
a TGWU card in order to hold hia employment. A simple state* 
ment on recognition of cards can be found in an agreement 
between the national Society of Operative Printers and 
Assistants (now the NSOPGMP) and the HUJ, where it is stated 
unequivocally that 'There shall be fun and frank recognition 
of all cards in existence.' Again , however, industrial realities 
may prevail to the contrary.

I. AQ agreement for transfer of benefit ri^hta

Another inter-union agreement to which the #UJ is 
a party, in this Instance with the Society of Lithographic 
Artists, Designers, Engravers and Process Workers, treats, in 
part, the question of transfer of benefits derived from pension 
and superannuation funds. Too of tan, when a member transfers

1 See, ffftpra. p. 108,
2 See Appendix A, Document I, infra.
3 See Appendix A, Document F, infra.
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from one union to another, even where the transfer is agreed 
to willingly by his original union, the benefits which have 
been accruing to him in that union are lost to him. If, how­ 
ever* a member of the SLAD&tW is transferred to the tiUJ, not 

only is the membership qualification period for NUJ benefits 
waived 9 but he is also permitted within the terms of the 
present agreement to continue to participate in the super­ 

annuation and pension fund of his original union. A member 
of the NUJ who transfers to the 3LADBPW also has his membership 
qualification period for benefits waived, but the transferee 
who is over forty years of age on the date of transfer

shall be entitled to participate in 3LADJSPW 
Superannuation and Pension Fund, subject to 
satisfactory arrangements being completed 
with KUJ for the transfer to SLADBPW Tension 
Fund of an amount of money equal to his 
member's Pension Contributions for those 
weeks of his age which are in excess of 39 
years and 51 weeks* 2

J* Demarcato

Inter-union agreements commonly deal with questions 
of demarcation of work* Such a document may describe the 
specific sorts of work, name the occupational Job titles, or 
describe the type of business undertakings which fall within 
one or the other union's scope. It may do all three* For 
instance, the HUJ has agreed with the SLADEPW that

Cartoonists, caricaturists, fashion and editorial 
layout artists, other illustrators employed in 
newspapers, or those periodical houses listed

1 bee, flJLBEa, pp.
2 See Appendix A, Document J,
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and agreed between the two unions whose work is 
related to depicting current events, ahall be 
members of the IAJJ. All other artiste whether 
they work on paper, photographs or metal, ahal1 
be members of the Society of Lithographic 
Artists. 1

Such an agreement may also speak in terms of the manning of 

a specific machine. The same two unions agreed that the 

operation of electronic engraving machines is the work of 

members of the SLADEPW t except

In Newspaper Offices where there is no Process
Department and where the machine is operated on 
a part-time basis solely for the production of 
editorial blocks, [where] the operation of the 
machine may, by agreement between the two parties 
to this Agreement, be undertaken by a member of 
the National Union of Journalists* 2

Similarly, the BUJ and the Association of Cinematograph, 

Television and Allied Technicians agreed that in the independent 

television field KTJJ members who must perform occasional 

duties usually done by members of the ACTAT (e.g., operating 

cine film or television equipment) will not be unreasonably 

denied ACTAT membership. Conversely, the SUJ agreed that no 

unreasonable objections would be raised to ACTAT members wishing 

to Join the journalists' union. The import of the agreement, 

however, clearly resides with the former provision* as traditional 

ACTAT work performed in the production of newsreels was being 

forced on NUJ members as a matter of reducing labour costs.

The NUJ and the National Graphical Association have 

taken a step forward recently in their inter-union relations.

1 See Appendix A, Document £, infra.
2 See Appendix A, Document L, infra.
3 See Appendix A, Document M, infra. Interview with G. Viner, 
Training and Hesearch Officer, Rational Union of Journalists, 
16 April 1975.



199

In early 1975, anticipating that technological changes within 

the printing industry might provoke conflict between them, 

the two unions agreed to establish a Joint Technical Committee. 

The Committee was formed

in order that technological developments in the 
newspaper industry can be kept under review, 
particularly with regard to the introduction 
of electronic and photo-electronic processes, 
so that questions of demarcation of work and 
trade union Jurisdiction, where there are mutual 
interests, can be resolved in advance and general 
principles laid down.

The agreement goes on to define the scope of NGA work and 

the borderline areas which exist between the unions.

*• 4 1yjU|t relations fiflgfflfc'ttftt between general un^oajf

Britain's two large general unions, the TUWU and the 

UUGMW. entered into an agreement approximately three decades 
ago which constituted machinery to deal with inter-union

2problems. In 1966, the Joint Relations Committee, as it was

called, was further formalised through an elaboration of
*

its scope and objectives. The JKC deals with issues of

membership transfer, policy, organisational rights, and spheres 
of influence which are potentially provocative of a dispute 
between the unions* The Committee meets annually to review 

relations between the two onions, as well as on an a£ hoc 
basis to deal with actual disputes* The JHC is at the pinnacle 

of the formalised procedural relations which have been developed

1 See Appendix A, Document H, infra*
2 Interview with W.J. Biggin, Kational Industrial Officer, 
National Union of General and Municipal Workers, 21 July 1975,
3 See Appendix A, Document 0,



200

by the tvo unions regarding matters auoh ae & 

transfer, dispute resolution, and organising protocol.

II. The Utility pj£ Inter«-uf\ion Agreements ia Reducing Inter-? 
union Conflict

One argument put forward by some officers interviewed 

in connection with this study has it that inter-union agreements 

have little or no worth. They are ignored by trade union 

officers, it is said, because the agreements do not take into 

account the dynamic nature of inter-union relations. This 

argument should not be taken flatly as a criticism of the 

parties who draw up inter-union agreements. In most case* 

their sincerity is beyond question; they dearly wish to end 

tensions between their unions by creating, in writing, a formula 

which achieves that end. But this view, though undoubtedly 

sincere, may be short-sighted as well. 2he written word, 

though not a static form as its meaning is liable to evolve 

with the world it attempts to describe, is usually not 

sufficiently rapid in its evolution to keep abreast of changing 

industrial and occupational patterns. Thus, it is the 

inability of the authors of such agreements to predict the

industrial future which is at the root of many of the faults
2of inter-union agreements. Ho union can be expected to flirt

1 See Appendix A, Documents 0 and P, infrg|.
2 Of. Kational Union of Railwayman and Transport and Oeneral 
Workers Union, 1971 TUC Ann. Hep- 35.
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with demise so that it might follow an inter-onion agreement 

in specific detail.

dre /substantve

This argument that inter-union agreements do not 

account for the dynamic nature of inter-union relations demands 

that a distinction be drawn between inter-union procedure 

agreements and those which constitute inter-union machinery 

on the one hand, and those which grant substantive claims 

to the parties on the other. The former, assuming the continued 

goodwill of the parties , can be essentially timeless* Changes 

liable to occur in the industrial future, for example, will 

have little or no effect on tna procedure agreement between 

USDAW and the T<W described above. An even better example 

is the agreement between the T0WU and the KU3MW which establishes
2the Joint Relations Committee. The antecedent of the JKC 

as presently constituted goes back nearly thirty years. When 

one ponders the changing face of industrial relations in post­ 

war Britain, along with the fact that these two large and 

competitive unions have only been face-to-face at the TUG 1 a
•at

Disputes Committee onoe since 1950, the conclusion that a 

procedure agreement or one which establishes inter-union 

machinery can be largely resistant to erosion over time is 

undeniable.

Agreements which grant substantive claims, however,

1 See, fiiiEEa* pp. 191-192.
2 See, supra, pp. 199-200.
3 See National Union of General and Municipal Workers and 
Transport and General Workers Union, 1973 TUG Ann. £g£. 3.
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occasion a different response to changing industrial and 

occupational patterns, fheee agreements, which may for instance 

be couched in terms of spheres of influence or the manning 

of a particular machine , are subject to being undermined by 

the smallest change in occupations or industry, teith techno­ 

logical advances coming at a rapid pace, the nature of machines 

is difficult to define for more than a short period of time. 

Moreover, spheres of influence, whether designated geographically, 

occupationally, or with respect to individual undertakings, 

will be Insensitive to events such as plant closures, techno­ 

logical innovations, government reorganisations, and company 

mergers. In order for these substantive agreements to offer 

any benefits over a period of time, they must have features 

which guarantee periodic review and revision. An example is the 

agreement between the $W and the tt&A which both defines work

areas and establishes machinery to review the impact of techno­ 

logical advances on those work areas.

ovey interpretation

Disputes between unions may arise over the interpretation 

of an inter-union agreement. The parties may agree that the 

written accord covers a particular area of tension between

them, but disagree on conclusions to be drawn from the agree- 
2rnent. Similarly, an apparent gap in the inter-union agreement,

1 See, supra, pp. 198-199.
2 See Shipconstructors and Shipwrights Association and United 
Society of Boilermakers, 1960 TUU *nn. Hep. 101.
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left there by its authors vho did not anticipate a particular 

industrial occurrence, may lead unions which feel the agreement 
is worth preserving into a dispute over how to fill in the gap* 
A closely related type of dispute may arisa over the question 

of whether a party to an inter-union agreement has abided by 
it. In this instance , the meaning of the agreement is not 

the focus of the dispute, aa the parties concur for the moot
part on that, as much as the issue of whether the accused party

2actually performed the proscribed activity.

I). 4 reluctance fro Qo^m^t inter-uniqn aflreejitentB tp 
writing

An interesting dimension of inter-union agreements is 
brought to light by a situation involving the British Actors 
Equity Association and the Musicians Union, When a musical 
group is a self-contained variety act* the group's individual 

performers belong to the Musicians Union* If , however* the 
musical group has a dominant entertainment personality among 
its members, in the sense that this individual could perform
on his owa and the audience 1 8 reception would be essentially

"5 
the same as it is for the entire group, then an arrangement
between the unions requires that the main performer belong to 
the BAEA. This arrangement has not been formalised into a written 
inter-union agreement because officers of the unions have yet to 
inform their executives that the arrangement exists. Despite

1 See National Union of Railwayman and Transport Salaried 
Staffs Association, 1971 TUG Ann. £g£. 35.
2 See Clerical and Administrative Workers Union and Transport 
and General Workers Union, 1965 TUG An&. licp. 123.
3 Mick Jogger and the Rolling Stones was the example offered the interviewer.
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the arrangement's practicability, the officers fear that their 

respective executives will interpret the arrangement as a 

clear victory for the opposing union, and thus declare it a 

nullity. 1

Trade union officers are not quic*. ^enorally to commit 

inter-union relationships to writing. A district officer 

of the TGWXJ spoke of an uneasy truce with the AUiitf in the 

Midlands, the terms of which are that neither union will 

organise in light engineering firms where the other union has 

already established negotiating rights. The officer felt that 

while this understanding was workable in its present informal

state, to ask that the parties commit it to writing was un~
2realistic. Often this hesitance to commit inter-union relation­ 

ships to writing can be partially circumvented by having the 

parties rest on their correspondence concerning a contested 

matter. This is the case, for instance, In the engineering 

industry, where the Jratternmakere have a manning of machinery

agreement with the AUEW which consists of a series of letters
"3 

between the two unions 1 head offices. rfhile an agreement reached

in this manner does not normally afford the precision of one 

devised systematically, it certainly provides an opportunity 

for a meeting of the minds of trade union officers on the subject 

in dispute.

1 Interview with C. unitcher, Senior Assistant Secretaryf 
British Actors Equity Association, 7 April 1975.
2 Interview vith D. Buckle, Oxford District 3ecretary, Transport 
and General workers Union, 19 i»ovember 1974.
3 Interview with B. Stoddart, Assistant General Secretary, 
Association of Patternmakers and Allied Craftsmen, 17 December 
1974.
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B« Disputes over the existence ojf ££ jjiter-uyiion arreement

Given the reservations of union officers regarding written 

inter-union agreements, it is not unusual to see disputes arise 

where one union claims that a violation of an inter-union 

arrangement has taken place, while the other union responds 

that it had no idea that such an arrangement was in existence* 

Although this may occur with written documents, the problem 

is generally confined to situations where it ic an unwritten 

convention which has regulated inter-union relations, at least 

according to one of the parties. For instance, one union may 

argue that the other has for years respected its exclusive 

right to organise certain grades within a particular industrial 

unit, and indeed the second union may nut have attempted to 

organise within those grades. But upon commencing organisation, 

the second union may state that it was not Respecting' the
' '»

first union's sphere of influence, but merely biding its 

time as it gathered the proper resource© with which to begin 

an organisational effort, thus, what to one union may appear 

to be custom and practice or convention has betm to the other
2union simply a period of inactivity.

F* tGentletaen >s agreementq *

B.C. Hoberts pointed out two decades ago that much of 

the province of inter-unign relations in Britain is governed 

by what he referred to as 'gentlemen's agreements 1 . 'The unions

1 See Clerical and Administrative Workers Union and national 
Union of General and Municipal Workers, 1970 TUC Ann. rter>. 35.
2 Cf . I«ational Union of General and i-iunicipal Workers and 
Amalgamated Union of Engineering Workers, 1§?1 TUC Ann, fop. 9.
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are tending to parcel out industry into lots; one union has 

the workers in one factory or district and another union will 

confine its organising to another factory or district. 1 Kany 

officers who were interviewed believed that some among their 

number no longer respect such conventions, and a surprisingly 

large number included themselves in this group. Consequently, 

many felt that the old understandings are no longer viable. 

Further, many who claimed to retain their reepect for these 

gentlemen's agreements believed that their ability, as full- 

time officers, to constrain the behaviour of their unions' 

local representatives to act in accordance with inter-union 

convention was being reduced by the increase in grass-roots 

activlsjjn.

It has been observed before in this study that a number 

of factors - ranging from technological changes in the processes 

of production to the quest of trade union officers for more 

contributing members - have caused unions to depart from their 

established jurisdictional traditions. Some unions are threatened; 

others are encroached upon; and others encroach. As a result, 

the system of gentlemen's agreements is in many cases undergoing 

a severe test. Moreover, what la in many respects a new area 

of organisation, the white-collar sector, has no tradition of 

gentlemen's agreements within which trade union officers can 

operate*

G. Jj%ai;ir^ claims oj^ tfcff basis of inter- union a^

The determination of the extent to which inter-union

1 Koberts, Xrade Union tioverfifliftnt and ^fl tt|l^^j.atratil Qq in Ureat 
Britain, p. 5i.&ee also kcCarthy . fhe Close^ 3h,op in Britain, 
pp. 14-15•
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relations in Britain are governed by inter-union agreements - 

if such a determination is feasible to malte - lies outside the 

ccope of the present work. But it is possible within the 

confines of this study to gain some idea of the extent to 

which inter-union disputes arise in situations covered by 

written inter-union agreements* This can be done by deter­ 

mining the number of reports of the Disputes Committee in which 

reference is made to the existence of a written inter-union 

agreement. Reference is normally made to an inter-union 

agreement by one or both of the parties in order to assist in 

developing an argument before the Disputes Committee. In the 

last four years of the present sample, 1971-1974, a modification 

in the style of reporting the disputes, with the effect of sub­ 

merging the respective parties' arguments, makes such a deter­ 

mination impossible in those years. However, in the years 

1950 to 1970, forty-four of the total of two hundred and forty- 

four disputes reported made reference to written inter-union 

agreements. This represents a figure of approximately eighteen 

per cent, or nearly one in five disputes*

ouch a demonstration falls far short of establishing 

accurately the incidence of inter-union agreements* First, 

as has been mentioned, trade union officers are reluctant to 

put their inter-union arrangements in written form. Further, 

while it may be argued that the existence of a written accord 

between two unions which covers the area in dispute would 

certainly be pointed out to the Disputes Committee, this hardly 

requires the conclusion that word of the agreement invariably 

finds its way into the Committee f s opinion, the figures
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presented, then, would be conservative estimates at beet. 

Conversely f it may be argued that the figures exaggerate 

the prevalence of inter—union agreements because disputes 

are likely to arise in chronic sore spots between unions. 

These spots, having attracted the attention of the unions, 

would be 'agreement prone* areas. This argument might be 

countered by observing that disputes arising in agreement 

prone areas have in all probability been settled by this 

independent machinery* Be all that as it may, it is worth­ 

while siciply to observe that unions do make claims on the 

basis of inter-union agreements, and that this occurred in 

approximately eighteen per cent of the cases heard by the 

Disputes Committee from 1950 to 1970.
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PART II

THE HB30LUTIOH OF BiTBIi-UKION MEMBERSHIP

DISPUTES BT THE DISPUTES CQHKIXZSB

OF THB TBABES UHIOIf COUafiSSS^ 1950-t974
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IHTdUDUCTIOH

The most exhaustive existing treatment of the TUC's 

system of inter-union dispute resolution is provided by Dr. 

Shirley Lerner in Breakaway Unions ax>d the Sma^l 2ia&e.

As the title of her book suggests , Dr. Lerner approached 

the subject with a particular thesis in mind; that is t to 

determine the impact of the TUC's system of inter-union 

dispute resolution on the formation of breakaway unions , on 

the development of small unions, and on the freedom of choice 

of trade union membership possessed by individuals* While 

her general conclusions - that the TUC's system in operation 

has hindered the formation of breakaway unions » has stunted 

the growth of small unions , and has undermined the principle 

of freedom of choice for individuals - are largely true today , 

many of her detailed observations regarding Disputes Committee 

adjudication have themselves been undermined by the passage

of time. For instance , her statement 'that no1j & single post­
s'war award fr^fl permitted transfers f * no longer holds good for

Disputes Committee adjudication, as time and again over the

past fifteen years the Committee has validated membership trans­
it

fers.

1 3ee Chapter 2.
2 Ibid., p. 76 (italics in the original).
3 As late as 1972 f however, one of the country's leading 
authorities could still fall prey to the prevailing miscon­ 
ception regarding Disputes Committee adjudication by observing 
that f ln practice the [Disputes Committee] has very rarely 
permitted any disputed transfer, whatever the position of 
the member desiring transfer as against the objecting union. 1 
H.W. Rideout, *rinclplep g£ &&£££ Law (London! Sweet and 
Maxwell, 1972), p. 331.
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More importantly, however, Dr. Lerner^ study was 

devoted to testing a particular thesis, in the senee that 

Disputes Committee adjudication was viewed largely in terms 

of whether it proved or disproved that thesis• The present 

study, on the other hand, attempts to treat the subject in 

more general terms, and seeks to ascertain the bases of 

Disputes Committee decision-making as well as to explore the 

Disputes Committee as an institution*

It will be recalled from the Introduction to Part I 

that inter-union membership disputes are defined for present 

purposes as those concerned with which union ought to be 

representing a particular worker or group of workers by means 

of having that worker or group of workers in membership. The 

two forms of such a dispute are labelled transfer disputes

&&& ftrPIMdfflfrtilflflflili (Jiaoutea. The first occurs when one union, 

despite the objection of a second union, has enrolled a member 

of the second union, or wishes to enrol him in the future. The 

second arises when two or more unions argue that a specific 

industrial unit falls within their respective spheres of 

influence.

As will become clear in Chapter Eleven, a principle is 

emerging from the Committee's adjudication of transfer disputes. 

Vhereas in the decade and a half following World War II, as 

Dr. Lerner correctly describes, membership transfers were not 

approved by the Committee, it has become increasingly true 

since then that where a union requests a membership transfer 

from another union but is refused, and where the requesting 

union 1) is faithful to the TUC f s transfer procedures, 2) is
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organisationally dominant in the industrial unit concerned, 

and 3) is tlie possessor of negotiating rights in the uait f 

then the transfer will be approved by the Disputes Committee. 

Moreover, where the requesting union cannot suasion up all 

three of these factors in support of its argument, it has 

happened in some cases that the Committee has found one or 

two of the factors to be sufficient, ®hil© no such overriding 

principle is emerging in organisational disputes, Disputes 

Committee adjudication has been fairly consistent, as will 

be described in Chapter Twelve, in which of two or more types 

of competing organisational claims it has favoured in an 

organisational dispute.

Much of what follows, especially in Chapters Blevtm 

and Twelve, may seem less than coherent to a legal mind trained 

to equate consistency in decision-making with the development 

of a system of precedents. She disputes Committee is not a common 

law court and, despite Dr. Lerner's observation to the contrary,

its accumulated awards d© not constitute a system of precedents.
2As will be emphasised below, the Committee does operate with­

in a tradition of decision-making which greatly influences 

its awards. Nevertheless, its accumulated awards have neither 

the orderliness nor the syllogistic development of the common 

law as typically (even if incorrectly') conceived. This

1 Lerner, OP. c±$ . . p. 67.
2 See, infra, pp. 337-338.
3 »The life of the law has not been logic; it haa been ex­ 
perience. The felt necessities of the time, the prevalent moral 
and political theories, Intuitions of public policy, avowed or 
unconscious, even the prejudices which judges share with their 
fellow-men, have a good deal more to do than syllogisms in 
determining the rules by which men should be governed. The

(cont.)



213

analysis of ite awards, therefore, will bring to light aaay 

contrarieties which, if they existed in the common law, would 

tend to undermine the force of these judgments in avoiding 

future disputes.

We are not dealing here with the common law; nor are 

we dealing with a law forum. £he adjudicatory function of
V

the Disputes Committee must be viewed, in the words of 

Professor Orunfeld, 'as a continuing process of mediation 
or conciliation and fact-finding combined with arbitration. ' 
The Committee, one might say, is not nearly so interested in 
drawing lines as it is in ending disputes* It takes account 
of laatters, therefore, which a court of law will not. More­ 
over, it defines consistency in its decision-making more 
broadly than will a court of law. The present study, as a 
consequence, is pursued with the knowledge that Disputes 
Committees over the years have not Intended to have their 
Judgments rationalised into a system. Hence, what follows is 
not a description of a system, at least not a system in the 
legal sense; it is but an attempt to define the tradition of

g within which the -Disputes Committee functions
and, by so doing, to clarify the meaning of the Disputes 

Principles of the TTJC. It is, in addition, an attempt to 

examine the disputes Committee as an institution vitally 

concerned with the resolution of inter-union disputes.

3 (cont.)
law embodies the story of a nation's development through many 
centuries, and it cannot b© dealt with as if it contained only 
the axioms and corollaries of a book of mathematics . ' O.W. 
Holmes, Jr., The Oofflaqn Law (Boston: Little, Brown, and Company, 
1861 ;, p. 1 .
1 Grunfeld, ^odern Trade Unio^ Law, p. 222.
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The study begins in Chapter Ten by presenting the 

TUC's Holes which pertain to inter-union dispute resolution, 

the Disputes Principles, and the procedures of the Disputes 

Committee. Chapter Sleven analyses Disputes Committee decisions 

in transfer disputes» and Chapter Twelve does the same for 

organisational disputes* Chapter Thirteen discusses the 

implementation of Disputes Committee awards, and Chapter 

Fourteen concludes this thesis by examining the utility and 

effectiveness of the Disputes Committee for purposes of 

resolving inter-union disputes.
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CHAPTER

RULES, PRINCIPLES , AKD PROCEDURES

The Rules of the Trades Union Congress authorise that 

body to play a role in the resolution of disputes between 

affiliated unions. The General Council of the TUG, first 

elected in 1921 , is the organ that is charged by these Rules 

with the handling of inter-union disputes* The Disputes 

Principles themselves are resolutions which have been adopted 

by Congress* They comprise a set of norms which 9 if followed 

by member unions. tend to minimise inter-union conflict and, if 

not followed , serve as standards for the Disputes Committee's 

adjudication of inter-union disputes* The Disputes Principles 

are not mentioned in the Rules of the TUC, Her is the Disputes 

Committee directly constituted by the TUC Rules , although 

reference is made to its existence and briefly to some aspects 

of its position with respect to inter-union disputes* An 

elaboration of the Disputes Committee's position will come 

later in this Chapter with the explication of the Committee's 

procedures 9 but It presently must be emphasised that the 

Committee's composition and its precise position are not 

founded in the Holes of the TUC. 2

1 See Lovell and Roberts, 4 Short History £t the T.U.C.* pp. 
65-71 .
2 The importance of this lack of constitutional footing may 
be seen in Rothwei^ v* Aaao ciatl on of PrQ^e^ffiiOjflflJ, - Liecutivq. 
Clerical and Cgmputey Staff and Trades Union Congress 11 975 
I.R.IuR. 575. See* infra/ DP. 320-325.
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Three Rules of the TUG have a bearing on the resolution 

of inter-union disputes* 1 The first is iiule 12 t entitled 

'Disputes Between Affiliated Organisations ', which grants 

the TUC through its General Council the Jurisdiction necessary 

to become involved in disputes between affiliated unions. 

The second of these Rules is Rule 13, which provides the 

sanction to be applied by the TUU against a union for ita 

having disobeyed an order of the General Council or Congress 

regarding the resolution of an inter-union dispute. Finally, 

Rule 11 of the TUC, which is concerned with 'Industrial 

Disputes', also has some bearing on inter-union disputes due 

to the definition of industrial disputes extending to disputes 

between affiliated unions. As will be shown below, this last 

Rule is for present purposes of secondary importance. Holes 

12 and 13 provide a sufficient basis for the TUC's role in 

resolving inter-union disputes.

A final preliminary comment on the constitutional buses 

of TUC authority in the area of inter-union disputes requires 

mentioning. In 1969§ displaying its sensitivity to the public

concern over increased work stoppages arising from industrial
2disputes, as well as to the J& Place &£ Strife controversy,' 

the TUC fortified the constitutional provisions discussed 

below to their present form. The changes made include the

1 These Rules may be found in ^ Chiifte fo the Avoidance of 
a-Dutea frefoeen Unions and jfaf Settlement of Disputes witfr 

j f pp. 20-23.
2 See Clegg, The SXflifiS £l Industrial Eelatipnf in. Oreat 
Britain, pp. 456-460; P. Jenkins. The Battle rqf 
Street (London i Charles Knight, 1970).
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extension of the power of the General Council under Rule 11 

to intervene in disputes between employers and workpeople in 

caaea where the dispute involves unauthorised or unconstitutional 

stoppages of work. Also amended was Hule 12 where the TUG 

was granted wider powers to deal with inter-union disputes 

and stoppages of work arising therefrom. As a result of these 

changes, the TUG is authorised to act not only on inter-union 

disputes over membership as it had in the past, but also on inter- 

union disputes over recognition, demarcation of work, and wages 

and conditions of employment.

*• fffr9 Hole of the ffUC in Inter-union Dispute Keaolation 
aji Defined byTUCRulea Tl. 1 ^7

A » %he grant ££ Jurisdiction: Hule

Rule 12 of the Trades Union Congress, adopted in 1924,

is the cornerstone of that body's authority for the handling
o

of inter-union disputes* This Hule provides the TUC, through

1 See & Guide to the Avoidance of Disputes between UnlojQfi anfl 
the Settlement or Disputes witi} Kmployerq. p. 3. For the old 
KuQ.es contrasted with the new, amended versions, see Hughes, 
The TUC; a. *laa for the 1 97Qs > pp. 35-36.
2 Before 1924, a Disputes Committee was constituted under an 
earlier grant of power found in the 1920 TUC constitution. Bee 
B.C. Roberts, The Trades Unigq Cpnffresg 1868-1921 (London! Gteorge 
Alien and Unwin, 1958), pp. 383-389; A. Flanders, Tradq Unions 
(London: Hutchinson, seventh (revised) edition 1968;7 P- 5§T 
Before 1920, the Joint Board and the Parliamentary Committee - 
forerunners of the General Council of the TUC - attempted to 
resolve some inter-union disputes* bee iioberts, OP. cit*, pp. 
228-229, 263-265, 338-339* H.A. Clegg, A. Pox, AT?. Thompson,

t History pjf British Trade Vnions since 188^. Vol. I, 1889-1910 
Oxford: Clarendon Press, 1964), pp. 408-409, 443-452. See 

generally Lovell and Roberts, 4 Short liistorv of the T.U.C T
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its General Council, the jurisdictiooal basis for resolving 

inter-union disputes, and further provides for certain 

obligations which member unions must meet when they are 

involved in inter-union disputes. Rule 12 begins by stating 

that 'Where disputes arise, or threaten to arise, between 

affiliated organisations, the General Council shall use their 

influence to promote a settlement. 1 These words strike 

a theme recurrent in the handling of inter-union disputes by 

the TUC. The premium throughout is on promoting a settlement 

between the parties and not on enforcing a certain resolution 

to the dispute. It is to the extent that the TUC, through its 

General Council and Disputes Committee, has been able to persuade 

the unions party to an inter-union dispute to settle their 

own differences that the TITC has been comfortable with its 

role in the affair.

Rule 12 continues by placing an obligation of notifying 

the General Council upon any TUC-affiliated organisation 

contemplating an official stoppaga over a dispute with another 

TITC union. This applies whether the dispute f relate[s] to

trade union recognition, trade union membership, demarcation
2of work, or any other difficulty. 1 iJext, affiliated organi­ 

sations are denied the right to authorise a work stoppage ae 

mentioned in the preceding section until the General Council

1 Rule 12(a). All of the Rules, J^rincipleg, and Procedural 
Regulations of the TUG on the subject of inter-union disputes 
can be found in A Guide J& J&£ Avoidance g£ Disputes between 
Unions and the Settlement &£ Disrates with Employers. Citation 
here will refer only to the specific iiule, iriaciple, or 
Regulation discussed.
2 Role 12(b).
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has considered the Inter-union dispute. In this regard, the 

General Council 'shall have the power to investigate cases

of dispute or disagreement between affiliated organisations
2 and to refer such cases to the Disputes Committee, 1

Unauthorised work stoppages over inter-union disputes 

are provided for as well. If such a stoppage occurs, an 
affiliated organisation is bound 'to take immediate and energetic 

steps to obtain a resumption of work.'* £his language is 

presumably subject to a 'good faith' criterion. It recognises 

that many unauthorised stoppages are beyond the control of 

the central union organisation and that all that can be ex­ 

pected of the union concerned is a good faith attempt to return 

matters to normal.

A further section of the Rule places an obligation on 
affiliated organisations to provide the General Council with 
information concerning any stoppages of work irrespective of 
whether the stoppages are authorised. This obligation extends 
beyond inere notification! the unions must 'inform the General 
Council of the causes and circumstances of the dispute and 
of the steps they have taken or are taking to secure a resumption 
of work.* By 'stoppage of work* is meant an action which 
1 involves directly or indirectly large bodies of workers, or 
which if protracted may have serious consequences.' Since the 
General Council considers any inter-union dispute as having

1 Kule 12(c).
2 Hule 12(f).
3 Hule 12(d).
4
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potentially serious consequences, for trade unionism generally 

if not for the particular industrial setting, it is difficult 

to think of any but the numerically most insignificant work 

stoppages which conceivably could not invoke the operation of 

this section•

The powers of the General Council under ilule 12 are 

few, but significant. First, as mentioned above, 'the General 

Council shall have the power to Investigate cases of dispute 

or disagreement between affiliated organisations and to refer 

such cases to the Disputes Committee* 1 This licence of the 

General Council becomes operative 'Upon notification from aa 

affiliated organisation, as required by [this Rule], or upon 

the application of an affiliated organisation, or when they 

deem necessary* ' The General Council is also granted

• ». the power to summon the contending affiliated
organisations to appear before the Disputes 
Committee of the General Council, and to submit 
all evidence and information that the Disputes 
Committee may deem essential to enable it to 
adjudicate upon the case. 3

Hule 12 also attempts to ensure the primacy of the 

Disputes Committee by stating:

If the parties to a dispute fail to submit the 
case to the Disputes Committee of the General 
Council as provided by this Hule, it shall not 
be permissable for such a dispute to be raised 
at any *inaual Congress. 4

1 'The General Council believe that every strike which takes 
place because unions cannot reconcile their disputes peacefully, 
with what this means in terms of acrimony between trade unionists, 
must be a matter of concern to the trade union liovement as a 
whole... 1 1969 TUG ^Ott- Mfc*
2 Hule 12(f).
3 rtule 12(h).
4 Kule 12(g).
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rurther, Rule 12 provides in the case where 'the complaining 

organisation fails to prove the charge, it shall bear the 

whole cost of the investigation including the expenses 

incurred by the defending organisation.' 1 Though obviously 

intended as a hindrance to frivolous claims being made at

the Disputes Committee, this provision has not been invoked
p in recent years.

