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ABSTRACT Ry A

S This the;is studies the effect which a union”
campaign to organize ‘the c‘ler‘lca'l the'colhr workers
. of a.modern corporation-had-upon the attitudes and

—-bel r of those workers. “The Corporation refer_y to

. prav(des a utl'lltv s_e_rvice to the m:jorlty of the vruvince
v oof New‘fuumﬂ!l\d. Throughout " the. un.jonlznt{on attemp:.

; both the .llnlnn and the Cqmpany vj_ed’for the clerks'
support by issuing bulletins and holding meetings-which -
expounded their/ respective points of view. S
: : : g

In researcmng this pro:ass over its one-: yur -

duration’ the author utilized both participany observation

and,_ ethnographic interviews. . Factors su:h«n—peer—vmsure.

'physicnl work environment, social group participation,
-anagers anitndes. work heneﬂts. perceived differences
nith blue collar and higher nlnlgennt emnloyees feminizat-
fon of the clerical workforce, mascanatinn of i-na_gement
and, ‘sty'le ‘of the Union and Co_rnurate campaigns were all 3
investigated and found to play rohvs' l;| the unfonization N
:prnéess. ,." 3
™ .. . |

These elevnents- :}e then incorporated in an effort
to fo‘rmuuu a thenry of tha collar unionization which: grnuvs
them into six. inpor\mt colponents. Each of these compnnents
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v .~ . are“tdpable of producing a significant impact on a worker's )
|14, .7, ‘.attitudes towards ‘supporting ‘some.form of collective '
i ‘representation. = * - , 2 ‘
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is-a problel of -exploring the.several t.ypes nf
“alienation and morale which w
‘consider systau;’tr;a’l-ly the structure of power
: . . ~.and its meanings-for the individual-lives of -

e N R Y . workmen, It requires: us.to -examine. the extent-

N " < to which psychological shifts Hdve ucoupu'ed

Ystructural shifts md in_each:case, why?:
.: directions les the promise of
£ B qf uodern Jnun s, working -1ife.
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- Modern industry has converted tn! little
norkshop of the patriarcial master into
“\the'great factory of the industrial capitalist.
Masses of 1aborers, ccrowded into .the

factory, are organized like soldiers.

As privates of the industrial-army -they

are placed under the Pommand of a perfect
hierarchy of officers and sergeants. Not
only are they slaves of the_ bnurgeols

class; and of the bourgeois state; they
are.daily and hourly enslaved by the mcMne.
by the overlooker, and, above all, by the
individual bourgeois manufacturer h|mse1f.
The more openly this despotism proclaims .’
gain to be its end and aim, the more petty,
.the more hateful, and th: more elbittering
it.is.

PR

Karl Marx -, “The Manifesto of the’ Communist

[
©; Party" in Marx and Engels: Basic writings .
. 'on Politics an ilosopy, 1 s P.14,

2 : ,_-/" .
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The month of December, 1983, brought with it the ¥

_culmination'of a year long campaign drive b; ‘the Utility e

" Morkers of Canada (UWC)-union to organize and represent . &

the clerical office w‘nrk'ers of the Utility I:orpxiraﬁon =

of Newfoundland Limited (Iit’iIé:’u). a large nrvv1nc5-w1d! o ’ 4

utﬂity corporation. This study views this campaign and i

its effects from a soclo]amcal perspective e)?p'lnlng tﬁe £ ‘
physlca]. soc{al md atﬂtudinal factors impacting on the

varioys nnrkers |nvo'|ved The result of this examination

is the formation _of a unionhnion uode] which incnrpnrates "

. the most significant. of th_ese factors and- relates, theq to

In order to ensure that ne wh!te cn’Har workers

and their unions are ydequately understond thelr Mstorica]

development wﬂ'l be hnieﬂy revteued his wﬂ\ enlbh the

renner to view’ tha uuc :upng in dts prcper ca‘ntext ind : o\

to_be fully aware af trade uninn evu'luhon and ns sta: -
“in tnday s:North Anrl:an ;ochty. An lpproprjate stnr ing: o
pu|nt for this 1ntroducttnn 1ntn. ‘the. uhite colhr Str de
ur\inn -uvenent nould bg dhr1ng the 'Iate 1aoo S, when

/ tumposltion nf theJndustrhl i!pﬂd s lab'
TMs A’ha

18 stin ‘
radual -

td undergc a rud1cn'l change.
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grew larger more workers were needed to ha’ndle, the increased
vw]ume of paperwork created by the ‘grw‘lng‘burea'ucﬁa'tizat—
,ion .of sociepy. This growth inftidlly started u_n’a‘]arge
scale_in financial areas, such as banking a‘n&, the insurance
industry, avld'was a result of the demands of business for
1ncrea§ed finances needed to expand their own up_eratlons.
The.result of this growth was tha»'; ‘it prompted the creation
‘of tha "office army", - an increase in the nuhﬂar of white-

collar workers. \ °

N
In this early period there existed li;tle in the
‘qay'\o\f any white-collar trade nn1n.n5. even though by this
tjmé ?ﬁ‘ere_ ;:ere maﬁy we‘l“l developed blue—‘collar unions:or
Tabour moyenents. - Many white:collar workers furin:d_loﬂ:a‘l
.sochl ‘clubs and societies, the main interesé of which,was

in social and educaéiuna] activities. 'This emphasis of

*._the white-collar worker shifted in the early 1900's toward

.national organizations. However, as was i"llustrated,by

\ British ﬁarkers. most still rejected the ~des|gnat1§n_ of

!trade unfon' and denied association with the Tabour
movemerit (Adams, 1975). The adven‘t'of thlywor1d Wars: and
vtne Great 'Depression of the 1930's again caused a shift in

« - emphasis, mainly due to _{he requirements for higher-output,

greater overtime and generally more stress ‘and control o ~

‘ being placed on the workforce. White-collar workérs were *

beginning to ‘accept the concept of ‘labour union' as an

|
i
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/// effective method for their representati‘nn and protectior;
/ in the modern capitalist world.

7 X - .

. As stated edrlier, white-collar expansion commenced
in the Tat’e 1800's and early 1900's. As it continued to
grow, so did the ne®d for new office technologies. In many
large cnr;poratians, offices ~beca;ne more dep“ar\‘.menta_lixed -and
;"atinnalized. This was prumpted‘:qy the desini to increase
output and reduce c‘o»sts. Later - work-flow patterns were
studied and, 1npreasing1y‘, offices started to reflect
factory-like production p‘v‘uce‘ssés. : Jab\\‘fragmentqticn
occurred in the®name of 'efficiency'. Jhese processes
were also aided by the introduction 6f office machinery
¥ " (for example, typewri‘ters and basic adding machines) and -

"later automation ‘techniques. This mechanization or
automation of the office, Lowe (1980) terms a by-product
bl or off-shoot of progresssive ratiolna'l'izatiqn. One of the
more significant office technologies was the "scientif%c
manaqe;went“ technique, which was introduced during the ¢
early 20th century and offered the ehp1o§ers, more benefits.
For examﬂe. emplojees who -constantly performed basic
ta‘s'é(s could be d a‘t a \nwer_wagz. produced more , and
s were more easily fegulated. This form of task specializat-

. s N .
"‘iqr': developed into.a modern production-1ine type of ‘office

- operation (Lowe, 1980). - Similar cﬁn:!usions~ were reached

by Browh. (1977)- in his-stm{y of bureaucracy. Also, these
A new organizational téchniques l:re'atet.i a process of b

1

4




differentiaticn and - accupational spemaHzatmn causing

a severe split in the white-collar workforce.  The jebs
‘which were made boring and lacking in any type of challenge
were generally located at the lower end of the white-collar
hierarchy and termed 'clerical', while the higher ranking
Jobs were te‘rmed"management\‘. Due to the availability of
relatively ‘inexpensive female labour wishihg to enter the
‘workforce,: the clerical jobs were reservei, for them (see’
also Kanter, 1977). . 3 s -

During this period- the -‘nimerical growth of both

..workers and ‘their uniohs varied throughout the industrial

world..: For example,:in Britain between 1914 and 1920 the
white-collar union membership more than doubled ;nd. fr‘nm
that. puint un.ucuntinued to “increase al’thnugh at a sower -
pace.” In Canada, however. white<collar unionization had
its big rise in the late 1960's and the early 1970's when
collective bargaining ‘rights were extended to public
employees. .Since thatvi(r-ne many workérs ha\;e begun to /
organize white-collar u'nj_nns in the private. sector and

have met great resistance; The oppostion to thesé unions
t;‘ame from both the corporate warld .as well as from many

ihite collar workers themselves. ln Canada during 1981
\Jn‘lon membership stoaq at 3, 160 068 workers or 32.9 percent

of the paid‘workers in 'lndustry. This reflected a groug’{

of 108.6 percent since 1962. Presently, t‘hruuéhuut North \’

