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Future of Trade Unions: A Study on the United Kingdom
and Lessons for Bangladesh

Md. Sharif Hasan*

Abstract: Trade union movement has been playing a significant role in the fields of British
employment relations as well as national politics. But trade unions have been conceding
decline in respect of their membership, density and role in the political arena since the
Conservative government ways sworn on in power in 1979, Historically, the British Labour
Party has been originated from the combine of a number of trade unions in 1906. But ufier
the return of the Labour Party to power in 1997, the trade unions have not been able lo
regain their strength as expected but the declining trend has been slowed down. A number
of factors e.g. govermmental policies, decline in British manufucturing sector, emergence
of virtual organisations, increase of flexi time and part time workers, ete. have led to the
weakening of the trade unions. On the other hand, a number of factors including urgency
of a common platform for protecting employees' interest specially, against unemployment,
merger among unions, traini. g and development, economic emancipation, feminisation of
workforce are keeping the hope for trade unions alive. In this article, attempis have been
made to analyse the current trend as well as to predict the future trend of trade union
movement fn Britain. Attenipts have also been made to have glimpse on the nature and

growing trends of trade unions in Bangladesh.

1.0 Introduction

In this era of global competition, competitive advantage lies in the quality
of the products/services, not just in price (Deakin and Wilkinson 1995)).
A trained and motivated workforce willing to accept change is the pre-
condition to produce high quality goods. Minimum labour standards
prevent employers from competing on the basis of a wage reduction
strategy. Thev provide incentives for employers to have competitive
advantage by improving the quality of the products and services by
mtroducing new technology, improving the labour utilisation and
enhancing workforce's skills (Gennard, 1998). Employee participation in
management decision- making is believed to increase employees'
commitment to their employer. It improves co-operation with employers
(TUC, 1997). Employees can participate in management activities
through trade union. Trade unions aim to protect and advance the interests
of its members by negotiating with employers on pay and work
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conditions. In some cases it also provides legal advice, financial
assistance, sickness  benefits and  educational facilities
{(www.acas.org.uk/faqs/trade union.html),

2.0 History of Trade Union

There 1s a popular beltef that trade unions are the products of the factory
system. But they were in existence much earlier, in the mediaeval craft
guilds, established to control entry to crafts and ensure that artisans were
not overwhelmed by numbers; and to ensure a degree of price control. In
short, they were about controlling the market. Guilds were also concerned
with providing mutua! aid to dependents, in the absence of state
protection in case of illness, they were forerunners of friendly or mutual
societies. With the expansion of the market in the eighteenth century. a
number of craftsmen began to employ others that led to the launching of
Journeymen's organisations to provide mutual aid, support for widows
and orphans, and to assist those who had fallen on hard times. There are
many recorded instances of strikes in various localities for increased
wages, decreased working hours during this period that led to employers'
pressure to ban what were known as 'combinations’. As many as 30 pieces
of legistation were prevailing between 1720 and 1799 to ban
combinations among specific groups of workers, culminating in two
General Combination Acts in 1799 and 1800 outlawing combinations and
strikes in England and Wales. Therefore, it can be said that the
journeymen's societies in the long run had developed into trade unions
(Cannell, 2007).

3.0 Decline in Trade Union
3.1 Pressure from employers

Until the mid-1980s, UK Governments of all complexions have promoted
collective bargaining as the most appropriate means of bringing
consensus into industrial relations (Tuckman, 1998). Within the voluntary
natured UK system - except within the public sector - the state could only
prescribe the merits of collective bargaining to harmonise the
employment relationship. Although it was argued by the pluralism and
collective bargaining theorists that management can regain control by
sharing it (Flanders, 1970). This view was expressed in the context of the
lack of legitimacy among management in a period of full employment
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and relatively strong union organisation at workplace level. But with
unprecedented levels of unemployment, this continuous support for
collective bargaining came to a sudden halt since early 1980s (Tuckman,
1998). Since the mid-1980s, trade unions have been increasingly
marginalised with the emergence of a particularly UK variation of HRM.
The state and employers began excluding them from collective relations
{(Smith and Morton, 1994). In this process, the concern of trade union has
moved from how new management mechanisms - such as quality circles
(TGWU, 1989) - might introduce direct communication which bypasses
collective bargaining to individual contracts and performance-related pay
that challenges their very recognition for collective bargaining purposes
(Wood, 1997},

.2 Conservative government's assau
3.2 Conservat ¢ t' It

The clearest indication of a change in Government attitude towards trade
unions became clear in 1984 with the Government's attack on the "enemy
within" of the miners union - when it was decided, for supposed national
security reasons, to rid British intelligence agency Government
Communication Headquarters- GCHQ in Cheltenham of trade union
members. Already there was the indication that instrumentalism would be
the bait for workers to withdraw from collective bargaining. GCHQ was
a highly publicised dispute which undoubtedly began to legitimate the
process of de-recognition. The process was relatively slow following the
post-1987 recession. Economic circumstances influenced the employers
to realise thai. cven with Government encouragement, the frontier of
control within especially traditional workplaces had not substantially
shifted in their direction (Tuckman, 1998).