Of great importance is how the TUC handles instances 

where unions refuse to carry out decisions of the General 

Council on inter-union disputes. These decisions normally 

would be to the effect that a union must obey an award of 

the Disputes Comittee, Itule 12 provides that where a union

defies such a decision 'the General Council may at once issue
*

a report to all affiliated organisations.'^ Since the ultimate

sanction, found in iiule 13» is exclusion from Congress member** 

ship, a course decided upon by the Congress as a whole, the 

issue of a report to member unions is a serious step indeed. 

If after the report is issued the decision of the General 

Council is still not carried out, the General Council, at its 

discretion, can follow one of two courses. It can report 

the matter to the next Annual Congress where the controversy 

will be dealt with as the Congress sees fit, or it can deal 

with the matter under certain clauses of Hule 13.*
•••,•; • • '.'"•-••*>• •'•*

1 Hule 12(1).
2 '[itule 12(i)j has never been operated in recent years ..., if 
indeed it was ever used.' Correspondence from H. Cannell, 
Assistant Secretary, Organisation and Industrial Relations 
Department, Trades Union Congress, to author on 2 January 1976.
3 Hule 12(j).
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sanction; ^lu^e JQ

ttule 13 provides for the punishnent of unions which are 

in a state of non-compliance with a General Council order in 

support of a Disputes Committee award. Yet, there is no mention 

in Rule 13 of inter-union disputes. The procedures made available 

by this liule to the General Council and Congress are intended 

to deal with an union behaviour 'detrimental to the interests 

of the Trade Union Movement or contrary to the declared principles 

and policy of the Congress. 1 Although acting in contravention 

of a General Council decision on an inter-union dispute is, 

therefore, but one of cany forms of union misbehaviour which 

fall within the ambit of this Hole, it is the particular form 

of misbehaviour upon which this discussion will focus*

Having determined that an affiliated union is engaged 

in activities which constitute a refusal to carry into effect 

a General Council decision on an inter-union dispute f the 

Council is empowered to 'direct the organisation to discontinue 

such activities forthwith and undertake not to engage therein
2in the future. 1 If the union should disobey this directive 

or fail to give an undertaking that it will obey it f the 

General Council can 'order that the organisation be forthwith 

suspended from membership of the Congress until the next Annual 

Congress. 1 ' The General Council, at this juncture, must submit

1 Hule 13(a). .
2 Hole 1Mb).
3 Hole 13(c).
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a report on the matter to the next annual Congress*

1 3 grants to any meiaber organisation which has 

been subjected to the procedures outlined in the Kule a right 

to appeal to the next Annual Congress. 2 The Kule also pronounces 

that the 'Congress gfr»T1. upon such appeal have final authority 

to deal with the matter by way of re~adiaiesion t further 

suspension or exclusion froa membership of the Congress. '

; liule jj,

Rule 11 of the TUG constitution is entitled •Industrial 

disputes'* Considered alone » it bears forcefully on the subject 

of inter-union disputes* Dut when read in conjunction with 

Kulee 12 and 13, and with the knowledge that its central 

concern is with disputes between unions and employers , its 

significance for the purposes of this discussion is somewhat 

diluted, Hole 11 bears upon inter-union disputes not so much 

intentionally (as iiulea 12 and 13 form quite a sufficient 

basis for TUG action) as because its definition of 'industrial 

disputes 1 includes disputes * between one organisation and another 9 

In addition to disputes 'between [affiliated organisations] and 

employers 1 * It is for this reason that a brief examination of 

th© contents of iiule 11 is warranted.

The Hule begins by placing

... an obligation upon affiliated organisations to 
keep the General Council informed with regard to

1 Kule 13(d).
2 itule
3 Ibifl.



224

matters arising between them and employers* and/or 
between one organisation and another, including 
unauthorised and unconstitutional stoppages of work* 
in particular where such matters may involve 
directly or indirectly lar^e bodies of workers. 1

This Kule also provides a general policy guideline 

for the General Council with regard to its intervention in 

industrial disputes!

••* unless requested to do so by the affiliated 
organisation or organisations concerned, the 
Council Bhal.il. not intervene so long as there is 
a prospect of whatever difference may exist on 
the matters in question being amicably settled by 
means of the machinery of negotiation existing 
in the trades affected* 2

This is another clear articulation of the TUG preference to 

further private settlements as opposed to externally enforced 

resolutions of inter-union disputes* Kore than that* however* 

it is an expression of hesitancy on the part of the TUC to 

enter too deeply into disputes between unions and employers*

But where the General Council perceives that other 

workpeople* affiliated through their unions to the IuJC t might 

be forced to stop work or to accept a diminution in terms 

and conditions of employment due to an industrial dispute* 

the General Council can take the initiative and call representatives
•z

of the disputing organisations into consultation* At this point* 

the General Council is to use its

*.. influence to effect a just settlement of the 
difference. In this connection* the Council* 
having ascertained all the facts relating to the

1 Eule 11(a).
2 itule 11(b).
3 Kule 11(c)*



225

difference, rnay tender their considered opinion and 
advice thereon to the organisation or organisations 
concerned.

If the union or unions 'refuse the assistance or advice of 

the Council, the General Council shall duly report to Congress 

or deal with the organisation under ... -Uile 13.'

A^ain, while the language of itule 11 extends to inter- 

union disputes, its cardinal concern is with work stoppages 

caused by disputes between unions and employers. Chis is 

most clearly demonstrated by the final section of Itule 11:

Where the Council intervene, as herein provided, 
and the organisation or organisation© concerned 
accept the assistance and advice of the Council, 
and where despite the efforts of the Council, a 
policy of the employers enforces a stoppage of 
vork by strike or lock-out, the Council shall 
forthwith take steps to crcanise on behalf of 
the organisation or organisations concerned 
all such moral and material support as the 
circumstances of the dispute may appear to 
justify. 2

sutes Principles

1959 Bridlington Congress adopted 'a series of 
recommendations designed to minimise disputes between unions 
over membership questions**5 These recommendations, an 
elaboration of principles first adopted at the Hull Congress

2 Rul© 11(d),
3 4 Quid,© to tJa& Avoidance &£ disputes between 
Settlefiient of Disputes vfl.;th fcm^oyers «, p. 3. For a description 
of the adoption of these recommendations as part of the overall 
failure to achieve any radical reform of union structure in the 
inter-war period, see LoveH and Roberts, A Short History of 
the I.U.O.. pp. 142-143. "
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in 1924, came to be known as the Bridlington Principles or the 

Bridlington Agreement. They were supplemented in 1969 by the 

Special Congress held at Oroydon with two additional tenets 

on the subject of inter-union disputes. Throughout this 

thesis these provisions are known collectively as the 'Disputes 

Principles'*

As cientioned earlier, reference to these Principles is 

not found in the TUC's Rules* Whereas the Holes define broadly 

the TUG 1 e role in inter-union dispute resolution, the Disputes 

Principles begin to give specific meaning to that role* That 

is to say* the Principles are concerned with defining norms 

which, if adopted by member unions , will tend to

inter-union conflict and, if not adopted * will serve as standards 

by which inter-union disputes may be adjudicated* The standing 

of the Disputes Principles within the trade union movement 

is securely based: first* the Principles reflect a large 

consensus within trade unionism as to ethical inter-union 

behaviour; and second , the Principles are not merely abstract , 

ethical propositions adopted by Congress , but are also subject 

to being applied to concrete cases of disputes between TUG- 

affiliated unions by means of a system of dispute resolution 

featuring the Disputes Committee.

The Principles begin by urging unions to develop working 

agreements as a means of minimising inter-union conflict. They 

continue by indicating the procedures which must be followed 

to enable one union to accept members of another. Another 

Principle deals with the subject of when unions may commence 

organising in an industrial unit in which there is another union
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already present. Finally, the Principles treat the prospect 

of both official and unauthorised work stoppages arising from 

inter-union disputes. The account of the Principles which 

follows will group the Principles along the lines of certain 

major subject headings with which they are concerned*

A«

We hare seen that inter-union, agreements exist between

many British unions. 1 Despite the limitations which were noted 

regarding the capacity of these agreements favourably to affect 

inter-union relations, the TUC has warmly endorsed inter-union 

agreements of both the substantive and procedural types. More­ 

over. the Disputes Committee has not hesitated to incorporate
•si

an inter-union agreement into the stated grounds of its award. 

Indeed , the Disputes Committee has been known to grant an award 

specifically on the basis of an inter-union agreement even where
A

there was no breach of the Disputes Principles.

The Disputes Principles encourage member unions in

frequent contact with each other to establish working agree-
5 ments among themselves. These agreements should encompass

questions both of 'procedure for resolving particular issues'

1 See, supra. Chapter Hine.
2 3ee» £&&£&» PP« 200-208.
3 See national Union of General and Municipal Workers and National 
Society of Street Masons. Paviors and Eoadmakors, 1963 TUC Ann. 
Kgp.. 114$ Amalgamated Society of Woodworkers and National 
Association of theatrical and £ine Employees, 1967 TUC Ann* Rep* 
91 1 National and Local Government Officers Association and lational 
Union of General and Municipal Workers, 1970 TUC Anq* lieo. 80.
4 See National Union of Hailwaymen and Amalgamated Union of 
Engineering and Foundry Workers. 1971 TUC Anfl. Eep. 22.
5 Principle 1.
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and 'specific arrangements concerning spheres of influence, 

transfers of members and benefit rights, recognition of cards, 

and demarcation of work. 1 The procedural aspect of the agree­ 

ments should outline the method for processing unresolved disputes

through various levels of union structure and may include
p provisions for third party arbitration. The Principles

contemplate that the substantive part of the agreements will 

usually be bilateral, but that it may be wider in scope and 

include, for example, all unions on the trade union side of

a joint negotiating body.' The General Council stands ready
4 to assist member unions in formulating inter-union agreements.

Also, the Council offers to provide unions in frequent contact
5 with each other advice and assistance on the subject of merger.

B. Enquiry procedures

When seeking to enrol members of another affiliated 

union, TUG unions must comply with, certain enquiry procedures 

as described in the Disputes Principles. These procedures 

stipulate the process through which inter-union membership

transfers are to be completed and the circumstances in which
* * 6 this process may go forward.

1 Ibid.
2 Principle 1, Hote (a).
5 Principle 1, Note (b).
4 Principle 1, Hote (c).
5 Principle 1, Note (d).
6 See, Iflffrft- pp. 244-249 for a discussion of the adjudication 
of disputes arising from non-compliance with the enquiry pro­ 
cedures.
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Accordingly, the second of these Principles pronounces 
that *Ho one who is or has recently been a member of an 
affiliated union should be accepted into membership in another 
without enquiry of his present or former union. ' Ihe latter 

union must reply to such an enquiry within 21 days and must 
mention whether the individual concerned has tendered his 
resignation, is clear on the booics, is under discipline or 
penalty, and whether any other reason might exist which would
operate against the acceptance of the individual's application

P by the enquiring union* If in the opinion of the enquiring
union an unreasonable objection is raised to the individual's 
transfer, the application for membership should not be accepted , 
but, instead, the matter, if it cannot be mutually resolved, 
should be referred to the TUG for adjudication** Where no 
response is forthcoming from the individual's present or former 
union within the 21 day period, the application again should 
not be accepted, but further procedures designed to elicit 
the desired response must be followed by the enquiring union. 
The TOO provides model enquiry and reply to enquiry forms which

1 Principle 2. f!The reference to "recently* .*. shall normally 
be understood to apply to applicants who have contributed to an 
affiliated union during the preceding 52 weeks* Unions should 
however appreciate that this is intended merely as a guide and 
much difficulty will be avoided if enquiries are made in all 
cases where previous trade union membership is known, 1 -Principle 
2, &ote (c)*
2 Principle 2*

4 Ibid. » Where unions are in frequent contact, they should 
advise one another of the appropriate level at which membership 
enquiries should be made. 1 Principle 2, ftote (a).
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member unions are to utilise when enquiring of and responding 
to each other on the question of membership transfer.

Principle 4 states that 'A union shall not accept a 
member of another union where that union objects to the 
transfer (see Principle 2 above), or where enquiry shows 
that the member is (a) under discipline; (b) engaged in a 
trade dispute \ (c) in arrears with contributions.' 2 Where 
a union's rules provide for an individual's expulsion for 
being in arrears* this 'does not necessarily mean that the 
union regards the individual as being automatically free to

•2

join another organisation. l-/ Again, objections to transfer 
perceived as unreasonable by the enquiring union are not to 
be met by acceptance of the individual's application , but 
by attempts mutually to resolve the matter followed by noti­ 
fication of the TUG.

Finally, the Principles require affiliated unions to 
include on their membership application forms questions dealing 
with an individual's past union membership record and his 
current status respecting union membership 4 * Principle 6 
also points out that the fact that dual membership is only 
valid when agreed upon by both unions should also be on 
the membership application form. Unions are advised that 
failure to comply with these requirements might jeopardise

1 Principle 3. 3ee, injia, pp. 248-2^9 for a discussion of the Disputes Committee's response to disputes which arise when these forms are not utilised.
2 Principle 4. Disputes arising in relation to these provisions are discussed, jLnfrq. at pp. 259-261.
3 Principle 4, #ote (b).
4 Principle 6.
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their case In any matter before the Disputes Committee. 

C. The propriety &£ organiftfl^fln^j}, fifflniffi^fffi

It is often the case that unions commence organising

in grades of workers where another union's presence is already
2 felt. The Disputes Principles attempt to define in what

circumstances such organisational campaigns are proper. They 

further attempt to modify their definition to take account 

of certain industrial circumstances.

Unions accordingly are banned from commencing organisational 

activities in any grade or grades of workers in which another

union has a majority of the workers organised and negotiates
* 

wages and conditions for those workers. Whereas no mere toe­

hold in a particular grade will preclude other unions from 

attempting to organise, th© (reneral Council recognises instances 

- where majority organisation was held previously or where an 

organisational attempt has been exceptionally difficult - that 

may not require majority organisation in a particular grade or 

g±*adea to preclude organisational attempts by other unions. 

Where such circujaetanoes exist, 'there should be consultation 

and agreement before another union commences organising

t Note on Principle 6. Disputes arising from a deficient 
application form are described, jE&EEJb at p. 40.
2 The resolution of organisational disputes by the Disputes 
Committee is discussed, £&££&, in Chapter Twelve.
3 Principle 5* This is with the exception of those situations 
where an arrangement exists with the union holding majority 
membership and negotiating rights.
4 Principle 5, ifote (a). The General Council does not wish 
to place 'a premium on non-unionism 1 .
5 Principle 5, Ifote (b).
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activities.

D * Worfc atop-pa/^ea caused fey

The final tvo Principles, adopted by the Special Congress 
held at Croydon in 1969» relate to work stoppages caused by 
inter^unioa disputes. 2hey are the tvo Principles with which 
this study is least concerned, aa they do not establish standards 
for adjudication of inter-union disputes, but place obligations 
on unions respecting industrial action caused by inter-union 
disputes. She first, Principle 7 in the TUC's present scheme, 
proscribes the calling of any official strike over such a

2dispute until the TUC has been able to examine the issues.
Also, if a dispute leading to industrial action short of a strike 
occurs between two or more unions, an obligation rests upon those
unions to inform the WG so that its disputes saachinery might b©

«
activated.-' Where an inter-union dispute has led to an un­ 
authorised work stoppage, th® unions concerned are required by 
Principle 8 f to take immediate and energetic stepe to get their 
members to resume normal working. ** Finally, f the union or 
unions concerned are also required to notify the TOO as soon 
as possible of the dispute and of the stops they have taken, or 
are taking, to secure a resumption of vork, f *

1
2 Principle 7.
3 fold.
4 Principle 8.
5 Ibid.
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Sftg £roceduro fi£ the Disputes Committee

The process of inter-union dispute resolution featuring 

the TUC's Disputes Committee is characterised by informality 

and flexibility. Although Disputes Committee members may 

take judicial enquiry beyond those bounds observed by a trial 

judge, the process essentially relies on the parties to 

represent their respective cases in a manner that will marshal 

the relevant facts* That is to say, it ie an adversary rather 

than an inquisitorial process that is utilised. Although there 

is no single method by which a dispute is brought before the 

Committee, nor any single method by which the dispute is then 

heard, there are methods that are generally followed, and that 

can usefully be described*

The disputes machinery of the Trades Union Congress is 

first brought into play when a complaining union writes to

the TUG alleging that another union has acted in defiance
2of th© Disputes Principles. The correspondence usually contains

1 Kuch of the information which follows was gathered in the 
interviews listed in Appendix B, infr^. Of those trade union 
officers interview^, twu oave chaired .Disputes Committees as 
members of the General Council, fifteen have advocated cases 
before the Disputes Committee on behalf of their unions, and 
seven have been non-chairman members of the Disputes Committee. 
Moreover, a member of the staff of the TUG who has acted as 
secretary to the Dieputes Committee was interviewed. The formal 
'Hegulations Governing Procedure in Regard to Disputes between 
Unions' can b© found in A fruide t.o thft Avoidancf o£ Pi spates 
fcftween Unions an& tfre Settlement uf Disputes with^Employer^'. 
pp. 13-15* and should be contrasted with the procedural account 
found here.
2 In the rare instance, unions party to a dispute will refer 
the matter jointly to the Disputes Committee. ;jee, e.g., 
Association of Scientific, Technical and Managerial Staffs 
and Amalgamated Union of Engineering and Foundry Workers, 
1970 TUC Ann. liep. 110.
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certain relevant information, including a specification of 
which section of the Principles allegedly was contravened 
and at least a sampling of evidence that the contravention 
in fact took place. The proof might include copies of a 
series of letters of resignation received by the complaining 
union from the members in question within a short period of 
time, indicative of an organisational drive by another union, 
and perhaps statements by members and local officials substanti­ 
ating the alleging union's position,

This complaint is then forwarded by the TUC'e Organisation 
and Industrial delations Department - which performs the 
Disputes Committee's administrative functions - to the defendant 
union. A response to the allegations is requested by the TUG 
at that union's earliest convenience. According to a TUG 
staff member, the union complained against usually responds 
by denying all allegations made against it. The only further 
requirement which must be met by the complaining union before 
it can force the defendant union to appear before the Disputes 
Committee is that of a national level meeting between the 
two unions, where an attempt raust be laade to resolve the 
dispute. Usually this national level meeting is held prior 
to the complaint being forwarded to the TUG.

As well as raising the obvious and at times deliberately 
contrived problem of setting a mutually convenient data on 
which to meet, this requirement also raises the definitional 
question of the precise nature of the 'national level meeting'. 
The TUO's answer in the case of two national unions is simply 
a meeting attended by two national officers. But when a national
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union is in conflict with a regional union, a problem may 
arise* The accepted formula in these cases is to match the 
regional union's general gecretary with a regional officer 
from the national union.

Assuming that the national level meeting has been 
held and that a date convenient to both parties has been set 
for then to come before the Disputes Committee, the TlTC's 
Organisation and Industrial Relations Department begins 
to examine the issues presented in the dispute. It is at 
this point that the Deportment decides whether to recommend 
that the parties permit an informal handling of their caee 
to proceed, EB opposed to one leading to the granting of an 
award in the end. If the parties acre©, and an example of an 
instance la which they might is when changing industrial patterns 
provoke friction between two historically compatible unions, 
a single General Council member, nominally the Disputes Committee 
Chairman in such a case, hears the two sides present their 
argument. Typically, the Chairman then recommends a resolution 
to the dispute. This conciliatory role, la contrast to what, 
at least on paper, amounts to arbitration in a full Disputes 
Committee hearing, is the one most to the liking of the TUC's 
General Council, its Organisation and Industrial Relations

2Department, and its member unions.

1 See, e.g., transport and General Workers Union and Birmingham and Midland Sheet Hetal Workers Society, 1960 TUC Ann. H§£. 96.
2 Throughout this thesis, the term 'Disputes Committee 1 refers both to full Committee hearings where an' award is usually forth­ coming and to informal conferences which produce only recommenda­ tions. Where necessary, a distinction will be drawn in the text between those instances in which a recommendation has been issued and thoae in which an award haa been iaaued. Table 10-A shows the extent to which Disputes Committees have issued awards as opposed to recommendations or to taking no action at all. In Chapters JEleven and Twelve, an references to Disputes Committee decisions are to awards unless otherwise indicated*
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If the Chairman's recommendation proves unacceptable 
to one or both of the parties in such an informal hearing, 
the case then proceed® to the full Disputes Committee. Hoet 
cases which arrive at the full Disputes Committee, however, do 
60 without engaging in the interim step of an informal hearing. 
The full Committee is normally composed of a Chairman, drawn from 
the Greneral Council, and two other members, selected from a 
reserve list of trade union officers. This list was first 
compiled after the Special Congress held at Croydon in 1969« 
Before this, three General Council members sat at each full 
Disputes Committee hearing. The purpose of the reserve list 
is to relieve some of the pressures imposed on busy General 
Council members by their Disputes Committee duties. Once a 
year or so the TUC, through its Organisation and Industrial 
Relations itepartrnent, solicits names from member unions to fill 
the list. The unions are not restricted in the number of 
nominations they may put forward, and all are accepted by the 
TUC.

The decision of precisely which General Council member

1 See, e.g., National Union of backing Case i'lakers (Wood and 
Tin), Box Makers, Sawyers and Mill Workers and National Union 
of Furniture Trade Operatives, 1953 TUC Ann. &ep. 97 (informal 
conference)? 1954 TUC ftan. Eep. 101 (full Committee). It is 
relatively rare that an award of the full Disputes Committee 
contradicts the recommendation of the General Council member 
who served as Chairman during; the informal hearing of the same 
case. But for an instance where this occurred, see National 
and Local Ooverament Officers Association; Transport and 
General Workers Union* National Union of Hailwaymen; and 
Transport Gloried Staffs Association, 1969 TUG £n&. Hftp. 95 
(recommendation)! 1970 TUC Ann. Hqp. 24 (award).
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and which members of the reserve list are to be oelectad is 
left up to th© Organisation and Industrial Delations Department. 

Those raaliing this decision exercise thoir prerogative with 

great care; if, for exan^le, a white-collar union is in 

conflict with an industrial union, it is highly unlikely that 

a Disputes Coiaciittee jaeaber will be taken from a white-collar 
union historically antagonistic to the one presently in conflict. 
Adisittedly, given the degree of conpetition within the ranks 

of British trade unionism, conflicts of interest, in so far' 

as Disputes Committee membership is concerned, cannot be 

ruled out absolutely. But it speaks both to the diligence 
of those making the decisions leading to the Cocoittee's 
composition and to th© amount of faith in the Committee possessed 
by the parties that specific objections to the Coeunittee's 
composition have rarely been made.

1'he Organisation and Industrial delations Department 
when constituting Disputes Committees is not guided solely 
by the conflict of interest criterion. Generally, it attempts 
to secure from the reserve liat one officer each from both 
aanual and white-collar unionst AS for the Chairman, no such

•i ;

standard is applied. The Department does operate with the 
knowledge that some General Council members perform the tasks 
required of the Chairman with more proficiency than others. 

These individuals are called upon repeatedly to serve on the 

Committee. Beyond that, the Department ia quite pleased to 

find any member of the General Council with a half day available 
soae time in the near future.

The procedure employed once a meeting of the Disputes
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Committee is convened is quite simple. The complaining union 

is first to state its case. This has been preceded in moot 

instances by a written submission made by both unions prior 

to the hearing. This written argument alone with such documentary 

evidence as is available has already been sent to the TUC, and 

througia the 2UC to that officer or to those officers who will 

Bit on the Cocuaittee. After the complaining union terminates , 

what amounts to a restatement of its written case, along with 

whatever further elaboration of the case it sees fit to make* 

the defendant union responds* The defendant union may wish 

to make a counter-claim which generally win b© disregarded 

by the Committee as not baiag within the terms of reference of

the dispute at hand, but which may in the rare instance produce
p some success. Behaving like an appellate court, the Committee

latmbers often interrupt the presentations of the parties for 

purposes of clarification*

The typical Dioputes Committee hearing lasts approximately 

two hours. There are, however, no formal time limitations.

1 The Dioputes Committee has had occasion to adjourn its
meeting BO as to acquire more evidence from the parties. See 
National Union of General and liunlcipal Workers and ^ilectrlcal 
Trades Union, 1965 TOO Ann,. Ee:a. 100} National Union of 
Hosiery and Knitwear Workers and Electrical, Electronic, 
Telecommunication and iluabing Union, 1974 TUG fo^,. Ee.j3.t8* 
In one case, the Comitte© Chalnpan ended the meeting by 
aayiiiC that he worJld l^ave the TtJC General Secretary write 
to the company which was the site of the inter-union dispute 
in search of more Information. 3ee C'lerical and Administrative 
Workers Union and Transport and Seneral workers Union, 1S71 
2UG iinn. liei). 11.

2 See Regulation J. For an instance where a counter-claim
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Indeed, the hearings are run quite informally? for example,

if questioning is pursued along a potentially embarrassing

line for one union, the opponent union is required to leave

the rooa. At the conclusion of the meeting, both parties are

requested to leave the rooa for a sliurt period, during which

time the Committee members discuss the dispute and its resolution.

As soon as it is determined that no further irJTonaation or

clarification is required from the parties, which is to say

in fact that the decision of the Coniraittee has become sufficiently

clear as not to require the parties 1 further participation, the

two cont$st:LUfe unions are dismissed*

The Chairman of the Disputes Committee and hie two 

colleagues (assucdng that it has been a full Disputes Committee) 
then relate their conclusion and reasoning to a staff member 

froft the Organisation and Industrial Relations Department . The 

staff member later writes up the award and sends drafts of it out 
to the members of the relevant Disputes Committee. Approval 

of this draft is received when the staff contact the Cofimittee 

members later. If there is any degree of disapproval, the 

process simply begins anew with another draft being drawn up 

and sent out. This latter circumstaace is rare. A fortnight 

usually passes between a hearing and the time that the parties 

are officially informed of the award through the post.

The Disputes Committee has seldom refused to hear a 

case because of a lack of jurisdiction. Before the jurisdictional 

expansion of 1S69 which has since permitted the Committee to 

decide in disputes over demarcation of work, recognition, and
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vages and conditions of employraent, the -Jlsputoc Comcdttee
2 

refused to decide in a demarcation dispute and a recognition

dispute, ̂  but in the same period the Committee did decide in 

some demarcation disputes. 4 Generally, the Disputes Conmittee 

has been responsive to any inter-union dispute referred to it 

by the parties.

There were very few complaints lodged against the 

Disputes CocMsiitte© * s procedures by the officers who wore

interviewed in connection with this study. Those complaints
5 

that were made are recorded and discussed in Chapter Fourteen.

the Committee's method of proceeding BQQBC to grant the parties 

the latitude necessary to mak© their strongest arguments while 

simultaneously keepiag the enquiry focused on the dispute 

at hand. The latter aspect reflects the extent to which the 

Disputes Principles shape the procedures of the Gosaaittee* 

Uhe officers who were interviewed talked iii terras of a 

'irincipl© 2 violation 1 or a 'Jfriaciple 5 violation 1 , and not 

in terms of going to th© GoMaittee in order to diecuss inter- 

union relationships generally, this feature of the Committee f e

PP« 216-217.
2 See Shipconstructors aad Shipwrights Association and United 
Society of Boilenaakors, Shipbuilders and Structural Workers » 
1953 5^C Ann. He.p« 100. i'he Committee did in this case grant
an award on a poaching charge.
3 See Clerical and Administrative Workers Union and Iron and 
Steel Trades Jonfedoratioa, 1965 TUC ftgyft. ^ieg. 93.
4 See Shipconstructors and Shipwrights Association and United 
Society of Boilermakers, Shipbuilders and Structural Workers, 
1958 TUC Ann. _ge_p. 96? Iron and Steel Trades Confederation and 
National Union of Blastfurnacemen f Ore i?liaers f Coke workers and 
Kindred Trades, 1953 TUG jforu He.ia. 101.
5 See, infra, pp.
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procedure, and & fortiori of the Principles, also reflects at 

a more fundamental level the conception of the Committee's 

role in regulating inter-union relations held by TUG member 

unions.

1 See, i/ffra. pp. 350-352
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CHAPTER

DISi'UTSS COMMITTEE ADJUDICATION: 

TRMSFEK DISPUTES

The Disputes Committee has tended to decide disputes 

between unions about transfer of members by determining whether 

the procedures as stipulated in the Disputes Principles have 

been followed and by selecting among competing interests which 

form the bases of arguments for or against membership transfer* 

This is to say that once having determined that the enquiry 

procedures have been complied with, the Committee's consideration 

of the dispute has normally been concerned with which of the 

unions is a more suitable representative for the workers in 

the relevant Industrial unit* The latter decision la based 

largely on an assessment of the respective unions' organisational 

strengths and negotiating rights in the industrial unit*

By determining which of the unions Is a better repre­ 

sentative, based on their respective organisational strengths 

and negotiating rights* the Committee tends to decide member­ 

ship transfer disputes in terms of the criteria which emerge 

from the Committee's adjudication of organisational disputes* 

In fact, it may be observed that the Committee with increasing 

frequency has subordinated all other criteria to those which 

emerge from its adjudication of organisational disputes - 

organisational dominance and negotiating rights. This includes 

the criterion of fidelity to the enquiry procedures , which

1 See. supra* pp. 228-231.
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increases substantially in importance as an argument for or 

against membership transfer when the union using it is either 

organisationally dominant, the holder of negotiating rights, 

or both. A complete understanding of the Committee's decisions 

in transfer disputes must therefore await an analysis of its 

decisions in organisational disputes. The aljn of the present 

Chapter § without investigating in detail the nature of organisa­ 

tional dominance and negotiating rights, is to examine the weights 

assigned by the Disputes Committee to arguments based upon 

procedural fidelity, organisational dominance, negotiating 

rights, and other, lesser, factors.

affect of t^e Failure fry either yn^-on to Comply 
Bnouiry Procedures

When one TUC-affiliated union wishes to have present 

or past members of another transferred into it, the union 

seeking the transfer is required by Disputes Principle 2 to 

enquire of the members 9 present or past union, as the case
2may be, in order to ascertain its position on the transfer. 

The union receiving the enquiry must send a reply to the 

enquiring union within 21 days. While the enquiry procedures

1 See, infra. Chapter Twelve.
2 Unions are not required to enquire in regards to a past member 
who has not contributed to an affiliated union during the 
preceding 52 weeks; but it is strongly eug£ested that they 
do so. See Principle 2, fiuj2£at p. 229.

See Principle 2, supra. p . 329.
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as stipulated by Principle 2 are on their face simple enough, 

disputes have arisen between unions because these procedures have 

not been faithfully followed. Koreover, the Disputes Committee 

has often held that the failure to comply with the enquiry 

procedures ia the deciding factor in its adjudication of the 

dispute*

qr nffn-ej^atent replies \p enquiries

A dispute may arise when a union which receives 

enquiries regarding transfer of its member does not reply 

to the enquiring union in the time specified by the Disputes 
Principles (now 21 days) formerly 14 days)* Receiving no 

response » the enquiring union often accepts into membership 

the workers in question. A dispute arises when the workers' 
original union later complains of an improper acceptance. 