America the Taboyr fovement seems to be in a state of /
L - . . "

B o
: . : j
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‘retreat or at best holding'canstant. With high unemploy-

ment and ising cost of 1iving the unions are losing their
bargaining power. At the s;me time, their memberships have’
been redut‘:ed by massive layoffs. This points to a dramacic
shift in the power balance, moving away from labour to
management; induced by the recessionary periud" (List, 1983).
This type o‘f conflict situation has had and_m‘\].
cnntinue'to have many serious. ramiﬂcatl’uns for both the
\:orporate business wnr]d and the ind\vidua] worker. The
situation {1lustrates'the |mportnn£e of research in this
area which can help answer basic questions-such as, -
1) what variables cause workers to seek union” represehtat-
ion?; 2) why do ~y corporations resist emp]oyee umnns?'
and 3) what new’ \nf'luences have caused the shift’ toward
increased unionization of the. whﬂe collai workers? “One
prob]emlcnnfronted in such a stud.y stems from the
nssocutkon of white-collar" w‘lth the sterotypical blue-
l:o]ljp-umon characterhticm Anothev’, problem stated by
Crompton (1976) is that perhaps’ utilizing models which
explain union gro@th’ and behavior in the universal, frane-

work is Holding back our.ability to explain-this. area

better. ' It is possible that. the same white~coll iiuation

may vrdmote van‘gd forms of collective representation

_wWhich might not necessarﬂy_‘be best exb1a1ned by the same

model. Therefore, an.effective mudé'(-must ln'coryov’“ne a

degree of f]exibilitycto an_ow for indiyidual case »

L)



differences. . " . '

The cgncept of ‘white-collar' itself ‘is unique in
‘that it is an arbitrary concept mainly’ derived from’ historical
precedent These workers :re categorlzed differ/ent'ly frnm

_ @® other workers pure1y onthe type of work: performedor on
work Tocation. According tolumley (1973) it is one concept

which 'is in desperate need of further exp‘a{atwn. In ‘the

field of industrial sociology the recognih‘an and study of.
the ;white- collar worker is constantly 1ncrea51ng in
1mportancg. This is especu'l'ly true s{;nce the early 1960's
when the number of white-collar. workers in Nurth America
Exceeded h'lue collar workers for the, first tlme (Bendix;
1963; Hall, 1975) '
. - quv{thec, product-of.the white-gollar- expansion
has bBeen the growth in vfﬁite-c‘ollarvunlons. Lumiey (1973:20)
. defined.a white-collar unicn_ as, "...the existence and :

activity of any organization of employees im protecting

and furthering the interests of 1is members, as employees".

I believe chis’definiigon tendst to be very broad in ts
scope; more. prgeg{y perhaps it.tould be res;tr!cted to
I:huse _employees or representatlve groups whb are tnvo1vcd

in a form of collecﬁve bargaining.over worker conditions o

or rnmun;rat!un for the group s memhers.

v [,



The growth in’these office w'u.rkers'.mlons seems
inevitable. when-ofie considers  the nature of ‘capibadist
(ndu’stry.. There will always be an inherént difference .
Dbetween the employey and’the employee " the issue ‘of
salaries and benefits.- The employer sees this as am!"nf
his largest expensesz, which must be reduced, wM'(e the
employee would like to see it rise in arder to fu'lfﬂ] hvs

pe“sonal needs. Since the eulp]oyee by mmse'lf calmot

-successfully combat the Targer. ca,rpurate. forces which tend

'to‘dictaﬁ his working conditions, he turns to the -

collective representation- found in unions.

Most of these white-collar workers are found in
the ecoﬁomié middle strata (Becmhofer. Ev‘intt A? McCrane,
1978), a gruup whose occupational structure has expanded :

e garLy 1900's ‘due to changes in the over‘ﬂ‘l”

economic and fndustrial structure of society. The -authors

‘also state that ‘advances in' education combined with a

‘loss of work distinction and different{itlm\ from the s

Tawer status has caused a loss of tdantity. “The previodaly
m|ddla-cla§s Tife stytes, macerial objects and lefsure
pursu1ts have been re'laﬁvely dim(n(shed when cumpared to
those now available tothe 'lower' economic strata in° society,
Perhaps ‘the underlying new purpose of ‘white-collar union-- -/
ization may be to unify the l:id&'la—ﬂass and pres‘er‘ve a
11tt1é of what they. had, !

i
¢
i
i
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These relatively.new white-collar groups are
i . - j
‘ | seeking a form of what Poole (1982:181) terms an “indust: .

‘riat democracy"?. fhi"s he defines,"in terms of “the exertise
‘t\ " of power by workers gr their representatives over decisions
N within their. p]Jaces. Jf employment coupled with a modfficat-
ion -in the locus and 'M‘astrihnvtivon of authorléy within the
workplace". This control over _’cnrpo‘n‘lte decisions has

beér previously-excluded fron the trade unions’ influence.t

5 , JIn North America‘n societies the trend ‘toward wlnte-
éal]ar unions is relative"y new andy” as yet, has not been
adequately studied.. Much ".of the research in this ‘field has
. stemmed from Europe ‘and, Br1tn1n,vnhere w}nte cu’llar unions
had-their greatest boost ;during ‘the Horld Hars. . In Orderr )
to under‘stand the present\‘ situation concerning these
& i uniods we “must hrief'ly thce, their development.. .In doiﬁg
’ this a heavy re]iance mus& be placed on the great number of
< studies perfomed_b)" syocio'logi'sts in the area of’ vlhn;—_
collar workers’ (the most n‘kotable being done by Mills, 1956; .
Lockwood, 1958; Crozier, 19655 and Kanter,.1977). “However
o * - H‘. should also be kept in mil\d that the1r tréntment of
white- cn‘l]ar un1uns has heen rather ’l'hni'.ed hecause their

s - primary ‘t\nn:ern was the broader fieTd of white-collar

- nur}(é_rs,-nf which unionMy a small part,

‘Soﬁe wﬁite-coﬂar"wnrke.rs have.avoided the word

“union" by forming "assodiations" or "quilds": In \




o =

E Newfound'land these wh)te—coﬂar grolps are best represented
by tnejwewfuundma Teachers' ‘Association or The Newfound-
land Associatian qf Public AEmp'layees. Even though tne‘se

. aré in reality unions, through the use of the word 'associat-

\ : fon', they have avoided the 'stigma normally attgibuted to

the ymrdv“imion“ By those of the middie and uppér classes..
s . .

Since the early 1900's there has been an increase
i in the unien%zatﬁ‘nn ‘of North }\Mﬂ,'sﬁ'! nhite-cu]fﬂr‘wt;rkers,
| die in part to a feduction of their personal affiliation
'Mth the owners and higher managers wfth1n husmess. As

well, factors such .as 1nf'|at1on, stlndurdiution, and

‘econonic rect_essv'ian contributed further to the workers'
,‘“ ‘search -for more protection and assistance in various areas e
g (e.g. wage agd benefit bargaining). They have been rapidly
losing the sp&cla] type of bond which theyunce had with

" . the corporatiuns\themse'lves. The paternalism of the early

business has gone and been replaced by the theme'of gfﬂciency.

Other changes 1in unionization occu’rredAas a’‘result

of the World Wars. Fnr‘example. during World War-I the
4 L " British governmgnt det{ded-it‘néede‘d t'}.e support of “1ahour ‘and
censequent]y adopted a pro-union pleny. ‘Hhen this was
Acnmb'lned with a scarcity of goods and services, and rising
«costs of 'I1v1ng, worker d(scontent rose and so did the:
union memberships. For-exampte, in ‘the area of the white-

collar workers, main sourceé_ of satisfaction have been, and

. “ . " 5 v
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still areto a certain degree, the ‘econonic and status
advantages they possess over blue-callar workers: Wills
(1956) a‘nd L‘Qﬁkwood (1958) both confirmed that followinj'

World War I these advantages had stabﬂized Then during
.-World Ha.\';ll the blue<collar salaries qamed, aided by"

overhm 'Kgy. This situation reduced the degree of .
satisfaction which the white-coliar worker derwed from - :
‘ his/her job and :nntributed to hi?/her tenden:y towards o % '

unfonism.
L. david Lockwond (1958{15) Studied This ecanomic (G o)
advantage wntMn what he termed - "social c]ass identi ficat-
-ion and stated that it was not based on ownershw or_ non--
ovmersh’lp of the means of productiun as previous'ly believed.

He Ilsted three factors wiuch make up a pergeived class

position: )

1) Market situation - Income. level, job security,

apportunity for upward mobility..

0 2) Work s1tuation - The set of sncn'l re'lationsh1ps \ .

in vhich the iorkaF 18 fivplied while at work. . L,

3)‘$€atus situation - The prestige position of the'é

workef in society.