Despite the raft of empioyment legisiation which had sought to contain
mdustrial action by trade unions, employers began to come out with their
own assault on workplace relations, although - as with the de-recognition
of white-collar workers at British Petroleum - the pattern was already set.
In 1992, the Secretary of State for Employment termed the traditional
patterns of industrial relations, at least on collective bargaining and
collective agreements inappropriate. They were also in decline (Wood,
1997).
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3.3 Labours come back: pendulum moves?

Historically, British Labour Party was created in 1906 consisting of trade
unions following the formation of a Parliamentary Committee during
TUC conference in 1900 (Tuckman, 1 998&). After the end of Thatcher and
John Major regimes, the Labours returned to power in 1997. But their
return to government in was never going to mean a return to the seventies.
Although since 1997, however, the pendulum has swung again and
unions have partially regained influence, if not as much as previously. A
number of changes were bfought about. The Employment Relations Act
1999 enables unions claiming recognition, while others brought in
changes sought by unions such as a National Minimum Wage, and new
rights to maternity leave and for part-time workers. Some of the pressure
for such rights comes from the European Union that was embraced by the
British unions enthusiastically in the nineties. The unions realised that
bringing about positive changes in the employment relations through the
European Union is more likely than through domestic policies (Cannell,
2007).The Labour Government published a White Paper titled Fairness
at Work' (FW) in May 1998 that outlines its proposals on employee
representation and trade union recognition. This fulfils a promise which
was first made in a policy document drawn up in preparation for the
manifesto (Tuckman, 1998), as: '"Where a majority of the relevant
workforce vote to be represented by a trade union, there should be a legal
obligation on employers to recognise a union for collective bargaining on
issues of pay, hours and holidays, and traming. The bargaining agenda
could be extended to other issues by mutual agreement' (Labour, ¢.1996).
It has been suggested that the introduction of the statutory recognition
procedure under the Employment Relations Act 1999 (ERA) has
encouraged a proliferation of voluntary trade union recognition
agreements under the umbrellz of the law (Wood et al., 2003). A recent
research found evidence of dynamic relationships following the
recognition and in mosi cases there has been collective bargaining on the
core 1ssues like pay, hours and holiday. There was less likely to have been
negotiation over the non-core issues such as pensions, equal opportunities
and training. There are clear differences between employers' reports of
the nature of discussions with the union and what was set out in the
written recognition agreements. A proportion of voluntary agreements
have been formally limited to the core issues suggests the influence of the
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law in shaping both the scope and depth of voluntary recognition and
subsequent practice (M»ore, 2006). It can be said that the new law has
already have positive impact on the influence of trade unions.

3.4 Nature of decline

Since the last two decades, British trade unionism has been suffering
from crisis and discontinuity. It confronted greatest challenges and
suffered greatest reverses since the inter-war period. Trade unions
exercised significant influence in the power politics during a decade of
rapid growth. Then they experienced a sharp decline in their membership
and remarkable erosion in their ability to influence national politics even
the affairs of the Labour Party. Trade unions seemed to lost confidence to
act on the national scene as well as the industrial arena. In fact, they
appeared to become increasingly confused over their role (Gallie et al,
1996). The number of trade union membership reached its peak to
13,289,000 in 1979. But it had fallen by over 3 million to 8.031 million
in 1995. Trade union donsity fell from 54.2 percent of the workforce in
1979 to 32.9 percent in 1995. But compared to private sector, trade union
density is much higher in UK public sector, specially, in service sector
(Kessler and Bayliss, 1998). Moreover, in terms of international ranking,
the British union position has changed only marginally, from 11th place
in 1970 to 12th position among the rank order of OECD countries
(Salmon, 1994). It appears that the fall in trade union membership and
density is a common issue of the industrialised countries not only Britain.
And compared to other nations it is not much alarming in Britain.

4.0 Factors Responsible for Decline
4.1 Complex factors

It is argued that the decline in trade union membership during 1990s was
the resuit of a complex interaction of five factors namely, the macro-
economic climate, the composition of the workforce, the state policy,
employers' conduct and attitudes, and the stance taken by the trade unions
themselves (Metcalf, 1991). The economic recession of the first half of
1980s and 1990s resulted in decline in trade union membership. But the
substantial reduction in unemployment and the increased number of
workers did not result in increased number of trade union members.
Changes in the composition of workforce such as major decline in
manufacturing and manual male employment and increase in service
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sector, part time employment for female in professional, managerial and
highly skilled work significantly contributed to the decline in union
membership and density (Kessler and Bayliss, 1998). The changing
structure of the British economy is termed the main reason behind the
decline of trade unions in this country. UK trade unions have traditionally
been strongest in the old manufacturing industries like steel, coal, printing,
the docks, and engineering such as car manufacturing. But by the 1970s
these were all industries in decline, and the recession of the 1980s
accelerated their demise, -with millions of manufacturing jobs lost
(Schifferes, undated). At present, only 15 percent of the UK workforce is
engaged in the manufacturing sector. In light of the declining trend, Mr. Ian
Greaves, a leading UK industrialist, has commented that manufacturing
sector should be considered as the industry of the past not of the future.
However, in a recent development, there is an indication of positive growth
in this sector unlike the downward trend of the past few decades (Clark,
2002). Such a trend is likely to create a little bit optimism about the growth
of trade unions in terms of membership and bargaining power.