The Disputes Committee has held that a union not receiving a 
reply to its enquiry within the specified time is not auto­ 

matically free to accept the members in question. This is 

particularly true where the members 9 original union holds 

sale negotiating rights in the relevant industrial unit, 2 

or where the members 9 original union has organisational 
dominance in the industrial unit,*

1 See National Union of General and Municipal Workers and 
National Silk Workers and Textile Trades Association, 1953 TOO

2 See Transport and General Workers Union and Guild of Insurance 
Officials, 1965 TUG £nn. J&fc. 98$ National Union of General and 
Municipal Workers andHeating and Domestic Engineers Union* 1963 
TUG £afl. aep. 96.
3 See National and Local Government Officers Association and 
National Union of Public Employees, 1967 TUG Ann, liep. 109.
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The Disputes Committee has applied a presumption as 
to the continued validity of the membership claims of the 
members 1 original union* Thus, where one union accused of 
poaching argued that it sent enquiry forms to the members 1 
original union! but never received a reply , the Unamittee chose 
to favour the complaining union which maintained that it 
never received any enquiry forms respecting the members and 
therefore could not send a reply. Likewise, where a union 
did not respond to enquiries for several months , veil beyond 
the time limit specified, the enquiring union was still bound 
by those tardy responses since the members in question were

onot yet accepted when the replies were finally received, 
Similarly, in a case where no reply to enquiry forms were 
sent in response to properly submitted enquiries , yet the 
enquiring union was otherwise informed that the members 1 
present union was against their transfer , this was held to 
be tantamount to the members 1 present union having responded

"X

negatively on the reply to enquiry forms. Only in a case 
in which the Disputes Committee strongly suspected a deficiency 
to exist in the internal procedures of a union designed to 
respond to enquiries by other unions was it held that a failure 
to respond to enquiries served to validate the transfer of the

1 See Amalgamated Society of Boilermakers, Shipwrights, Black­ smiths and Structural Workers and Amalgamated Engineering Union. 1968 TUC Ann.
2 See Amalgamated Union of Engineering Workers (Foundry Section) and Association of Scientific, Technical and Kanagerial Staffs. 1973 TOG Ann. £&£. 11.
3 See National union of Bailwaymen and Transport and General Workers Union, 1973 TUG &$&. j^. 15.
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members in question*

abaenqq qf enquiry

At times, a union will accept workers in full knowledge 
that they are enrolled in another union and simply not bother 
with submitting an enquiry to their union • In this case,
the accepting union has been held to be in breach of Principle

22 and the acceptance of the workers has been invalidated,
In one dispute, a union attempted to circumvent the enquiry
requirement by permitting the accepted workers to retain their

"3 
original union cards in addition to their newly acquired ones.
Notwithstanding this manoeuvre, the Disputes Committee awarded 
that the accepting union had breached Principle 2 and that 
the workers had to be excluded.

Enquiries are a requirement even where due to its 
organisational dominance a union would be likely to have the 
support of the Disputes Committee in having the workers concerned

etransferred into membership. In one situation, where a union

1 See Itational Union of General and Municipal Workers and 
Amalgamated Society of Boilermakers, Shipwrights, Blacksmiths and Structural Workers, t972 TUG Ann- Ilffp. 9.
2 See National Union of Vehicle Builders and Amalgamated Society of Painters and decorators, 1967 TUG Ann. E^p. 111.
3 Principle 6 points out that dual membership is viable only when both unions agree on the matter. See Principle 6, supra . p. 230.
4 See transport and General Workers Union and United Boad 
Transport Union, 1968 TUG Jnn.. Rep. 133.
5 See Association of Scientific, technical and imnagerial Staffs and National Union of General and Municipal Workers, 1969 XUC 

. J&£. 99.
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ted both organisational dominance and an agreement with manage­ 
ment for certain grades into which members of another union 
had their employment transferred, that onion which was dominant 
and held the agreement was still required to engage in the 
enquiry process before accepting the workers. Moreover, in 
a case where the basis of a union's organisation in a certain 
industrial unit - a particular type of work performed there - 
was moved to another plant by management , its remaining members
in the unit were only capable of Joining other unions once the

2 enquiry procedures were complied with by those other unions,
The requirement to follow the enquiry procedures waa also pressed 
upon a union which accepted meobers of a second union, even 
though they were originally recruited by the second union while

•a
the first union was in dispute with the company.^ But where 
acceptances of members of another union took place on the basis 
of local practices governing enquiry - a general letter of 
enquiry in this case - rather than on the basis of the techni­ 
cal requirements of the Disputes Principles, the Disputes Committee 
displayed a willingness to validate the acceptance of the workers

4.into their new union.

C. Inadequate TOflflirtrtPg and replies

Since the TUC provides model enquiry and reply to enquiry

1 See Association of Supervisory Staffs, Executives and Techni­ cians and national Union of General and Municipal Workers. 1966 TOG J. sp« 104*
2 See Amalgamated Society of wire Drawers and Kindred Workers 
and National Union of General and Municipal Workers, 1968 TUG

> He.p. 116.
3 See Furniture, Timber and Allied Trades Union and Transport and General Workers Union, 1972 TUC Ann* Ilep. 19.
4 See National Union of General and Municipal Workers and 
Amalgamated Union of Engineering and Foundry Workers, 1969 TUC Ann. Rep. 133.
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forms which member unions have adopted when dealing with 

membership transfers , trouble ©eldoia arises due to the in­ 

sufficiency of these instruments* The Disputes Committee, 

however, found it necessary in one dispute to point out that 

separate enquiries should be submitted for each worker in 

question. As far as replies are concerned, the Cocaniittee 

expressed its displeasure in a case where a union enclosed 

with returned enquiries a covering letter which indicated a 

refusal to transfer the members in question; each enquiry
2form must be treated on its own. This was not deemed to be 

a breach of Principle 2. Further, the Cosaaittee in another

case urged that the model forms be utilised rather than simple
*

letters when responding to an enquiry.*'

XI.

A.

Since it is now the case that membership transfers are 

not categorically refused at the Disputes Comtaittee, but instead 

the members* original union must give reasons for not approving

1 See National Union of Public Employees and Transport and 
General Workers Union, 1974 2UC ^n/|- foep. 9.
2 See National Union of Public Employees and national Union 
of Water Works Employees, t970 0?UC J^» Rep. 61.
3 See National Union of General and Municipal Workers and 
Association of Scientific, Technical and Managerial Staffs, 
1971 3?UC Ann. |&£. 18.
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of the transfer, the organisational doiainance and negotiating 
rights of the original union have assumed great importance 
as reasons to refuse the transfers. It was accordingly held 
not to be unreasonable for a union to refuse to transfer 
members in an industrial unit in which it presently had 
organisational dominance as well as the negotiating rights for 
the unit. Whereas organisational dominance is usually defined 
in terms of having a isajority of eligible workers in the 
Industrial unit in membership, the Disputes Committee in one 
case accepted tiie standard of majority membership discounting

2non-unionists* The Disputes Coiaaittee in another dispute 
excused a union which had not sent timely replies to enquiries 
since that union had organisational dominance and negotiating 
rights in the relevant unit. While it was not held that the 
union accepting the members did so in contravention of Principle
2, the act of acceptance was still held to be in violation•»
of Principle 5* Ehe Coranittee also excused the absence of
replies when the union in receipt of the properly submitted 
enquiry forms was a signatory to the relevant negotiating 
agreement and the union seeking the transfer was not.

In a case where former members of a union which presently 
held sole negotiating ri$its in their area sought out new

1 See Association of Professional, Executive, Clerical andComputer Staff and Iron and Steel Trades Cenf ©deration, 1972roc . • is*
See Jiational Union of Public mployees and iiational Union of Water Works Employees, 1970 TUG Aq^. flep« 61.

3 See United Bocul Transport Union and Transport and General Workers Union, 1969 TUC &&. Rep. 106.
4 See National Union of General and liunicipal Workers and Heating and Domestic hngineers Union, 1963 TUC 4on. lj^a 96.
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union affiliation and were enrolled by another union, that 

other union was held to have breached Principle 5 in accepting 

them. At the root of the decision was the bargaining superiority 
of the members 1 original union. In a related type of case, 

a union which had the negotiating rights and the membership 

until recently of a majority of workers in the industrial 

unit did not act unreasonably, according to the Disputes

Committee, in refusing to transfer its members to another
o

union. Similarly, where one union was party, along with
another union* to an agreement with management for a certain 
grade, but a third union requesting the transfer of some members
in that grade was not, the first union was held to have acted

3 reasonably in refusing to transfer the members*

legotiating rights granted at the national level which 
are held by one union can come into conflict with the organi­ 
sational dominance and negotiating rights of another union 
in the locality. When deciding on the legitimacy of organi­ 
sational expansion, as will be seen in the next chapter, the 
Committee normally favours the union whose plftlffl is based upon 
its local dominance and negotiating rights. But in dealing 
with one transfer dispute, it was held that a signatory to a

t See National Union of General and Municipal Workers and
Amalgamated Union of Building Srade Workers, 1954 1VUC Ann. &ep. 96. «-*«**

2 See Association of Professional, Executive, Clerical and 
Computer Staff and Society of lithographic Artists, Designers, 
Engravers and Process Workers, 1973 3?UC Anq. gq.p. 21.
5 See Tobacco Workers Union and Association of Scientific, 
Technical and Kaaagerial ataffs, 1969 TUG Ann* Eer>» 91.
4 For a discussion of inter-union disputes arising from the 
existence of different levels of negotiating machinery, ©00, 
supra* pp. 122-12^.
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r ' meaber ship

national agreement with management was not unreasonable in 

refusing to transfer its members to the union dominant in 

the locality.

B. Oraran^ffltjtonifrH, ^QJBJQ&^gf® &Ad, fiffi^offiatlog rights as, 
reasone

The greatest single change in Disputes Committee 

adjudication since Dr. Lerner completed her study has been 

the frequency with which the Disputes Committee has approved 

membership transfers in cases where the union seeking the 

transfer was organisationally dominant and the possessor of 

negotiating rights in the relevant industrial unit. Thus, it 

was held by the Disputes Cocuaittee that for a union to refuse 

to transfer members into another union which had a aajcrity

of the workers in the relevant grade in membership along with
2 the negotiating rights for the grade was unreasonable. X'his

situation usually arises when the workers concerned have their 

employment transferred into an area clearly within the sphere 

of influence of another union. The dominant organisational 

position and negotiating rights of the accepting union also 

served to validate transfer in a case where the members concerned 

were in arrears with contributions as members of their original 

onion (providing that the arrears were paid prior to transfer).^

1 See Association of Scientific, technical and Managerial 
Staffs and Iron and ateel i'rades Confederation, 1972 TUG 
Ann. Eep. 15.
2 See Association of Scientific, technical and Managerial 
Staffs and Amalgamated Union of Engineering workers U 
Section), 1972 TUC J&n.. kg£. 25.

See Electrical Blectronic telecommunication Union/Plumbing 
Trades Union and Transport and General Workers Ifrion, 1971 
OJUC Ann, itet). 4.
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Transfers have been upheld solely on the basis of 

negotiating rights, accordingly, where one union was repre­ 

sented in the bargaining i^achinery for a grade and a second 

union was not, that second union was held to have acted un­ 

reasonably in refusing to transfer its members in the relevant 

grade to the first union. Similar ly, transfers have been 

upheld solely on the basis of organisational doininance. In a 

case where both unions were represented in the joint negotiating 

machinery, for example, and one of the two had a substantial 

majority of the workers in raernbership (112 of 115), the other 

union, despite its negotiating rights, was held by the Disputes

Committee to have refused unreasonably to transfer those members
2who wished to join the union with majority membership.

Training programmes may change an employee's job so 

that it falls within the organisational ambit of a union other 

than his present one. Iu such a case, the Disputes Committee 

held that the workers 1 original union was required to transfer 

members completing the programme to that union dominant in their 

new setting. In a case where a grade of workers was subject 

to organisational claims of both manual and white-collar unions 

based on alternative sources of negotiating rights, but where

1 See Association of Scientific, Technical and Managerial Staffs 
and Union of Construction, Allied Trades and Technicians, 1972 
^UC Ann. Ket>. 36.
2 See Amalgamated JEngineering Union and Association of Supervisory 
Staffs, Executives and Technicians, 1963 TUG Ajm. riep. 109.
3 For a discussion of how disputes arise from this circumstance, 
see, supra, pp. 1^3-1^«
4 bee National Union of General and Municipal Workers and 
National Society of Street frasoas, Saviors and Hoadmakers, 
1963 TUG AQQ. Hep, 114.
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the white-collar union had a vast majority of workers in the 

grade in membership, the manual union was said to have acted 

unreasonably in refusing to transfer the members.

ffaqtorg Influencing Disputes Committee Awards 
in transfer Disputes

There are many factors in addition to due observance 

of procedure, organisational dominance, and negotiating rights 

which are brought to bear on the question of whether to 

uphold a membership transfer at the Disputes Committee. 

These factors may be derived from situations involving union 

officials. It may be, for example, that the activities of

local officials involve unions in inter-union membership
2 conflict. Perhaps there exists a tradition at the local

level regarding membership transfer which is not in strict 

compliance with the enquiry procedures of the Disputes Principles. 

In another circumstance, the length of time it takes one union's 

officer to complain about an enroaohment by another union may 

mean that months or even years pass before the dispute is heard 

by the Disputes Committee.

There are also many factors which bear upon the Disputes 

Committee's decision which aiay be derived from situations involving 

particular workers or work groups, -terhaps the workers are

1 Dee National and Local Government Officers Association and 
Electrical, Electronic, Telecommunication and Plumbing Union, 
1374 TUC Aaa. fop* 23.
2 See, supra, pp. 28-32.
3 See, supra, p. 113-
4 See, supra. p . 10?.
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in dispute with oana&drnent or in dispute with their own
2 7 unions* In other situations, the promotion of workers or

the unwillingness of workers to admit to past or present 

union membership upon application to another union** may have 

a bearing on the decision of the Disputes Committee. In yet 

other situations t workers may claim that they will become non-
c

unionists if not permitted to transfer unione, or perhaps they 

will wish to transfer to union© which are better suited to their 

occupational interests. £hese factors will be reviewed in 

this section with a view to assessing the Influence they have 

on judgments of the disputes Comittee.

A. The inj.ti^t^ve of local,

It was held by the .Disputes Committee in one case that 

the ignorance of the accepting union's local officials of the 

requirements of the Disputes principles was neither a justi­ 

fication nor an excuse of sufficient weight to validate the
7ensuing improper transfer. Similarly , but with the opposite 

result , where a union claimed at the Gomlttee that its members

1 See, frupi'a. pp. 96-97.
2 See, ftqpra. pp. 49-52.
3 See, supra. Chapter Four.
4 See, ejapra_t pp. 39-^0.
5 See, suara. pp. 127-128.
6 See, ffupra. pp. 59-66.
7 See Association of Supervisory Staffs, Executives and 
Technicians and National Union of (reneral and Municipal 
Workers, 1966 TUO ^n&. Eejg. 104.
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were transferred en the approval of a local official who 

did not have the authority to tyrant such approval, the award 

cf the Disputes Committee validated the transfer. The union 

accepting the members preoucmbly could not be held to be 

responsible for the lack of competence of the branch secretary 

who exceeded his authority in approving the transfers. But 

where the officer's lack of competence in approving the member­ 

ship transfer was coupled with the organisational dominance

and negotiating rights of his union in the relevant setting,
p

the transfer was not approved by the Disputes Committee.

B» Informal practice contrary to the Msputeq Principles

That the provisions of the Disputes Principles are 

not strictly observed in every industrial situation must bo 

obvious. Yet, claims made at the Disputes Committee on the 

basis of a local practice which clearly contradicts the Disputes 

Principles have seldom received support in Committee awards. 

Thus, a union f s arguing that poaching and counter-poaching 

are inevitable and regular occurrences at the local level in

a ajulti-union context did not persuade the Msputes Committee
•5 

to condone such practices. In a related kind of dispute, a

defendant union's claim that the complaining union was in fact

1 See Amalgamated Society cf woodworkers and Association of 
Scientific, Technical and Managerial Staffs, 1969 TUC Ana, flap. 
127.
2 See National Union of Blast furaacemen, Ore Miners, Coke 
V,orkors and Kindred Trades and Amalgamated Society of Boilormakers. 
hipwrights, Blacksmiths and Structural workers, 1^68 TUG Ann. 

128. ••
See Transport and General Workers Union and National Union 

of Public Eaployeee, 1961 SUC Ann. Sep. 99.
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the first to breach the Disputes Principles by wrongfully 

accepting members of the defendant union, and that these were 

e same members whose improper acceptance back into their 

original union was presently alleged, was not upheld by the 

Disputes Committee. In another dispute, the complaining 

union conceded that a tradition existed between the parties 

at th© local level that membership transfers were to be handled 

without written enquiries. Nevertheless, once one of the 

unions complained to the Committee, the tradition, as far 

as the present case was concerned, was brought rapidly to an
2end. The Committee, however, has approved the acceptance of 

one union's members by another union In accordance with a local 

practice which did not adhere totally to the technical enquiry 

requirements of the Disputes I'rinciplee, although this local 

practice did involve a more informal method of enquiry. In on© 

such case, consultation between the unions occurred at plant 

level. Also in this case, the union seeking the transfer was

found to be organisationally dominant and to hold the negotiating
« 

rights for the workers 1 department.^

C. Tfcft tiiae factor

Because it la sometimes the case that Inter-union disputes

1 Sec Association of Professional, lixecutlve, Clerical and Computer 
Staff and National Union of General and Municipal Workers, 1973 
^c 4&&* *&£• 9f Association of Scientific, Technical and Kanagerid. 
Staffs and amalgamated Union of Engineering Workers (technical and 
Supervisory Section;, 1974 TUC Ann, iiep. 12.
2 See Association of Supervisory Staffs, Executive© and Technicians 
and iilectrlcal trades Union, 1965 ItfC Ann* iiep. 97.
3 See Transport and General Workers Union and Amalgamated Union 
of Engineering and Foundry Workers, 1970 TUC Ann. jiff p. 76.



258

reach the Disputes Committee months, or even years, subsequent 

to an allegedly improper transfer having taken place, a special 

problem arises for the Committee. The passage of time may make 

events in the locality difficult to reverse. Aware of this 

fact, the Disputes Committee may exercise its discretion so 

as to avoid making an award which has little chance of being 

implemented. Thus, where a case of poaching occurred in an 

industrial setting where there was a history of wrongful 

acceptances and took tnro years to reach the Disputes Committee 

hearing, the Committee decided to permit the poached members 

to retain their new membership. Likewise, in an Instance la 

which wrongful acceptances had clearly occurred, but an 

extended period of time had elapsed since the violations, vith

the effect of tanking events In the locality virtually impossible
2

to reverse, the Disputes Committee withheld its award. More­

over, in a situation in which a union wrongfully accepted 

members of another union, bat had since the wrongful acceptances 

achieved overwhelm or organisational dominance to couple irith 

its negotiating rights in the relevant industrial unit, the 

Committee did not award that the workers were to be excluded . 

Influencing the decision was the Committee's belief that the 

offended union had not objected promptly enough to the wrongful 

acceptances.'

1 See Amalgamated Engineering Union and Transport and General 
Workers Union, 1962 TOG J&n. Rep. 95.
2 See Transport and General Workers Union and Society of 
Graphical and allied trades, 1970 TuO .mi^ Ucp. 144.
3 See Transport and General Workers Union and national Union 
of Kailwsymen, 1970 TUG £n£. ftej?.
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Workers ia dispute with maaa^oiaent and J&fiiE unions

It was held in one dispute that a union's acceptance 

of members of another union during the latter union's official

dispute with the employer was improper. Not only is such an
p 

acceptance normally in contravention of irinciple 4(b), but

typically such an acceptance occurs without a proper enquiry 

being made of the members* original union as well* It was 

held in another case to be 'contrary to the spirit of Principle 

4(b) f , to accept individuals who were disgruntled with their
i

union's decision to take industrial action. Additionally* 

where members of a union took exception to a public statement 

of a leader of their union, it was improper for another union 

to enrol them, especially since the original union was both 

organisationally dominant and the holder of negotiating rights 

for the workers*4 But in another dispute it was declared to 

be unreasonable to refuse to transfer individuals disgruntled 

with their union's representations on their behalf , when the 

union seeking their transfer was organisationally superior to 

the first union in the industrial setting and, unlike the first 

union, had places on the relevant Joint negotiating committee • 

A constant point of friction between unions has to do

1 See Ajaalgaraated Union of Engineering and Foundry Workers 
(Foundry Section) and Associated Metalworkers Society , 1971 

Hep. 29.
2 See, supra. p. 230*
3 3ee national Union of Bailwaymen and Association of Supervisory 
Staffs, Executives and Technicians, 1964 TUC Ann, ttep. 97.
4 3ee Iron and Steel trades Confederation and Electrical 
Trades Union, 1965 TUC Ann, flap* 122.
5 3ee Union of Shop, Distributive and Allied Workers and 
National Union of Public Employees, 1966 TUC An^> jfoj» 100.
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with the potiition of individuals who are in conflict with a 

union over their membership status. There is an uncertainty 

regarding the precise point at which an individual severs 

his ties with his original union and thereby becomes available 

for recruitment by other unions. Disputes Committee adjudication 

has done little to clarify the situation. For example, even 

where a union's presence in a firm was slight and some individuals 

employed there had been out of its membership for twelve to 

eighteen months , another union in the firm was not entitled

to recruit the individuals without complying with the TUC's
2enquiry procedures. A similar conclusion was reached in a

case where the individuals concerned t who had been non-members 

on average for nine months, were held to have been wrongfully 

accepted by another union, in part because the enquiry procedures
X

were not followed. Yet, in a case in which individuals were 

in arrears with contributions for fifteen months, though not 

officially excluded from their union, it was held by the Disputes 

Committee that they were subject to being recruited by another 

union despite their original union's recognised status at their 

work site. Also, the existence of arrears of contributions 

did not invalidate a transfer of members into a union organisation­ 

ally dominant in the area so long as the members' original union

1 For a discussion of this uncertainty, see, supra, pp. 2^-27.
2 See National Union cf General and Municipal Workers and 
Amalgamated Society of Boilermakera , Shipwrights, Blacksmiths 
and Structural workers, 1967 i'UC Ann. Itej?. 99.
J See Iron and ^teel Trades Confederation and Association of 
Scientific, Technical and Managerial Staffs, 1969 TtfC Ann. Hep. 
121.
4 See United lioad Transport Workers Association and Transport 
and General Workers Union, 1964 IUC Ann, itep. 102.
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received its overdue contributions. 

E» ffiie * non— unionist * argument

Often in cases in which a union is accused of accepting 

members of another union in defiance of the Disputes Principles, 

the accused union, as a last line of defence, will counter by 

arguing that if the members in question are excluded they will 

refuse to rejoin their original unions for the Disputes Committee

so to award, therefore, is for the Committee to encourage the
2 existence of non-unionists. The Disputes Committee has not

•*
been persuaded by this argument.-^ In a case arising from a 

related situation, where one union enrolled workers who had been 

non-unionists for twelve months, but then excluded them when 

their original union protested, the fact that the workers refused 

to rejoin their original union and remained non-unionists was 

held not to mean that they were available for a second recruitment 

by the union which had excluded them.

In a closed shop situation, of course, the non-unionist 

argument has no relevance, as union membership in one of a 

specified number of unions ia required of all employees. Iet» 

the exiotence of a closed shop ia which the requirement of 

union membership is not confined to one union has produced 

an alternative line of reasoning aimed at the same result as

t See Electrical Klectronic 'telecommunication Union/Plumbing 
Trades Union and Transport and General Workers Union, 1971 TUC 

4.
2 See, sur>ra. pp. 127-128.

•»• <

5 See Rational and Local itovernment Officers Association and 
National Union of General and Municipal Workers, 1970 TUG Ann. 
liep. 80.
4 See Amalgamated Society of Woodworkers and National Union of 
Water Works Employees, 1969 TUC Ann, uep. 88.
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the non-unionist argument* This line of thought would have 

it that a worker in such a situation should he allowed the 

freedom to move from one union's membership to another f s 

when the second union ia also party to the closed shop. This 

argument has also found disfavour at the Disputes Committee. 

The Committee's position here may circumscribe individual 

choice of union membership needlessly, as in a multi-union 

Oloeed shop situation it is unlikely that membership transfers 

among the unions party to the closed shop would deleteriously 

affect settled bargaining arrangements and patterns of union 

organisation*

F * ?fee acfo QjT individual workers

while in most Instances individual workers tend to be

affected vitally by Disputes Committee awards which are based
2on the actions of trade unions as collective entitles 9 it

sometimes occurs that the opposite is true. Thus, in a situation 

where workers, when applying to join a trade union, did not 

admit to their past or present trade union membership, it 

was no defence against a claim of Improper acceptance for the

trade union accepting them to plead ignorance of the workers'
•$ 

previous union affiliation*" The same result was reached in

a case where the fault was attributed to the accepting union's

1 See Union of Shop, Distributive and Allied Workers and 
National Amalgamated Union of Life Insurance Workers, 1957 TUG

. 92.
2 Individual union members, of course, have no locus 
before the Committee.
3 See Amalgamated Union of Engineering and Foundry Workers and 
Association of Scientific, Technical and Managerial Staffs. 1971 
TUC Ann. Keo. 15.
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application forme, which did not comport with TUC specifications 

which require that the applicant be asked to list past and 

present union membership. In another case in which the act 

of an individual worker brought unions into conflict - where 

despite local pressure to transfer unions the worker refused to 

do so because to transfer would be to sacrifice benefits which 

had been accruing to him in his present union - the Committee 

recommended a dual membership arrangement which would protect
2the member*s benefit rights* The Committee in this circumstance 

did seek to afford the individual's position a measure of 

support, although significantly not by means of an award*

®» yfeQ upward nobility of tfre workforce

The promotion of workers from a job which their present 

union covers to a Job which falls within the sphere of influence 

of unions other than their present union is a frequent source
•at

of inter-union conflict. Usually these cases involve white- 

collar unions entering into conflict with the unions to which 

the workers belonged before their promotion into white-collar 

grades* At issue usually is the reasonableness of the refusal 

of the workers 1 original union to transfer them, fchere one 

union believes another f s refusal to transfer la unreasonable f 

the proper path to follow is to com© to the Disputes Committee

1 See National Union of General and Municipal Workers and 
Amalgamated Society of Boilermakers. Shipwrights. Blacksmiths 
and Structural Workers, 1968 TUC &&. lie p. if 9.
2 See National Society of Metal Kech&nics and Heating and 
Domestic Engineers Union, 1967 TUG Ann, ites. 9%
3 See, pupra. Chapter Four.
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and so to complain* Thus, it was held in a typical case that 

where a worker upon promotion applied to join a white-collar 

union which was organisationally dominant in the industrial 

unit into which he was promoted, and that worker was not under 

discipline or in arrears , it was unreasonable for his original 

union to refuse to transfer him* This was in spite of his 

original union's representation ou the joint negotiating council 

for the grade on which the white-collar union had a majority
2of seats. In another case, however t the Committee took the 

position that it was not unreasonable for a manual union to 

refuse to transfer a worker promoted into a grade for which a 

white-collar union had negotiated terms and conditions for
•SL

several years. It may be said that the latter decision represents 
a point of view on the Committee which has been exhibited with 
decreasing frequency in the past decade, during which time 

promotion disputes have coma to constitute a large part of 
the Committee's caseload.

Special difficulties arise when the promotions are 

due to the efforts of the workers' original union. In one 

such case, the white-collar union which had negotiating rights 
for the grade concerned accepted the workers into moiabership 
despite the objections of their present union. The white- 

collar union received a sharp rebuke in the Disputes Committee

Ceramic and Allied Trades Union and Association of 
Scientific, Technical and Managerial Staffs, 1971 TUC 
Hep. 37. 3ee also Principle 2, auqra. p. 229.
2 See Amalgamated Engineering Union and Association of Super­ 
visory Staffs, Executives and Technicians, 1962 TUC An&. ftep. 97.
3 See Association of Scientific, Technical and Kana^erial 
Staffs and Amalgamated Union of Engineering Workers, 1970 TUC
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report for having accepted the workers, but nevertheless 

was permitted to keep them in membership since the manual 

union's refusal to transfer them was held to be unreasonable. 

But in a case where the manual union's efforts led not to 

a promotion but to a general elevation of a grade of workers 

into a status resembling that of supervisory workers, the

manual union's refusal to transfer the workers in the grade
oto a white-collar union was held to be reasonable.

H* Tfte conf^±c\ foftwfien membership plaims and T|ob claims

i, frequent irritant in inter-union relations is the 

presence of one union's members performing a job which another 

union claims constitutes its sphere of Influence. Typically, 

general or industrial unions are brought into conflict with 

craft or other occupati anally-based unions. The Disputes 

Committee has taken no clear line on these cases; yet, a 

principle, still tentative, has emerged from its decisions. 

The awards in these cases have been based, for the most part, 

not on favouring Job claims over membership claims, or the 

opposite, but, as is generally true with other transfer cases, 

on factors such as the relative organisational strengths of 

the unions, the adherence to the procedural requirements of the 

Disputes Principles, and the negotiating rights of the parties.

1 bee National Union of General and Municipal Workers and 
Association of Scientific, Technical and Kaaa^erlal Staffs, 
197C TUG Ann. Ken, 68.
2 See Electrical Electronic Telecommunication Union/ Plumbing 
Trades Union and Association of Scientific, Technical and 
Managerial Staffs, 1969 TUG Ann. Itep. 107.
3 See, suflra. pp. 98-99.
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Thus, while it is true that the presumption remains in 

support of the continued validity of the membership claims 

of the original union, it is increasingly true as well that 

in cases where a union catering for a particular occupation 

seeks the transfer of members of another union who perform 

the occupation , and the union seeking the transfer 1 ) is in 

compliance with the procedural requirements of the Disputes 

Principles, 2) is organisationally dominant in the grade 

concerned, and 3) is the negotiator for that grade, it is 

likely that the transfer will be approved by the Disputes 

Committee, The outcome is less certain, of course, where only 

one or two of these three factors can be sumiaoned up in support 

of the union seeking the workers 1 transfer.

In one case where a union's members had performed a 

specialised occupation for an extended period of time ia an 

industry and that union had on the particular site a large 

majority of the specialists in membership, it was held to 

be unreasonable for another union whose members had begun 

to perform the speciality to refuse to transfer the members 

to the first union. In another case, where a group of workers, 

members of a general union, were put into a position where 

th*y were doing craft-like work, but were being paid less than 

the standard rate for their efforts, the Disputes Committee

held that they should be transferred to the relevant craft
2union. In yet another case, where the nature of the work

1 See Constructional Engineering Union and United Society of 
Boilermakers, Shipbuilders and Structural workers, 1963 1HJC 
Ann, £&£« 112,
2 S«t Transport and General Workers Union and United Society 
of Bcilermakers, Shipbuilders and Constructional workers, 
1962 TUC Ann. Eep, 100.
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done by members of one union changed over time to resemble 

occupatioually the work performed in grades in which a second 

union had negotiating rights and organisational dominance* 

it was held to be unreasonable for the members 1 original 

union not to transfer them.

But where a general union had a seat on the relevant 

negotiating panel and had before the allegedly improper 

acceptances enjoyed organisational doiuinance in the industrial 

unit, and where the second union, one with a specific focus 

to its recruitment, did not abide by the procedural requirements 

of the Disputes Principles, it was held not to be unreasonable

for the general union to refuse to transfer the members
2 concerned. ^oreover, in a dispute arising because members

of a general union were upgraded into craft-like work, the 

craft union which accepted them was defeated at the Disputes 

Committee because of its departure from the enquiry procedures* 

y t the Committee held that members who left one union

to Join another because their new union secured a higher wage 

rate for their occupational speciality had to be excluded from 

their new union because of the absence of enquiry.