These three factors; stated by Lockwood, form the
basis 6F the "sociological approach” utilized.in -the study
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of white-collar unions. This approach is critized by the
"industrial relations" theorists . (e.g. Bain) |n‘tna‘t it
attempts tmestah]l‘sh a relationship bet‘ween social class
and union membership, wiich they s.ay' has ‘ngver néen “

R demonstrated. This criticism, a;card,ing' to 'Ero‘mbtan (1983),

reduces the sanw]ag\ca] approach to 1ts simplest furm and

therefore negTects an Important relationship. She be\.ﬁeves

-an understandrng of .the “white- colla W orkers' class, situat-

fon-tr esienth'l“ to in!erpreting white- collar union %

actlvity. and this understanding can best be ga!ned thmugn

the ana]ysis us‘Ing ‘Marxist principles. Nowevgr, shi cuntinues

tn po\nt out that'any unwersa'l themry is prone to. the

danger, of being too genera'l to.be useful. "'Tnere wﬂl bg

quaﬂtah ve dlfferences in. nm\ strategy and behavmn

between middle class collective nvrgam gatwns" (Crompton,

1983:245) . o o

© This concept of m1dd'|e c]ass is also evident in the

pro'l!larl anization. theses of the' white—coﬂar Iibour furce.

‘This-is based on three premises. 1) There has been aﬁ -

erosion of the market advantages ‘of the let cuHar over

the blue- collar; Worker: 2) The white- coHar uorkers are v e g 8
facmg prcmntmn bloickages simﬂas to. those faced by hlue-. ) s ¢

:o'l'lar workars. 3),The typical shop ﬂoor conditlonsdf the‘ " & 4

bluescol Tar work:rs Aare being extended into whitercollar ti. . T.oli
cof fice situattons (e.g. open --lar_ldscaped officey perfnmar\c'e .

measurement techniques, etc S These factdrs cause. white= ..
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- o
collar workers’ to 1dent]fy more with the b'lue-coﬁar .
worker‘s. Ut|11;1ng this thesis Roberts et al. (;93?) E ‘-’\;
g;nc’(ud_e'd that the individual situation is the d’;term!n'l[\gv )
factor in-a worker's union tendencies. They.state 11
workers, whether white-or blue-collar, re willing o Y

,support cul'(ectwe act;\on dependmg on what hesc suits o v

* their own snuatinn. 5 i - S dw

. o % L4
| It should also be noted that the separate class is predom- o

5

Other factars which affs:t the whﬂe cuﬂar office ) -
norker are the degree "of hurea.pcratizatiun and-the effects

nf a "ﬂehumauized sy?tem"_ Bﬁlth these faccors cnn'triml'te

to the |su'létiorr of a separate dlerical r.1ass and'mcrease

requ1rements for union r.epresentatmn among._these workers.

inately femnTé, wﬁich dharacteristica'l,'ly has a-lower den;ify e
of union memursh(p when compared to mate. w‘oups. Thls

trend, accord?ng to Ti]ly gnd Scott (1978) As due to the -

eé'ab1|sh a sense of coHectWe mamhersh{p or to devote - S

time or money to a union: Also, during the First ha'lf of

. this centur_v many.unions were amhivﬂent tauards organ1zing

females. However, according to Lumley (19.73), recent data

1m1ll'ca‘tes ‘a - strong reversal of‘i‘h‘is paftern. In British Vi il

Columbia), fnr example, Mar:hak (1973) found that union” L
potent1a1 was highest amohg women: when compared, to men due * " ¢
to thetr lnuer incume annunker ba?gainingqpash(nn. }he




\\-‘ ".'15." )

"1oss in prestige". The recent tendency fur ‘this group to

unionize. is ﬂust1f1ed in two ways: 1) by ‘the 1ncreased

se)mratinn of mangers from Dwnershvp, and 2) by the .belief

that they are a- distlnct professional group. He also found -

that the manager's age is an m{nrtant factnr. The o1der \

-. managers vrefer cohservative sotutions to prob]ems. while
the youngeF Favor j:hé rore reform’is.t" solutmns Pffered

. thro’ugh‘uninhi'i'atfon. , .

RS

As msecurities become widespvead ard thelr sources
beyond the individual's contro'l, as .they. become
collective'insecurities, the ‘population has groped

. for ‘collective means of retaining fndividual’ (4

\ ‘security.. The most dramatic means:has.been the

- Tabour union.

B o Other reusons for this union gruwth have been

) _suggested by researchers studying; var-lous aspects of the
_whlée collar Horkfarce. one m,n:lor.f_acter indicated by -
' Gy ® o : many researchers (Chamot, 'i976" Car‘ter, 19“79, Albert.&, o

‘P'Iovslng, 1972) is the ‘increased feeHng of ‘1nsecur1ty and

the loss o Jndependance that come with being an’ employee« w

within the large ccrvorat‘lﬂn. In-the modern corporate«r\Nice ' G

“in, his work that" wns unc.e predom‘lnnnt. "Streamlining" and | :;

efflc1ency with!n th o ce force many employees tn view v

¥

5
|
i

I

i

i

the employeé ‘seehs to -be- !osh\g the 1ﬂgnt1ty with, and pride - }
:




R percent from 1971 to 1981 - two and one-half times that

-of a secofd separate nhlte co'llar group - i e., management‘

. f =015 = . " R s
found 63 pn:cent of men associated with management versus

42 percent of the non-union females. Another reason for

P RN

increased union emphasis being given to females is their

growth=1in the workforce. Statistics Canada (1984) report-

ed females in Canada“s Tabour force increased close to 60

for met. Women workers during-1981 .compFised 31 percent -
of a'_ﬂ’ ﬂr;ion m‘efnbe'rvs in Canada. compared to <;n1y»16..9 per- . i
cent in 1962. (Statistics Canada, 1981). .. ~7

Industrial suciecy has a'lso seen the deve'(opment 5

In essence, the?e ‘are twc divis#ons mthin this group- 4
1) executive managers - those who occupy. the h1gher manage—

ment positions.on thefb"ganization s Merarchy énd are in

contact with the awners or their representatives on a daily

of v;nn munage ent personne'[, and who usuaﬂy occupy Iau ¥ g
Tevels on ‘the Knangement Merarchy * Derossi (1981), in

stud(es ‘of mané ement 1n Italy and other E\lropenn countMes,ﬂ SR
states that mqnager are in:reasing'(,y turning ‘to: un!ons “for
represen‘i:at’;on. This IS an attempt tq have. their gruup

supported by. externa‘l 1nst1tut10na1 organtutions‘ He

states the-lr fear gainst unionizing centers around the
beHef that "unhm repreﬁtauen wou]d debnse the pusitlon‘

nf managers" (Derussi.‘lsn 138). It wmnd canst‘ltute a -
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themselves as merely members or indicator factors on the o
corporate books. Along with this .sense of being 'onlya’
statistic' are feelings of a decline‘in status in re]atinn B
to both the’prev}iaus White-collar workers' status position,
and this position in relation tftnat of @ blue-collar
worker. Albert and Ploying (1972) .also support factors
such as the 1;npuct of automation an“d "\}aHCK of promotional
* * chances due a grg}at degree ‘tu‘_a country's weak. oré'lué,
wec‘onomic grawth. Other faétoré which uhey term "snciu-
. psychu'logica'l" (\ e, tms type of: lmpact 1s based on the

" b behef that umon memhers are,convinclng non uniqn workers

., of'white- cn1“'lar ofﬁce warker_s) have also contv{'ﬁbu_ted

significantly tp this growth.

a "

<’

There arefof course’, othp'n'féctor ‘which Father

than contribute to the ufiion growth, contribute to.the .o
reluctance of many white-collar office workers to join

Tabour unions,.- Two of the most influencial are: 1) a

v . reluctance due npart to the s‘tereu:ype of unionized blue-"
coHar workers who ofteq go on strike for variols reasans

and who face Ng\d work rules, ‘standards,,quotas. etc. “when

N ' . at their place of work and 2)a reluutance based on the
narrowing of the percaived 9dp betbaen the white s and’ "blue-
. collar warker. Since tha eirTy 1900"s, the white=collar 1

. worker has: genertu ussumed his pos(tian eu be s'tht?y/
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better than that of the blue-collar worker. Because of
the union's primary association with the blue-collar :
workforce, there is a psychological pressure on the office

~ ¢ worker to r’eject unions, the acceptance of which would
be felt to lower one's status to that of the blue-collar |
worker. * .