4.2 Feminisation of wo kforce

In 1954 women constituted only 29.8 percent of the UK workforce, But
it had risen to 43.8 percent by the end of 1980s. It is believed by some
researchers that female workers are less interested to join unions. But in
practice, the decline in trade union membership is higher in male workers
than their female counterparts (Kessler and Bayliss, 1998). Therefore
feminisation of workforce may be an effective safeguard for unions'
survival. The anti-union legislation by the Conservative Party,
particularly outlawing closed shop, ending of statutory recognition
procedures and the obligation to renew the check-off every three years
resulted in decline in union membership and density. Unions needed to
extend recognition and avoid de-recognition although de-recognition did
not take place in a large scale. Securing recognition became very difficult
and employers took much harder line in 1980s than in 1970s (Kessler and
Bayliss, 1998).

4.3 Globalisation

As a result of globalisation, attracting foreign investment, increasing
exports and developing international alliances to penetrate new markets,
has become a worldwide trend. Some developing countries could
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perceive it as undesirable and as a threat. Globalisation does not mean
elimination of differences, imitating others, or allowing developed
nations to impose their models. It means mtegrating differences, putting
together individual strengths, building from the differences and ability to
jomn efforts for a win-win process. Globalisation is a worldwide pressure
for change (Granell, 2000). In a recent study, data were collected from
seven regions, interviewing 232 Chief Executive Officers, HRM
academics and consultants. In the findings, globalisation was seen as one
of the most important and frequent external trends and a pressure for
change in the employment relations (42 per cent). The other factors
identified include technology advances (40 per cent), skill shortages (36
per cent) and competition (33 per cent). However, the order of importance
of globalisation is different in various regions. Globalisation is seen as
one of the strongest trends in European, Japanese and American .
companies. On the other hand, other trends such as domestic and global
instability, technology and competition have the first places in Asia-
Pacific, Canadian and Venezuelan Companies (Wright, et al., 1699).

Globalisation seemed to offer the Western world a new horizon of
business opportunities during 1980s. The negative impact on the labour
market became eviden: since 1990s. Firms contend with heightened
international competition and low wages in the former Eastern bloc and
Asia and they have turned to cost-cutting through shedding labour inside
developed countries including the UK. Jobs either disappear altogether or
are relocated. The predictions of Karl Marx about capitalism are
eventuating in a process by which firms become ever more profitable at
a cost of large-scale unemployment. The process of rationalisation and
wage reduction proceeds at an alarming pace through computerisation,
strategic alliances, the manipulation of trade unions and so on {Bloch,
1998).

4.4 Virtual organisations

It is evident that business practice, management, organisation studies and
other sociological and business-related discourses have exhibited a
fascination with virtuality in the form of the virtual organisation as the
only response to the ch:llenges of the highly competitive environment of
this global village. Such a trend towards virtuality has given rise to a new
explanation. It is argued in this explanation that a theoretical and practical
vacuum developed and it could not be filled by prevailing definitions,
concepts and examples commonly associated with critical political
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economy with the approaching of the new millennium. Political economy
seemed incapable to establish a befitting response to global capitalism
following the perceived demise of Marxism and socialist economy.
Moreover it was not capable to grasp the emerging possibilities for
human transcendence. This vacuum has been taken over by neo-
liberalism - with its fiction of the triumph of flexible, global capitalism
that has sloughed off ali earthly, physical constraints and postmodernism
- with its fantasy that global, technological capitalism is about
fragmentation, multiple identities, images and surfaces. The traditional
rational, hierarchical, authoritarian organisation, representative of the
previous that represented industrial capitalism, is replaced by the
benevolent, boundary-less, flexible, networked, information and

communication technology-driven, empowering, virtual organisation
(Thorne, 2005).

Strong information technology platform is required by virtual
organisations (Venkatratnam and Henderson, 1998). Such organisations
are held together by partnership, collaboration and networking rather than
formal structure and physical proximity of people (Johnson and Scholes,
2003). It is a temporary network of companies aimed to exploit fast-
changing opportunities. The examples include Ford, Nike and Reebok.
They do very little of their own production and shift the major share of
the production to mainly Asian firms (Luthans, 2002). Flexible,
technology-driven, virtualising work arrangements arguably have
adverse impacts on social interaction and personal identity and extend
and sustain existing and new disciplinary arrangements (Bunzel, 2001).

From the above discussion, it is evident that the concept of virtual
organisations is an emerging reality and traditional collective bargaining
is not likely to exist in such organisations because of their technology
driven and eventually capital-intensive nature, The emergence of virtual
organisations in a large scale will have a negative impact on the density
and bargaining power of the trade unions in Britain as well as the
technologically developed countries throughout the globe.

4.5 Changing social attitude

It is observed that the changing social attitude towards trade union has a
negative impact on its membership and density (Martinez and Simpson,
1992). But it is difficut to quantify its actual impact upon membership
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recruitment and retention (OECD, 1991). Inflation and the operation of
the business cycle influence the rate of union density. The attitudes of
Employers and public policy endeavours are of profound importance. The
view of the former may be evident through the extent of the wage
premium of unionised workers over their non-union counterparts {Lipset,
1986).