Conclusion

It was stated in. the Introduction to Part II that a

1 See Association of Scientific, Technical and Managerial Staffs
and Amalgamated Union of Engineering Workers (Technical and 
Supervisory Section), 1972 TUQ fton. lieo. 3.
2 See Transport and General Workers Union and National Union of 
Water Works Employees, 1970 TUC Ann. Kg p. 122.
3 See Transport and General Workers Union and United Society of 
Boilermakers and Iron and Steel Shipbuilders, 1951 TUC Ann. JJafc.11 2.
4 See Amalgamated Engineering Union and United Society of Boiler- 
makers, Shipbuilders and Structural Workers, 1954 TUC Ann, &ep» 98,
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principle is emerging from the idsputes Co^uiiittee's udjindication 

of transfer disputes* fchat principle was stated ae follows: 

where a union requests a membership transfer from another union 

but is refused, and where the'requesting union 1} is faithful 

to the TUC's transfer procedures, 2) is organisationally 

dominant in the industrial unit concerned, and 5) is th« 

possessor of negotiating; rignts in the unit, then it is in­ 

creasingly the case that the transfer will be approved by the 

Disputes Committee. It was further stated that where the 

requesting union cannot summon up all three of these factors, 

the Committee has, with less frequency, approved the transfer 

based on one or two of these factors. This Chapter has presented 

the decisions of the Disputes Oomiaittee which have given rise 

to this principle, and based on that presentation the principle 

must now be qualified.

First, faithfulness to the transfer procedures of the 

dispute a jrrinciplea will uever serve alone as the basis for 

the Committee's approval of a transfer. It must always be 

coupled with either the requesting union's negotiating rights 

or ita organisational dominance in the relevant industrial unit. 

Preferably it will be coupled with both, oecond, the Disputes 

Committee' s application of this principle is not as systematic 

as might have been inferred from the reading of this Chapter. 

This is to say that the Committee does not necessarily at 

the outset of its enquiry establian whether the transfer pro­ 

cedures have been complied with and then, and only then, move 

on to make a determination of the respective parties 1 negotiating 

rights and organisational strengths. In fact, all of these
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issues may converge in the minds of the adjudicators, and these 

issues may have different degrees of importance for different 

adjudicators. It is this writer's belief, however, that the 

process of adjudication of the Committee may best be understood 

in terms of a systematic, two-step process by means of which 

the relevant issues are separated. l;he first of these issues 

concerns the procedural fidelity of the party seeking the 

transfer. The second issue has to do with the degree of 

organisational strength and negotiating rights which the party 

seeking the transfer can marshal in support of its case.

Part I of this thesis analysed inter-union membership 

disputes in terms of their immediate causes, and many of these 

immediate causes were presented. These immediate causes 

normally becfcie apparent during the Disputes Committee's hearings 

when enquiry is made into how the disputes in fact arose. It 

is the essence of the adjudicatory process of the Disputes 

Committee that, just as quickly as they appeared, these causes 

are submerged in the three largely objective standards which 

constitute the two-step process of adjudication: procedural 

fidelity, organisational dominance, and negotiating rights. 

It is not simply that the Committee has no interest in the 

causes for their own sake, liather, the Committee's system 

of dispute resolution has evolved to the point where the causes 

themselves are secondary in importance to the relationship of 

the causes to the three largely objective standards. Beyond 

aaking 'what caused the dispute?', the Committee enquires 

•what is the relationship of this cause to the transfer pro­ 

cedures?', or 'which of the unions upon whose members the cause



270

had its effect was organisationally dominant?' and 'which had 

the negotiating rights?'.

This Chapter lias shown that the two different aspects 

of the transfer procedures are nut treated even-handedly at the 

Committee. There is a much greater emphasis placed on the 

enquiry requirement than there is on tiie reply to enquiry 

requirement. This reflects the Committee's interest in maintain­ 

ing the status QUO, that is ^11 &eiabers in their present unions, 

as the next best solution to favouring the union wiiich has 

organisational dominance and negotiating rights on its side. 

At a more fundamental level, it reflects the basic values which 

inhere in the Disputes Principles. The Principles, thia is to 

say, aay best be understood as a response to unions poaching 

members and to unions encroaching upon spheres of influence, 

and not as a response to the failure of unions to reply to 

enquiries regarding membership transfer. It follows that the 

Principles receive their strictest application when unions take 

members of other unions without enquiry and when unions commit 

an organisational encroachment.

The second stage of the two-step process of adjudication, 

and in this writer's opinion the more important sta&e, requires 

further examination. For to say simply that the union with 

organisational dominance and negotiating rights on its side 

succeeds in the dispute ie to ignore many basic questions. For 

example, what is tc be made of a situation in wiiich one disputant 

has the negotiating rights and the other has organisational 

dominance'/ fehat happens when different types of negotiating 

rights, i.£., local and national, are in the hands of different
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unions? What is the proper definition for an industrial unit, 

within the conceptual confines of which all this debate about 

organisational strength and negotiating rights takes place? 

Other questions must also be raised and answered• The place 

to do this is in a discussion of the Committee's decisions 

in organisational disputes, in which, for the most part, 

competing claims to organise are based on organisational 

dominance and negotiating: rights. 3uch a discussion follows 

in Chapter Twelve, and will illuminate not only the adjudication 

of organisational disputes, but of transfer disputes as well.
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CIIAPTSH TWSLY3

DISPOT&S COMMITTEE ADJUDICAIIOKS

DISPUTES

The preceding Chapter described the extent to which 

Dr. Lerner's observation 'that in practice [a member] has not 

been able to transfer tf h^s piylan objected [to the Disputes 

Committee] 11 no longer holds true, (transfers are now approved 

by the Disputes Committee despite the objection of the member's 

present union, This happens most often when the union seeking 

the transfer is in compliance with the SUC's enquiry procedures 

and is both organisationally dominant and the possessor of 

negotiating rights in the industrial unit in which the member 

is employed. The primary intention of this Chapter is to 

investigate the concepts * organisational dominance* and 

'negotiating rights' in the context of the Committee's ad­ 

judication of organisational disputes*

It is the contention here that although changes in 

the Committee's approach have undermined certain of Dr» 

Lerner's observations regarding the resolution of organisational 

disputes, the central idea of her argument remains intact* 

This is to say, the Committee continues to protect vested 

interests, but the vested interests which are preferred by 

the Committee are not entirely those which were suggested by 

Dr. Leraer. First, Dr. Lerner's observation that 'Most awards

1 Lerner, prffft^frvfyr £&!£&£ ££& the ^ml\ ?rade Union, p. 77 
(Italics in the original;.
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tend to benefit the big unions' - 'that large unions generally
o

win jurisdictional cases 1 before the Disputea Committee - is 

not necessarily supported by Disputes Committee awards from 

t950 to 1974, as will be described in Chapter Fourteen.^ 

Second* as has been described, the membership claim of the 

worker's present union - the paramount Interest protected by 

the Committee in practice, according to Dr. Lerner - haa been 

subordinated to the claim of that union (pfffcapa the member*a 

present union) v;hich is organisationally dominant and the 

holder of negotiating rights in the member's industrial unit. 

Third, that vested interest which now can be deemed foremost 

amon^ those protected by the Committee - the claim of the union 

which is organisationally dominant and the holder of negotiating 

rights in the relevant unit - cannot categorically be said, 

despite Dr. Lerner*s suggestion to the contrary, to reside 

exclusively in the hands of the union which holds negotiating 

rights when that union is not organisationally dominant. The 

Committee has shown a tentative willingness, as Dr. Lerner 

hoped that it would, to give 'a literal interpretation to the 

"majority" clause in the Bridlington resolutions f ' and therefore 

to take account of shifts in membership which vest the interest 

to be protected in a union other than the one which historically

1 Ibid.
2 jQfld.. p. 73.
3 See, infra, pp. 3^6-3^7.
4 See, puura. Chapter Eleven.
5 Lerner, pj£. cit.. pp. 76-77*
6 Ibi,d«. p. 74.

	., p. 81. See -Principle 5, flirotfo. p. 231.
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has been endoved with it.

This Chapter is largely devoted to analysing the 

Disputes Committee's preferred vested interest - organisational 

dominance and negotiating rights. It will do so by examining 

the Committee's resolution of organisational disputes. These 

disputes usually arise when two unions both claim to be 

organisationally dominant in the sane industrial unit} or 

when two unions both claim to have negotiating rights for the
V • '

same industrial unit; or when one union claims to be organi­ 

sationally dominant and another claims to have negotiating 

rights for the same industrial unit; and when on the basis 

of these claims the competing unions seek to have the industrial 

unit declared to be within their respective spheres of influence. 

Emerging from this Chapter's analysis t therefore, will be a 

refined conception of organisational dominance and negotiating 

rights cast in terms of the specific, often conflicting, elements 

of both standards which the Committee has sought to protect.

Moreover, this Chapter examines organisational disputes 

in which at least one of the unions claims to be the 'appropriate 1 

organisation for a particular group of workers \ this normally 

means that a union with a specific focus to its recruitment, 

usually defined in occupational terms, deems *vO other unions 

unfit to organise workers who fall within the defined focus 

of its recruitment. Furthermore, it is often the case that 

industrial events force themselves upon unions with the effect 

that organisational claims are only loosely based on considera­ 

tions such as organisational strength, negotiating rights, or 

appropriateness. Management decisions, for instance, may lead
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inevitably, although perhaps indirectly, to a confrontation 

between unions. The resolution of organisational disputes 

precipitated by euch industrial events as management decisions 

deserves, and receives in this Chapter, eeparate examination, 

since the factors recounted above (organisational strength, 

negotiating rights, and appropriateness) have in these cases 

not in themselves motivated unions to engage in inter-union 

organisational conflict. Finally, this Chapter examines some 

concepts which are fundamental to the resolution of organisational 

disputes by the Disputes Committee.

*• Competing Q^a^Lms, leased ofi Organisational Strength

Inter-union organisational disputes often occur when 

two or more unions claim on the basis of their particular 

levels of organisation that a certain industrial unit should 

be declared to be within their respective spheres of influence. 

While it is not absolutely necessary that the Disputes Committee 

when faced with such competing claims should choose between 

the parties, as the Committee could uphold the organisational 

rights of more than one of the unions, it is usually the case 

that the Committee award favours a single union to organise 

the area.

The arguments at the Disputes Committee may focus on 

which union was first to begin its organisational effort. Indeed, 

the Committee has not hesitated to subordinate the question of

1 See National Union of Hosiery Workers and Amalgamated Society 
of Textile Workers and Kindred Trades, 1951 TUC 4nn. Hep. 102.
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which union is appropriate to organise certain workers to 

the question of which union actually organised them first* 

But in deciding one dispute, the disputes Cosiaittee chose to 

ignore an argument over which of the unions was first to 

begin organising in the disputed area, since oae union at the

time of the hearing was clearly organisationally dominant in
2 the area and had sole negotiating rights as well*

Some disputes arise because the organisational strength 

of one union in the locality has comeinto conflict with the 

industry-wide organisational strength of another union in
•z

the same grades* In such a case, a union with industry-wide 

organisational strength and negotiating rights, using its 

national position of dominance as a Justification, wished to 

commence organising in the locality where another union was 

dominant* The Disputes Committee here favoured the onion 

in control at the local level, other disputes are occasioned 

by different unions having organisatiorml dominance in different 

industrial sitea within the same company. Organisational 

encroachments by one such union into a site controlled by 

another siay occur with a view to having one union become 

dominant throughout the company* The Committee in one case held, 

however, that the organisational rights of one union in a

1 See Civil Service Union and National Union of Agricultural 
and Allied Workers, 1971 TUG Ann. Rep. 32.
2 See Association of Broadcasting Staff and Associatioa of 
Cinematograph, Television and Allied Technicians, 1966 TUC 
Ann* Rep* 92.
3 dee, supra, pp. 121-122.
4 See National Union of Public Lmployees and Confederation of 
Health Service Employees, 1951 3TJC Ann, iiep. 93.
5 See, supra* pp. 132-133.
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single company plant were protected against the encroachment 

of another union also established within the company. 

Similarly, where two unions shared organisational rights within 

the same industry, the Disputes Committee attempted to limit

its findings which declared organisational rights to the disputed
2 area. In this way, the organisational equilibrium achieved

between the unions in the industry may ha^ebeen minimally 

disturbed*

Organisational disputes may also arise when the settled 

areas of organisation from which the competing claims emanate 

exist within the same establishment. Thus, where a union 

had majority organisation within a grade even though it had 

only a minority organisational interest in the establishment 

as a whole, the dominance of that union in the grade concerned 

was protected by the Disputes Committee from encroachments by 

the union with a majority interest in the whole establishment. 

In a related type of case, where a firm's manual workers had 

been organised by one union, but its white-collar workers had 

remained largely unorganised, the successful organisational 

attempt of a white-collar union in the unorganised grades was

1 See National Union of General and Municipal Workers and Process 
and General Workers Union, 1967 TUO na- aep. 116.
2 See National Union of Blaatf urnacemen , Ore rliners, Coke Workers 
and Kindred Trades and Iron and tfteel Trades Confederation, 1959 
^UC &&• &SJB* 56. In this case, the two parties referred their 
potential organisation/demarcation dispute to the Committee jointly; 
since the -Disputes Committee was not yet empowered to award in 
demarcation disputes, it issued its decision as a • finding 1 f which, 
given the joint referral, presumably waa implemented as an award 
would be.
3 See, supra, p. 122.
4 See National Union of Blaatf urnacemen. Ore hiners, Coke Workers 
and Kindred Trades and National Union of General and KuniciDal 
Workers, 1957 TUG £a&. £fi£. 115,
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protected by the Disputes Committee, as the effort was declared not 

to be in breach of Disputes Principle 5. A somewhat different 

verdict was reached in a case in which one union organised a 

department within a firm and thereby had negotiating rights for 

a grade within the department which had remained unorganised* 

A second union which had successfully organised within that 

grade was permitted by the Disputes Committee to retain the non- 

unionists it had taken into membership, but was not permitted to
2expand its membership in the grade or to seek recognition*

II. CompetjLnfi C^aiaa. Based on l4efiot^aLtitn£

Because two or more unions may play a part or wish to 

play a part in the negotiations for a certain group of workers, 

disputes may arise between these unions when an attempt, based 

on whatever negotiating rights are held or desired, is made to 

expand organisationally within the group of workers* It may 

be, for instance, that an inter-union dispute is provoked 

because two or more national agreements are arguably applicable 

to the work being performed in a specific industrial unit. 

Bach agreement will contain different union signatories who 

will wish to make claims to organise the workers concerned 

based on their respective agreements* The Disputes Committee 

decision la such a case favoured the union whose agreement was

1 See Association of Scientific Workers and Union of Shop, 
Distributive and Allied Workers, 1965 TUG Ann, Hap* 104.
2 See Association of Scientific, Technical and ftanarerial 
Staffs and Amalgamated Union of Engineering Workers (Technical 
and Supervisory Section), 1972 TUG Ana. RCP. 14.
3 See, supra. pp. 122-126.
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presently in force. Where a national agreement established 
the minimum rate of compensation for workers, but at the local 
level a union which was not a signatory to the national agree­ 
ment negotiated rates for workers over the mininua, the Disputes
Committee favoured the local bargainer with its award when

2the two unions entered into an organisational dispute* Similarly,
it was held that the claim of a union which had an overwhelming 
majority of the workforce in membership in a local industrial 
setting, along with an interest in the negotiations, superseded
any organisational claim made on behalf of a union which was

-5 
a signatory to the relevant national agreement. '

III. Negtiating Kh verus Organisational fftraaih

At times, unions enter into dispute over an area of 
organisation when one has negotiating rights - perhaps only 
a seat on the relevant Joint negotiating committee - but 
little or no membership in the area, and the other has organi­ 
sational dominance, or at least serious organisational designs 
based upon what it deems to be a Justifiable claim, but no 
negotiating rights, Thus, where one union had the only agree­ 
ment for a particular grade of workers and some membership 
in the grade, another union which entered the grade with a 
view to recruitment did so in violation of the * spirit and

1 3ee National Union of Printing, Bookbinding and *aper Workers 
and National Union of General and Municipal Workers, 1952 TUC 
Ann, Rqi). 91 •
2 See Amalgamated Engineering Union and Iron and Steel Trades 
Confederation, 1951 TUU An&. Hep. 105.
5 See Association of Scientific, Technical and Managerial Staffs 
and Amalgamated Union of Engineering Workers (technical and 
Supervisory Section), 1 fj?3 XUC Aon.. Een. 4.
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intention 1 of Disputes Principle 5* 1 Further, the Disputes 

Committee made an award to the effect that one union should 

not with a view to recruiting non-unionists enter a grade of 

workers for which another union had the negotiating rights and, 

arguably though not conclusively, majority membership, and in 

which many of the non-unionists were former members of the

latter union, even though the non-unionists had riot paid contri-
2butions to that union for upwards of five years.

Yet, in another case it was decided that the organisational 

attempt of a union in a poorly organised area covered by a 

national Joint committee on which it did not nave a seat was 

not improper, even though the unions on the joint committee argued

that the industry concerned was a particularly difficult one to
•X 

organise. Similarly, in a case in which the industrial unit

concerned was poorly organised but covered by a national joint 

committee on which a union commencing organisation was not 

represented at the time its recruitment effort began, although 

that union had since achieved representation on the joint 

committee, the Disputes Committee held that the organising union 

was not guilty of a breach of Principle 5* In another case - 

one in which the Disputes Committee held against the union which

1 dee Association of irofessional, Executive, Clerical and 
Computer Staff and Amalgamated Union of Engineering workers 
(Technical and Supervisory Section), 1974 TUC Aaft. ftep. 19.
2 Se© Transport and General Workers Union and Association of 
Supervisory Staffs, Executives and Technicians, 1968 TUC Ana. Sep. 
126. (
3 See Union of Shop, Distributive and Allied Workers and National 
Union of (General and Municipal Workers, 1961 TUC Ann. &ep. 101.
4 See Association of Supervisory Staffs, Executives and
Technicians and Kational Union of General and iiunicipal Workers- 
1963 TUC &£. .iet>. 98.
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was commencing organisation - the Goamittee qualified its award 

by refusing to endorse the proposition 'that lack of inomberahip 

of a joint negotiating body was in itself a bar to recruiting 

rights. 11

The Disputes Committee was persuaded in one case that 

the actual recognition and sole negotiating rights of one 

union in an establishment precluded an organisational effort

by a second union, even where much of the establishment's
2workforce wished to leave the first union to join the second.

But where recognition was granted to a union which was not 

the one organisationally dominant in the industrial unit, the 

Disputes Comciittee award backed the union with the organisational 

dominance. In a case arising from similar facts, the union 

with the organisational dominance was given licence by the 

Coeuaittee to maintain and expand its organisation within the
Aunit for which another union was recognised by management* 

Moving a step beyond this in another case, the Disputes Coaunittee 

awarded that where one union achieved majority organisation in 

a grade for which another union was subsequently recognised, 

the first union wae not only permitted to keep its members but 

was also to be recognised ao being permitted to negotiate for

1 See Transport and General Workers Union; National Union of 
General and Municipal Workers; and Chemical Workers Union; 
1962 TUC Ann, ftfft. 93*
2 bee Iron and £>teel Trades Confederation and National Union 
of General and Municipal Workers, 1966 TUC Ann, iiep. 97.
3 See Confederation of Health Service Employees and Kational 
Union of Public f^aployees, 1952 TUC Ann. Hep. 95.
4 See Clerical and ^dminietrative barkers Union and Iron and 
Steel Trades Confederation, 1965 TUC Anfl. kep. 93.
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its members. In deciding in another dispute, the Coamittee 

made it clear that a breach of the Disputes Principles did 

not occur when one of two unions which historically had cember- 

ehip in an industrial unit obtained sole negotiating rights 

from management; yet, this notwithstanding, the union not 

recognised was permitted to continue representing its members
2in the unit. The Committee in these cases has displayed an 

unwillingness to accept that the granting of recognition by 

management is the last word on union organisation in the relevant 

industrial unit.

IV, Claims tL9 pr/'anj^ee Based on Appropriateness*

»

Some unions argue that all workers who fill an occupational 

role of a particular type must belong to a union which caters 

specifically for that type of worker. Such a union would then
•.' • . , -V • '; . . - ' ' • •' ' •'',-'•.••.' .•••••>:•>:,-> «• "*-»SSg-i<B

be f appropriate* for those workers. These claims are usually 

made by craft unions or those which have evolved from a craft 

tradition. But they may b© made by other types of unions as 

well, especially when the locus of the claia is a certain establish­ 

ment where organisational traditions have evolved so that an 

occupational orientation is pressed upon a union which, outside
/

the establishment, has a more general scope to its recruitment.

1 See Association of .Scientific, technical and Managerial Staffs 
and Furniture, Timber and Allied Trades Union, 1974 TUG Ann.• • *••• -HM8

2 See National Union of General and Municipal Workers and Union 
of Shop, Distributive and Allied workers, 1973 2UG Ann, itep. 37.
3 See, supra, ppt 98-99*
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The basic rule of Dispute Committee decisions is that 

in a situation in which one union has a t^ajcrity of the work­ 

force in membership and the negotiating rights for the work­ 

force, another union which enters the establishment and commences 

organising workers of the description for which it caters is in 

violation of Disputes .frinciple 5. Thus* where a specialista 1 

union accepted specialist workers into membership after they 

became employed in a plant organised by another union* it was 

in breach of Principle 5; but had those workers already been 

members of that specialists' union before entering the plant * 

it would not have been a breach, as the specialists' union

could not then be said to have commenced organising in another
2union's sphere. The dispute in the latter event would likely

have centred on the transfer of the individuals concerned. In 

another situation* one in which a specialists* union and another 

union were represented in the national negotiating machinery 

for a firm, the sjjecialists f union was not permitted to commence 

organising the specialist workers since the other union was 

organisationally dominant among the specialists in the relevant
'5

industrial unit.

where technological change has had an impact on the

1 See National Union of General and Municipal Workers and 
Associated Blacksmiths Forge and Smithy Workers Society* 1963 
EtfS &&• 4&p * 106* National Union of General and Municipal
Workers and Sign and Display Trades Union* 1957 TUC Ann. Hep. 
106.
2 See Iron and Steel Trades Confederation and Amalgamated Unioa 
of iilngineering and foundry workers, 1970 TUG &gvn. lie p. 132.
3 See Union of Shop* Distributive and Allied Workers and Clerical
and Administrative Workers Union* 1963 TUC Ann. Rep. 93.
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nature of the work done in an establishment, thereby provoking 

organisational ambitions in a union which caters for the type 

of workers who perform the new type of job, the Disputes 

Committee has been fairly consistent in its decisions. In 

one case, the Committee held that a union's claim based on its 

already having certain workers in membership was subordinate 

to another union's claim based on the manning of certain machines

with its members. The union favoured by the award also had
2majority membership among those operating the machines. In

another case, the Committee held that when technological changes 

within a firm had the tendency of changing the nature of the 

work done and potentially therefore of changing the pattern of 

union organisation within the firm, the union established in

the relevant grades based on the original pattern of production
•* 

was entitled to have its organisational rights protected.

In a related case, where a training programme was instituted 

by management with the agreement of one union despite the 

fact that another union ran an apprenticeship which produced 

specialists cf the sort required, the latter union was not 

permitted to recruit the individuals who completed the training 

programme unless, perhaps, they left the factory in question to

1 See, pupya. pp. HU-1^8.
2 See Amalgamated Union of Foundry Workers and transport and 
General ^orkers union, 1968 TUG Ann. R§j>. 124.
3 See National Society of tottery Workers and Amalgamated 
Engineering Union, 1961 TUG Ann. Hep. 110.
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take up similar employment elsewhere. The foraer union in 

this case had majority membership among the specialists in 

the factory as well as negotiating rights for them. Only 

in one case did the Disputes Committee permit dual membership

to exist, and only provisionally at that, where a change in
2the nature of a job caused organisational patterns to overlap.

V. mflafefient pecjLpion.8 find Cyganis atonal

There are relatively few inter-union disputes indeed 

which do not involve management either directly or Indirectly. 

The degree of involvement in some disputes dwarfs that in 

others, however, and these disputes are usually characterised 

by having as a provocation some specific exercise of managerial 

prerogative or soae particularly prominent feature of the

business environment (such as a grading scheme) within which
•3 

the unions in dispute operate.

In a case where one company purchased another, for 

example, and the workforce of the latter was sent to the Bite 

of the former, the Disputes Committee decided that organisational 

rights held with the purchased company did not transfer to the 

new site. A union which had organisational rigjhts with the 

purchased company, therefore, was not permitted to commence

1 See National Union of General and Hunicipal Workers and Amal­ 
gamated Society of Boilerinakers, Shipwrights, Blacksmiths and 
Structural Workers, 1966 TUC Ann. Kei). 94.
2 3e@ Amalgamated Society of Woodworkers and National Association 
of Theatrical and iClne haployees, 1966 TUG Ann. Hep. 110. The 
Oomfiiittoa did not make an award in this case; rather, certain 

ware listed.
See, su,r>ra. Chapter Seven.
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orf:anlsint? at the Bite of the surviving company. In a related 

though not identical type of case, it was held that where one 

company acquired another, the two unions which had organised 

the individual companies respectively prior tc the acquisition

should share organisational rights at the site of the acquired
o company's factory. In a case where a company had opened

a new plant which was deemed appropriately or^^nised by one 

union, another union whose members had their employment 

tranaferred there was permitted to retain them in membership, 

but all new entrants were to be assigned to the former union. 5

Inter-union organisational problems may also arise
4when companies decide to reorganise themselves internally*

SJhus, where due to a company reorganisation, members of one 

union were transferred into an industrial unit where another 

union was organisational1y dominant, the first union was 

permitted by the Disputes Committee to keep those members 

whose employment was transferred, but was not permitted to
c

recruit any non-unionists already present. ^ similar case, 

though one clearly distinguishable on the facts, arose when 

a governmental reorganisation caused certain workers to lose 

their status as civil servants. Tns union which had organised 

them as civil servants was permitted by the Disputes Committee

1 See Society of Graphical and Allied Trades and Amalgamated Union 
of Engineering and Foundry workers, 1969 ri*UC Ann. Jtiep. 86.
2 See Bakers Union and Union of Shop, Distributive and Allied 
Workers, 1970 TUC Ann. Hep. 161.
3 See Iron and Steel Trades Confederation and £«atlonal Union 
of Blastfurnacemen, 1974 £'UC Ann. Keje. 6.
4 See, susra. pp. 132-133*
5 See Association of -professional, -executive, Clerical and Computer 

ff and iron and uteel iradee Confederation, 1973 'i'tfC Ann. KC_D.a»* ~ss«
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to retain theti in cieiubership and their industrial unit in its 

sphere of influence deepite the claims of another union whose 

description more closely fit the workers 1 job status* The 

fact that the reorganised bargaining machinery included the 

workers' original union, but not the union wishing to recruit 

then, doubtless had a strong bearing on the case.

When management compensates workers who perform a 

particular Job at less than the standard rate for that job, 

the union which normally organises the workers doing that job 

and which has secured the higher rate of compensation elsewhere 

often attempts to recruit the workers who are paid less* not­

withstanding another union's organisational dominance in the
*

area. Where the workers were located solidly within the

preserve of a union already present, the Dispute© Uomiittee 

held that any attempt to recruit them was in contravention
•z

of Principle 5. -but when the area where the under paid workers 

were found WEB on© arguably not within the sphere of a union 

already present at the site, the attempts of the specialists* 

union to organise them as a matter of protecting the standard 

rate of compensation was approved by the ^ocuaittee, albeit not 

in an award. * la the latter case, the department was originally

1 See Electrical Trades union and Association of Scientific, 
Technical and Managerial Staffs, 1969 TUG j^pfl. jfep. 103.
2 See, supra, pp. 125-126.
3 See National Union of Printing, Bookbinding and ^aper Workers 
and frail .taper workers union, 1951 3WC Ann. Ee,q. 109.
4 l>ee Rational Union of Furniture Trade Operatives and Amalgamated 
Engineering Union, 1958 TUC £n&. Hep. 108.
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manned by members of the specialists' union, but subsequently 

the department was closed, only to be reopened later with 

members of the union otherwise dominant in the area on the 

Job. It was at this point that the dispute arose.

Other factors relating to management decisions provoke 

inter-union organisational conflict as well. Where , for 

instance, a union succeeds in securing negotiating rights at 

a plant but its level of organisation, due to redundancies, 

drops significantly, the plant's status within that union's 

sphere of influence ia placed in jeopardy. In such a case, 

the Disputes Committee held that since the union retained 

'substantial 1 membership, which in fact was about one-third 

of the workforce, its organisational status in the plant was 

protected. This was in spite of the fact that the encroaching 

union was motivated by the existence of a rate of compensation 

paid in the plant lower than the standard rate which allegedly 

was having an adverse effect for its members in other industrial 

sites. Another provocation can be the existence of a grade 

of workers between two grades which are established areas
•z

of organisation for two different unions.^ The Committee's 

approach to resolving a case In which the two unions disputed 

over the interim grade centred largely on ascertaining both the 

levels of union organisation and the past custom and practice 

within the industry.

1 See, aumra. pp. 139-1^0.
2 See Constructional Engineering Union and Transport and General 
Workers Union, 1961 TUC &&. ̂ ejg. 111.
3 See, a,u,pra. pp. 1^8-1^9.
4 See Organisation of Craftsmen's Hates - Spencer Steelworks, 
Llanwern, 1962 TUC £n&. £gg. 90.
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Promotion schemes of management lead to inter-union 

disputes as well, though these disputes usually have more to 

do with membership transfer than organisation. She resolution 

of such a dispute, as has been described in the preceding 

Chapter, is usually based on the respective levels of organi­ 

sation and negotiating rights of the unions in the grade into
p

which the individuals are promoted.

Baaic Concepts i& deciding Organisational

There are certain fundamental concept® underlying all 

organisational disputes. In order for an organisational encroach­ 

ment to take place, for example, one union must f commence 

organising 1 in another union's 'sphere of influence*. Usually 

the fact of the organisational act's existence Is not In 

dispute, merely its propriety. So it is with a union's sphere 

of influence. Either a union has majority organisation and 

negotiating rights in an industrial unit or it does not. But 

what interpretation should be placed upon a situation in which 

Union A' s members have their employment transferred into an 

industrial site which is housed in two separate but related 

plants, one of which is totally organised by Union B and the 

other of which has a forty per cent level of organisation by 

Onion B? Does having its members transferred into that site

1 See, supra* pp. 263-265.
2 See Association of Scientific, technical and Managerial 
Staffs and Blectrlcal Electronic telecommunication Union/ 
Plumbing Trades Union, 1970 2UC Ann. Ret). 21.
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establish that Union A has 'commenced organising 1 ? Are the 

two plants to be considered one 'sphere of influence' or 

tvo? If the latter, is the second plant sufficiently organised 

at the forty per cent level to preclude by reference to Disputes 

Principle 5 any organisational attempt by Union A? These 

questions and others must be answered before the dispute can 

be resolved *

It was held by the Disputes Committee in one case that 

for a union to have recruited the type of worker for which it 

catered at a plant in which another union was organisationally 

dominant was definitely to have commenced organising within 

the plant* But for that union to have had its members transferred 

into the plant would not have been to have commenced organising! 

however, in the latter event the transferred members' union 

would not have been permitted to expand its area of organisation 

within the plant*

The Committee has also ruled that an industrial unit 

(potentially a sphere of influence), the basic and irreducible 

constituent of which is a grade of workers, is not necessarily 

to be defined in terms of the physical structure within which 

the workers concerned are housed* Thus, in one dispute two 

separate buildings were subject to being considered as a single 

industrial unit and sphere of influence since the functions 

performed within them were sufficiently integrated* 2 Another 

basic concept has to do with the 'appropriateness' of any

1 See Iron and Steel Trades Confederation and Amalgamated Union 
of Engineering and Foundry Workers, 1970 TUG Ann. Itep. 132.
2 See iJational and Local Government Officers Association and 
National Union of Public Employees, 196? TUC ^afi« fte^. 109.
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union's organising a group of workers. This generally pertains 

to unorganised workers whose work performed is the basis of 

two or more unions' desires to recruit them. The appropriate 

union in such a circumstance is normally designated on the 

basis of the Committee's determination of the nature of the work 

performed by the workers, and the ensuing comparison to the 

organisational histories of the competing unions*

A Hote to Principle 5 indicates that in makin£ its 

decision to designate an area of organisation as belonging 

to a certain union, the Disputes Committee should not place
2 'a premium on non-unionism 1 . This means that in situations

in which the area concerned is not subject to majority organi­ 

sation, the presumption must be that the area is available for 

recruitment purposes* Thus, it was permissable for a union 

to organise an area which another union had traditionally 

organised* but in which the other union had little current 

membership, because there were no exceptional difficulties

in organising the area and because not to allow a new union into
3 the area would be to encourage non-unionism* But where a union

negotiated for a particular plant's workforce , which allegedly 

was largely unorganised when a second union commenced organi­ 

sation , it was considered to be in breach of Principle 5 for the 

second union to have entered the plant with a view to recruit-

f See National Society of Operative Printers, Graphical and 
Media Personnel (Sign and Display Section) and Union of Shop, 
Distributive and Allied Workers, 1973 TUC Am>» iietu 19*
2 See, JB&Bffi* P* 231.
3 See Union of Shop, Distributive and Allied Workers and National 
Union of General and Municipal Workers, 1964 TUG Ann, iiep. 92.
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ment. 1 It was found that prior to the recruitment effort the 

recognised union had had majority organisation.