Th_e'sg types of positive and negative forces have

tended to result in a form of worker organization'(i.e.

whited)

£
o)lar unions) which has its own unique character- P

istics. For example, Fiorito and Greer (1982) state that o/

education is negatively associated with unionization. This A

\\\15 beéuuse-.the more highly educated workers generally hgve

gr}l‘ter |nd1vidua‘\ bargaining power and thereforeless need

for collectivé action. Also, white-collar union members

are generally males, he'lor;g to the middle socio-economic

class and, compared to blue-collar union members, tend to

be léss llﬂl'ti!lt and to identifymore with the corp?ration N

(Carter,” 1979).
S ' e )
The: impact of many of these characteristics on the
workers is” also reflected in a chafige ih their work ethic.
Buchholz (1978) argues that the old ethic, which held that i
. hard work is good’ for the worker, is gone.‘ This has been .

replaced with the' “humanisgic ethic" - founded on premises J!
t which stress personal fulfillment and satisfaction in one's
' job, learning new tasks and'obtaining personal growth. He .7
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believes work, to the modern white-collar workers, should '

be a personally rewarding experience.
One of the few theorists to develop an explanatory

model for unionization is GeBrge Bain. His model implies

that the amount of white-collar unionization is a function 's

of employer' pol‘ic‘y and bureaucratic working conditions.
The employer policy is mainly a function of government
policy. Bain suggests that hure’nu'c&-acy is pushing workers
towards unions, but resistance from ,e‘mp.ﬁyers holds them

.. back. . Adams. (1975) research contradicts Bain's in many
ways. He says that it is not bureaucracy iwt workers'
discontent with their econnm'i: §1tl;itinn. that .is the prime
factor. Also,\this discontent i; neither necessarywr
sufficient to prompt union growth by itself. The employee
must believe that unionization will lluprove his/her personal
situation. Secondly, while employer policy i ‘.purunt.

a favorable policy is not essen‘th'l for union growth.

As was illustrated by the above disc'ussian,:the
field of white-collar’unionization has not been comprehen-
‘_s1’ve1y documented and no reliable over-all model has yet
been developed. As Lumley (1973) states, it .is a field

- lacking scientific documentation and uﬁlvérsnl theory.
. " This review of ‘the researci; on white-collar unionization
© indicates three problems which require furt!nler research:

i S o
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,The vast majority of the research has heen‘p}rforme) )‘
prior to the 1970's, and consequently does not reflect ¢ i
the effects of high inflation, unemployment . computerization
or female liberation in a n;ndern techno]&gica1 era.
In the research uvaﬂible‘\there is relatively HQe :
agreement on the important. factors affecting white>coMar

unionization, especially within North America. This

has been partially due to the fact that in many cases

the study" of white-collar unions was done as merely
part of a study of the broader field. of uhite_—»co”ai'
workers, thereby gengrﬂiy p.e.mitting Tittle in-depth
or limited 'research ﬁ‘n tht’v{;’ea. There are relatively
few ‘camprahensive studies t;n white-collar unionization i

itself.

N

- .
White-collar unions in North America are a relatively

new phenomenon which have been increasing rapidly. Yet,.

unlike Eurcpe, there has been 1ittle ‘in the way of a
comprehensive study of wh‘te-collar unionization perform-
ed within the North American setting. Thle mere fact th;t

3 Eu‘ropean white-collar unions are well qeveIupéd, - |

\
| white-collar North American-worker.

organized.and accepted, while in Canada-and ‘the Unitéd
States they 'nre in the'develnpmen‘.l stages indicates
cultural differences exist which may influence the '

L
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The idea that whitg-coﬂar‘ workers .and their unions
are in need of further research is atso supported by Adams
(1975) » who states that there exists a “white-t;o'l\ar Tabour
problem" in most industrial countries. This is due to ‘two
factors - 1) ‘the growing importance of white-collar occupat-
Jdons, and 2) the traditional weakness of trade unionism
among these workers. He.concludes that even‘ though it is
an important area of in‘»esﬁé:ﬁnn. researchers have not.
vet achieved a high degree of theoretical sophistication.

Cook and Stan]e‘y_ (1978}, in their study of white-
collar trade-uions, offer one - possible reason. far this
problém. -They cz;nc'lude that: many previn;‘s researchers
‘have»assumed occupational groupvst-ra‘tegies (e.q. u-|\|or!1zat-
fon) imply differences in.basic workers'.attitudes while it
would.be more beneficial tn study the individual mm*stances
which ‘induce. the odcupatfonal groups-to adupt varlaus
strategies. In other words, more may be gained. from the
study of the individual-worker who faces the- choice to . -
unionize or not, than.to study -the existing union-pre;en.§1y
-operating within a workplace. In so doing.a more dy.n;mit,
individualized model (i.e. worker oriented rather than
work-group oriented) may be created which could bétter
explain. the major, active forces involved .in the unionizat-

‘fon process.

M_k_“w




>

& 99 =

As we have seen thus far there has been no compreh-
ensive model of uniGnization developed. Many important
factors have been discussed, all of which in one way or

anntn,g[ affect the white-collar workers' attitudes toward

unionization. ~ However, there has been little research into
the integration or the attaching of wejighted values to these
factors. It will be the goal of this research study to
develop a model of the unionization prodess incorporating’

factors which interact to determine the white-collar

* workers' present tendency towards unwniz tion. It should

formulated based on the Utilco case study and exlst\ng

research in the area, should be cons1dered pruv(siunal or

tentative pending future applications . e'lsewhere in North

America.. The factors which Wi be discussed are:

1) .Tﬁe general economic sifuat‘,ori of the country._ For .
'example, during per'ods' of high uhemployment Lumley
(1973) states that the employer's position is, stronger v
because workers try not to aritagonize their employers
for fear of losing their jobs and, as a canéeqvueﬁce. do
not Ju\:n uniané. However, I.believe these ‘general
societal effects may S"}nff -set by more local factors.
For exnmp]e, dn the. p esent North American workforce

‘, there mgh unemp]oyment‘ yet rising white collar”

|
{
unionism. This may be the result of corporations ," ~ i
*laying-off' workers based on mixed critéria (e.g. ‘

H

.be nnted ‘however, that-this model, since (\ has on'ly been . N~
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3)

N ‘ o
seniority, redundant positions, performance) rather

than on a more socially accepted criterion (1.‘e. o’ |

seniority); or emp]oyers'l.ayiny-eff workers without
much notice or 'Iay-off.pa,v. The white-collar worker . o 8
seeks prntectfnzn/f;-nm such pccurrence,ss and, seeing the
blue-collarvworker receive this_ security, looks to -

similar organizations for repr‘esentaﬂon and protection. Q : .

'lhe worker's economic situation |nf'luem:es Ms/her o*
attitude toward unionizat\r’un.i Hltn high inflation and
cost of 1iving the worker seeks alternatives which may
help improve the situdtion, Withmany white-collar
workers observjng the higher increas‘e‘s‘; received by blue-

coHar umnns. Nhite collar’ workers are 1ncreasing'ly
viewing uniunsas a posulve ald 4 E

Increases in the bureaucracy within organizations affect

. the tendency ton‘rds unionization. The dev! lopment of

the white-collar workforce occurred co‘lncide tally with

rationalization, centralization and departmen allution.
A1l these factors: increased the organization's\need for
gre_uter rules, regu!utibns and ancle‘s. With increases %
in the‘se regulations, etc., the Qegree of worker! frunut-
ion, discontent and a'lienatlon 1ncrensed theraby moving
nurkersr towards r.ol'lective affilfation and represantat(on.
Tnls also makes identification, ‘conmunication and organ-

ization much ens!'er. Also, .dealing -m\ bureaucracy
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.
requirés a specialized understanding which is avaiTable

and offered by most union organizations. 3

4) Employer policies, if perceived as being biased by the

workers, will inﬂuencmttitudes concerning ‘unionization.

. 5) The workers' realization that they have problems which

can best be solved through collective, not imjivh:hm'l,‘I
representatfon and, the workers' acceptance that unions
represent: a v{a'lid and . favorable alternat'l'ive for t'hi‘s'
representation will be condydive to’ a v(orker's pro- .

union attitude al'r(d ‘behavior.

= 6) Another factor is the degree and style of 'tf\e union's

membership drive. For example, white-collar workers
currently havé a Jow degree of uhionizgtion ‘and“ one
_primary reason is that the‘cnncept.‘uf a 'ur‘ﬂovn' itself
D{qs presented a'sﬁfus threat to the worker (R.itze-r,
qu). This i;,dffo the perceived blue-collar influence
in unions. Therefore, the union's approach is critical -
appe‘a'l(*ng tg white-collar workers, using approaches design-
"ed f‘or h}ue.—c‘nllar uo,rk‘érs,'thgoretic“ally, could produce

W

negative results.

s
7)'e level of fe}h union memﬁership or their percentage

W the white-collar office worker group to be organized

affects both the success in unionization and the degree

N , -
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of militancy. Charactzristic;lly, as Lumley (1973)
t1lustrated in his stu‘dy on British workers, females .

are geherally more conservative than men in unions and
they develop a stronger sense of loyalty to their
employers; this is especially true among thg more

senior fella'lve ;«nrkers. Perhaps, since they characterist-
ically occupy the most vulnerable economic pos|tio;|s in
the organization (Phillips and Phillips, 1983), they

feel loyality is the best method to protett their insecure

positions. " However, Phillips and Phillips also concluded

that.the worker's sex 'is'nnt a n_laih determinate -of whether °

. or‘not a perso‘n Jo{ns_ a union. -Hnre"ﬁmpnrta‘nt is’ the
industry and occupation to which t[e’éers‘nn be'lun'gs. |
If this conéIus!nn is .valid, then in certamy cases
females would be more v:;’l'nerable ;nd consequently more

" conservative in their actions.