4.6 Public policy attempts

>

In countries of advance economies including Britain and except the US,
there was a major public policy attempt to de-collectivise industrial
relations. During 1980s, the integrity of the Donovan reforms for
collective bargaining institutions underwent constant review. It was
teared that collective industrial relations was being disorganised through
an excessive programme of legal regulation or marginalised by new
forms of managerial strategies based on the human resource management
practices based on the union avoidance policies in a number of leading
US large corporations (Salmon, 1994). Extensive inward investment
transforming domestic industrial relations and patterns of work
organisation by adoption and emulation are claimed to be the by-products
of the Japanisation of UK industries (Lipletz, 1992). Emphasizing
employee involvement, commitment and empowerment as a way to
overcome adversarial tensions between employer interest and worker
solidarity through a reconstruction of work relations is prominent in
recent management literature {(Salmon, 1994).

4.7 Shift from collectivism to individualism

The up-grading of personnel managers' status and the integration of HRM
functions into business strategies appear as major features to promote a
more strategic approach towards labour relations. Emphasis on
mdividuahism, direct forms of organisational communication, small
group activities, individualised appraisal systems and more sophisticated
recruitment and selection, projected in the HRM model are largely
contrasting to collectivism based on strong allegiances towards trade
unionism (Lewis and Simpson, 1982). Therefore, procedural
arrangements with single umon agreements and strike-free deals are
identified as the institutional crisis of the new industrial relations
(Turnbill, 1988).
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It is often emphasized that new management techniques like Individual
Performance Related Pay (IPRP) may disorganise trade union (Kessler
and Purcell, 1995). It is informed that Performance Related Pay (PRP) is
a method of remuneration that links pay progression to an assessment of
individual performance, usually measured against pre-agreed objectives
and ‘classic’ PRP is also known as IPRP. Pay increases awarded through
PRP are normally consolidated into basic pay although sometimes they
mvolve the payment of non-consolidated cash lump sums. In a broader
sense, PRP can be defined to include many differing systems that link
individual and group performance to pay, for example bonus schemes.
PRP has been originated during1980s. Many employers have embraced
the model enthusiastically as the holy grail of driving high performance.
There was a desire to n'ove away from service-related pay progression
increments (for Yjust be ‘ng there') towards an ethos where individual or
group employce perfor nance goals, often linked to pay, were used to
support business performance objectives (Janet, 2008).

Now-a days, the notion that links puy to a wider definition of employees'
‘contribution' rather than simple ‘performance’ is gaining much
acceptance. This emphasises not only performance in the sense of the
output i.¢. the end result that is achieved but also the input i.e. what the
contribution of the employee in a more holistic sense (Janet, 2008).

The eftect IPRP on trade unions may come in different ways. First, they
might generate a new level of organisational commitment, so that
employees come more closely with management rather than union.
Second, if 1ve new techniques successfully address the needs and
aspirations of cmployees, they will diminish grievances at work without
union involvement. Third, employee interests can be fragmented, so a
perception of shaved imerests and the need for solidarity through trade
umon fades (Heery, 1 97a). They have excited considerable concern
within the trade unio:’ movement (Heery, 1997b). It is argued that
collective bargaining in Britain is drawing to a close and the future of
trade unionism is gloomy unless issues like new individualism of its
membership are dealt with properly (Trevor, 1988).

On the other hand, the new management techniques may not necessarily
diminish the relevance of unions ( Snape et al., 1993). Rather, [IPRP may
provide unions with fresh opportunities to organisé and represent
employees. The opportunities may arise where techniques diminish
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workers' organisational commitment or generate grievances among them
(Heery, 1997a). New management methods help "union renewal" as
employees react against harsh management with support for militant
workplace trade unionism (Fairbrother, 1994). It is argued that there may
be costs to exclude unions. IPRP schemes seem less rigorous, less
participative, more threatening, and worse managed in union's absence.
In seeking to help members and preserve their institutional interests,
unions may exert influence on management. As unions may be
compatible with new management techniques, therefore, they may
positively reinforce them (Heery, 1997b).

4.8 Training related issues

It is argued that training is a part of employment package. Employees need
to undertake training as part of their obligations to their employer and
employers may providv- training as a benefit for employees. The main
purpose of trade unionism is to secure influence over conditions of
employment through collective bargaining including negotiations with
state bodies when training is regulated by the state (Ironside and Seifert,
1999). In the emerging "new" UK political and economic climate as a
source of increased legitimacy for workplace training, pushed by the
theme of "social partnership”, trade unions can promote training strategies
for members and offer an appealing role to employers (Dundon, 1998). In
1992 the Trades Union Congress (TUC) issued a "call to all unions to
bargain for skills" and "raise trade union awareness of fraining issues"
given a lower level of investment in skill formation (TUC, 1992). UK
investment in training and development compared to company turnover
(0.5%) lags behind other developed nations like Japan (2%) and Germany
(2%) (Finegold and Soskice,1990). Individual trade unions have sought to
promote a "strategic” focus to the issue of training in response to a lack of
training investment and low skills equilibrium. It is suggested that both
policy-makers and govzarnment agencies have misplaced the vital role
offered by trade unions in formulating both a coherent labour relations and
ultimately a training strategy which can utilise employee skill formation
(Dundon, 1998). By advocating more and better training trade unions have
played arole in increasing general awareness of training needs and issues.
But the influence exercised by trade unions on the volume of training
provision through representation on policy-making bodies has been
waning. It is also observed that trade unions have achieved limited success
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in the fields of training and development (Claydon and Green, 1994). It
appears that the success of trade unions in training and development is
questioned but their involvement in this process is beneficial for both
employers and employees.