Normally the determination of whether a union ia

organisationally dominant in an area of organisation is based
2 

on that union's numerical strength in the area. Majority

organisation, discounting the presence of extenuating 

circumstances discussed below, is the standard set by the 

Disputes Principles which a union must meet in order to have 

an area declared to be within its sphere.* Thus, where a 

union had 27 of 57 workers in a factory in membership, it 

was held not to b© in breach of Principle 5 for a second union 

to commence organising within the factory. This particular 

application of the majority membership standard is decidedly 

more rigid, however, than that found in the preponderance of 

cases.

The circumstances listed by the Disputes Principles which 

may cause the ciajcrity membership rule to bend are 1 ) where 

there are exceptional difficulties in organising the area, 

typically caused by hostility of the employer to trade unions, 

and 2) where a majority of the workers was held in membership

Iron and Steel iVades Confederation and National Union 
of General and Municipal Workers, 1S66 1'UC 4nn. &$%. 97.
2 See Confederation of Health Service Employees and national 
Union of Public Eaployees, 1961 TOC Ann. Rep. 107.
3 This standard, in a slightly modified form, was that used by 
the Commission on Industrial delations when attempting to decide 
whether to recommend a union's recognition. The CI& was concerned, 
in part, with actual or potential majority membership in a bargain­ 
ing unit. Uee Commission on Industrial delations, Xrade Union 
Heco/m^tion: CIR Ifrroer j.ence • Study 5 (London: Her Majesty's 
Stationery Uffice, 1'/?4;, p. 67, para. 260.
4 See National Union of Tailors and Garment Vorkere and Water­ 
proof Garment Workers Trade Union, 1964 TUC Ann. liep. 95.
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in the past, but where the total has since dropped below fifty 

per cent. Thus, where one union was organisationally dominant 

within an industry, but at one factory had a low organisational 

level due to harassment by management, it was held to be in

breach of the exceptional difficulties provision of Principle
p

5 for a second union tc have commenced organising. iiut in

another case, the Disputes Coiomittee held that despite the 

'violently anti-trade unionism 1 attitude of the employer in 

a plant where a majority of the workers was not in membership, 

a recruitment effort by an outside union which concentrated on 

non-unionists in the plant was not in breach of Principle 5» 

This was notwithstanding the fact that eight years previously 

majority membership was held by the union already present in

the plant which since that time had maintained substantial
•5 

membership. ' That this latter case does not square with the

former is clear. In order to explain the decision in the latter 

case, one must believe that the Coaaaittee was persuaded by 

the argument of the aggressor unioa that it would not have 

entered the area had the original union had fifty per cent 

organisation or a serious chance of obtaining fifty per cent 

organisation, as well as by the fact that by the time the

1 See, supra, pp. 231-232 . Taking these two factors into 
account is roughly similar to the Gill's method of measuring 
•potential* as well as 'actual 1 membership. See Commission 
on Industrial Relations, O;P. cit.
2 See tfall £aper workers Union and national Union of General 
and imaicipal Workers, 1965 TUC &&. Rep. 114.
3 See Tobacco Workers Union and National Union of General and 
Municipal Workers, 1955 TUC Ann. Eep. 96. A period of 
consultation was ordered, however, before further recruitment 
by the outside union could take place,
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dispute was heard the aggressor union had enrolled a substantial 

number of the workforce.

The second circumstance which mitigates a union's having 

less than a majority of a workforce in membership arises when 

a union has had a majority in the past but lost it. The reason 

for having loot the majority may be the controlling factor in the 

resolution of a dispute which arises when an outside union attempts 

to organise in the relevant area. Thus,where one union suffered 

a diminution in its membership total due to the propagandising 

within the area by disaffected former members of the union, 

another union was not permitted to commence organising. Like* 

wise, it was held that the established organisational rights for 

a group of workers were not to be ignored when the workers became

disenchanted with their present union as a bargaining agent and,
2as a consequence, sought out new union affiliation. Moreover,

where a union succeeded in securing negotiating rights at a 

plant but due to redundancies lost majority membership, the 

Committee held that since the union retained 'substantial 1 

membership in the plant, that is about one-third of the workforce, 

the union's organisational rights in the plant were to be res­ 

pected. Yet in one case, as mentioned above, despite the 

'violently anti-trade unionism 1 attitude of the employer as 

well as majority membership being held eight years previously 

by a union which retained substantial membership, a recruitment

1 See national Union of .Printing, Bookbinding and Paper Workers 
and National Union of General and Municipal Workers, 1958 TUC 
Ann. Reg. 104.
2 See United Road Transport Union and Transport and General 
Workers Union, 1969 2UC &&* Hep. 105.
3 See Constructional Engineering Union and Transport and 
General Workers Union, 1961 TUC Anff. Hep. 111.
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effort by an outside union which concentrated on non-unionists 

was approved by the Committee*

Conclusion

This Chapter has brought to light many contrarieties 

among the Disputes Committee's decisions in organisational 

disputes* Nevertheless, it is possible to detect some main 

themes in the Committee's decisions which further clarify 

the concepts 'organisational dominance 1 and 'negotiating 

rights'. First, it is of central importance that the Committee 

normally attempts to confine the implication® of its award 

to the dispute Immediately before it* By doing this, the 

Committee has refused to become the means for far-reaching 

reform! it has refused, this is to aay, to use the resolution 

of the dispute before it as a pretence for larger attempts to 
eliminate inter-union disputes through the gross reallocation 

of spheres of Influence. This measure of humility has served 

the Committee well, as undoubtedly TUC-affiliated unions would 

object to Committee efforts to fill the larger role. Xhe 

Committee*a attempt to confine Its awards to the cases before 
it lias another dimension of more Immediate importance to the 

present discussion* Since the disputes which reach the Disputes 
Committee normally originate in a locality and ascend therefrom 

to the Committee, it is the case that the facts in which the

1 See Tobacco Workers Union and National Union of G-eneral and 
Municipal Workers, 1955 2UC Ann. Ret). 96. A period of 
consultation was ordered, however, before further recruitment 
by the outside union could take place.
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disputes are couched at the Coraniiifee are local facts, i'hie 

aeons that considerations influencing the Coiaciittee's Judgment 

which emanate other than from the locality where the dispute 

arose are not consonant with the general conception of the 

dispute held by the Committee.

The latter point leads to the emergence of two more 

major themes in the Consoittee f s decisions in organisational 

disputes. Since the Disputes Committee ie very much looking 

at the disputes in local terras, and indeed wishes to confine 

its awards to the localities of the disputes,it is liable to 

assign less weight to such factors as national negotiating 

rights as opposed to those held in the locality or to national 

organisational dominance as opposed to a local dominance in 

the same grades. Favouring those forces dominant in each 

locality which produces a dispute heard by the Disputes Committee 

is nothing if not an ajj hoc, piecemeal approach to resolving 

inter-union disputes. It is an approach which ascertains the 

i&iaediate causes of the disputes in the localities where they 

arose and further ascertains the relationship of these causes 

to the largely objective standards - procedural fidelity f 

organisational dominance, and negotiating rights - which the 

Committee hae evolved. So the second major theoe is that 

in a dispute where competing claims to organise the same industrial 

unit are based respectively on ono union's industry-wide 

negotiating rights an<? another onion's local negotiating rights, 

the local negotiator is /generally favoured by the CofBmittee *B 

award. Likewise, the third major theme has it that In a
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dispute where competing claims to organise are based respectively 

on one union's industry-wide organisational dominance and another 

union's local dominance in the sane grades, the locally dominant 

union is generally favoured by the Committee's award.

The fourth and final theme concerns Committee decisions 

in organisational disputes in which organisational dominance 

has become divorced from negotiating righto, aad the two factors 

serve respectively as the bases of claims by different unions 

to organise the same workforce. Although it is not generally 

the case that the Committee decides in favour of organisational 

dominance rather than negotiating rights when granting that 

an industrial unit is within cue of the competing unions' 

sphere of influence, it is aore often the case than when Br» 

Lerner wrote fifteen years ago. This tendency on the part of 

the Committee indicates a tentative willingness to recognise 

that ehanging industrial realities are more likely to b® re­ 

flected in shifts in membership than in negotiating rights 

changing hands* Accordingly, Dr* Lerner's formulation of the 

Committee's position ~ 'If Union "A" holds negotiating rights 

in a given territory while Union HBn does not, Union nBw cxay 

not recruit workers In that territory if Union nAw objects 1 +* 

does not with total accuracy express the Committee's position 

today. Future developments based on this tentative willing- 

ness to give the 'majority* clause in Principle 52 a literal 

reading constitute, in this writer's opinion, a most proiaising

1 Lerner, Breakaway UnlfiM 3&1 && Small Trade UnJ.onf p. 74.
2 Uee, fupra. p. 231.
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prospect for Disputes Committee decision-mailing - one 

which will permit the Committee's decisions to reflect 

fundamental changes in patterns of union organisation.
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THE BiPLEMEKTATICN 0? DISPUTES COMMITTEE AWAKDS

It doea not neceeaarily follow from a union'a aucceaa 

in obtaining a favourable award from the Disputes Committee 

that ita righta declared in the award will be vindicated 

immediately. The inter-union and intra-union manoeuvring 

which ia inherent indnter-union disputes seldom ends coter- 

minally with a Disputes Committee hearing. The favourable 

award ia to the winning union a mileatone of significant 

importance, but it ia not the path's end. It remains for the 

award to be implemented* Normally , the proceaa of implementaion 

ia largely consensual in nature, deapite the difficulties which 

sometimes arise during the process. When viewed in terms of 

a consensus, baaed on the Disputes Committee*a award , developing 

on the issues in dispute, the proceaa may be eeen aa an effective 

method for resolving inter-union disputes. An examination of 

the implementation atage of Disputes Committee awards now 

follows.

Overcoming Resistance &£ the Local

Many trade union officers interviewed in connection 

with this study observed that the struggle in resolving an 

inter-union dlapute may intensify after the disposition of 

the caae by the Diaputea Committee. Upon reflection, thia
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should come as no surprise* An inter-union dispute, as an 

essentially local phenomenon, may be intractable to attempts 

by top union leadership to resolve it. Attitudes are likely 

to have hardened at the local level to the point where reasoned 

approaches from above perform no useful role in the dispute's 

resolution. It is correct to conclude, therefore, that for 

a Disputes Committee avard to place a union's top leadership 

in a position in which it iaust implement, through the union's 

local levels, an adverse decision handed down by the Committee 

might be to stoke up rather than to extinguish the fire. What, 

after all, can the Disputes Committee's decision add to the 

previous attempts of senior officers which have failed to 

resolve the dispute? How does a Disputes Uoiaaiittee award reader 

the local situation any more tractable?

Typically, in a transfer dispute where a wrongful acceptance 

has been found to have taken place, a Disputes Committee avard 

requires that the wrongfully accepted individual be excluded 

from the offending union, that his contributions be returned, 

and that the offending union recommend to him that he rejoin 

his original union. Similarly, in a case where it has been 

found that a union has commenced organising in another union's 

sphere of influence, the award normally requires that thoee 

members already recruited be excluded, that their contributions 

be returned, that the encroaching union recommend that they 

Join their proper union, and that the encroaching union cease 

its organising in the area. Legal problems regarding the 

exclusion of members do not arise if the union has in its
*.,->.< • '.wv*.^1 ' . •• ' »,n ~ , • - • • ' . . .'

rulebook a provision which recognises Disputes Committee awards
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as a legitimate cause for an exclusion. Assuming this, problems 
still may arise if the members concerned are able to bring 
such local pressure to bear on their union's senior leadership 

that it will not wish to incur any further ire of their fellow 
union members and local officials by ordering the exclusion.

In such an instance, the trade union officers who were 
interviewed believed, almost without exception, that a decision 
of the Disputes Committee is often crucial to their overcoming 
the local resistance to resolving the dispute. But the 
Disputes Committee ' s award is crucial not in the sense that 
a court's decision is crucial ; tat Committee's award, that 
is to say, does not on its own end the dispute, the way that 
a legal judgment Can. The difference is fundamentals when a 
court hands down a decision, the sanction or threat of a 
sanction usually falls against the actor who precipitated the 
course of events leading to the appearance before the court. 
In the case of non-coapli^nce with the Disputes Comittee ' 8 
award, however, the TUG threatens to apply ita sanction not 
against the culpable party in the typical case - usually an over 
ambitious organiser, branch officer, or shop steward - but against 
the union as a whole. 2?he losing union's senior officer

1 3ee Grunfeld, Modern Trarde tfoi^on juaw. pp. 224-227. The 
Disputes Committee did not hesitate to order an exclusion 
in one case where it was pointed out by the losing union 
that its rulebock did not contain the proper rule and that 
the members were threatening le^al action to prevent their 
exclusion. See Iron and Steel Trades Confederation and 
Electrical Trades Union, 1965 ^° Ann, lie P. 122. Section 5 
of the Trade Union and Labour iielations ^ct 1974, which may 
have provided members the right not to be excluded in 
compliance with a .Disputes Co/mnittee award, lias been repealed 
by the Trade Union and Labour delations (Amendment) Act 1976. 
See, iaica, pp. 319-320.
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ponsible for ending the dispute then utilises this threat 

tactically. He does not, as a rule, threaten to mete out 

punishment (even if he is in a position to do so) if the 

award is not abided by at the local level; this would cast 

hia in the wrong light. Rather, what he does do is to plead 

to the local level on the basis of his and, more importantly, 

the union's problem.

Unless the dispute is terminated somewhat along the 

lines of the Disputes Committee award - closely enough to 

ensure that the winning union will not press the matter further 

- it is possible that the losing union will be suspended by 
the General Council frost the TUC, brought before the next 

Annual Congress, and expelled, as the National Amalgamated 

Stevedores and Dockers Society was years ago. It is at this 

point that the dictates of internal union solidarity usually 
take effect. Few union members and local officials indeed 

wish to force their union into such a circumstance, even if 

it does mean a lost advantage and perhaps a bruised ego at the 
local level* Thus, the utility of a Disputes Committee award, 
backed by threatened application of a sanction, to those senior 
officers whose charge it is to resolve - and by this is meant 

to end - inter-union disputes becomes apparent. The Disputes 

Committee award is a highly visible tactical resource to those 

senior officers, both when on the winning side for them to use

1 See 1955 TUG faon. Hep. 106-117; 1956 TUC Ann. Rep. 99-101; 
1957 TUG Ann, i&g. 117-119* 1958 TUC Ann, dap. 112; 1959 TUG 
Ann. K§£. lTO-Tl5 t 32C-329. See also SVC. Davies, 'Trade Union 
ijLvalry and the Bridlington Agreement ', British Journal of 
Administrative Law. I (1954-1955;, 97.



503

against the other union's officers, and also when on the losing 

side to use against their own membership and local leadership - 

the actual participants in the dispute*

II. The Mature and Source g£ the Sanction

A question arises with respect to the precise role of 

the threatened sanction of forced disaffiliation from the 

TUC when trade union officers use a Disputes Committee award 

tactically in their efforts to resolve inter-union disputes* 

Indeed, one would expect the efficacy of a Coomittee award 

for such a tactical utilisation to be contingent, at least in 

part* upon the nature and the source of the sanction which the 

TUC threatens to apply against the union in the event of its 

disobedience*

Conceptions varied among those trade union officers 

interviewed as to what the proper role of the TUG is in this 

regard* Some argued that the Disputes Committee, as It now 

functions, more closely resembles conciliation than it does 

arbitration, even in those instances in which awards are granted* 

Further, it is said that this Is the role most desired for the 

Committee by the trade unions themselves. An officer with 

experience as a member of the Committee felt that its proper 

role should not extend beyond persuasion* This view is anti­ 

thetical to any notion of sanctions being applied against unions
* a

1 Interview with L.F. Spademan, Area Organiser, Amalgamated 
Union of Engineering Workers (Constructional Section), 5 December 
1974.
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by the General Council or Congress itoelf because of wrongdoings 

before the Disputes Committee. Another officer referred to the 

Committee 1 s application of the Disputes Principles as 'rough 

Justice f , not to be confused with the function of more •legally 

orientated 1 tribunals.

This was not the only view expressed by the trade union 

officers. Indeed, many argued that the Disputes Committee 

should take a no-nonsense approach when dealing with recalcitrant 

unions. For example, one officer of a union which recently 

and amidst great publicity protested against a Disputes Committee 

award said he would welcome the toughest of sanctions to be 

applied by the General Council upon the recommendation of the 

Disputes Committee in cases where a union has palpably disobeyed
2an award.

The only formal sanction now available involves the 

'<^en$ral Council suspending the union from the £UC until the 

next Congress, at which time, if still in non-compliance with 

the award, the union risks expulsion from the Congress.* The 

route to expulsion may bypass the suspension step if the 

General Council fails to act, as an individual union can raise 

the question at Congress on its own. The only time since 1950 

that a union has suffered expulsion from the TUG because of

1 Interview with D. Stoddart, Assistant General Secretary, 
Association of Patternmakers and Allied Craftsmen, 17 December 
1974.
2 Interview with J.D. Lapish, Executive Secretary, Association 
of Professional, liJxecutive, Clerical and Computer Staff, 
5 December 1974.
5 See Hule 13(c) and 13(h), supra, pp. 222-223.
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non-compliance occurred in the late 1950s when the Rational 

Amalgamated Stevedores and Dockers Society was found to have 

acted in defiance of a Disputes Committee award favouring 

the Transport and General Workers Union. Because of the 

infrequency with which it is applied, one must wonder Just 

how real the sanction of forced disaffiliation is in the 

eyes of those whom it must influence.

There is no way to guage precisely the extent to which 

behaviour is actually influenced by threatened suspension and 

expulsion fro® the TUC for reason of having disobeyed a 

Disputes Co/amittee award* But a preponderance of those officers 

interviewed felt that this threat was of fundamental importance 

to them in their handling of unruly local members and officials* 

In view of this consideration, it seems clear that the sanction's 

effectiveness is due both to its nature and to its source* 

To illustrate, it would be unlikely that a national officer 

would indicate bluntly to a branch secretary and shop steward 

that their union, perhaps one of several hundred thousand 

members, would be expelled from the TUC unless they excluded 

several workers poached in the Midlands* The branch secretary 

and shop steward would be likely to scoff at such a suggestion, 

and perhaps to take it as an affront or even a challenge. But 

mentioned by the same officer that the TUC, through its Disputes 

Committee, had found their union in the wrong because of theiy

1 Before 1950, as Dr* Lerner describes, one union resigned from 
Congress in order to escape from an award, and another was 
expelled for falling to obey an award which ordered it to 
cease aiding a breakaway union* See Lerner, Breakaway Unions 
and the Small Trade Union j. pp. 70-71.
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actions could well have an influence, especially when coupled 

with a description of the formal aethod of handling any 

farther abuses.

The fact that the formal method, that is suspension and 

expulsion, appeared a remote possibility would not work to the 

officer's detriment. The officer would simply be indicating 

that the union, on the basis of actions of ite local levels, 

had been judged by its peers in the trade union movement and 

found guilty. The threatened sanction adds an official, 

ordered tone tc the proceedings which have found against the 

union, and does not necessarily appear as an overt threat or 

challenge. This all gains considerably in meaning when it is 

remembered that the local officials and shop stewards concerned 

will have participated in the case presented to the Disputes 

Coiomittee. This aspect is discussed in the next Chapter.

III. jhg Effect Q£ the Senctioft

The potential impact on the onion of suspension and 

expulsion from the TUG may weigh more heavily on senior leader­ 
ship than on those at the local level. For a major aspect of 
suspension and expulsion is that the union concerned is stripped 
of the protection afforded by the Disputes Principles. Indeed, 

a confidential report submitted to the Executive of the National 

Union of Bank Employees, compiled by a committee of three of 

the union*o officers to determine the impact on the union of

1 See, tafrfr, pp. 332-333.
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its expulsion from the TUC for reason of having registered 
under the Industrial Eelations Act 1971* stated the matter 
most succinctly: 'The most important practical benefit we 
gained from T.U.C. affiliation was the protection of the 
Bridlin#ton Agreement . ..*

It is possible, therefore, to gain significant insight 
into the extent to which trade union officers fear expulsion 
from the tUC by assessing the degree of protection provided 
by the Disputes Principles for memberships of affiliated 
unions. One relatively recent example of a Conflict between 
unions suggests that the protection afforded is quite substantial* 
A few year® ago» A8IHS decided to recruit in areas of the 
Civil Service traditionally organised by the Society of Civil 
Servants, which at that time was not a TUG affiliate. ASXKS 
began to make substantial organisational inroads, but was 
thwarted by the Society 1 a decision to join th© TUCf this 
decision, of course, availed the Civil Service union of the 
protection of the Disputes Principles, The General Secretary 
of the SC3 observed that the decision to affiliate was made 
much earlier by the union's executive, and that the A8TMS 
incursion provided the catalyst required in order to get the 
membership of the 3C3 to agree to the affiliation. Once in the 
TUC, the SCS mad© reference to the Disputes .Principles f and, 
as a consequence, ASTHS was forced to cease its organisational 
activities within those grades in the Civil Service organised

Jfobditted to frfofl luxecut^ve Cornell
/2ffifr/jffith ,V973.t iiegiatration under ti^e Industrial
f 0/1 Iffil . Section III t para.4.



by the SCS. In recognition of the effect that the invoking 
of the Disputes Principles would have, ASTMS campaigned 

vigorously against permitting the Society to affiliate to 
the TUG. 1

But the recent series of expulsions from the TUG 

precipitated by the decisions of member unions not to follow 
the Congress policy of refusing to register under the Industrial 
Relations Act offers at least one contrary example, CCHSS 
decided to remain on the Government Kegister, and by so doing 
sought to protect its areas of organisation from competing 
professional organisations which had registered under the Act* 
CQHSE is also, in the general course of events, in competition 
with many TUC-affiliated unions. the«« include th© 3?GWU, 
mm,, A3TM3, HAIOO, and the MJGMW. The union readied itself 
for an attack upon its membership by these TUC-affiliated 
competitors the moment its suspension from the £UC caused it 
to lose the protection afforded by the Disputes Principles* 
A few of the attacks did occur, but not nearly the number 
anticipated* Hot only did CGH&S maintain its established 
level of membership, but it also underwent the greatest period 
of growth in its history during the time it was suspended and 
expelled from the TUG (it has now reaffHiated).2

1 Interview with G. Gillman, General Secretary, Society of Civil 
Servants, 8 January 1975* Interview with JC*.D, Jones, Secretary. 
Civil Service liational Whitley Council, Staff Side, 11 April 1975. 
See 1972 2?UC £nn. 4011. 51; 1973 TUG Ana. Hep. 50; 1974 TUG 
Ann. Ret). 32.See also J. Fryer, 'Civil Service in row with 
Clive Jenkins' , Sunday Times. 29 July 1973t p. 53, col. 1.
2 Interview with T.B. Kalinson, National Officer, Confederation 
of Health Service Employees, 18 February 1975. From 1970 to 
1974, CGHSS membership increased by approximately seventy per cent.
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It nay well be that these two competing examples - that 

of the Society of Civil Servants supporting the protective 

qualities of the Disputes Principles and that of CGHSB denying 

those same qualities - both illustrate the bonds that exist 

between TUG member unions. This is to say that because of 

the distinctly felt camaraderie of unions within the TUC, it 
is much easier to acquire the benefits of membership through 
affiliation than it is to lose them through disaffiliation. 
When a recently-expelled union, for ejcample, has for years 
shared seats on a National Joint Council with several other 
OTC affiliates, as was the case with COHSE, it is difficult 
for the attitudes of the trade unions toward each other to 
change over night. But a factor which dilutes significantly 
the importance of the CGH3E example is that many officers at 
the time of the expulsion provoked by the Industrial delations 
Act considered the expulsions from the 1*UC as well as their 
source - the Act - to be temporary phenomena. Why infuriate 
an established union, some officers may well have asked them­ 
selves, when, perhaps in a matter of months, it will be back 
in the TUC? Unions expelled due to non-compliance with a 
Disputes Committee award are not afforded this advantage.

1 Further, as discussed in Chapter Five, during the time of 
its suspension and expulsion COIia* received a great amount of 
publicity for its role in industrial disputes involving nurses 
and ancillary staff, and thereby gained considerably in its 
recruitment efforts. See, gqnra,. PP« 93-9^«
A recent study of the effects of the Industrial Relations Act 
197t on industrial relations has concluded that despite some 
examples of successful union growth subsequent to the disaf- 
filiation from Congress of H0BE and the Bakers Union by virtue 
of their utilisation of the Act's agency shop provisions, 'the 
experience of the Scottish Bakers and the [Electrical Power

(cont.)
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IV. A Disputes Goflf^ jffaQ Award a£ a. Mandate £££ Persuasion

One aspect of the implementation stage becomes clearer 

when viewed in ter&s of whether the relevant industrial setting 

is subject to a union security arrangement . If it ie, the 

winning union has a much easier tide in securing implementation 

of the Disputes Cossolttoe award* i"'cr in this circumstance f 

the offending union cannot argue back that once the members 

concerned are excluded, they will remain non-unionists. In a 

closed shop, of course, the continued employment of the individuals 

would be contingent upon their belonging to one of a specified 

number of unions* If no union security arrangeoe&t exists, 

however, the non-unionist argument is not only available to the 

offending union, but, according to many officers interviewed. 

in vogue as well*

$hus, when viewed in terns of this continuing dialogue 

on the issues, the persuasive potential of a Disputes Co&mittee 

award becomes evident* A positive award from the Disputes 

Committee buttresses the argument of the winning officer? more­ 

over, a frequent concomitant is the shift in which side must 

carry the rhetorical burden of proving its position, ^n award 

also presents the winning side with the opportunity to appeal to 

its opposition on grounds larger than the immediate power

1 (cont.)
Engineers Association] illustrates the importance of the
Bridlington Agreement under which TUG unions are required to 
respect each other's areas of membership*. Weekea &£ fll»,

+ielatfona and rtjfoe, ^l^ts off Lav, p. 62. Both of the"
latter unions suffered serious "laeiabership defections once poaching 
by TUG unions was legitimated because the two registered under the 
Act and were therefore suspended from the 2UO, Uaid. , pp. 52-53. 
•[These unions] felt that membership of the fUC and the protection 
of Bridlington were worth more tixan the potential benefits of 
the agency shop.' Ibid., p. 5%
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relationships between the unions; and it can deprive the 

other side's argument of any similar considerations . While 

it can be argued that the Disputes Committee has not treated 

in detail the local level dynamics of the situation, it Indis­ 

putably has treated the problem with an objectivity impossible 

to achieve at the local level. From this unique vantage point, 

the Committee has on the merits of the case declared one party 

to the dispute a winner, and in so doing has left the other 

side with nothing but naked power. Since the audience before 

which the drama of an inter-union dispute is played out often 

Includes other unions, as well ae the employer and the disputants' 

memberships , a losing official, local or national, typically 

does not look forward to the prospect of defying the consensus 

forming against him, and is therefore subject to being appealed 

to on grounds other than pure strength.

This leads to a related observation. An important factor 

in resolving an inter-union dispute, in the presence es well 

as in the absence of an award of the Disputes Committee, Is the 

personal appeal which one trade union officer can make to 

another. One officer commented that a Committee award le in 

fact superfluous as it does not alter the fundamental realisation 

on his part that unless he is iii a position to approach the 

opposing union officer on a rather friendly basis, there will 

be little chance that poached members will be returned. The 

&ore common view is that while personal relationships between 

officers of opposing unions facilitate greatly the resolution

1 Interview with A. Tayscme, Divisional Officer, United ftoad 
transport Union, 28 Hovember 1974.
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of inter-union disputes both before and after awards of the 

Disputes Committee, such a relationship does not necessarily 

constitute a conqlitio siae flua np.fl to ending the dispute.

V, Ifon-inplffj^efita^jLpn £>£ Disputes Committee Awards

It sometimes occurs that a dispute is pursued by one 
union to the Disputes Connittoe, the case is heard, and a 
Disputes Committee award is handed down favouring that union* 
The award is not then implemented, however t yet the union 
which received the favourable award permits the matter to 
rest. Since it is fair in this circumstance to say that the 
award of the Disputes Committoe did not in substance work* it 
is equally fair to ask the question: what c^d serve to end the 
dispute? % all accounts, the dispute has been resolved* If 
not happy* the original combatants are now at least silent*

$he answer to the question differs with individual 
sets of circumstances, but there are a few potential influences 
which stand out* first 9 it may be the case that the issues 
were neither as Intractable nor as fundamental as first believed* 
The dispute may simply have disappeared in the course of time* 
Here the channelling of th© dispute into the ^G*s disputes 
machinery succeeded in buying the time that rational heads needed 
to work matters out and, by so doing, obviated the need for

t In some cases, of course, the matter is not permitted to rest; 
rather, the complaining union returns to the Disputes Comittee 
seeking enforcement of tiie earlier award. uee, e.g., 1'ransport 
and General Workers Union and National Union of Inblic
1953 TUC Ami. f^jg. 106.
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implementation of the Committoo f 6 award.
Second/the dispute's progress to the Disputes Committee 

through the official hierarchies of both unions may have been 
brought about by intricate internal relations within the two 
unions. Again the passage of tine may have permitted an 
effective exercise of leadership to occur. In this event, 
opinions held at the local level oay succumb, given time, to 
the arguments of senior officers far reiaoved from the scene 
of the conflict. As before, when local opinion has changed, 
the implementation of a favourable award may be unnecessary*

Finallyt members and officials of the complaining union 
at the scene of the conflict may realise that, despite any 
positive award for them from the Blsputos Committee, events 
have progressed to a point where for the most part they ar© 
irreversible. Too much time may have passed in this instance 
to permit the position favoured at the Disputes Committee to 
prevail in fact. Following a hearing reaffirming that position, 
its proponents do not press for the implementation of th© award 
because they recognise the futility of such an exercise, and 
because they view the award as having vindicated their position 
at a more rarlfied level. Their stance wiH be one of having 
been correct all along, yet the confluence of magnanimity and 
prudence constrains them from attempting to enforce their 
correctness on the 'losing* union*
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VI. The I/e/:al Standing of Lie put ea Coninittee Awards

Disputes Committee awards have been legally challenged 

at two points. The first concerns the effect of the awards 

on individual union members, and the second relates to whether 

the Disputes Committee has acted within its powers in granting 

the awards. The common law has toadied upon both points, 

while the first point has also been affected by legislation. 