8) Peer g”roups or family pressure (as.iell as’ the presence

of 6:;\:; union members within the immediate falﬂy) ‘may
influence a worker's attitude toward unions. Through
his/her, association with peer groups and fam'vly membeyrs ,.
the m;rker will feel suppnri andlm; pressure "to conform
to group norms And attitudes.

9) A relative loss in salaries and benefits when compared

to blue-collar and executive white-collar.levels of
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i
“labour will affect worker 'atn‘tudL There are many A ‘
studies that support the idea .that white-collar workers !
resent the closing ;f the s:chl status gap between i

their members and the members of the blue-collar group

? (1115, 1956; Ritzer, 19725 Jenkins & Shernah, 1979;
Lumley, 1973) Houever. the question which may be even
more significant at this time is whether tha’@uﬂar "
workers who. are in the posihon of becoming members® of« ' '

a union, also perceiva avwidenlng o‘v‘ the social status:

gap betueen _themselves " and other whlte collar workers

who octupy posiﬂons h1ghe?~ up in- the organizat'nnal

merarchy (i e. executive nanagers) In view of present

trends tnu-rds a reducnon in the blue-collar workers

4 and corresponding increases in the uhlte-conar work-
force (i.ve. both in cler|cal\ and. managerial levels), o ‘
it would seem that this gap within the white-collar

. workforce is growing in importance. b ] N L

~

2 ]

10) The workers' physical and social work ‘environlent-can‘

influence their attitude tunrd unfonzation. In éhe @ -
case of the phys!cﬂ laynut, separauon from higher

Tevel manngement by partitions or;walls cawmpede_

communication and {dentification. A'lso.\ an active O
social life Mth{n the ‘coporation can increase group 3 K L ‘
soHdarity and identification wlth the corporation j b

or be ap aid'in promoting~a pru-un(on attitude.



< . ! ) 8 E
This research provides a unique npportunity(ec
study white-collar unionization from its beg(nnmgs in a
modern corporation, through its subsequent deve’lopment to
“ " its final stage: For the purpose of thi$ study the final
stage would be eithgr recognition hy tiias employer and full
representation of the employees, or the defeat of the unvnn.
campa\gn thruugh companx 1nterference or, hecause of pro-
. company employees.» Im th1s case, the npportunny wa’s the.
attem@t by the U.W. & to unwmz(the clerical level of
‘Utncn This Curporatlon is one 0f the largest emph:yers

in the province of Newfoun Tand, and 1s a memher

the
¢ !
¥ . Trans, Canada Utl'l\ty System.g Thrnugh the study of this

situation 1ns-xght,s are gained 1

the ‘areas o,f. atti_tuqe:s,‘ 3 .
policies; actiohs and reactio‘ns..voé the various b‘eapie‘ a_n:qv '
prgamatiaqs.'mmm. ATso; many’sociologicdl- factors,
affecting white: cong workers,_ unjons 7“ cobporations
"y . are explored and examined wlthln a North -American. confext.

el G 8

The primary.methods of data gntheririg utilized

. throughout this. study were ethnographic sources and
InterviENE Wik the participants involved. Other informat-
iu{as gained through: examination of both Corporate-and . i
- Union~bulletifs or newsletters, Corporate’ financial reports, !
. loca{\\n{ nath:mﬂ newspaper articles and sc1entiﬂc (\/)
resevarch concerning wh(te-cg'l'lur workers (Agpend'x 1

2 presénts a more detailed description of the methods. used). -
7 : i
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The remainder of this thesis is organized <in.the
. ( " following manner: First, the reader will be introduced to

5.
'the Utilco organization in three pdrts; its history and

it R A

attitude toward the Union, its physical environment and

'stgia'l atmosphere. This, it is felt, will give the

‘0

" ! -
reader an fnsight into the workers' lives at. Utilco and

" some bf the organizational ‘broblems present which ! a

contributed to the desire among some workers for-union B oaw

representationr Follow(ng this 15 a di’scus.swn on:

o A e sty kit

ach of ’ S
3.

the employee hlEr‘ﬂ"Cthﬂ] groups offer!ng a gHmpse |ntu~

these workers! attitudes and the speciﬁa prah]ems facedn ekl

by each organizationa] leve’l. Next, we Mook at the uuc & L

% ;and the, results of its campaign on. the varin{s employée
groups. The concluding section pTesents a I]‘OV')SIEIH'I 5> '
mode] of white co”a\r unionizgtion. 'Hns mode] |s d!sc\(ssed ! #
wit?\ reference to the Utiléo case and Yts potential _fnr_ 3
broader ;pp'('icabﬂlky within North America. ’

o ) “ - k=
In summary, the goal of this research is-to present . »

an unbjased objective description and exp]a'ryaﬂan of an

attempt by “a group of workers to alter the power balance in o

p ) 3 e
. a.large corpora;‘l(ar; through the ‘Ivn‘zmd‘uq {on of a white-.

.u:o'llar union is study alsb \presents insights jnto < . -

«peo}:'les interactions in this type of conflict situation, -l
which will be of value to others in- understand{ng the
pre_sssuv-es and giynamvbs involved in the prncess of union-

‘ization. Through the ana'lysis’-vof this data,

model* of,{whise-colTar unionization 15 proposed. * = «
i Ay = . ! 1

g







“To think of the bus&ness cnrpnration. then . .
simply as an economic instrument is to,fail

totally to understand the meaning of the 2 . =
social changns of thealast half centur T .

. .
D e A s

< erh M- D5e.
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A Utilco history

The Utjlity Corporation of Neufuun;land Limited is
a pseudomyn for a utility cerpnratiengwnh its head office
located in St. John's, lienfoundland. a small city by North
American standards with a population of approximately
150,000 in its metrop‘ali’f.an area. Utilco provides a

necessary utility service to most parts of Newféundland and

Labrador and is a partl:ipat‘lng member in.a, Canada wide

consortlum. setup in 1931, chh coordinates this service

throughout an “the provinces' (Util‘ca actually became - an as-

sociate member in the consortium in 1956).

On "March 20th., 1.878 this utility service was first
installed .én St. Johll"s on a limited basis.- However, it was
aot uv‘lh"l 1919, that the present Cogporation started up under
the name of Utﬂ!ty Avalon Limited, serv1c1ng on]y the Ava-
lon peninsula’ pertlon of the 'nrovince. Later in 1954 its
cnntrolling 1nterest was sold to a group of Newfoundland
‘and: Nontren bﬂs'nessmen. These shares were hhr brought
by CanCnrp (one of Canuda ‘s Jargest nmananana'l _corpora-
tions), 1n 1962.° The "Mnlon\ naue was chanéed to "Newfound-

Iand" in 1970 reﬂecting the Cnrporat(on s broader base of ,

nperations. S|nce tnan H ha; exper'ence\ constant growth

One 1nd|cutor of, this (s seen in the expansion of H:s em-

plnyees wwho have neen nur'l,y ﬂoubled in the last ten yun to

;o
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the present number of approximately 1,500. Another indi-
cator of this growth is the Corporation's net income which,
even during the recent recessionary years of’ 1981 and 1982,
increased from'$11,781,000to $14,516,000 - a 23.2 percent
gain. However, from Utilco's point of view this growth in

profits did not come easily. These were recessionary-times

when everyone was ‘told to tighten their belts, fso

There was nationwide high inflation and rising unemployment :
due to many lay-offs and‘blnkrup!:l‘es. In H;, 1982 Av;rguﬂ
Repo;'t. Utilco, uhilg reporting 1&s'§|§n|ficant pro_ﬂt-nﬁ" B
page.one, later partially explains how it achiéved'su:ﬁ

success: 10 B -

Impressive cost reductions and-modest rate adjust-
ments have enabled us to report aggignificant im-
provemdnt in earnings. ... In the past year we have-
adjusted succss\'uny to a slow growth environment. ~
We have learnéd, too, that our employees lave the ~
capacity and determination required to cope with
the changes that are occurring. ‘Reductions in the
workforce and strict controls on operatirg budgdts
have placed a considerable strain on our human, re-
“~sources. , Employees throughout.the Coquy have
accepted the challenge and reaffirmed their dedica-
tion to quality and service. - ‘ &

. . L ‘
+ Throughout many Corporate.documents: such as this,
one can easily cite examples of the writing sgfyle‘-MA:h
illustrates the Corporation's ﬁht-‘rnallsti‘c, at‘t!;u”de toward

its workers.
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H!th cost restraint measures such as, p:rsonnﬂ
streamlining', cuts h! all departments’ operating budgets
fz travel, equipmery{, supplies, training programs, dupli-

ion services and overtime, the Corporatilon made {t.
thrnu’gﬁ'nne of ‘the country's hdrdest times with amazing

results (ie. a gain of 23.2 gercent in net income). Also,

_ using the recession as its justification, it was able to

: 't‘ril a great deal of fat' fn’om the Corporation. For ex-

.~ ample, one major'key indicator” used within Utilco is the
- number of pldyees per one thousand utility units. In

Commission - the prou!nclal regu‘lator.