4 9 Financial crisis

The British trade unions faced financial crisis as a result of loss of
membership. Compared with many West European countries and the
USA, they were never in & good financial condition. Low subscription is
one of the reasons. Declining membership during 1980s is said to have
worsened the situation. On the other hand it is termed as 'financial health
and stability from 1950 to 1966; period of financial decline during
membership growth during 1967-1981, some financial recovery during
membership decline in the 1980s (Kessler and Bayliss, 1998). Research
shows that 24 per cent of the surveyed trade unions were in deficit (i.e.
less income than expenditure) in 1992 and only 24 per cent had a surplus
of 10 per cent. The same time, unions' efforts to tighten expenditure
through centralising resource management was aiso visible (Morris and
William, 1994),

5.0 How to Regain Strength
5.1 Generating own income

Trade unions generate own income through investment. Two surveys
were conducted in this regard in 1989 and 1993. In the 1989 survey, TUC
affiliates were more likely to have an investment policy and avoiding
certain types of politically sensitive investments such as in newly
privatised businesses and in South Africa. In 1989, 94 per cent of
respondents that they would avoid these investments, 75 per cent viewed
this as part of an overall investment policy. In the 1993 survey, the figures
were 82 per cent and 79 per cent respectively. There was consistency in
the avoidance of invesiment income to generate finance for new projects.
Concern with security «-f funds was vital. But the ranking of this concern
was lower in 1993 than in 1989; more unions in the latter sample were
likely to emphasize income and capital growth (Morris and William,
1994). It indicates that trade unions are gradually emphasizing more to
strengthen their financial condition by enhancing own income through
investment.
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5.2 Internal reorganisation

In order to strengthen their position for the future, the union movement
has responded by internal reorganisation to face perceived external
threats successfully. Such reorganisation process continued: meore
troubles were visible, particularly in the form of new legislation on
check-off, proposed by the then Conservative administration (Morris and
William, 1994)). According to the law of 1993, prior written consent from
the worker is mandatory if an employer wants to make check-off
deductions from his/her pay. The consent should be renewed every three
years. In case of increased deduction, one month's notice should be given
to the worker by the employer. The aim of this act was to ensure a
reduction in union membership. It resulted in a loss of membership
between 10 and 20 percent. The unions succeeded in keeping losses to a
minimum level. Even it is suggested that unions recruited new members
in the process of renewal and the estimated overall loss of membership
was 5 percent (Kessler and Bayliss, 1998). Thus trade unions can use
‘check-off' system to enhance their membership too,

5.3 Merger

Many small unions have disappeared or merged with larger unions.
Mergers also took place between medium -sized and between large
unions. Some of the notable mergers include that of ASTMAS (390000
members} and TASS (241000 members) to form MSF; GMB (80000
members) and APEX (80000 members); and the Civil Service Union
(30000 members) and SCPS (89000 members) to form NUCPS etc
(Kessler and Bayliss, 1998). It is found that in 2007 the TUC had 66
affiliated unions, compared with 109 in 1979. Amalgamation is one of the
reasons behind such a fall in the number of affiliated unions (Cannell,
2007). The motives of most of the mergers are termed defensive or
consolidatory rather than expansionist. The unions aim to recover lost
membership, bargaining power and overcome financial problems through
merger. It is predicted that unions will be much leaner and fitter, with
more effective and imvroved services and bargaining power by merger
(TUC, 1991).Although merger negatively influences union density.

6.9 Gloomy Future?

Moreover, Chartered Institute of Personnel Development (CIPD), a
leading think tank of the UK has predicted the year 2000 as a gloomy year
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for employment, with prospects the worst they have been for a decade. In
its annual end-of-year barometer report on the state of the workplace and
the outlook for employment, it is forecasted that there will be only a 0.25
per cent rise in the number of jobs this year. Therefore, 2008 may be the
worst year for the British economy since Labour took power in 1997.
CIPD chief economist John Philpott said that the bleak outlook was a
result of reduced hiring and uncertainty in the private sector,
accompanied by government etforts to downsize public-sector workforce.
He stated that relatively slower growth in private-sector employment
were overshadowed by relatively rapid growth in public-sector jobs and
a downward trend in public-sector employment in the past two years has
been more than offset by rising numbers of private-sector jobs. But 2008
is likely to be the first year for a decade of spluttering right across the
economy by the job creation engine. Many HR professionals could be
faced with making large-scale redundancies for the first time in their
careers and others will be in search of best practice for downsizing
employees. Although it is warned that older staff were the worst victims
of job cuts in the early 1980s and early 1990s. Therefore, the possible
redundancy practice in 2008 will have to take care not to violate age
discrimination legislation (www.cipd.co.uk). The prediction is by no
means a positive signal for the trade union of Britain.