The legal responses to the effects of Committee awards on 

individuals will be discussed first.

As observed earlier, the TUC is empowered to expel member 

unions which disobey awards of the Disputes Committee. In only 

one instance since 1950 has it been necessary to expel a union 

from Congress membership for this reason. The dispute was 

between the TGWII and the liational Amalgamated Stevedores aad 

Dockers. It reached the Disputes Committee in 1955* where it 

was held

... that the liational Amalgamated Stevedores and 
Dockers shall now exclude from their organisation 
ftit members recruited by them in Hull, Birkenhead, 
Liverpool and Manchester since August 17* 1954, 
and shall not proceed to re-establish organisation 
to these ports except in accordance with the terms 
of the Bridiington Agreement ... 1

The 1*ASD had violated both Principle 2 and Principle 5 in the 

course of its recruitment efforts in the docks. After years 

of promises and allegations flowing between the two unions and 

the TUC, the Congress finally found it necessary to expel the

1 See Transport and General Workers Union and liational
Stevedores and Dockers, 1955 TUC Ann. Hep. 106.
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from its membership as a punitive measure.

Prior to the i-JASi) expulsion, one of those workers whose 

exclusion from ^AUD membership was ordered by the TJC, a I-Jx. 
Spring, decided to bring suit against the iiAUD to prevent 

his having to leave the union, spring sought to have the 

union's attempt to exclude him declared Ujltra vires and void 

and to have his rights declared as a member of the i«A3D. ue 
also claimed as ancillary relief an injunction restraining 
the defendant union from preventing hie exercise of privileges 
or rights of membership. The ii&£3 countered by alleging 1) 
that it was an implied term of spring's contract of luefitbership 
that the union should have the right to do all such things as 
might be necessary and proper to comply with its lawful agree­ 
ments 9 and 2) that it was also an implied term that members 
would act in conformity with the lawful and proper agreements
of the union. At the base of both assertions was the so-called

2Bridlington Agreement*

The 14A3D, in accepting Spring , was held by the Court 
to have established a contractual relationship with him. 

The union's rules f adopted in 1923 and the substance of the 
contract of membership, obviously made no mention of the 
Bridlington Principles of 1939* nor did they mention the principles 
adopted at the 1924 Hull Congress which formed the foundation of 
the Bridlington rrinciples. AS for the union's claims with

1 See 1959 TUG Ann. Hep. 110-115, 326-329.
2 See Spring v. Matiorxal Amalgamate^ Stevedores and Dockers 
Society 11956] 1 tf.Ju.K. 585? 2 All -i.it. 221.
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respect to the presence in the contract of implied terms 
supportive of Bridlington, the court applied the 'officious 
bystander 1 test for implied terms formulated by fcac£inney,

4

L. J. Since Spring had not been aware of the existence of 
the Bridlin^ton Principles until several weeks subsequent 
to his acceptance into the lUSD, it was impossible to conclude 
that the terms supportive of liridlington existed implicitly 
in the contract of meeibersliip. Moreover, because the 
Principles treat trade unions exclusively as collective entities 
and place no burden on individual members, any notion of a 
responsibility residing with Spring to act ia conformity with 
Bridlington was ill-founded. Thus, Spring was granted his 
declaration of rights as a member of the MSB, and a further 
declaration that his expulsion by the union was ultra v^r$s and
void* 3&e Court also gave Spring tlie liberty to apply for an

2 injunction.

In another cas<* Jindrew v. ffationefl Un^on ?f ^ubl^q•* 
Employees* a similar conclusion was reached. In an earlier

1 According to MacKinney, JD.J.J 'Prime facie that which in any contract is left to b© implied and need not be expressed is something so obvious that it goes without saying; so that, if while the parties were maKing their bargain an officious bystander were to suggest some expresa provision for it in their agreement 9 they would testily suppress him with a comfflon, "Oh, of course1*. f Shirlaw v. Southern Foundries [1939] 2 K.B. 206, 227* Uee also x.b. Atlyah, An Introduction i£ the Lav ojg CQnrtr^,ct (Oxford: Clarendon Press, second edition 1971;, pp. 149-150.
2 See Spring v. National Amalgamated Stevedorea and Dockers Society L 19561 1 W.L.it. 585; 2 All E.E. 221.

1955, p. 11, col. 7.
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award, the Disputes Committee had ordered 3UP3 to exclude from 

membership several members of the Confederation of Health

Service Employees who had been wrongfully recruited* 

sought to comply with the award , but one of the workers, an 

ambulance driver named Andrew, did not wish to return to 

CO&&. He brought auit against IftftE seeking the same ends 

Spring would seek some time later. The defendant union here 

also countered with an implied terms argument based on the 

Bridlington Agreement* i«o** Justice ..ynn Parry* according to 

the account of the case in Tfc.q 'limes, responded by indicating 

that

The basis of implying terms in a contract was that 
it should be established to the satisfaction of the 
Court that the implied terms should be in the con­ 
templation and intention of the parties* The effect 
of the plaintiff f 8 evidence was that at the time 
he became a member he had no knowledge of the disputes 
committee and had not seen the TUC constitution. 2

Andrew's exclusion was declared invalid for reason of being 

ultrfl vires. As to • , •-

tfhat steps might have to be taken with regard to 
trade unions generally with a view to closing the 
gap in the machinery which had been disclosed by 
this case was a matter of policy on which it was 
not for Lhis Lordship], fortunately, to have to 
pronounce* 3

After Spring and Andrew, however, the TUC did have 

to adopt a policy which would permit ite Disputes Committee's 

decisions to be enforced at common law, The theoretical

Confederation of Health Service Employees and National 
Union of £ublic Bmployees, 1953 TCJC /Uiru Hep, 109,
2 Andrew v. ffatiqnajl Ufiion &£ £ul$^$ Mialoveea* ffhe Times. 
9 July 1955, p. 11 , col. 7.
5 Ibid.
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eolation was simple. Professor Grunfeld has written that

In English law a union member is regarded as 
having been expelled wrongly for either of two
reasons, namely: 1 ) Where hies expulsion was 
not expressly authorised by the union rule book; 
or 2) Where his expulsion resulted from a 
consideration of his case with the union that 
violated what are known as the rules of natural 
justice. 1

Thus, assuming that natural justice would be provided for, 

the TUG needed merely to encourage affiliated unions to adopt 

a rule permitting the expulsion of aembers in order to comply 

with Disputes Committee awards* Thio indeed was done, and the

results of this encouragement, after a slow start, have been
2 generally positive.

Since the passage of the Trade Union and Labour Relations 

(Amendment) Act 1976, the prospect of statutory intervention 

in the process of applying Disputes Committee awards against 

individuals has been removed. The first statute to bear upon 

the subject was the Industrial Eolations Act 1371. Under this 

Act, two industrial, tribunal cases arose in relation to th* 

OTC's Disputes Principles. In the first, Phillips v. ffiyyOTftJ. 

and Local Government Officers Association and National Union
^H^^^^^M •M^^^^^^V^M^B <WI^M^^^^M^^^^^^^M^^BW*i^^^* ^^^^^^^^^^^^^^^•^P«^^W» W^^MVPMIWMHB^MiWffMMH^MMBMM MMpvMW •••••••••••^•••••••^•V •WMOTHBMHK

"Z

&£ *ub;iic Employees . ^ it was held that a union's expulsion 

of members who were accepted in contravention of the Disputes 

iTinciples bat only in anticipation of a Disputes Cosaaittee

t C. (rrunfeld, 'Trade Unions and the Individual ', Journal of 
Public i^w. VII (1958), 269, 297.
2 'She majority of union rules examined [in 1971 and 1973] 
allowed the Executive to terminate in order to comply with 
La decision of the disputes Coomittee] after &ivin£ notice in 
writing, usually six weeks. 1 Weekes €$£ aJL.. Industrial Delations
and tfoe JAJlaita qf ^w.pp. 86-87. 2he authors exaninod twenty 
rulebooks.
3 [1973] I.R.L.Il. 19.
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award to that effect was an unfair industrial practice under 

the Act. The basis of this finding was the Act's Section 
65(8) which provided union members the right not to be diociplined 

in the absence of a written notice of charges, a full and 

fair hearing, a written statement of findings, and an appeal 

where a union's rules allowed for appeal. Additionally, the 

union's own rules In this Instance required a Disputes 

Committee award in order to justify an expulsion based on the

Disputes Jfrlnciples. In the other tribunal case, ^epiin^rton v. 

Uniqn jg£ Public Z^umloyees . it was held that a union's
refusal to accept a member of another union because of a spheres
of influence agreement between the two unions (adopted in

o accordance with Disputes Principle 1 ) was neither arbitrary
nor unreasonable and therefore not in contravention of Section 
65(2) of the *ct,

The Industrial Relations Act was repealed by the Trade 
Union and Labour Relations Act 1974. Section 5 of the 1974 
Act largely preserved the 1971 Act's importance for present 
purposes, as workers were granted the right not to be expelled 
or excluded from membership f by way of arbitrary or unreasonable 
discrimination f » Inclusion or expulsion based on a worker's 
description being different from the najority of the union's, 

section's, or branch's members was not, according to Section 

5, arbitrary or unreasonable. Section 5 continued by stating 

that nothing found therein 'prejudiceLdj or in any way reduce[d]

1 [1973] I.H.L.B. 273.
a See, sjiaoa, pp. 227-228.
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the common law rights • of the excluded or expelled workers. 
Section 5 of the 1974 Act was repealed by the Trade Union and 
Labour Relations (Amendment) Act 1976 before any cases relating 
to the Disputes Principles arose. The effect of the 1976 Act 
is to remove the existing statutory barriers to the process 
of granting and applying awards of the Disputes Coanittee.

•

The second point at which Disputes Committee awards 
have been legally challenged concerns whether the Committee 
has exceeded its authority in granting a specific award. 
This issue arose recently in ftothwel^. v. Association JDJ£ Pro- 
t$ft®l$M& r Executive. Clerical ar$ Computer Staff aod tfre 
Trades 1/1^4.04 Congress . In the discussion of house unions 
found in Chapter Seven, mention was made of an inter-union 
controversy involving union organisation in the General

2Accident Fire and Life Assurance Corporation* It will be 
recalled that conflict arose when APEX and the Staff Association 
- General Accident (SAGA) merged despite the efforts over the 
years of A3TKS to organise the area. By virtue of the merger , 
APHX became organisationally superior to A3TM3 in General 
Accident* Before the merger was completed, A3TMS complained 
to the Disputes Cosuaittee that the merger discussions meant

• *
that AJK2X had commenced organising in ASTMS* sphere of influence 
and therefore constituted a breach of Principle 5« The Disputes

•2

Committee so found*-' The fact that ASTMS had less than twenty-

1 [1975] I.K.L.K. 375.
2 See, SiiEEa, pp. 159-160.
3 See Association of Scientific, Technical and Managerial Staffs and Association of Professional, Bxecutive, Clerical and Computer Staff, 1974 TUC Ann. liet>. 21.
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five per cent of the eligible employees in membership, while 
SAGA had nearly forty per cent, indicated to the Committee 

that AtfTKS had been attempting its organisation in the face 

of exceptional difficulties which availed it of the protection 

of Note (b) to Principle 5* 1

The Disputes Committee made an award to the effect that 
APEX should terminate its merger discussions with SAGA. After 
being threatened with suspension and expulsion from the TUC, 
APEX chose to comply with the award. By this time, however, 

the transfer of engagements had taken place, so the Chairman 
of 3AGA took the matter to court seeking a declaration that 
APEX could not expel him or the other SAGA members* The 
declaration was indeed issued by the court.

The opinion of Kr. Justice Foster touched upon several 
aspects of the Disputes Committee's functioning* First, it 
was held that the Disputes Committee's award was u^tra vir^q 
and void, in part, because Principle 5 was not in fact breached. 
There was no breach for two reasons * 1) A3THS did not have 
anything near fifty per cent organisation so Principle 5 could 
not come Into play (the opinion acknowledged without comment the 
presence of the exceptional difficulties provision in Hote (b) 
to Principle 5)» and 2) by offering to merge with SAGA, APEX 
did not 'commence organising'• The Disputes Committee award 
*&s ultra virqa and void also because it declared A2TM3 to be 
the appropriate union to organise General Accident and this 
was outside the terms of reference which brought the dispute 
to the Committee in the first place (A3TH3 had asked only that

1 S«e, supr^. pp. 231-232.
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the merger discussions be terminated). The court was guided 

by its observation that the Committee has 'no power ... to 

decide a question not before it.' Also, it was held that a 

Disputes Committee award has no binding force even after 

accepted by Congress in the General Council's report. It 

was further held that the award has no legal effect until the 

General Council or Congress act on the basis of iuile 12 and 

Rule 13 to enforce it. By the time the General Council decided 

to enforce the award the transfer of engagements from SAGA 

to APEX had lawfully taken place* The decision of the General 

Council to enforce the award which would dissolve the lawful 

merger was found by the court to be ultra vires.

This case is important for two reasons. First, it 

may produce future litigation? that is, individuals excluded 

from member unions because of Disputes Committee awards may be 

encouraged by this case to have courts scrutinise the decisions 

of the Committee ordering their exclusion. Second, and more 

relevant for present purposes, this case presents the striklo& 

contrast between a strictly legal analysis of the functioning 

of the Disputes Cc&sittee and an analysis more closely concerned 

with how the Committee in fact operates. For instance, Committee 

awards, while perhaps not legally binding when issued, are 

binding in the sense that a union may seek to ensure an award's 

implementation by returning to the i>isputes Committee and perhaps 

Involving the General Council or the Congress in the matter. 

The awards are also binding in the sense that most 2UG affiliates 

believe that the continued well-being of the Disputes Committee, 

which requires from them a measure of respect for its decisions,
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is in their beat interests. This latter point was illustrated 

by the General Secretary of the TUG when arguing for the 

•zpttlsion of the NASD for ite not having complied with an 

award: 'I am going to put to Congress one thing, we must 

jealously guard the disputes machinery of Congress - it must 

not be undermined.' The member uniona apparently agreed 

that non-compliance was a threat to the Disputes Committee as 

they voted to expel the 11A3D.

Another instance in which the contrast appears is 

highlighted by the court's concern that Committee actions 

be based on specific provisions found in the TUC Kules, the 

Disputes Principles, and the procedural Peculations. In the 

present case, the Disputes Committee itself shared the court's 

concern, since despite having found 'adequate guidance 1 in 

the Principles on the issues in dispute, the Committee recommended 
an amendment to Principle 5 which would specifically take 

account of affiliated unions merging with non-affiliates in 

areas where another affiliated union has recently attempted to 

organise. let to an extent, the informality and flexibility 

which characterise the Committee's process of dispute resolution 
stand in contradiction to this point of view*

The informal and flexible process of dispute resolution 

is largely a reflection of the consensual manner in which 

Committee awards are normally implemented* The Committee 

in a sense derives its authority in attempting to reaolve a

dispute not only from written provisions, fcut also from the• i

! See 1959 T0C Ann. Rep* 329.
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expectation that its award will serve as the basis for the 

broadest possible consensus on the issues in dispute. In 

the case presently discussed, the consensus achieved did not 

include all the participants, although significantly APBX 

itself came to be included, albeit reluctantly, before the 

case went to court* In reacting to the non-consensual effects 

of a Committee award, however, the courts of law have tended 

to view the Committee's entire process of dispute resolution 

in terms of a non-consensual model. Such a non-consensual 

model would, for example, emphasise procedural formality 

to a far greater extent than does the disputes Coiamittee.

In resolving inter-union disputes, the Disputes 

Committee's role may be seen as an attempt to balance the 

collective forces which dominate inter-union relations in 

that manner beat suited to resolve the dispute before it, 

which in practice means depending upon its award to achieve 

the broadest possible consensus on the issues in dispute. 

In the present writer's opinion, it has largely succeeded 

in this role despite occasional non-consensual effects of 

its awards which have produced hardships for some of those 

affected. It is ironic that in reacting to the non-consensual 

effects of a Comaittee award, the courts in fact have threatened 

to undermine that degree of existing consensus which the 

Disputes Committee has managed to achieve*

1 For the classic statement on proper judicial reservations 
regarding intervention into the affairs of non-profit associations, 
see *. Chafee, 'The Internal Affairs of Associations Hot for Profit*, 
Harvarfl Ju^w iieview. JCLIII (1950), 993. A recent development, 
perhaps in response to judicial and legislative interventions, 
concerns the lUC's establishing an independent review committee 
consisting of three persons whose duties include hearing complaints

(cont.)
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1 (cent.)
of workers who have lost their jobs because TUG unions have 
expelled or excluded them from membership. In light of the 
debate over the past decade regarding the proper role of law 
in industrial relations, this development may be viewed as a 
further attempt by trade unionism to internalise the resolution 
of disputes v/hich arise from within its ranks. See Labour, 
!TUC Information Broadsheet, May 1976, p 0 1, col. 2.
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THS EFFECTIVSKBSS AND UTILITY 

OF THE DISPUTES COMMITTEE

Since its antecedent first came into existence under the 
1920 TUG constitution, the Disputes Committee has grown to be 
widely accepted by the trade union officers who both appear as 
advocates before it and as adjudicators on it. This acceptance 
is founded on the Committee's utility to these officers when 
they attempt to resolve inter-union disputes din the face of 
pressures emanating from opponent unions and from the local • 
combatants within their own unions* This Chapter further 
examines the utility trade union officers find in the Disputes 
Committee in order to identify the bases for the Committee's 
continued acceptability.

?he Overall Utility of the Disputes C<

A» Inter-union dispute r^aoluUr^jft anfl the public interest

A system whereby the trade union movement itself resolves 
disputes within its ranks is viewed as essential by many within 
the movement* In the absence of such a system, it is believed 
that the public image of the trade union movement could well 
suffer. The resulting diminution in the amount of respect paid 
to trade unionism by the public at large could have effects in 
arenas having little or nothing to do with inter-union dispute
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resolution.

It is a commonly held view among trade union officers* 

therefore, that the Disputes Committee serves as a buffer 

between trade unionism and an outside world, including the 

government, which looks disapprovingly upon trade unions 

disputing among themselves. The Disputes Coiaaittee, from 
this vantage point, can be termed an institutional manifestation 
of the longstanding willingness on the part of British trade 
onions to sort out their problems on their o\m. To serve 
adequately in this role as a buffer requires that the Disputes 
Committee actually succeed, for the most part, in resolving 
inter-union disputes. This conception of the Disputes Committee f 
as a consequence, has built into it an incentive for its 
adherents to see to it that the Committee achieves a level 
of success which will permit this purpose to be served*

For most whose position is against intervention by 
the government in the resolution of later-union disputes , the 
justification is based on a matter of principle: the principle 
is that of voluntarism, much abused of late, but with some 
vitality still apparent and its supporters firmly convinced of 
its correctness. But there is another, more practical, objection 
to government intervention in the resolution of intor-unlon 
disputes. Since intra-union and inter-union political tensions 
are often submerged in the industrial issues upon which attention 
is focused in inter-union disputes, even well-intentioned out­ 
side intervention could lack the subtlety demanded by the

1 On voluntarism, see A. Flanders, 'The Tradition of Voluntarism 1 
British Journal of Industrial itelatfona. All (1974) f 352.
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political side of the disputes. It is felt that great liana could 
be done by unknowingly imposing an industrial solution on what 

at times is a matter of trade union politics. Thus, the urge 

'to keep it in the family 1 is founded on considerations of 

policy as well as principle.

system of interfusion djLsputfl

In order for member trade unions to continue to 

participate in the TUC's system of dispute resolution and 
to make serious attempts to ensure that Disputes Committee 

awards are carried out, trade union officers must maintain 

their dovotion to the rulos of the game embodied in the 
Disputes Principles. This devotion carries unions over adverse 
decisions of the Disputes Committee which do harm to their 

organisational statures in th© short run, and leads the unions 
to subscribe to the rules as the best msaiis of conducting 
inter-union relations and resolving inter-union disputes in 
the long run. But, according to the vast majority of trade 
union officers interviewed, this devotion ia not based, aa 

some would suggest, on any elusive notion of solidarity j 
rather, it proceeds as a logical consequence from the utility 
of having a system of inter-union dispute resolution which is 
accessible to all TUC uniona*

t See V.jb, .vllen, fflffi aooioloKy q& 
( London i longjaans » 1 971 }/ p. 206 .

Industrl
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II. The Attractiveness y£ the Disputes Committee'a ^recess 
to Cotnplainant Unions

A « Motivations for rcim? before the Idsputea Committee

1. Unclaritv ±p. 1^he rules

The difficulty of the industrial issues involved is not 

the sole determinant of which inter-union disputes arrive at 

the Disputes Committee* Indeed, a great number of cases come 

to the Committee in which one side seemingly has little chance 

of success or in which the intensity of the conflict is not 

by any meana severe* Explanations vary regarding why so many 

such disputes* which consume the time of union officers, ascend 

all the way up the hierarchies of the two unions to the Disputes 

Committee*

One account terms unclarity in the Disputes Principles 

as a major cause behind disputes arriving at the Disputes 

Committee. Trade union officers subscribing to this view 

believe | correctly, that the Disputes principles do not consti­ 

tute a code which permits parties to make claims to rights 

•pecifically stated in its provisions. Indeed, the Disputes 

Principles have very few provisions explicit enough on their 

face, or, if so explicit, which have managed to maintain that 

precision over decades of application, to permit the claiming 

of rights except in the moot general of ways, the Disputes 

Principles do not constitute a code, but rather an ongoing 

charter which gives an impetus and direction not only to the 

functioning of the Disputes Committee, but to the conducting 

of inter-union relations generally. Trade union officers,
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^therefore, are often unsure of their exact position via-a-vis 
the rules and, as a consequence, may take inter-union disputes 
to the Disputes Committee when their controversially is dubious 
or when an objective assessment of the conflict would tend to 
favour the other union.

2. Local level pressures pn tpp officers

Perhaps more importantly, the political relationships 
within a trade union linking senior trade union officers to 
their local officials, shop stewards, and memberships are 
such that in many cases it is clearly the only practical 
alternative for an officer to permit a dispute to go on to 
the disputes Committee, rather than to inform his charges 
himself that their case is untenable.

Some of the trade union officers Interviewed cast the 
matter in its simplest terns: that is to say, the only reason 
they, as national officers, go to the Disputes Committee is 
because the pressures to do so arising from the locality of

;- U f ft

the dispute are such that they cannot be safely ignored. Perhaps 
the pressures are directed not at going to the Disputes Committee 
specifically, but to the taking of any action at the national 
level wliioh will be termed supportive of the local activities 
of the union. <k>in£ to the Disputes Committee, then, becomes 
the path of least resistance. It does not entail open and 
affirmative industrial action against the other union or unions,

1 i'his point wee made most forcefully by: II.V. Miles, General Officer, society of Graphical and Allied Trades, 15 January 1975; F.H. Perry, .Finance and Organising Officer, Transport Salaried Staffs association, 10 April 1975.
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the reverberations of which possibly could be felt ia industrial 

sites far removed from the dispute at hand t but rather it 

entails simply partaking of a traditional, institutionalised system 

of dispute resolution - familiar to all parties, conducted by 

the trade union movement itself, and relatively painless even 

for the loeer.

It can therefore be said that frequently en appearance 

at the Disputes Committee is but a method employed by senior 

union officers to free themselves of pressures brought to 

bear by their members and local officials. It becomes easier 

as the dispute evolves from the local level to the point where 

both unions 1 top leaderships are involved to allow the matter 

to proceed. Developing its own momentum, the dispute, over 

time, is liable to have changed from a mere verbal exercise 

between the competing sides in the locality, to a case of poaching 

or organisational encroachment, to a situation in which the 

prestige of certain personalities and perhaps the union itself 

at the local level are at risk. It is at this point that the 

prudent union officer thinks twice before telling his juniors 

in rank that they are clearly wrong and that any impartial 

arbiter would find against them.

Often at this point even the local members or officials 

who initiated the conflict are searching for & way to escape 

from it. What is needed by all, therefore, is an objective 

third party to render a decision in the dispute. More precisely, 

there is a desire to eee forthcoming an authoritative statement 

from a neutral third party acceptable to all sides. The Disputes 

Committee has grown admirably into this role over the years.
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a. Local leve^. participation at the Disputes 
Committee

Prom the senior officers 1 point of view, there is 
a feature of the Disputes Committee hearing which assists 
them greatly in their intra-union dealings. One officer 
referred to the Committee hearing as an 'open house*. As a 
rule, the local officials, shop stewards, and, at times, the 
members actually involved in the dispute are permitted to 
participate in the hearing. This participatory aspect of the 
functioning of the Disputes Committee must not be discounted. 
Writing in another context, Professor Levi (as he then was) 
attempted to describe 'the hold which the law process has over 
litigants': 'They have participated in the lawmaking. They 
are bound by something they helped make.' So it is with these 
local level combatants when given the opportunity to state their 
positions before the Disputes Committee. If impressed that their 
views matter to the Committee, these individuals have the same 
stake In the process of inter-union dispute resolution of the 
TUC as do litigants believing themselves to have been fairly 
treated in a court of law.

One view held among a few of the officers interviewed 
was that many inter-union disputes referred to the Disputes 
Committee could be treated without the need of a hearing. Written 
submissions would replace oral arguments and the Committee's 
award would then be posted to parties who would implement it. 
The Committee, it was argued, could save a great amount of time

1 E.H. Levi, A£ Introduction to Legal Reasoning (Chicago and London: University of Chicago Press, 1949), p. 5.
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for the parties as well as itself by conducting some disputes 

in thiB manner, another view had it that jg& uarte proceedings 

should replace the adversary process now utilised, with the 

same result of saving time for all concerned. These arguments 

overlook the participatory aspect of the Committee hearings. 

It ie upon this participatory aspect that much of the legitimacy 

of the Committee ie founded. Declaring its awards from a diotance 

would muet certainly leave the Committee open to disregard 

and abuse.

3* ffhe Disputes Committee an a. tactical rqsQurce 
for un;lpn officers,

Trade union officers view the TUC's Disputes Committee 

as a tactical resource. In doing so 9 they are in accord with 

the findings of Woodman and krislov regarding officers 1 

attitudes towards conciliation of disputes with management: 

'Some union officers regarded the availability of conciliation 

as essentially part of an overall strategy, to be used or 

not used depending on the circumstances and the issues involved.' 

Tactically speaking, the Disputes Committee is subject to two 

utilisations i first, the Disputes Committee can be used as a 

means of relieving pressures emanating from union members, 

shop stewards, and local officials which are brought to bear on 

senior officers of the same union. Again, borrowing from 

Goodman and Kxlslov: 'It was suggested [by union officers]

1 J.F.B. Goodman and J. Krislov, 'Conciliation in Industrial 
Relations Disputes in tfreat Britain* A Survey of the 
Attitudes of the Parties 1 , British Journal 9! Industrial 
Relations. XII (1974), 327, 343.
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that it was easier, following conciliation, to persuade members 

that everything possible, short of industrial action, had been 

done to secure the desired settlement. 1 Second, the Disputes 

Committee is a tactical resource for one union in dispute with 

another in its attempts to secure a favourable settlement.

The first utilisation has been described above; many 

disputes arrive at the TUG not because of an affirmative choice 

by national officers of a union to seek a favourable Judgment 

from the Disputes Committee, but because the dispute, having 

gathered its own momentum, is permitted to proceed to the TUG 

as a matter of expediency for those same officers* In many 

cases, however, the second utilisation of the Disputes Committee 

applies* In these situations, trade union officers go to the 

Committee in an attempt to secure gains in the membership war 

being waged among some trade unions. This conception of why 

unions go to the Disputes Committee is seen most clearly at 

present in the rapidly growing white-collar sector.

2h© manual sector of recruitment has become fairly settled
2 over the years. I-iost unions in manual recruitment have

established patterns of organisation. It is possible, therefore, 

for a senior officer of such a union to be less alarmed by 

inter-union membership disputes than his white-collar counterparts,

1 Ibid., p. 344.
2 See generally Cr. Bain and R. Price, 'Union Growth and Employ­ 

ends in the United iCiij^doia, 1964-1970', ftritial Journalment trends
of In^us^rial Relations. X (1972), 366. The authors did observe, 
however, that f it was the halting and reversing of the downward 
trend in manual union density that permitted the striking upturn 
[in aggregate trade union membership] of 1 969-70. f Ibid.. r>. 374. ^^
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since he operates in a world which, when compared with the white- 

collar world, is relatively stable. There is less a worry 

that a lost inter-union dispute means an adverse precedent 

which will stifle union growth and, as a consequence, dilute 

the union's strength relative to other unions.

But the white-collar area is alive with growth. It 

is here that each slight adverse influence felt upon the 

direction of growth now could mean a lose of thousands of 

members in the future. Thus, the greatest care is exercised 

to ensure that inter-union membership frictions are ended, 

if not with a favourable disposition, then at least with one 

which though negative in its impact has been exacted only at
• . • *•

a price. 3?he Disputes Committee as a tactical resource here 

is seen to metamorphose from a refuge for national officers, 

as described earlier, to a dueling ground for two parties both 

pursuing their own crucial interests.

Some officers were of the opinion that the Disputes 

Committee has some usefulness as a threat when dealing with 

other unions. This is not the case where a local situation 

arises which confounds senior trade union officers on all 

sides; for here the Disputes Principles are simply one more 

abstract proposition - ranking along with claims of solidarity 

and orders from senior officers - which have little or no 

impact on the local combatants. In situations, however, where 

one officer is dealing with another who is contemplating an 

activity which clearly constitutes an encroachment, displaying 

a willingness to pursue the matter to the TUC would certainly

1 Ibid., pp. 369-373.
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mice some impression*

B» Msputea Committee pqceptivity t# _4j.p put gift

1 » A broad mandate for the Disputes Committee

The differing causes behind the arrival of inter-union 

disputes at the Disputes Coiandttee nay lead some to label 
as frivolous those disputes not plainly manifesting concrete 
industrial issues over which there is conflict. However, 
where the internal political relationships within trade unions 
are a very real, in some cases controlling, factor in the processes 
intended to deal with inter-union conflict, it is less than res­ 
ponsible to declare that any one case is any more or less 
frivolous than the next.

The purpose of the Committee as it has evolved through 
the past five decades is broader than a simple, legalistic 
notion of ending disputes within a rigid procedural frameworkf 
it is broader than an approach which sees jurisdictions! 
techniques as a means of defining precisely which parties are
qualified to appear before a tribunal and when they are per-

2mitted to do so. 1?he Disputes Committee, to be sure, must

be concerned in the main with resolving disputes in a systematic 
and consistent way. But in addition, it has com© to serve as 
an important valve through which unbearable pressures, intra-

1 A staff member of the TUG offered the observation that soiae 
General Council members were reluctant to devote tiae to 
Disputes Comaittee duties because it seemed they had to deal 
more with personalities than with 'fundamental issues' while 
serving as chairmen. Interview with K. Cannell, Assistant 
Secretary of the Organisation and Industrial Delations Department 
Trades Union Congress, 17 January 1975. f
2 See, aur>ra. pp. 2*K)-2*H , 323-32^.
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union as well as inter-union, can be expelled. In some cases, 

the latter function dwarfs the former in relative importance. 