_ has-{ts owp.t

1978 this was 8. 01;. while by 1982 it was cut to 6 42 - a

“dirop of 23. 7 percent (hy coincidence a cumparab!e drop to

the 23.2° percent gain in .net income). However, it should

ba noted that alsp during 1982, the Corporation applied for

and was granted three rate increases by The PubHc UNHties
Inany broad overview of Utilco, one must discuss

the e"a:_t'_of,‘lts p’lrent corporation - CanCorp. In the

'pe’rsonnelraru ‘this s e‘asﬂy visible to all employees.

nanagemzn:/r;gng for example, is an area where Utilco
devartment which offers coyrses to
emplny:es on tapi:s varying from, “uow to handle subordi-
nate.problems", to "Letter writihg“, or self-!mprovemant
courses designed to ass|st the new mlnager in coping with

the Uﬂlco envfronnent and aethods of behavior. - These".

s courses ire, fur the most part d1rut cwies of those
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designed and used by CanCorp. That Corporation has des‘igned
Fts braining mrogeansfor Ghe Taves srban-centered muites
national corporations like ftself. Utilco brought these
programs 'tu Newfoundland and attempted to duplicate a sim- ,
i];r style of business as well as the type of employee .it '
is designed t‘o mold. Anogther example of Utilco's duplica*
tion of CanCofp is in its organizational hierarchy (dis-
cussed later in Section 3 and diagrammed in Appendix’?). .

the only exception being that theke are two fewer middle

Ta‘n'agerm strata. .
o not
As illustrated by the above examples, CanCorp's j:
influence in Utilco decisions and style is still very
strong. This influence accounts for the 'aura’ of a large
scale multipational one feels when working at Utilco. The
feeling is il1Tustrated by, on the, one 'hand. the d&gree .uF
professionalism exhibi‘ted by its workers and, on the othepr,
the bureaucratic processes réquired to orger merely en
cil or pen, for eéxampTe. AIZ@.-at Utilco the worker is con-
stantly under pressure to meet deadlines and production quo-
tas. POne emp'loyee}hn has been at Utilco for just two years,
put it this way;

This place really bélongs to the Toronto or Montrea/l/
type rat race, not in peaceful Newfoundland. Hepre

: (at Utilco), 1f anyone wants anything its. rush, rush,

" rush. -They .all want it yesterday and its vitally
important. You end up working your balls off fo
something they won't use for weeks. i
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Utilco's brganizational structure clan bnslca{\y be
divided into two major types of warkers - the blue-collar
workers ‘involved in the more physically demanding uurl,‘
and the white-collar, ofﬂ‘ce employees. . This study will
concern 1tse1f'wi_th only the latter which may also be di‘-

vided into two major groups - managerial and clerical.




B. Physical environment

If we are to investigate the cause of internal
strife or 'rebellion' within Utilco, the working environ-
ment must first be studied - Under what physical constraints

do the employees work? Are there possible causes within

g this erwirunn;nt for discontent? In this case, while small
confrontations among workers occur in /various corporate lo-
catjons and Union meetmg halls, the maJnr p.urtmn takes

., . place within the confines of Utilco's head office building

in St. John's. The physical structur-e and- the psycha]ogica{

barriers it presents, in many cases, brings on employee
, feelings.of isolation and alienation. It is, therefore,
3 the purpose of this section to illustrate, through- the
' examiration of the actual Corporate setting, how Utilco's
‘modern office complex was not designed merely for aesthetics
or job function, but to add Support to the 3r‘gam(zatienal

power structure.

P " The physical fringe benefits and perks present at
Uti]co have .developed into a forp of 'psychological pay'
which can and ge‘nera}l}y does reflect one's power and/or
h‘ierarchica"l st‘itus ‘in'the Corporation. The study of phy-
slca'l 1ay outs by snciulng(sts often centers on. the study

of prnxemics. Similar tn many other social anima]s> the




- 37 - (

v
-
white-collar worker's territorial control is relative to

his rank. For example, as we find with Utilco, the boss

‘may walk freely into a subordinate's workspace, but the

subordinate does nok have the right to do the reverse.
When applied 'to the 'office world' this implies that those

workers at the h'ghe} Tevel in the hierarchical organiza-

.tion not only have more ‘control', but are able to increase

and‘support this control through their possessi and use
of more ofﬂce’appurtepan::e’s‘han their syubordi::k,\ One
such benefit of higher organization status is spatial en+
titlement (Bell, 1984; Summer, 1969). - Hall (1959), in Th_e‘
Silent Language, states that spatial change not only can
set a tone-for commuﬁication, but at times can)( override the

communication itself.

©This section then, iTlustrates that the use and
availability-of certain symbols and architectural designs,

which are characteristic of the various levels in Utilco's

"G

. /
h’ierarchy. tend to be more important and predomjnant at as-

cending levels. The dctors in each status level do not _.
h’av.e infinite possih'l"lﬂies of b’ehaviur-open to them -
they are restricted in that they behave nsv-that specific
status level is expected to behave. -The Timits of chélu
are partially structuraﬂy.def{'ﬁ;d thv:ough the phxsica'l‘_de'-
sign of the work-environment. Those at the lower levels -,

the ‘clerks - face these physical restrictions at’ their max-
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£ .
imum level. This is not designed as a picture of gloom
out of which no individvalizatiop can occur. It merely
points out a problem which must be faced and overcome by
Utilco if the fabric of the clerical and even tll:)llanager-'

ial job relationships is to be altered.

In the case of Utilco the ‘majorny of its several

hundred employees work.in.a ﬁmdem. seven stnry.llhead _vffiize

- building. The building, with a multi-faced red brick ex-

terior, was designed for Utilco by one of Canada's I'eading

"architectural firms. Its size is very large in relation—

to most other buildings in the ares, with a big parking .

lot oi the side and some other parking space underground.

It is at this p;’int that the emp]uyee's organiza-
tional statis becones evident in the architecture. The
majority of the employees park in any spot they can find
and walk, exposed to the uea‘tner.. to the'building. The :
executive managers néipvhﬂe, are given reserved parking
next to the building, or iF they are Utilco Department
Presidents, have reserved parking places in the underground

garage (su~lppand|x’2_). s B : w &

As early.as 7:30 a.m.. employees begin to fil1 the
papkdng Tot with their cars, most arrivingat 8:00 or 8:30

a.m.  The majority of those who'arrive early are clerical




staff and home junior managers. Later, either at 8:30 or
. 9:00 a.m., the remai‘ning staff report to work. .This group,
mostly high-level managers, enter an office which is already
busy with ;cn‘vity. This ,scene is reversed at the end of
" the ‘day when'those Who éame in early leave at 4:00 or4:30
p.m., while the h\’gh-‘!eve] manage/rs Ttsually st'ay until 5:00
p.m. or Tater.
@pon entering the building one is confronted by a
Yarge atrium which rises through the center of a-H seven
floors. "The first six floors are open to the atrium except
for a low partition.and hand rail around the atrium's edge.
The seventh floor is the President's levé1ﬂ1ch. is enclosed
by a glass, wall and a more elaborate hand nail.™
s
‘Upon exitir’\q the elevators _'on either of the first
six f‘zaors » the scene is identical. The architects term
it "opén Tandscaping”. There ‘are no interior walls, just - \
hundreds of sound absorbing parth:h‘ans of various heights
and shapes (ﬁppendix 2). The ‘open Tandscaping concept fn‘r‘
nfﬂces’w‘as ée‘signed to improve communication by removing
physical barriers and to be more cost efficient than per-
manent walls. ' lt_was expected tn.yield a sense of cm;urg‘nn‘ i
'pnrp‘use gnd shared gqa'ls by matching spatial working ‘en-

vironments .to the. functional r“equirements of the work-force

(Be11, 1974); Rl . :
\

~
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At UtiTco the Towest partitions are placed inmed-
iately in frl;nt and attached to both sides of all clerical
and Tow level managers' desks. These 4% fo‘ot high 'walls'
form the basis of mast office workers' worlds. Some have
them ornamented or personalized (when permdtted by their
Department) with pictures of family members, Jjokes , vaca-
tion schedules or other personal momentos which provide mo-