7.0 Bangladesh and Trade Unions

In Developing countries, the economic importance of trade unions 1s not
commensurate with the size of membership. In Bangladesh, the share of
the active trade union workers was officially estimated between 3 and 4
% in 1992. However, this figure is largely irrelevant for an evaluation of
their power, as the urban population accounts for only 18 % of the total
Bangladeshi population in 1995, and virtually no trade unions exist in
rural areas. Within the urbanite working population, and especially in the
formal sector, the picture is quite different. Almost 100 % of the workers
and employers of the public sector are unionized, while one out of six of
the wage eamncrs in the private formal sector are unionized. The jute and
cotton sectors, which were nationalized in 1971, in the wake of the
struggle for independonce, and then privatized to some extent in the
1980s, are the most un-onized sectors. Unions are also important in the
transport sector and in various services (Azam and Salmon, 2003).
Between 1990 and 2000 it experienced an increase in trade union
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membership. During this period, the rate of growth of membership was
1.63 per cent and that of registered trade unions 5.3 per cent (Sukti,
2002).

According to Pencavel (1995), unions in developing countries get power
from their privileged relationship with political parties, and in many cases
with the government. The Bangladeshi trade unions are no exception.
They are well known for their lobbying the government rather than acting
vis-3-vis the private sector. In the public sector, the government fixes the
wage schedule. The minimum wages for the private sector is also
determined by the government like the developed countries. In the private
sector, collective bargaining takes place officially at the firm level, but the
powerful SKOP, an umbrella of unions, deals directly with the
government, and has eventually the determinant influence on wage
settlements.

The influence of unions goes beyond the standard reach of industrial
relations, and extends to the political arena. All the political parties, even
the smallest ones, exert some control over a trade union. The three main
political parties have their own trade union federation, which accounts for
64 % of the unionised workers. The unions have played an active role in
most major political events of this country, like the massive
demonstrations (hartals) that compelled General Ershad to step down in
1990, or those which forced the democratically elected government of
Begum Khaleda Zia to resign in 1996. According to the World Bank
(2001), an average of 21 working days were lost annually due to hartals
in the 1980s, and an average of 47 full working days per year in the
1990s. This report estimates that about 5 % of GDP is lost on average in
the 1990s.

Therefore, the behaviour of the Bangladeshi trade unions seems quite
distant from the standard approach to the theory of trade unions, as
surveyed for example by Oswald (1985) or by Booth (1995), which
emphasizes the relationships between the union and the firms that employ
its members. Its analysis is thus especially interesting, as a way to
broaden our conception of the scope of trade union activity, with a view
to take explicitly into account its political economy dimension. The
massive demonstrations organized by the unions, called the hartals, are
aimed at affecting the government much more than the firms. This type
of political activism c¢f the trade unions seems fairly widespread in
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developing countries, as well as in some developed countries, like France
for example. One can remember the role of Solidamosc in Poland for
bringing communism down. In Britain, the conflict between Margaret
Thatcher and the miners' union in the late 1970s was a major political
event, rather simple industrial dispute (Azam and Salmon, 2002).

Bangladesh is undergoing emergency since 11 January 2007 amid
political violence and since then all outdoor political activities including
trade unionism were banned. In a recent development, the government
has relaxed ban on trade union activities on a nine conditions. These
include taking permission from the competent authority i.e. concerned
Commissioner of Meiropolitan Police, District Magistrate, Upazila
Nirbahi Officer 48 hours {in case of up to 100 participants) or 72 hours
{in case of up to 500 participants) before holding any gathering in indoor
venue; no live telecast of these programmes by electronic media;
discussion on issues related to the orgamsation and the labour class rather
than politics; etc. (Ittefag, 2008).

it is evident that trade unions throughout the world are facing serious
assault from the state machinery as well as the corporate bodies. In order
to survive, the trade of Bangladesh can take a number of lessons from
their counterparts of the United Kingdom. These include giving more
emphasis on professional issues (wage and salary, working conditions,
safeguard from unemployment, etc.) than political issues; strengthening
position as pressure groups; playing active role in various areas such as
training, professional development and research ; merging with similar
unions (if needed); and campaigning for social partnership.

8.0 Conclusion

There is no doubt that trade union movement in Britain is passing through
a critical stage due decline in membership and density. Financial crisis is
one of the by-products of declining membership. Income barely covers
expenditure, which in the long run will put them in a disadvantageous
position during prolonged dispute or sudden large losses of membership.
Efforts are also made to curtail their role in decision making. But this is
not the whole story. There are some predictions about the future of the
financial management of the unions and there is not only pessimism but
also optimism. The asset base of trade unions is slim and income barely
covers expenditure. Declining membership will continue to put pressure
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on finances because subscription income is the major source of revenue.
The future looks gloomy without continued financial support from the
employer. Unions' administrative efficiency has gradually increased over
the years. They are now rather centralised. Local control of resources is
unlikely to exist in the future. Most unions have become relatively well-
organised at the centre in gathering in revenue and controlling
expenditure. Many unions which are heavily-reliant on check-off do not
plan to shift away from it. Therefore, most unions will respond in an ad
hoc fashion to the loss of check-8tY, gradually trying to move members to
forms of income collection such as direct debit (Morris and Williams.
1994). Trade 'nions may also go for further investment for strengthening
their financial condition. New management techniques like Individual
Performance Related Pay may curtail unions' role, but unions can also use
such techniques in thuir favour as mentioned earlier. Feminisation of
workforce may be divic.2nd for trade unjons in future because the decline
in union membership is lower among female workers than male workers.
Inadequate training is en important contributor to Britain's industrial
decline. Therefore, increasing the amount and quality of training is
essential to any process of regeneration. A growing body of analysis has
shown training as an area of market failure (Stevens, 1993). In future,
trade unions can come with enhanced training programmes for retaining
the workforce and ultimately their membership.