In these cases, much the more dangerous since the issues are 

highly-charged politically as well as industrially, any 

thought of branding claims as frivolous because they do not 

present concrete industrial issues is misplaced*

2. ffac t^ln^fljg jfcfc jfeo. J^sputea

Also, the fact-finding function of the Disputes Committee 

is of great importance. In many hotly-disputed cases to com® 
before the Committee, an accurate determination of the facts 
can expose the industrial foundations of ill feeling both 

within and between trade unions, furthermore, In many cases 
which come to the Disputes Committet, it becomes apparent that 
no aerioua conflict of values and interests is involved and 

that once the fact® are seen in a certain way the solution 
to whatever problem exists is self -evident .

Ill, The Acceptability of Awards of the Disputes Committee^^^^M^^^P WBW^^^^B^^^^^^^^^^^^^^^^^^^^^^^^^^^^P ^^^^^W ^^^^^^^^^^^^^^^^f ^^^^9 ^BBMWBWP MMMB^BHMfMMMIWIHMMPl MMMPVwRWwBllflMMI|IHlfe0V

A. gyerficffifaiff formalism

It is a point of objection for some trade union officers

1 For a clear illustration of hov a hearing of the Disputes 
Committee can serve as a method for ascertaining the salient 
facts upon which the dispute is based, see Blectrical Electronic 
telecommunication Union/Plumbing Trades Union and 2rau&htsmens 
and Allied Technicians Association, 1971 TUG Ann. %^« 29,
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who moat deal with the Disputes Committee that, because the 

General Council prides itself in not developing a 'case law 1 

of Disputes Committee awards, the officers have no sense of 

predictability when approaching the Cootiittee for a decision. 

The fact is, however t that Idsputes Comittee menbers do operate 

within a tradition of decision-oalcing, although they are not 

nearly BO rigidly confined as common law judges* Hot only have 

the three Committee members, especially the Chairman, in all 

probability taken part in the Committee's function previously, 

but the drift of Disputes Committee decisions is known even 

outside the ranks of those officers who from time to time 

constitute the Committee. Further, there is always at least 

one member of the TUC staff - a member of the Organisation 

and Industrial itelations JJepartment - sitting in on the delibera­ 

tions. This representation from the staff allows for earlier 

awards in cases similar to the case at hand to be pointed out 

to the Committee members who may have no knowledge of them. 

The process of adjudication of inter-union disputes 

of which the Disputes Committee of the TUC is the aerve**centre 

is more flexible than systems of dispute resolution which 

take place in conventionally conceived law forums. The 

Disputes Committee system is more flexible because its pro­ 

cedures are subject to being bent to the exigencies of the 

moment * When, for example, a union stands to be embarrassed 

by a line of questioning from the Committee, its opponent 

is asked to leave the room of the hearing. Also, an informal 

style of conducting Committee hearings allows for the intro­ 

duction of pertinent soaterial from the parties directly rather
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than from their advocates, while the same material might not 

meet rigid evidentiary rules in courts of law. Finally, while 

it is true that consistency in decision-making is largely ensured 

by the factors listed in the preceding paragraph, the rejection 

of a formal system of precedents by the Disputes Committee has 

the effect of providing the adjudicators an ample area of 

discretion in which to decide.

B« He ports of Disputes CoffaiJltt.ee dec^s^ons.

Keportf supportive of Dispute® Cocamittee decision© 

have a value* which simple judgments unaccompanied by explanation 

do net. As vrith an arbitrator's opinion in a labour-management 

dispute, 'Its greatest utility lies in its effect, not merely

on the advocates who presented the case ..., but on ... the
2rank and file . ..* It is, after all, the local combatants

in inter-union disputes who, moat typically, must be convinced 

if reason is to prevail over reflexive industrial action. A 

report substantiating the Disputes Coauaittee's decision, properly 

communicated to the local level by means of officers of both 

unions, can help to convince in ways that the most sincere 

and urgent protestations solely emanating from senior officers 

cannot.

1 Beginning in 1971, the reports of Disputes Committee decisions 
which are published in the fi'UC Annual Reports have been abridged. 
The full reports, however, are distributed to the parties in­ 
volved in the dispute. The fun report has sutatnaries of the 
arguments of each of the disputants as well as a brief statement 
of the basis of the award.
2 H. Shulman, *Keaaon, Contract, and Law in Labor itelations*. 
Harvard Law iteview* LXVIII (1955), 999t 1020-1021.
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No dissenting opinions of members of the Disputes 

Committee are published. While undoubtedly this tradition 

has evolved by now into an informal requirement of consensus 

among the three Committee members, there is a very strong 

reason behind not permitting the expression of dissents from 

within the ranks of the Disputes Committee. Dissents from a 
judgment of the Disputes Committee could well undercut the 
force of that judgment. In situations where implementation of 
the Committee's award may already be a major problem, allowing 
a dissenting opinion to surface from the Committee would be 
tantamount to licensing dissent in fact within the workforce 
or officers* ranks concerned. There was no desire among 
the officers interviewed for a change which would permit the 
publication of dissenting opinions.

C. 4 major criticism: the time la#

She major criticism lodged against the functioning of 
the Disputes Coiamittee by those officers interviewed who ffiust 
appear before it when representing their unions' cases is the 
length of time it often takes actually to appear before the 
Committee once a complaint is filed. Scaeduliag problems are 
the most innocent reason for this delay as well as the most 

obvious. It is difficult for 3)UC staff members to arrange with 
a General Council member to devote a half-day of his time to the 
Committee meeting. The unions themselves also have problems in 
agreeing, not only on a Committee meeting date, but also on a 
date on which to hold the required national level meeting before

1 Uee, supra, pp. 257-258.
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coming to the TUC. It is common for unions that wish to put 

off the day of reckoning at the Disputes Committee to provoke 

delay after delay, which has la the past caused upwards of a year 

or so to pass before the dispute is heard by the Committee. 

There is a provision in the regulations governing the proceedings 

of the Disputes Committee which permits the TUG to impose a 

date on a union reluctant to appear before it f but this 

provision is rarely invoked.

Kore than one trade union officer, however, termed the 

great time lag before coming to the Disputes Committee aa 

beneficial. Hatters in the locality, they observed, are given 

time to settle down. Tempers cool and pragmatism, not to 

speak of solidarity, is given a chance to come to the fore. 

While leaving the parties to their own devices for a period of 

time may permit matters in some cases to progress to the point 

where attitudes become hardened to reason, there in another, 

positive side to the remoteness of the disputes Committee as 

well. Realising that the participation of a third party In 

resolving the dispute is not aa imminent prospect, the parties 

to the dispute have significantly greater Incentive to sort 

matters out on their own, and therefore to end the dispute with­ 

out third party intervention. Some officers who were interviewed 

observed that there were exceptions - most notably when an 

industrial stoppage occurs or threatens to occur imminently 

over an inter-union dispute - where a quickly issued judgment 

would be highly desirable. In these instances, forcing a date 

on unions not quick to agree to a hearing time would be the

1 Regulation H.
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only alternative.

D» The comT>eteace of Disrates Coauaittee members

Only a few of those officers interviewed felt that 

the Disputes Committee*8 membership itself presented a problem. 

Often, these officers argued, the Committee members find them­ 

selves on unaure ground in deciding cases. This would be most 

apparent in demarcation disputes, which are beyond the scope 

of this study. Membership disputes, however, may also entail 

such difficulties. This argument holds that intricate questions 

peculiar especially to certain crafts are beyond an outsider's 

ability to answer. For example, disputes involving a techno­ 

logical advance creating a new grade, or a merger of more than 

one grade previously organised by different unions would be 

subject to adjudication based upon past occupational practices 

within the plant and industry, aa well as upon established 

organisational patterns of the unions concerned.

These arguments, based as they are on criticism of 

insensitivity to industrial nuance, have the greatest validity 

when lodged a^aiaet common law judges not versed in union or

1 The Disputes Committee haa been convened as quickly as 
possible in some cases where industrial stoppages were 
occurring due to inter-union disputes. See, e.g., 
National Union of dheet hetal Workers, Coppersmiths, 
Heating and Domestic Engineers; Amalgamated Union of 
Engineering and Foundry *orkerej and Transport and 
General workers Union, 1969 TUC Ann. lie p. 110.
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industrial practices. While there may bo wore than a grain 
of truth in the argument when it is applied to union officers 
operating outside the industries with which they are most 
familiar, its import is greatly diluted. A lare;e majority 
of those officers interviewed dismissed this aspect as the 
least of their worries regarding the Jisputea Committee. Any 
Disputes Committee member manifesting the rudiments of induetrial 
and trade union common sense, they said, could discern the 
issues and adjudicate upon them.

J£, The impartiality of the Disputes (

In order for decisions of the Disputes Committee to 
be considered valid by the disputants, the disputants must 
have faith in the individuals, especially the Chairman, manning 
the Committee. The most cbvioue problems have to do with 
conflicts of interest. Given the great overlapping in trade 
union organisation in Britain, there are few unions indeed 
whose officers do not have dealings with officers of other 
unions. It is incumbent upon those officers wlic sit on the 
Disputes Committee to disqualify themselves willingly when 
any shadow of doubt can be cast on their objectivity or 
independence. This is particularly true where members of the

generally K.W. «/edderburn and P.L. Davies,
Grievances §nd Msputes iTQoeclures ±n Britain* ±>art 1 ; B« Abel- SmT^ • - - -. -th and xi. ^tevens, Ljawjrera and tjffi CourtffS A . the tin&liph Le^a.. ^yetem 1750~1 9fr5 ( London ; Heinemann,- ^^^^^^^^^^^ ™967), p. 307^ For a etingin^^ attack on judges of the former National Industrial iielatlons Court, aee H'» Lewis, 'Con-i-lech: Showdown for the i-i.I.H.C.', Industr^M ^ JQ-urjoal. Ill (1974), 201 John Stuart iiill, a century earlier and in another context, wrote of ',,. the judges, with that extraordinary want of knowledge of human nature and life which continually astonishes ua in -English lawyers ...' J.tf. hill, un Liberty (London: Murker and Son, 1859). pp. 12>-124.
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General Council are concerned. Hot only do they in their 

role as Chairman exercia* disproportionate power in the 
Committee's decision-making, but their very conspicuousnes* 

calls for a degree of self-scrutiny before they sit on the 
Committee far above that of their non-General Council colleagues 

on the Coffioittee.

A special problem arises with respect to the General 
Council member* This person is on the General Council by 
virtue of having been elected from the Congress as a whole. 
In this process of election, the positions taken by the few 
very large unions are pivctal in a successful run for the 
General Council. One General Council member interviewed in 
connection with this study illustrates the point well, since 
early in his tenure as his union's General Secretary he was
unsuccessful in his bid to gain a highly-prized General Council

2seat. His main problen, as he seea it, was that the IWU
did not support hia in his run, 3ut when that union changed 
its position, he did succeed in ascending to the General Council 
and has there re/aained ever since, Recently, he was called 
upon to act as Chairuan In a dispute involving the TGrfU. Ho 
did not disqualify hiiaself, and indeed gave a recommendation 
opposed to the interests of the 2"GVU. But the point still 

remains: not only this member of the General Council, but 
nearly its entire membership, ewe their status to the few large 
unions whose caassive memberships supported their election to

, «

1 See, supra. pp . 92-93.
2 Interview with ^. Bucktcn, General Secretary, Associated 
Society of Locomotive Engineers and Firemen, 15 April 1975.
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the General Council, The objectivity and independence of 

these General Council members when on the Disputes Committee 

hearing cases involving the giant unions oust be open to 

question. But it is a question which, as will be described 

below, they are for the most part well able to answer, owing 

to the significant percentage of cases (over fifty per cent 

in cases involving the country's two largest unions, the TQWU

and the AUEW) in which the Disputes Committee has clearly awarded
o 

against the largest of the unions since 1950*

1 * Tfte power £>£ the Cfcairmafl o£ $j^e .Disputes

From the time that the parties to the dispute are 

first asked to leave the room so that the Committee might 

commence its deliberations , the influence of the Chairman 

of the Disputes Committee is pervasive* According to a TUG 

staff member whose duty it has been to sit in on Disputes 

Committee discussions in order to transcribe the Committee's 

judgment , it is most typical for the two Committee members 

to defer to the Chairman on matters of substance.

The power of the Chairman to persuade the other two 

members of the Committee to decide as he likes, while formidable,

! See, infra, pp.
2 General Council members on the rare occasion have argued the 
cases of their unions before the Disputes Committee which of 
course contains a General Council colleague. For an example of 
this undesirable practice, see Clerical and Administrative Workers 
Union and Transport and General V/orkers Union, 1970 TUC Ann. Ret). 
49 1 where to. Harry Urwin, General Council member and an officer 
of the TGWTJ, argued his union's case.
3 Interview with K. Cannell, Assistant Secretary of the Organisa­ 
tion and Industrial Relations Department, Trades Union Congress. 17 January 1975. «*^»»t
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is not, however, plenary. In one instance related by a member 

of a Disputes Committee not from the treneral Council, the 

Chairman reached a conclusion opposite to that reached by the 

two other members; despite the Chairman's misgivings, his opinion, 

and as a consequence the award of the Committee as a whole, came 

into line with the position of his two 'junior 1 colleagues. 

Further, one General Council member interviewed claims to have

chaired a Disputes Committee which issued an opinion with which
2he fundamentally disagreed,

alleged bias toward^ tjie larger urftons 
Committee

There is some feeling of resentment within the ranks 

of trade union officers that the awards of the Disputes Committee 

are biased toward the larger unions. Dr. Lemer's observation 

'that large unions generally win jurisdictions^, cases [beforo 

the Disputes Committee] 9 supports this feeling among the officers* 

An examination of the awards of the Disputes Committee in cases 

involving the TGtfU, the AUE¥, and the HUCrKW, the country's 

three largest unions, does not support this position. In two-

t Interview with L.G. Guy, Assistant G-eneral Secretary, National 
Union of Sheet Ketal Workers, Coppersmiths, Heating and Domestic 
Engineers, 9 April 1975.
2 Interview with K. 3uckton, General Secretary, Associated 
Society of Locomotive &n&ineers aad Firemen, 15 ^pril 1975.
3 Interview with A. faysome, Divisional Officer, United Hoad Trans­ 
port Union, 28 Hoveraber 1974; Interview with T.3. Malinson, 
National Officer, Confederation of Health Service &nployees, 18 
February 19751 Interview with K. Roberts, Organiser, Association of 
Cinematograph, television and Allied Technicians, 11 April 1975| 
Interview with L.G. tfuy, Assistant General Secretary, National Union 
of Sheet Metal Workers, Coppersmiths, bating and Domestic A 
9 April 19751 Interview with A. Leary, Head of the Organising 
Department, national Union of Agricultural and Allied Workers. 
9 April 1975.
4 Lerner, -SrfiKftWT Uaioas and thg ^>mal^ Trade Un^pn. p. 78.
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party disputes over membership heard by the Disputes Committee 
in the years 1950 to 1974 which involved one of these three 
unions, but not more than one, and in which awards clearly 
favoured or disfavoured their respective arguments, the 
following results may be discerned: the Transport and General 
Workers Union was clearly favoured in seventeen awards, dis­ 
favoured in eighteen} the Amalgamated Union of Engineering 
Workers (formerly the ABU and the AUSPW) was clearly favoured 
in fifteen awards, disfavoured in nineteen; and the National 
Union of General and Municipal Workers was clearly favoured in 
twenty-five awards, disfavoured in thirteen. Ihis breakdown of 
awards does not on its own establish the fairness of the ad- 
Judicatory process of the Disputes Committee where cases involving 
the largest unions are concerned; but it certainly lends a 
presumptive validity to Professor Grunfeld's comment that f lf 
the Committee discriminates against the individual in favour 
of the needs of its member organisations, it certainly does 
not discriminate against the smaller affiliated unions in favour 
of the larger.'

Conclusion; Do the Disputes Principles and the Disputes*]^P^^^^^^^^^^^^^^^^^^^* ^^^^^ ^^^^^^14 ^•^^^^^••W^^M^WW^ __ ^VHMWMMB^^^OTMMWMH* ^WHW •(••••Mb 4MMMHMHMHMMMMMpfo.fte.c1t ftt

Some smaller unions which would appear to be in a position 
where the protective influence of the Disputes Principles would 
be valued by them, actually resent the existence of the Principles* 
Kany are of the opinion that the entire TUC framework within 
which inter-union relations operates is nothing more than a

1 Grunfeld, Modern Trade Union Law, p. 227.
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protective cloak for the larger unions. Xheee large unions, the 

argument goes, have historical claims to certain areas of 

organisation, but because of their problems in servicing such 

larr;e numbers they have lost the current faith of their member­ 

ships. Many members of large unions thus become prone to 

transfer to other unions | this is, of course, an event which 

stands to benefit the smaller unions. let, as i)r. Lerner has 

written, 'The [TUC's] procedures which hinder inter-union mobility 

tend to hinder smaller unions from expanding. '

For example, the United Road Transport Union and the 

Transport and General Workers Jnion both organise lorry drivers. 

The UiiTU is a union of approximately 20,000 members f tiie TGWU 

has nearly one hundred times that many workers - not all lorry 

drivers, of course - enrolled in its membership. According 

to the URTU, officers at the local and divisional levels often 

receive enquiries from TGWU members who are lorry drivers 

expressing a desire to leave their present union to join the

UBTU. The UHEU officers obviously wish to enrol the individuals,
2but there are counter-considerations as well.

First, the officers must realise that any taking of 

members riskd provoking a retaliation from the TGWU, That the 

larger union is capable of striking back is not open to 

question. The UKTU, in this event, would not be able to file 

complaints with the TUG quickly enough. Second, if the TG\fU 

is truly lax in servicing its members, management may side with

1 Lerner, Br^fifcffMY Unions a£& the Small Trade Union, p. 79.
2 Interview with A. Taysome, Divisional Officer, United Road 
Transport Union, 28 November 1974. See, supra > p. 32.
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the larger union. Having become used to dealing with a union 

lax at the local level, management might go so far as to call 

upon the TOWU to send officers to the trouble spot as quickly 

as possible to sort matters out.

Finally f there are the Disputes Principles. Those members, 

no matter how disenchanted and no matter how poorly serviced 

by their union, are still members of the TOW in the eyes of 

the Disputes Principles. Ar^rsissable inroads made by the UKTU 

would not only risk T&WU retaliation, but also most probably 

entail a visit to the TUG, where undoubtedly the issue would 

be decided against the smaller union*

The last point leads to perhaps the raost crucial question 

in this study. The larger unions are able to utilise the Disputes 

Principles, and the Disputes Committee, to protect their 

potentially weak areas of organisation. Does it follow that the 

Principles and the Committee exist mainly to ensure that these 

large unions continue to occupy their dominant positions within 

British trade unionism? It has been ©hown that Disputes Committee 

awards granted over the past twenty-five years have not sub­ 

stantially favoured the three largest unions in the country.* 

let, there ia little doubt that the Disputes Committee's 

application of the Disputes Principles does hinder inter-union 

mobility which otherwise could lead to a trend of defections 

from the larger unions to the smaller.

The fact is that while th© Disputes Committee does indeed 

protect asarginai areas of organisation as being within the 

preserve of the larger unions, it performs the saae service for

1 See, supra, pp. 3^6-
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smaller unions as well. The Committee's increasing tendency

to decide upon the issues in dispute in terms of the three

main standards of adjudication - procedural fidelity,

organisational dominance, and negotiating rights - indicates

a move toward the objective. It is true that larger unions

have organisational dominance and negotiating rights in more

areas than scalier unions, and therefore have more areas which

may require protecting; but it is equally true that the Committee's

ad hoc, piecemeal style of dispute resolution is not designed

to take account of broader aspects of inter-union relations.

Its development of objective standards of adjudication and its

typical refusal to extend review beyond the facts in the

locality in which the dispute arose strictly delimit the role

of the Committee in inter-union dispute resolution* The Committee's
2function, as Hughes has pointed out, does not extend to 

rationalisation of inter-union relations through structural 

reform*

It is the present writer's belief that this is a positive 

feature of the Disputes Committee* It is not that rationalisation 

through structural reform is considered an unworthy goal; rather, 

this view is based on a recognition that the Disputes Committee 

is not the proper vehicle to move toward this goal. Meaningful 

structural reform would require that many trade unions abandon 

their present patterns of organisation* For many of the unions 

this would mean both a loss of membership and a loss of historical

1 See, supra. Chapters Eleven and Twelve.
2 Hughes, Trade Union Structure anfl (foy^r^y^ (j?art 1 )* 
p. 29, para* 52.
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areas of organisation. These sacrifices are not likely to be 

accepted by British trade unions voluntarily, and the chance 

is even smaller that such sacrifices can be forced on the 

unions. It ie moreover unrealistic to believe that a Disputes 

Committee composed of one General Council member and two 

senior officers would have the moral authority to begin moving 

toward widespread atructural reform* If the Committee were to 

use the resolution of disputes before it as a pretext for more 

ambitious activities , such as allocating spheres of influence 

to single unions in sizeable industrial areas where multi- 

unionism is already present, the Committee f s present utility 

to trade unions would be undermined*

As the Committee presently functions, it takes account 

of the more immediate causes of inter-union disputes* described 

in Part I of this study, by viewing them in terms of largely 

objective standards of adjudication which are acceptable to 

trade unions* Xo move beyond these standards in an attempt 

to treat the least immediate, yet most fundamental 9 cause of 

inter-union disputes - multi-unionism - would be to adopt more 

subjective standards of adjudication* These more subjective 

standards would be based on reformist ideas over which there 

are great differences of opinion within British trade unionism* 

For the Disputes Committee to decide on the basis of these 

subjective standards would be to risk detracting from the 

Committee's legitimacy among the unions. The present argument 

is therefore that the process of adjudication of inter-union 

disputes and the process of reform of inter-union relations 

are properly separated. 2?he former process Is adequately
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housed in the Disputes Cooiciittee. Attempts at finding the 

appropriate institution to house the latter process should 

leave the present role of the Disputes Committee largely 

unaltered*

The argument that Disputes Committee adjudication 

may stand in the way of smaller union growth is undoubtedly 

true, irrespective of the Committee's largely objective 

system of adjudication. But what is the alternative? A system 

of dispute resolution which extends review beyond the immediate 

dispute to encompass the goal of furthering the interests of 

small unions over those of large unions is as unacceptable 

as its converse*

The present writer has attempted to depict the 

Disputes Committee as relatively impartial in its adjudication 

and effective in the role it has come to occupy within British 

trade unionism. It is true that the Committee's method of 

adjudication is tied inextricably to the present state of 

affairs in the sense that it is not reform-orientated. It 

is also true that individual rights are left by the Committee 

to be vindicated within member unions and net by means of 

transferring unions* But removing the Committee would itself 

exact a heavy price. It would license breakaway unionism 

and indiscriminate transfers of members from union to union » 

both of which would have a profoundly unsettling effect on 

patterns of union organisation and hence on collective 

bargaining. It would, as a consequence* invite outside inter­ 

vention into the field. Moreover, it would silence what has
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evolved into a reasoned and moderated response to the 

persistent problem of inter-union conflict.



354

APPBIiDU

S3LJ3CM)



555

The inter-union agreements found in thia Appendix have 

been provided to the author through the courtesy of the 

following trade union officers:

Document As 

Document B: 

Document C: 

Document D* 

Document Bt 

Document Ft 

Document Gs 

Document Hi 

Document I: 

Document J:

Document 

Document Ls

K.J. Tuck, Assistant General Secretary, National 
Union of Kailvaymen,

A. Leary, Head of the Organising Department, 
National Union of Agricultural and Allied Workers.

P. Dawaon, Negotiating Secretary, Association of 
Teachers in Technical Institutions.

J.D. Hughes, Chief Organising Officer, Union of 
Shop, Distributive and Allied Workers.

F.H. Perry, Finance and Organising Officer, 
Transport Salaried Staffs Association*

G. Viner, Training and Research Officer, National 
Union of Journalists*

F.H. Perry, Finance and Organising Officer, 
Transport Salaried Staffs Association*

P. Scares, Assistant Secretary/Organiser, Greater 
London Council Staff Association*

A. Leary, Head of the Organising Department, 
National Union of Agricultural and Allied Workers.

0. Viner, Training and Hesearch Officer, National 
Union of Journalists.

G. Viner, Training and Research Officer, National 
Union of Journalists*

G. Viner, Training and Research Officer, national 
Union of Journalists.

Document Hi G. Viner, Training and Research Officer, National
Union of Journalists.

Document Hi G. Viner, Training and iiesearch Officer, National
Union of Journalists*

Document 0:

Document Pi

W.J. Biggin, National Industrial Officer, national 
Union of General and Municipal Workers.

W.J. Biggin, National Industrial Officer, national 
Union of General and Municipal Workers.
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Document A. |nter-union Agreement; .National Union
en and Transport and Crenerfl], Workers 
1932.

fioad Passenger Transport

The decisions on the Road Passenger aide have beon 
reached after very careful consideration and an examination 
of the membership and activities of the two organisations* 
We feel these provide a basis for co-operative effort 
which should be mutually advantageous to the two Unions and 
to those employed on the various ^mnibus Uudei-takings.

On the question of organisation, consideration was 
given to two points:-

(a) Joint working on individual undertakings*
(b) Leaving one organisation free to work on a given 

undertaking, the other being prepared to render 
all possible assistance*

The Joint Committee proposed that as far as possible the 
second method should be adopted and the Executives approved 
this*

A review of the Omnibus Undertakings having been made, 
the following proposals were put to the two Executives and 
approved by them:-

That the following Undertakings and Areas shall be 
regarded as coming under the jurisdiction of the Transport 
and General Workers Union:- Bast Kent Koad Car Co*$ Kaidstone 
and District; Thames Valley Traction Co.* Amersham and 
District| Thackerays, Reading! Wye Valley Motors ; National 
Omnibus Co*; Potteries -J.ee, Trac. Co*; Midland General 
Oan. Co* | barton's Transport Go*; Potteries District; 
Leicester and Dist. Bus Co*; Carr's, Bolton; General County 
Can. Co.; ^underload Diet* dan* Co*; Charltons; i*aat Riding 
Auto* Co.; Bullock & Sons; Yorks* (w.D.) Blec* Trac* Co.; 
roundall Bros*; Tilling3, Brighton; Eastern Counties; 
Western Transport; Northern General (and subsidiaries); 
Hebble Bus Co.; The whole of Scotland; Red & tthite Services; 
i&st Surrey Tractioa Co.; Alderehot £ District; Penn 
Omnibus Co.; Westcliff Hotor Services; Cheltenham & Dist. 
Trac. Co.; Astrol, Stroud; South Wales Transport Co. (and 
independent operators in South Wales); United Counties Can. 
Co.; Trent Motor Trac. Co.; Crosville Motor Services; 
Cadman's; Tynenouth & Dist. Blec* Trac. Co*| Tyneside Omnibus 
Co,; Cumberland Motor Services; Yorkshire Traction Co.; 
West Hiding Klec. Trac. Co.; Blumers; Lanes* United Trans* & 
Power; Southdown; Eastern national; Mdland Red (incl. 
Black & White); West Yorkshire iioad Car Co.; East Yorkshire 
Road Car Co.

That the following Undertakings and Areas shall be re­ 
garded as coming under the Jurisdiction of the national Union 
of Hailwaymen:- Southern Vectis; Hants. & Dorset; Western 
national; Devon General; Western Welsh (as now constituted); 
Hansfield & Dist. Elec.; Wilts & Dorset; Southern national! 
Lincolnshire Road Car Co.; Bast Midland Omn. Co.; Horth 
West Road Car Co.
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Document A. Continued.
With regard to the Kibble Motor Services, it was decided 

that arrangements should be made for jointly dealing with the 
question of organisation and negotiations, and with a view to 
giving effect thereto, arrangements are to be made for a 
conference in the locality between representatives of the 
Executives and of the two organisations.

Regarding the United Automobile Services, it was agreed 
that Durham and Yorkshire shall come within the scope of 
the T. & G.K.U., and Northumberland, including Smmersons, 
shall come within the scope of the 8.U.K. There will be 
joint action on major negotiations, but each Union will deal 
with problems in the district allocated.

The position of the Oxford and Bristol Services has been 
deferred for further consideration.

Kote. - The London and the Outer London Companies and 
the Municipalities were not considered in connection with the above proposals as they are organised in the T. & (J.W.U.

On the question of membership and negotiations, the 
following proposals were accepted s-

(a) That there should be a recognition of the existing 
membership of the respective organisations.

(b) That neither Union should seek to increase its
membership on those undertakings which it is agreed 
should be dealt with by the other organisation.

(c) That negotiations for the men employed should be 
dealt with by the Union to which the firm is allo­ 
cated. This to apply to every case, with the 
exception of the Kibble Motor Services, and the 
United Automobile Services, Ltd., for whom special 
arrangements will obtain.

Note. - It is the intention that members of existing organisations shall not be disturbed, and that non-unionists shall be enrolled in the Union to which the undertaking 
is allocated.

It was also agreed that there shall be a Standing Sub-Committee - subject to control by the Joint Committee - to deal with matters of common interest, i.e., organisation, negotiations and questions arising under the Aoad Traffic Act.
Roafl Commercial! Transport '

The Joint Committee have given careful consideration to the great need of organisation and to the difficult problems arising in this industry. It is agreed that the existing methods of organisation should be continued and the K.U.R. will render all the assistance possible in the enrolment in the T. & G.W.U. of men employed by Contractors outside railway work. The Executive Committees agree that complete organisa­ tion is most likely to result if both Unions co-operate in 
the fullest possible degree. It is noted with satisfaction 
that mutual assistance is already given in many districts. 
There are many problems which can be handled better jointly
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Document A* Continued*
than separately and to this end a Standing Sub-Committee 
will be established. It is proposed, wherever possible, that 
arrangements shall be entered into for the establishment of 
local Joint committees to deal with the question of organisa­ 
tion. Many problems are arising in the industry. The opera­ 
tion of the Koad Traffic Act, and the possibility of further 
legislation will need very special vigilance in order to 
protect the workers engaged in the industry.

Document B. union Agreement?
IMj^HMHMOT WIMMMMIBBMWMM &£._ — -_

Workers. 1948.
Memorandum of Agreement
(1) That the Union of Agricultural Workers shall, be recognised 

as the Union for all agricultural workers.
(2) That the Union of Shop, Distributive and Allied v/orkers 

shall be recognised as the Union for all distributive 
workers.

(3) That neither of the Organisations shall in future take 
members from the other, either by transfer or otherwise 
without consent of the other Union.

(4) Should at any time a difference or difficulty arise as 
to the working of this Agreement, every endeavour should 
be made to come to a friendly arrangement with respect 
thereto and in the event of a difference it shall be 
referred to the General Secretaries for settlement.

Note: It was subsequently agreed that agricultural workers 
include, farm workers, horticultural workers, nursery 
workers, market garden workers and forestry workers.

Document C. &£ Teachera 
Aesocia-

The purpose of the agreement between the Association 
of Teachers in Technical Institutions and the National 
Association of Schoolmasters is to prevent the occurrence 
of disputes between the two Associations concerning 
trade union membership, to promote a harmonious and cor­ 
dial relationship between them, and thereby to faciliate 
the further advance of trade unionism within further 
education*

The agreement will operate as from the date upon 
which the representatives of the Association append 
their signature.
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Document C. Continued .
5. The agreement shall be signed by representatives of 

both Associations and by a representative of the Trades 
Union Coneress. The signatures of the representatives 
of the two Associations shall be understood to formally 
commit both Association tc strict observance of the 
agreement .

4» The i<AS recognise the ATH as representing the 
majority interest of teachers in the field of further 
and higher education*

5* New entrants to the field of further and higher 
education will therefore normally Join the ATTI. $A3 
members from schools would normally retain their member­ 
ship of the HAS.

6* The ATTI accepts that the i»AS has members in the 
field of further education due to transfer of members 
from schools into further and Ixigher education, (and to 
the direct application of certain members in further 
education) to the MAS and that the 1*AJ3 therefore have 
a minority interest in the field of further education. 
The ATTI therefore also accept that where the HAS have 
members in any further or higher education establishment 
they have the right to be consulted in matters which 
have a bearing upon their employment and working 
conditions within that establishment in accordance with 
a code of practice to be drawn up by the Joint Committee 
established under Clause 6.