“ments of day-dreaming e;cape~ from the Corporation's wor}d.-’
The Corporation térms this ‘arrangement a "work station®. .
- Running alongside thgwalls.and windows of each
floor are arrang‘emen_tvy of hi'gher partitions which the Cor-
poration terms "’of{(ces". These a;‘e reserved -for the mid-
dle managers and some executive managers. The difference
in status becomes obvious in ‘the partition height. The
middle managers' partitions are 5% feet high and surround
an office space of 100 square feet.' The executive mauage»ﬁs’”
4ffices are 200, squane feet and have 7 foot high-partitions.
Other differences, sl_icn ag the fact that m:i)d]e managers '
offices usually have one window while executives usually
have two, also tenkds to support their Corporate status. rans
Other appur‘tenanc_es such as the number of visitors chairs,
shelves and plénts in onelg buffh:e-;- name plate on the par-
tltion. sty‘le of desk, chair and even coat rack also in-

creases wich hierarchical positian (refer to Append{x 4).

o « 4 .
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Inside these offices, uniformity within eaq’i st¥tus
“level is again the dominant principle. Most middle managers'
offices have their desk against one of the partitipns, an‘d_‘
a gmall round table and two chairs in front of the window. -
Their two shelves (one more than the junior managers) above
their desks dnd the coat tree s in one of the office's| cor-
nérs. In the executive offices the desk is jn the|cornar

with only one side against a partition or positioned with

free space on all sides. There are three chairs,: bigger \
¢ 5 o e, :
table by the window, and a chaulkboard on the wall pext to
Va portable coat closet. _Behmd' the Targe ‘desk is ta}\creden-'
za and a mini wall filing cabinet. One wall of the office
is usually adorned with various corporate slogans and awards

in the form of wall plagues. s

On the fifth floor is an empldyee cafeteria. This
cafeteria is special in that it -has a glass roof and win- r 3
dows thf’ full length of the exterin;r side. There is also -
a.small outdoor elt‘ing area for use during ‘Fine days. "rhls
has the effect of al'lm'v‘ing the emp‘lnyees e-feeHn‘g of |
leaving -Utnco.duri.ng their ‘lunch hours, yet they are physical-,
ly contained inside ":he building under corporate knflueJce.

. ’ I '

The seventh floor is caHed‘ by some employees‘tLé

"seventh floo: lhelyan". This)finoi is rn@prved for the

nepartlent'&"d_mts, Corporate l;residznt and their pri-
: . 5
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vate secretaries. In'this "heaven' of the ofﬁ:e' bullding,
which employees visit only by ;ppointme% and \}ery few.get
to see, one can find pure woo] carpets, top quality chairs,
sofas :Im nff%cewe;:gyipmenLL Even here in this section, . ./
separated from the Vrest of the. building by its 'hg,*lng‘un_ the
top. floor and by its glass walls around the atrium, there
are 5till architecturally designed hierarchical differences.
As one might expect, bf.he Department Presme’n‘ti' offices are
sma/"uq'/./have Tess ‘window space, office furniture,\ fewer
plants and appurtenances than the c0rporace President s
offlce. Also, this floor contains two ronf tnp patios -

one which i

s_shafed by the Department Presidents and one
(with the superior view), whichi™~s used exclusively by the
Corporate President himself. ~ .

Space and Supervision

! To aid in the undérstanding of the:Utilco workers .,
! b -

feelings, a brief review should be made of a system designéﬂ

_ for prisonﬁ in the early 1800's. It is known as "Bentham's

Panopticon" and is an architectural design w‘here the prison- .

ers. would Be isolated from one another by walls.. However -
each celd wowyd be open to the view o an c{bsérvgr f‘r{om one
side. Due to the design the. prisoner could never tell when®
he was’ heing uatched. He: would nnly be nb\e to see Ms im-
med-late cell while the quard coul’see both 1ns|de t\he cell
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is parallelled by the executive managers' offices being /L
against ‘the wall, with high partigdons and occupying cof’
ner (ie. central tower) positions. The majority of the
office workers on.the lower end of the hierarchy, yhen"
‘sitt'l‘;g at thei‘r desks, have little visibility due to

their partitions being attached to’ their desks. They are
con‘s-tang]} ex_pu_sed to their supervisor's observations yet,
unless they turn around, they are unable to khow who," if

anyone, .is looking at them. If a worker stands -up, he/she

-.becomes visible over the partitions (due~to” their low height

in most workers' cases) and can be seen by any supervisor
on the floor who happens to be looking. 'The feeling this

has on many workers' is expressed by Janet, a'clerk in the

Customer Services section:

™ You're afraid to get up, for God's sake. If they
(the managers) see. your head ‘they know you!'re nbt at
, your desk aad-so théy ‘think you're goofin' off. | 3 You
almost feel like you have.to exp'lqdn anytime you
get up for any reason.

‘Space and ,Communication ’ ' o

o % \
The open- 1andscap|ng concept, as used at Utilco,

uYso tands tw supvort the hierarchy thruugh its dlfferent

a allocaﬁons to “the various stutus 'leve'(s. The most obvlnus

aHocatinn is the vary!ng pnrﬂﬁon height \Ihess partl-
Mnns_lmp'ly that the .Mgher the Tevel ‘the more impnrtant
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. 1y .
-or into .the outside world. i

Each individual, in his place, is securely confined

to a cell from which he is seen.... by the super-

. . visor; but the side walls prevent him from coming

' . into contact with companions. He.is seen, but he
-does no§ see; he is the oRject of information, never
a subject in communication. The:drrangement of his

s 1 room, opposite the .central. tower, imposes on him an

ik © axial visibility; but -those separated cells

i . = imply, a laterial invis lity. And“this lnv1sihﬂ|ty

i [ s is a guarantee of o:der (Foucault, 1979 200)

b - [} o ‘ i i

1R .

I

TMs system can'ld have an equally beneﬂc'al resu'lt
. : = = . {f used in the businzss.world. A system where the wurker
) ) ‘15 v}ts'rr\"'ted in what he sees, yec can generaHy ‘be ohserved,
| .t ' § g1ves the‘“:serv,er power chh ls "visﬂﬂe and unverlfiahle"
) ‘ This can résv'lt in mov'e contorm\ty. 'less disorder, and in—
* . 'creased nroductlvity It vs a system which cuns{ders the
: . Tocation ‘of bodies in space av’d. also in rehtwn to one

. ~ " another and the nr@anuatim.\q- hlerarchy,. "Without any

N - physical y\st}ument other ‘than architecture and geometry, .,
i t acts 'dire:tly‘on‘indi\i!d,ua1s; it gives ;';pnwer of mind
Ly ] over miind!.. Tl\e panoptic schema makes any: apparatus, uf

pnuer more.!ntense“ (Fnucault 1979 ZODL

* 7 o As with, punopticism, one mjjnr effect that- the,
g w design and Hchtion of the "wo;k stations" and nfﬂcei

4
;‘_ 4 . has: on people is “the-constant re1nfurceme‘|t of the organ-

_(utjopa'l_= power structure. At UtHco, the panoptic idea. .. .

i 3

: e |
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,!h!gperson and the need fnr'g\‘eater privacy. " Inpractical
terms this is a fallacy; there is very little difference

in the degree of sound absorption derfved from a 4%-foot
versus 5%-foot partition for example. With this architec-
tural des‘ign verbal privacy is achieved by very few lem-
ployees.  However, what this height difference actually
achieves is to support tMorker s status. create another
psychological barrier to communicat!on. and offer select
employees a 'psyt:rgﬂoglcaj pay bonus" confirming their
importance to the‘ur’gantzaﬁon upon the ydvnn}:ément into

a, h'lgher orgm!xat!onal 'lavel. Just as in med{;val t!mes
!he foot soldiers surrounded and formed a audrd for the ”
casﬂes where the items of greatest value ,uere-.prote:tgd

by the walls of greatest heig‘ht. so is the fe:ellng .af a
;nrker‘s value to and power in the"organ'ntlon at Utilco
equivalent to the height and position of each offife or