It can be said that tougher time is coming for British trade unions. But the
negative features are not strong enough to bring to an ‘end to the trade
unions in Britain. Trade unions can improvise some features
(feminisation.. IPRP, finance, training, etc) in their favour through
pragmatic strategies. Still they have a future. Other factors remaining
unchanged, in future, the British trade unions are likely to loss their
influence partially.

Trade unions of Bangla'iesh can strengthen their position and bargaining
by taking lessons from the experience of Britain. But replicating others'
experience cannot solve any problem completely. Models, experiences of
other countries should be tailored in accordance with the social, cultural
and political realities of the recipient country.



.
Sy - Future of Trade Unions.. Lessons for Bangladesh

Md. Sharif Husan

References

Azam, J.P. and Salmon, C. (2003), 'Strikes and Political Activism of
Trade Unions :

Theory and Application to Bangladesh', Forthcoming in Public Choice,
February (Available at: ideas.repec.org/p/ide/wpaper/617 html - 14k -
, accessed on 03/09/2008).

Booth, A. L. (1993), 'The Economics of the Trade Unions', Cambridge,
Cambridge University Press.

Bloch, B. (1998), 'Globalisation's assault on the labour market: a German
perspective’, European Business Review, Volume 98, Number 1, pp.
13-24.

Bunzel, D. (2001), 'Towards a virtualization of social control? Simulation
and seductive domination in an Australian coastal hotel’,
Administrative Theory and Praxis, Vol. 23, No. 3, pp. 363-82.

Cannell, M. (2008), 'Trade unions: a short history', available at:
www.cipd.co.uk (accessed on 10/04/2008).

Claydon, T. and Green, F. (1994), 'Can Trade Unions Improve Training in
Britam?' Personnel Review, Volume 23, Number 1, pp. 37-51.

Clark, E. (2002), 'The death of British Manufacturing? available at
news.bbc.co.uk/1/hi/business/1871493.stm (accessed on
10/02/2008).

Deakin, S. and Wilkinson, F. (1995), 'Labour Standards Essential to
Economic and Social Progress', The Institute of Employment Rights.

Dundon, T. (1998), "Trade unions and bargaining for skills', Employee
Relations Volume 20, Number 1, pp. 57-72.

Fairbrother, P. (1994), ‘Privatization and local trade unionism', Work
Employment and Society, Vol. 8, No.3, pp.339-56.

Finegold, D. and Soskice, D. (1990), 'The failure of training in Britain:
analysis and prescviption’, in Gleeson, D. (Eds), Training and Its
Alternatives, Miltor. Keynes, Open University Press.

Flanders, A. (1970), 'Collective bargaining: prescriptions for change', in

Flanders, A. (Eds), Management and Unions: The Theory and
Reform of Industrial Relations, London, Faber & Faber.

—. P
ey

T mkmml

. R — o v . .
g o - e 8 W = - w ymAb = p e

P e T W T -y

S e m i

e ——— A . -

- 7.,._: -



-G TR, AENTITT T, W 008/FIFT 3852 ™

Gallie, D., Penn, R. and Rose, M. (1996), 'The British Debate in Trade
Unionism: Crisis and Continuity', in Trade Unionism in Recession
(eds), Oxford, Oxford University Press.

Gennard, J. (1998}, "Labour Government: change in employment law’,
Employee Relations, Volume 20, Number 1, pp. 12-25.

Granell, E. (2000), 'Culture and globalisation: a Latin American
challenge’, Industrial and Commercia!l Training, Volume 32, Number
3, pp. 89-94.

Heery, H. (1997a), 'Performance-related pay and trade union de-
recognition' Employee Relations, Volume 19 Number 3, pp. 208-221

Heery, E. (1997b), 'Performance-related pay and trade union
membership', Employee Relations, Volume 19, Number 5' pp. 430-
442,

Ironside, M. and Seifert, R. (1999), '"Training and collective bargaining in
European public services: a study of training-related issues in French,
Finnish and UK health services', Industrial and Commercial Training,
Volume 31, Number 5, pp. 182-189.

Ittefaq (2008), General News Item, Ittefaq online edition, 08 September,
available at: www.ittefaq.com.

Janet, E. (2008), 'General Appraisal and feedback Appraisal training
Business performance Competencies Performance related pay
Training and learning needs' . available at
www.cipd.co.uk/subjects/perfmangmt/appfdbck/perfapp.htm
{accessed on 25/03/2008).

Johnson, G. and Scholes, K. (2003), 'Exploring Corporate Strategy' (Sixth
edition). New Delhi, Prentice-Hall of India Private Limited.

Kessler, S. and Bayliss, F. (1998), 'Contemporary British Industrial
Relations' (3rd edition), McMillan Business.

Kessler, I. and Purcell, J. (1995),'Individualism and collectivism in theory
and practice: management style and the design of pay systems', in
Edwards, P. (Eds), Industrial Relations: Theory and Practice in
Britain, Blackwell, Oxford.