7. With regard to Bridlington Principle 5» both 
Associations have agreed as follows?
(1) The NAS recognise that the ATTI have the majority 

interest in the field of further and higher 
education!

(ii) The ATTI recognise that for reasons previously 
stated the 1»AS have a minority interest in the 
field of further education!

(iii) Because the HAS have members in further and higher 
education as stated in paragraph 6 above they will 
naturally produce policy statements on matters 
affecting further education*

(iv) Neither Association will commence organising 
activities in any college where the other 
Association has secured organisation, unless by 
arrangement with that Association.

litotes oj£
I, The term "commence organising activities" shall be 

understood to refer to any form of acceptance of an 
individual into membership. Thus it refers not only 
to acceptance of an individual as part of a recruit­ 
ment campaign, but also to acceptance of unsolicited applications for membership.
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Document C. Continued.
II. It is accepted that an individual may have a strong 

personal preference towards Joining a particular 
Association which may not however have organising 
rights at the college in which he is employed. In 
such circumstances the Association to which he has 
applied shall raise the matter with the other 
Association. If the other Association do not at that 
stage agree that the applicant should be accepted by 
the Association to which he has applied, the matter 
shall be dealt with by the Joint Committee referred 
to in paragraph 8.

8. The two Associations have agreed to the setting up
of a Joint Committee in which the ATTI will have a majority 
interest. The purpose of this Committee will be to keep 
continually under review and make recommendations on:
(i) Hatters of common interest with the TUG;
(ii) Hatters of common interest in education!
(iii) Closer cooperation between the two Associations I
and to consider and decide on;
(iv) Any cases referred to it under paragraph 7 (iv) above.

9. Both Associations will do their utmost to ensure 
that the terms and conditions of this agreement are 
adhered to. Any differences which arise concerning the 
interpretation and application of the agreement shall be 
the subject of discussions between national representa­ 
tives of the two Associations and neither Association 
will take unilateral action in respect of the issue in 
dispute. In the event of agreement not being reached 
the issue shall be referred to the TUC.

10. The operation of this agreement will be open to joint 
review and should either Association propose any changes 
in the agreement , they shall notify the other in writing 
and, if necessary, a meeting shall be held to discuss the 
proposed changes. In the event of agreement not being 
reached on any proposed changes the matter shall be 
referred to the TUC.

Document D, Iqter^uffion Agreement* Union of Shop, Distributive
Workers and TranairarTand Seneral Workers

1 . The purpose of this agreement is to establish the greatest 
measure of co-operation between the respective Unions and to 
effectively resolve differences that may arise from time to 
time between both parties.
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Document D. Continued .
2. Both parties emphasise the importance of speedily settling differences that may arise at District or Regional level thus avoiding the need for references to the Head Offices of the 
Unions•
3. Where in any district a difficulty arises relating to 
membership or organisational rights the District Officers of 
both Unions will seek to resolve the problem by telephone f 
correspondence or joint discussions*
4. If the District Officers fail to settle the matter and 
further consideration is desired a meeting ahall be arranged at Regional level attended by the appropriate Regional Secre­ 
taries of the Unions and such other officials required to 
assist*
5* Where agreement cannot be reached at Regional level agreed notes must be submitted to the respective Head Offices setting 
out the principal facts and the points of disagreement*
6* £he respective Head Offices being assured that every effort has been made to resolve the difficulty at the District and Regional levels , shall meet to consider and examine the problem and conflict of interests arising with a view to reaching a mutually acceptable solution.
7* If after investigation both parties are unable to resolve the difference, they may consider inviting a member of the General Council to assist in finding a workable solution*

Document B,

1 • Neither Organisation should accept a member of the other Organisation without enquiry being made to the Headquarters of the "parent" organisation to ascertain that there were no objections to the man transferring his membership*
2* The Organisation receiving the application for member­ ship should allow the "parent" Organisation reasonable time 
to contact the applicant with a view to persuading him to retain his original membership , and should inform their 
branches concerned that this is being done and that the applicant should be advised to continue his contributions 
to the "parent11 Organisation until his application for transfer has been approved. It is understood that the applicant will be seen by the representative of the "parent*1 Organisation with the minimum of delay.
3, Objections to the acceptance of an applicant should not 
be pressed by the "parent" Organisation to the point of making the man become a non-unionist in order to join the other 
Organisation as such. This, of course, is not to apply in cases where the member is (a) under discipline; (b; engaged 
in a trade dispute > (c) in arrears with contributions | i*e. cases covered by Clause 4 of the Bridlingtoa Congress (1939) Recommendations. <fi
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Document E. 9flflt itiflflfl** *
4. Whilst the intention is to conform with the spirit of 
the T.U.C. Bridlincton Recommendations, the obligation under 
the latter for a Union to reply within 14 days is not to 
apply.

Document F« fnt?r*l\ftli9n Agreement: National ftociety ,oj[
I .VXA-I»«»-I«t»4 ^yo i>*»4 vt<^^<**« nm«3 A a§ca4 o4-e»M4-ea on/^ i.fi'h'l i'»lOperative Printers and Assistants and 
Un^on (^Journalists. 1949.

1. There shall be full and frank recognition of all cards 
in existence.
2. If a member of one of the organisations owing to change of 
occupation becomes eligible for membership of the other 
organisation, such member shall be transferred and shall be 
credited by the new Society with all membership in the former 
Association. No member of either Society shall be accepted 
into the other Society in any circumstances except by direct 
transfer between the respective General Secretaries after 
provisional acceptance by the Branch Committee, and only when 
he is clear on the books of the transferring Society.
3. A member of the National Society of Operative Printers and 
Assistants on entering journalism shall be given a temporary 
membership card of the National Union of Journalists for twelve 
months during which period he shall maintain his membership 
of and his title to benefits from UAISOPA, and the H.U.J. will 
accept responsibility for his trade protection. At the expiry 
of the twelve months, if he is still in journalism, he shall 
be transferred to the H.U.J. in accordance with the terms 
of paragraph 2 of this agreement, and shall become entitled 
to all the benefits of that Union as if he had been a proba­ 
tionary member Ibr twelve months. During the period wherein he 
has temporary membership of the &.U.J., contributions shall 
continue to be paid through the channels of the H.3.Q.P. & A., 
but the H.U.J., F.C.C. or Chapel officials shall have the 
right during that period to inspect the contribution card of 
the member at any ti&e**
4. Inasmuch as the parties to this agreement cater for well- 
defined Sections, it is agreed that neither organisation shall 
accept into membership anyone who is eligible for membership 
of the other organisation. Any question of eligibility ahall 
be referred to the respective Branch Committees and, if they 
fail to agree, the matter shall be decided by a Committee 
of iieference, appointed by both Societies and consisting of 
three members from each Society,
5. The Committee of iieference shal 1 meet within seven days 
of an application for such meeting. Failing a meeting within 
that time, unless a later meeting is mutually agreed to, or 
failing a settlement when the meeting is held, the point or 
points of difference shall be submitted to the Executive 
Council of the Local Federation, and failing settlement by 
that body, to the Executive of the national Federation, whose 
decision shall be accepted by both sides as final,



363

Document F* ?ftfl1fiWffiA*
* Addendum agreed between the Union and the Society dated 

5th January 1955*
Insofar as Clause 3 refers to the transfer to the N.U.J, of 
members of Natsopa on entering Journalism it is agreed that 
members of Katsopa affected by the agreement who have had such 
previous Journalistic experience as satisfies the U.U.J. that 
they are qualified for probationary or full membership of the 
H.U.J. shall be transferred to the H.U.J. in the appropriate 
category of membership, and the provisions of the first 
sentence of clause 3 shall not apply in such cases*

Document G. _______ ______ ______ _____
.entific.

In an endeavour to avoid disputes regarding membership 
and transfers between the Association of Scientificf Technical 
and Managerial Staffs and this Association discussions have 
taken place at National level.

It has now been agreed that since both unions are 
represented on the R,«U3,3*J*H,C, there will be freedom of 
choice for individuals between our two unions* This arrange­ 
ment will be subject to the Bridlington Principles and 
accordingly transfers will not be accepted in respect of 
members in arrears or under discipline*

Furthermore neither of the two unions should canvass 
the membership of the other.

This arrangement relates to the area of employment 
covered by the R.W*3.S.J.H.G.

This agreement does not alter in any way the standing 
instruction to branches that all applications for membership 
from present or previous members of another tra^e W^^ must 
be forwarded to this office for clearance before being 
processed on the four weekly financial statement*

Finally. I would remind branches the agreement reached 
does not give *.S.s*A. branches the right to canvass existing 
members of A.3.T.M.S* employed within the area of employment 
covered by the H.W.S.S.J.iJ.C.
* [The agreement as presented here was originally in the form 
of a correspondence from D.A, Mackenzie, General Secretary 
of the TSSA, to his union's Bxecutive and Branches.]
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Document H. Inter-union Agreement: yfrtAPMJL tfoi011 &£
lournaliiita and Greater London gouncil
Association^ 1970*

Press Officers employed by the GREATER LONDON 
LONDON EDUCATION AUTHORITY

It is agreed between the NATIONAL UNION OF JOURNALISTS 
and the GREATER LONDON COUNCIL STAFF ASSOCIATION that ad from 
and including 1 July 1969
(i) Press Officers wiH not be recruited directly into mem­ 
bership of the GREATER LONDON COUNCIL STAFF ASSOCIATION. The 
GREATER LONDON COUNCIL 3TAFF ASSOCIATION would encourage those 
working in NATIONAL UNION OF JOURNALISTS qualifying employment 
to become members of or to retain membership of the NATIONAL 
UNION OF JOURNALISTS. Existing members of the GREATER LONDON 
COUNCIL STAFF ASSOCIATION would be allowed to continue as 
such, if they were unwilling to transfer to the National 
Union of Journalists.
(ii) A capitation fee of 3 pounds per annum will be paid by the NATIONAL UNION OF JOURNALISTS to the GREATER LONDON COUNCIL 
STAFF ASSOCIATION in respect of every Press Officer who is a 
member of the NATIONAL UNION OF JOURNALISTS. The capitation 
fee would be payable in advance on 1 January each year and 
there will be an initial payment of 30s. to cover the period 
1 July 1969 to 31 December 1969.
(iii) Press Officers in respect of whom a capitation fee is 
received by the Association will be in full membership of the 
Association, and entitled to participate fully in its affairs 
and activities, and to benefit similarly from suchiacilities 
as the distribution of the staff magazine 'London Town 1 to 
members, and enjoy special trading facilities available to 
members.
(iv) The NATIONAL UNION OF JOURNALISTS would maintain Chapel 
Organisation with which the GREATER LONDON COUNCIL STAFF 
ASSOCIATION would consult in respect of matters affecting its 
field of employment and would invite the Chapel to provide a 
representative to attend any discussions with Management up 
to, but not necessarily including tfhitley Council level,
(v) This Agreement will require 3 months notice of termina­ 
tion or revision by either side.

Document I* Inter~unLn reement;
Workers
nforkera. 1946.

It is agreed as follows:
(t) That the two Unions shall respect each other's membership.
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Document I* Continued •
(2) (a) That neither union shall seek to encourage Members 

of the other Union to cease their membership or 
transfer. Neither shall the fact that a Branch 
or a number of Members of either Union being estab­ 
lished in any place be used as a reason for soli­ 
citing the Members of the other Union who may live 
or go to live in that place to transfer.

(b) Whilst recognising that cases oay arise where a 
transfer should take place the principle is 
accepted that no such transfer shall become 
effective without prior agreement between the 
respective Head Offices.

(3) That in connection with the development of organisation 
where an applicant for membership of one of the Unions 
discloses on his application form that he has been a 
Member of the other Union at any time during the course 
of the preceding twelve calendar months, such applicant 
shall only be admitted after consultation and agreement 
with the Head Office of which the applicant has been a 
Member,

(4) £hat it shall be regarded as being essential to the 
continuance of harmonious relations between the tvo 
Onions that all Officials must recognise the other 
Union's membership card as being sufficient evidence 
of trades Union membership and solidarity.

Document _______ ______ _____ _____
^^^^m^^^^^m ^W^^^^^J^^W ^^^^^W^^^^^^^^^^WJ^ ^^^^^H^^^^^^^^ ^^^M^^^WmM^MV^^^HPHrorkflra

f* It Is agreed that neither organisation shall accept Into 
membership anyone who is eligible for membership of the other 
organisation. Any question of eligibility shall be referred 
to the respective Branch Comlttees t and if they fall to 
agr©e, the matter shall be decided by a Standing Joint Committee 
to which each organisation shall, appoint three representatives*
2. If a member of one of the organisations is obliged to 
transfer membership to the other owing to inter-GFnlon Demar­ 
cation Agreements such member shall be transferred under the 
general supervision of the Standing Joint Committee and be 
credited with the length of membership la the former Society.
3. Transfers of S.L.A.D.S. & P.W. members to the H.U.J. shall 
be covered by the following arrangementsf subject to the 
transferring member being clear on the books and In benefit 
with the S.L.A.u.D. at date of transferI
(a) They shall be transferred to the K.U.J. as Full Members 

and contributions to the il.U.J. shall be according to 
the if.U.J. Eules* ^
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Document J.
(b) There ehall be no Transfer or Entrance fee*
(c) Qualification period of N.U.J. membership prior to

entitlement to benefit shall be waived, and such trans­ 
ferring members sliall be credited by the tt.tf.J. with 
their current period of continuous full membership 
with the S.L.A.i).i<. & p.*.

(d) S.L.A.D.B. & P.W. Superannuation and tension Fund, Such 
Transferring Members wishing to retain Superannuation and

. Pension rights with the ti.L.A.D.E. & P.W. may do so in 
accordance with the terms of 3.L.A.D.2, & P.W. iiules.

4* Transfers of IJ.U.J. members to S.L.A.D.B. & P.Vi. shall 
be governed by the following arrangements, subject to the 
transferring Kember being clear on the books and in benefit 
vith the &.U.J. at date of transfer.
(a) S.L.A.D.B. & P.W. contributions shall be as per Rule

Book according to the transferring member's a/ff on entry 
j& the if.U.J.

(b) Entrance fee shall be waived.
(c) Qualification period of o.L.A.D.E. & P.W. membership 

prior to entitlement to benefit shall be waived.
(d) s^^rfljaftuation and Pension. Transferring members who 

are over the a^e of 40 on the date of transfer (and who 
have a Pension entitlement with i«.U.J.) 3*^11 be entitled 
to participate in S.L.A.D.^. & p.*'. Superannuation and 
Pension Fund, subject to satisfactory arrangexaents being 
completed with 3.U.J, for the transfer to 3.L.A.D.B. & P. 
Pension Pund of an amount of money equal to the namber's 
Pension Contributions for those weeks of his age which 
are in excess of 39 years and 51 weeks.

5. The Standing Joint Coonittee shall meet within 14 days of 
an application for such meeting, Should such a meeting not 
be arranged, or fail to resolve the difficulty, the question 
ahall be submitted to the P. & K.T.F, arbitration.

Document K. Inter-union Agreement : Society
Artist^. I>es^mers. Bo^ravers a 
and Matj.ona^ Union LOJ£ Jo>

It is agreed between the Jociety and the &.U.J. that 
Cartoonists, caricaturists, fashion and editorial layout 
artists, other illustrators employed in newspapers, or 
those periodical houses listed and agreed between the two 
unions whose work is related to depicting current events, 
shall be members of the &.U.J. All other artists whether they 
work on paper, photographs or metal, shall be members of the 
Society of Lithographic Artists.
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Document L. Inter-union Arroement: Society oj£ Lithographic
Ai*tigta. Besi^tners . Engravers and Process Workers

1 * It is agreed that the operation of Electronic Engraving 
friachines is the work of members of the Society of Lithographic 
Artists, Designers, Engravers and Process ./orkcrs subject 
only to the following exceptions-

In Newspaper Uffices where there is no Process Department 
and where the machine is operated on a part-time basis 
solely for the production of editorial blocks, the opera­ 
tion of the machine may* by agreement between the parties 
to this Agreement, bo undertaken by a member of the 
National Union of Journalists*

2* Any member of the National Union of Journalists engaged 
for port of his time on operating an i£Lectronic Kngraving 
Kachine shall become an Associate Member of the Society of 
Lithographic Artists, Designers, Sn^ravers and Process 
Workers and the National Union of Journalists shall pay a 
nominal annual fee of tOs* to the Society of Lithographic 
Artists, Designers, Engravers and Process workers on his 
behalf, for which an Associate Membership oard shall be issued*
3. The contracting of Agreements in respect of wages and 
working conditions of those operating the machines shall be 
the responsibility of the Society of Lithographic Artists, 
Designers, Engravers and Process Workers, but it is recog- 
niaed that the Rational Union of Journalists shall co-operate 
in ensuring that their members so employed shall receive 
not less than the appropriate 3*L,A,i)*E» & P.W. Trade 
Agreement rates and conditions. » . , ,

Document K. Inter-unloja Aj-yeement:
Television
fffliffl

___ Soth Unions agree that it is to their joint interests 
ISat^they continue to co-operate in the closest harmony and 
with mutual support, and that they work together and assist 
each other.

In order to avoid any possible conflict it is a&reed 
to enter into this ^greeaent which is in no way intended to 
alter the broad demarcation lines between their organisational 
scopes in independent television which both unions a^reeshall 
continue as heretofore.
1* This agreement only applies to independent television 
and does not extend to the British Broadcasting Corporation, 
cinematograph or agency film productions,
2. Each union recognises the existing agreements with the 
Independent Television Companies Association (including I.T.K.), 
as broadly defining the scope within independent television 
of each union and this agreement is made within the context 
of these agreements.
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Document H. Continued*
3. (a) In the event that the full-time A.C.T.T. unit of a

programme contractor or Independent Television liews cannot 
perform an assigruaeivtf or the locally accredited .^.O.T.T. 
"stringers" cannot perform it, the assignment shall 
wherever possible be covered by another available /i.C.T.T. 
member.
(b) Anyone who operates any cine filci or television 
equipment shall be a member of the *v.O.T.£. and to 
facilitate the policy A.U.T.T. will raise no unreasonable 
objection for applications for membership from members 
of the J*.U.J. to do occasional Uewsreel work aa btrineers 
under hule 10(c).
(c) Conversely, the N.U.J. will raise no unreasonable 
objection to applications to join from members of the 
A.C.T.T.
(d) Both Unions are opposed to one individual performing 
on the same assignment jobs which should be done separately
by an A.C.T.T. and an ii.J.J. member.

4. (a) In relation to programmes for independent television 
(i.e. excluding B.B.C. cinema production and agency 
work) the present position as regards programme content 
and Trade Union membership shall continue to apply in 
respect of neve bulletins, topicality and aews magazine 
programmes.
(b) It shall normally be the job of an i.; .U.J. member to 
operate in independent television news, topicality and 
news magazine programmes as a programme editor, corres­ 
pondent, commentator and sub-editor of news. The N.U.J. 
does not, in any sense, claim to organise rroducere and 
.Directors.
This clause eha.11 in no way affect any arrangement or 

understanding which may exist or may be reached between 
British Actors 1 Equity Association and the K.U.J. in respect 
of any of the categories referred to.
5* Having regard to the foregoing clauses, newoomers to 
independent television after the date of signature of this 
agreement shall be members of their appropriate Trade Union - 
but in all suitable cases neit&sr union will object to dual 
membership.
6. A joint committee of three members of each union shall 
meet as and when requested by either union to discuss any 
matter arising from the agreement or any other issue of 
mutual concern.
7. This agreement shall continue i.i force until terminated 
by three months' notice on either side.
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Document K. Inter-union Agreement?
AS 
19
ASSQ elation an^d 
7%

Terms £j ftefe.ren.Qe and frro/?ress ueport*
Tariff j^i Hef arenoe * The purpose of the Committee Is to 
maintain liaison between the National Graphical Association 
and the National Union of Journalists in order that techno­ 
logical developments in the newspaper industry can be kept 
under review, particularly with regard to the introduction 
of electronic and photo-electronic processes, so that questions 
of demarcation of work and trade union Jurisdiction, where 
there are mutual interests, can be resolved in advance and 
general principles laid down.
Deflation g£ NGA worfr* The iHW has agreed that the follow­ 
ing operations are the work of i»GA members:
(1) any operation involving the setting, proof-reading and 
assembly of type*
(2) any operation which is the equivalent or counterpart of 
setting, proof-reading and assembly of type*
(3) any operation which, involves the final preparation of 
the printing surface other than by photographic means*
(4) any operation which involves the use of a keyboard for 
the transmission of data and the reception and distribution 
of such data*
(5) the transmission of documents or whole pages of type-set 
and proofed material by facsimile reproduction.
(6) the conversion of copy in the form of magnetic or punched 
tape or direct impulse for in-line input into data processing 
or typesetting equipment*
(7) any operation which involves the preparation of final 
copy in a form compatible with the electronic counterpart 
of typesetting, i.e. Optical Character HDCcgnitlon.
(8) any operation which involves the transmission of photo­ 
graphic prints and the reception and distribution of the same*

*prjs i& Bortferjline ^reaj* 'i*h© Committee has agreed
that strict demarcation can be relaxed in the following areas:
( 1 ) the $GA accepts that MJJ members can transmit copy by 
keyboarding or by document facsimile reproduction providing 
that the volume of work is not sufficient to require the 
establishment of a separately manned transmission section*
(2) the HU<J agreed that graphic design devices such as Letra- 
set are to be regarded as the counterpart of type except 
where an element of originality is imported into the design 
by additional art work in which caee it becomes the work of
an editorial artist who may b© a member of the
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Document 0. foter-urdon Agreement: General and Municipal
Workers Union and Transport and General Workers
Imion. 1966.

CONSTITUTION ££ £ JOIHT RELATIONS COKMITTBS
1. There shall be a Joint Delations Committee.
2. It shall meet annually. Additional meetings shall be 

called when and as required.
3» The Joint Delations Committee shall consist of . * • 

representatives from each Union.
4. There shall be a Chairman and Secretary, who shall

constitute the officers. No Union shall fill more than 
one officership. The officerships may or may not be 
rotated annually between the Unions.

5« Decisions of the Committee shall be minuted.
££«U&iU>M&M3&MM* faiS uiiiiTT tlUtSaJLiiiisL

In order to facilitate and further the interests of the 
two organisations, with the expreso purpose of reducing friction, 
and minimising causes of friction, between them, it has beea 
agreed to establish a Joint Isolations Committee (henceforth 
known as J.-.C.).

The J.H.C. will deal with any problems in which conflict 
of interests may arise and will mutually arrange such differences 
to the satisfaction of the parties concerned.

It is accepted that the furtherance of trade union 
principles shall be greatly assisted by an extension of the 
spirit of co-operation between our respective Unions.

Co-operation can be demonstrated in the following 
practical ways*

. , (i) Mutual association in both organising and negotiating
activities.

(ii) The elimination of poaching of each others members, 
(iii) The reciprocal recognition of each others membership

cards.
(iv) The respecting of each others preserves - where one 

Union has secured negotiating control, the other 
Union to refrain from organising activity.

roiHT HBUTICK3 GOMKITTSS
The scope of the J.K.C. will extend to the matters out­ 

lined below*
ItlTIBgy^Tf j&£ Kegfoeranip Members transferring between 

Unions shall do 30 without loss of benefit. To this purpose, 
an examination is desirable of scales of benefit and rules 
governing their administration with a view to producing a 
scheme of transfer that is mutually satisfactory*

ijti^faa aad spheres of Influencq fhe
question of majority organisational rights in companies, 
industries, local authorities, etc. shall be dealt with as they 
arise.
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Document 0. Continued*
Each Union may, however, submit a statement to the other 

Union in cases where it wishes to make a claim for an exclusive 
sphere of influence untrammelled by competition or interference 
from that other Union in respect of membership/organisational 
questions,

^ojUlIt Promotion of Members ' favtflrftfitf8 Occasion may arise 
in which the signatory unions are jointly interested in a 
company, industry, etc. and with a view to promoting a national 
agreement for that company, industry etc. may wish to co-operate 
in the preparation and examination of essential information, 
e.g. membership statistics.
APPBffDIff £J PHOQBPUflB ffQE
1 . No Union ffb^ll accept into membership members of another 

Union without an agreed transfer.
2. A member wishing to transfer to another Union must contact 

his branch secretary to make the request.
3. The branch secretary must submit th© application to district 

or area office with details of the member's name and address 
and, whenever possible, the name of the branch in the trans­ 
feree Union to which the applicant desires to be transferred.

4. The application must be accompanied by a statement from the 
branch secretary to the effect that the member is not in 
arrear of contributions.

5. The reason for transfer must be ascertained.
6. The applicant must be informed of any objection to his 

transfer.
7. If the applicant believes his application has been un­ 

reasonably refused he has right to appeal to district 
or area office.

APPENDIX fil PHDCBDUHB FOE DISPUTES

1. If an Officer, in the course of his organising duties,
encounters difficulty due to alleged poaching by a Union
party to this agreement, the following steps shall be
taken. 

2* In the first place, he shall try to resolve the matter
with his appropriate opposite number in the other Union
as soon as he feels certain that that Union has taken
members of his Union into membership. 

3« He shall do this either through (a) correspondence (b)
discussions face to face, or (c) discussion by telephone. 

4* In the second place, if there is failure to reach settle­
ment, he shall submit a report to his area or district
secretary. 

$• The area or district secretary shall try to resolve the
matter with this appropriate opposite number In the other
Union In the way he considers best. 

6* If there is again failure to reach settlement a reference
shall be made to national level supported by a full case
statement setting out all relevant particulars. 

7* If, at national level, the matter cannot be resolved by
procedures short of submission to the J.R.C., it shall be
referred to the J.H.C.
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Document 0* Continued*
c: caGAMisida PHGTCCOL

1 . If a Union commences organisation and establishes itself 
at a new factory or works, the other union, on being so 
informed, shall not intervene.

2. If a Union fails to establish itself successfully at a 
new factory or works then, by agreement, the other Union 
shall receive permission to attempt organisation*

Document P. Intirp-union jUreement: General an£ _
f^^^^^^HPMHM^^M^^P^^^MM •^PM^^^^H^^^^^^^M^^^ ^^^^^^^^^^^^^^^^w ^^^^^^^ —^———-—-—— - - _General Workers

1. 2!he purpose of this agreement is to establish the greatest 
measure of co-operation between our respective Unions and 
to effectively resolve differences that may arise from time 
to time between both parties*

2. Both parties emphasise the importance of speedily settling 
differences that may arise at District or Regional level 
thus avoiding the need for references to the Uead Offices 
of the Unions.

3. Where in any district a difficulty arises relating to mem­ 
bership or organisational rights the District Officers of 
both Unions will seek to resolve the problem by telephone, 
correspondence or Joint discussions.

4. If the District Officers fail to settle the matter and
further consideration is desired a meeting shall be arranged 
at Regional level attended by the appropriate Regional 
Secretaries of the Unions and such other officials required 
to assist.

5* Where agreement cannot be reached at Regional level and 
either party wishes to refer the issue to the National 
Relationship Committee agreed notes must be submitted 
to the respective Head Offices setting out the principle 
facts and the points of disagreement*

6. The Committee, being assured that every effort has been
made to resolve the difficulty at the District and Regional 
levels, shall meet to consider and examine the problem and 
conflict of interests arising with a view to reaching a 
mutually acceptable solution*

7. If, after investigation of the difference, the National 
Joint Committee are unable to resolve the difference the 
Committee may consider inviting a member of the TUC G-eneral 
Council to assist in finding a workable solution.
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Amalgamated Union of Engineering Workers: Mr. L.F. Spackman, 
Area wrganiser, 10 December 1974f Kr. £• Roberts, 
Assistant General Secretary, 29 May 1975*

Associated Society of Locomotive Engineers and Firemen; 
&r. it. Buckton, General Secretary, 15 April 1975.

Association of Cinematograph, Television and Allied Technicians: 
Mr. K. Roberts, Organiser, 11 April 1975.

Association of Patternmakers and Allied Craftsmen: Mr. D.
Stoddart, Assistant General Secretary, 17 December 1974.

Association of Professional, Executive, Clerical and Computer
Staff: Mr, J.D. Lapish, Executive Secretary, 5 December 
1974.

Association of Scientific, Technical and Managerial Staffs: 
tfr. D. Griffith, Administrative Assistant to the 
Assistant General Secretary, 3 January 1975? 
Mrs* M. Turner, Assistant General Secretary, 
8 January 1975.

Association of Teachers in Technical Institutions: Mr*
?• Dawson, Negotiating Secretary, 28 January 1975.

British Actors Equity Association: Mr. C. Snitcher, Senior 
Assistant Secretary, 7 April 1975.

Civil and Public Services Association: hr. G. Challis, 
Assistant Secretary, 20 January 1975.

Civil Service National Whitley Council: Mr. P.D. Jones, 
Secretary to the Staff Side, 11 April 1975.

Civil Service Union* Hr. J.G.N. Vickers> General Secretary, 
6 June 1975.

Confederation of Health Service Employees} Mr, T.E. 
i4alinson, National Officer, 18 February 1975*

Greater London Council Staff Association: Mr* ^. Seares f 
Assistant Secretary/Organiser, 4 April 1975.

Inland Revenue Staff Federations Hr. F, Swift, Deputy 
General Secretary, 15 April 1975.

Iron and Steel Trades Confederation: Hr. &.L, £vana , 
Assistant General Secretary, 17 December 1974.

Merchant Kavy and Airline Officers Association: Mr* T. 
Goff, Research Officer, 14 April 1975.
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National and Local Government officers Association:
lir. *.A. bidden, Senior Assistant Organising Officer, 
4 JUovofflber 1974.

national Union of Agricultural and Allied Workers: Kr. A, 
Leary, Head of the Organising Department, 9 April 
1975.

National Union of Bank Employees: Kr. J. Robinson, Research 
Officer, 7 April 1975.

National Union of General and Municipal Workers: Kr. W.J. 
Biggin, National Industrial officer, 21 July 1975.

National Union of Journalists: Mr. G. Viner, Training and 
Research Officer, 16 April 1975.

National Union of Public Employees: Mr. J.D. Kay, Assistant 
General Secretary, 4 April 1975.

national Union of Hailwaymen: Mr, K.J. Tuck, Assistant
General Secretary, 10 December 1974f 16 January 1975.

National Union of Sheet Metal Workers, Coppersmiths, Heating 
and Domestic Engineers: Kr. L.G. (toy, Assistant 
General Secretary, 9 April 1975.

Post Office Engineering Union: Mr, A. Perguson, General 
Treasurer, 10 April 1975.

Society of Civil Servants: Kr. G. Glllman, General Secretary, 
8 January 1975.

Society of Graphical and Allied Trades: Mr. H.W. Hiles, 
General Officer, 15 January 1975.

Tobacco Workers Union: Mr. C.D. Grieve, General Secretary , 
28 January 1975.

Trades Union Congress: Mr. M. Cannell, Assistant Secretary
of the Organisation and Industrial delations 
Department, 17 January 1975*

Transport and General Workers Union: Kr. D. Buckle, Oxford 
District Secretary, 19 itovacaber 19741 Mr. M. Svans, 
National Organiser, 14 April 1975*

Transport Salaried Staffs Association: Mr. F.H. Perry, 
Pinance and Organising Officer, 10 April 1975.

Union of Construction, Allied Trade© and Technicians:
Mr* T. Graves, National Officer, 31 December 1975.

Union of Shop, Distributive and Allied Workers: Kr. J.D. 
Hughes, Chief Organising Officer, 15 January 1975.

United Hoad Transport Union: Kr. A. Taysome, Divisional 
Officer, 28 November 1974.
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