Labour Party (1996), ‘Building Prosperity: Flexibility, Efficiency and
Faimess at Work', The Labour Party, London.



20 Future of Trade Unions... Lessons for Brm}iade.yh
Md. Sharif Hasan

Lewis, R. and Simpson, B. ( 1982), 'Disorganising Industrial Relations:
An Analysis of Sections 2-8 and 10-14 of The Employment Act 1982,
Industrial Law Journal, No. December.

Lipletz, A. (1992), "Towards A New Economic Order', Oxford, Blackwell.

Lipset, S.M. (1986), 'Labour Unions in the Public Mind', in Lipset, S.M,
(Eds),Unions in Transition, San Fransisco, Institute for
Contemporary Studies.

Luthans, F. (2002), 'Organizational Behavior'. Ninth Edition, New York,
McGraw-Hill Higher Education.

Martinez, L. M. and Simpson, D. (1992), "The Politics and Complexity of
Trade Union Responses to New Management Practices', International
Journal of Human Resource Management, No. September.

Metcalf, D. (1991), 'British unions: dissolution or resurgence?' Oxford
Review of Economic Policy, Vol. 7, No. I, pp. 18-32,

Moore, S. (2006), 'The relationship between legislation and industrial
practice A study of the outcome of trade union recognition’,
Employee Relations, Volume 28, Number 4, pp. 363-373.

Morris, T. and William, P. ( 1994), 'The Union of the Future and the Future
of Unions', Employee Relations, Volume 16 Number 2, pp. 100-108.

OECD (Organization for Economic Cooperation and Development)
(1991), Employment Outlook, No. July. .

Oswald, A. J. (1985), 'The Economic Theory of Trade Unions : An
Introductory Survey',

Scandinavian Journal of Economics, 87 (2), pp. 160-193.

Pencavel, J. (1995) , 'The Role of Labor Unions in Fostering Economic
Development', Policy

Research Working Papers, No.1469, World Bank, Washington, D.C.

Salmon, J. (1994), 'Unions on the Brink? Themes and Issues', Employee
Relations, Volume 6, Number 2, pp. 8-23.

Schifferes, S. (Undated), 'The trade unions' long decline', available at
news.bbc.co.uk/1/hi/business/3526917.stm (accessed on
10/02/2008).



-2 AR, WRITIET T, Wb 008/FHA 383 2D

Smith, P. and Morfon, G. (1993), 'Union exclusion and the
decollectivisation of industrial relations in contemporary Britain',
British Journal of Industrial Relations, Vol. 31, No.2, pp.97-114.

Snape, E., Redman, T. and Wilkinson, A. (1993), 'Human resource
management in building societies: making the transformation’,
Human Resource Management Journal, Vol. 3 No.3, pp.43-63.

Stevens, M. (1993), Transferable Training and Market Failure’, paper
presented to CEPR Conference, The Skills Gap and Economic
Activity, London.

Sukti, D. (2002), 'Attitudes towards trade unions in Bangladesh, Brazil,
Hungary and Tanzania (Available at
goliath.ecnext.com/coms2/gi_0199-3011904/Attitudes-towards-
trade-unions-in.html-84k, accessed on 02/09/2008). .

TGWU (1989), "Employee Involvement and Quality Circles’, Transport &
General Workers Union, London.
Thome, K. (2005), 'Designing virtual organizations? Themes and trends

in political and organizational discourses', Journal of Management
Development, Volume 24 Number 7, pp. 580-607.

Tra.des Union Congress (1991), Collective Bargaining Strategy for the
1990s, TUC, London.

Trades Union Congress (1997), 'Partners for Progress: Next Steps for
New Unionism'.

Trevor, M. (1988), 'Toshiba’ New British Company: Competitiveness
through Innovation in Industry', Policy Studies Institute, London.

TUC (1992), Bargaining for Skills: A Call to Action, Trades Union
Congress, London.

Tuckman, A. (1998), 'Individual contracts, collective bargaining and trade
unionism: a case for the union voice', Personne! Review, Volume 27,
Number 6, pp. 448-459.

Turnbull, P. (1988), 'The Limits to Japanization - Just in Time Labour
Relations and The Automotive Industry', New Technology, Work and
Employment, No.3, pp.7-20.

Venkatratnam, N. and Henderson, J. (1998), 'Real Strategies for Virtual



3 Future of Trade Unions...Lessons for Gangladesh
Md. Sharif Hasan

Organizing', Sloan Management Review, Fall, pp. 33-48.

Wood, S. ( 1997), 'Statutory Union Recognition', Institute of Personnel
and Development, London.

Wood, §., Moore, S. and Ewing, K. (2003), 'The impact of the trade union
recognition procedure under the Employment Relations Act, 2000-
2002' in Gospel, H., Wood, S. (Eds), Representing Workers; Union
Recognition and Membership in Britain, London, Routledge .

World Bank (2001): Bangladesh, Periodic Economic Update, July.

Wright, PM., Dyer, L.D. and Tackla, M.G. (1999), ‘State of the
art/practice 1999', San Diego, CA.

www.cipd.co.uk (accessed on 11/02/2008).
Www.acas.org.uk/faqs/trade union.htm] (accessed on 11/04/2006).