12 . =

work station. ~

.Status and Aggess ti External-World T
————s‘%-—v_—‘——A . 5 . N

— § At Utilco, having a window or -receiving a morning

newspaper reflects status and puner. For example, a 1ng|cal

_energy conservation p‘lan would recommend Tower partitions

Anzarest windows so 11ght would flow \'m-\y elu:%hout_ the

entire office floor, or higher partitions with built-in

windows .s0 as not to obstruct the natural light. This~
. . t
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would enable energy-consuming electrical Hgﬁtjng_'tb hé cu'g‘

back at certain times. (Utilco executives ave proud .of the ‘

claim that their new head office nunenn'g {s "one the :
5&; in‘tﬂ i

most znergy efficient buildings in Clnlda") yet,

. fits design is the idea that areas with.the most ratural
light be awarded to the fewest people and _the Inghes_‘; h,ier-‘
archical positions (one executive. office with its two-large
windows could provide ehough 1ight .far a ‘m1n|,mu'ng.éf eight
,clerical positions). The status of window ?osigbns L R
often the topic of great debate among Workers. .1t is so )
obvious that 1_n one sggtion an executive manage 'was'glven & SR

a 1arge pictiire of a'window for a Christ,ma€~g1€: by nis

staff because his office happens to’ ‘be agnnst 2 wan ncm

no window. . . - %

The windows -and newspapers are -1so sy-bplic in =
other respects as well. It is assu-ed that the Mghar “

executives are the ones who need grnter external sti-ulus. v

When one junior manager requested the norning neuspaper . - LR

from his supervisor's secretary she rep'lied. nu my hnss

is-the only one here who gets and needs the mnrning neus- S g

paper, and anyway junior mannger‘? ar‘gn t suppnsed to et

' the paper, they don't need it". This: ‘reflects an unovficul

Corporate policy. The windows also permit a supeNnr view

- of the surraund!ng countryslde. or outstde world' as hie

archical position increases. This: even continues in the " .
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A . %uventh f1o07 offices where the Department Prasweﬂs'
offices overﬂwk the city and somé portion of the harbm‘r
or pirking 1ut. uhile the Corporate President has a spec-
. 3 Tl tnc_ulxr View of both the city andAharbour: ‘ )

[V Thistform ofaccess is also ao:uuieined by Sommer
o (1959) who ccmcludes that in human suc‘lety the elite possess:
more space in ‘their no’.liv:s and more spatial nohllity
nd"oppnrtunitjes to escape when they becon® tense and

bored. .So0 1t is at Utilce uhere thnse at the Mgher levels 1

ny oscape the stress. of work. through gazlng out their win-"
dnws or mnnng around’ their offices - mess\are the elite
of the mndern corpnrate world Those at ‘the Tower end of*

— the Murarchy are res'./icted in that their total fje'ld of

View at their work st,‘tinn consists of the partitions dir- o
R g ectly. a:c{chei _to their desks. For these workers there® v
. : is nn visua) zsupg from Utilco, no relaxation, unless they
‘e o brleﬂy clnse the(r eyes to \hydre?n e .
® .~‘ L . : . e .. - >
% s & ght compare the restrictions which these pu{ g b

.« o 4 Nt(on; place on the vinrkar s v1§|on to the blinders used

A RER gn the old f,a'shioned unrkhorses. _Thase horse* s the 1ow-

b \ :ons!dghd neuunry. On the nthgr hand thera were pleq» w B
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through the country, which permitt:d them a gréater field
of vision. They were charécteristicaﬁy’cunsidzred to be
superior in spirit and worth, just as the higher status
exezut(ves with their superior view and" freedom of movement
are considered by some to be of greater worth and intell-
igence within the Corporation. Could it be that l,:y re-
stricting the workhorses' vision and movement Bhat the
horsés splrn was further broken? Or, tu put it in the
context of the present discussion, if we begm to desensi-
tize or restrict the mobility of a worker, does”'it produce
‘robot type respo:vses' culminating in reduced creativi;y

and initiative of the desensitized worker?

Physical and Psychological Movement
.

In The Hidden Dimension Hall (1969) states that
there are three hidden zones in most American offices:
1) The immediate work area of the desktnp and chair, 2)

the points within arms reach outside of the area stated )

. ame. and 3) spaces which can be reached when one pushes

away from Che desk Dut does not actually get up. 'He states
that effice enclasz‘es which permit only“the first zone of:
moyement al\xverienced as cramped. This can be compa'red
to the Ywork stations" of Utilco's clerical and Junhrr “Man— .
agers. which uermlt only . restrtcted movement of the physi-

cal self or even perhaps the worker's thoughts. The senior
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managers or executives .however, are able. to utilize all

* three zonés invarying degrees. As concluded by Bell (1974),

the open plan office works well on paper, but in practice
many‘ workers generally experiénce considerable dissatisfac-
tion. At Utilco this is exempr(ed_ by. .ihose who feel theéir
privacy has been invadéd or, Tike Janet the 'service" clerk,
who felt spied upor and watched Ey those, in higher status

positions. Also, due ‘to the restrictions on free ’movem‘ent.

_ other higher managers felt their status had been Yower’e'd.v

This has been caused by the introduction of standardized:
partitions and office .designs, which has eliminated the
benefit gap they previously enJoyed between the boss and -

the subordinate. pds\twns.

As is i1lustrated at Utilco, the .architecture of
the 1arg;3 modern corporate offi‘ce ‘does supp’urt the hierar-
chy and power structure. Those at the Towest Tevels (ie.
clerical workers) have a world which is restricted to Utn—
co-- they can only-look at their work-station.and usua'lly

eat in the glass ‘enclosed cafet:rla. whﬂe those at the

_other extreme (ie. Presidents) have an outside view, higher

partitions which provide them with greater protection and
secrecy from those of lower ‘status, large affices of fering

them an ‘ove'rvlew of the éntire floor and if'they wish can

. s " b o ety
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Interior architecture has become a very important
. P ——— world. Tt can and does

offer p;ycholugical rewards for those who exhibit superior
performance, ‘and erects psychological barriers to communi-
cation between various organizational levels. For example,

at Utilco there is-more prestige and power in re_quest\‘ng

to see someone "in my ‘office rather than "at my desk" or.
" .' [T ety vork statioit. ' : C N
R Architects, as has'been-illustrated in this case,

tr;adlt!ona"lily hgve been preoccupied with visual patterns

of space (those which  can be seen), rather than tactile

patterns (thnsz concerned with the freedom of mavement)
¢ This preoccipation has now found_ifs way into the modern
office setting with varying effects on the workers. Thes'e
e sterile, "open landscaped" offices fail.to consider that
people. tend to reject alien environments- built ac‘cord‘ing
to exact square footage allac‘at‘)ons. They pm;.f'er spac'e_
9 o ;o Which they can call their-own and persorialize to meet their
own needs (Summer, 1969) Unfortunately. in many cases the
negative effects uhlc?} the offices' .physical 1ay-uut,may
have on workers have not been fully considered; tn other,
. P 5 = (nstances -the personul heneﬂts for those who make th! de-

Lo ciswn are ov:rvalued

In corclusion, higher organizational status does

R PR IO 3

LT
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bring with it a greater number or superior quality of of-
fice appurtenances and psychological pay bonus items. These
items tend to: increase a worker's tactile environment and
lnsuhte’,hlm/he‘r from subordinate workers, both psychalog- )

ically (through larger desks, name plates and parking places

lu:ated to-Teduce the impact of adverse weather conditions
as faced by the Tower status workers) and physically (through
the use of Mgher partitions) Yet, as thjs form of 'en-
clol ure' increases ‘with position 1n the Menrchy, so-does
thel degree of openness to the uutside world.  With~“their
‘better- window positions, ne’qspapus.’und superior ﬂo_o_r 16-‘
cations, the higher ménag‘grs are able to see much more than

their subordinates. The executives' world provides protec-

tion and insulation, while at the same time offering an fn-

creased freedom or gJccess to ?.he uorld outside the foicn.
Heanvhlle. as the hierarchy is desunded the unrking day
world of the employee is constantly being reduced to the "
matters ‘dening directly with the outcome af their official

production.



In the early twentieth century individuals had
strong ties yith their peer groups, ‘;‘amﬂies. communities

and churchés; withrgrnwing industrialization these tra-

ditional social bopds have weakened. The individual's sense

of justice'and self- esteem which were previously derived .
from these ins?itymons have been increasingly transferred -
to the working world of the corporation. Thus, corpora-
tions ha.ve‘becnme more than mere husings; centers; they
. ' have 310 bécome a way_of 11fé for their members (Bell,
: 1976). ‘ ]
The émghasis on the personal interests of the wor-
ker has caused what_ Mills (1964) terms a shift from the
‘old middle class work ethic to a leisure ethic where,work
is now judged in terms of its leisure vaTue. Although
MiHs statement tends to 1mp1y a cnmp]ete Toss-of the work
eth(c, which has not occurred, it islsafe to say that Tei-
sure time has s]'gn‘lﬁ‘cantly risen in 1mportance - so much )
so that large industrial and commercial organiu’t’io‘ns_ are
‘increasingly providing their workers with facilities for
. off-houF recreation, sports activities and cafeterias.
- : Utilco, offers its emglqyees these\ extra benefits with

.varying effects on thé worker and the work product. Cor-

i porate growth in this area indicates a treid toward a form

IR
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‘of totalistic institution as discussed by Erying Goffman
. (1980).

In Goffman's "total institutions” the h;rriers se-
parating the social ?nd work .lives of workers .are eliminated,
and an individual carries on all aspects of his/her Tife
"in the same place a"d. under the same single authm‘lcy".lj~
As yet these total institutions are in atible with the

work-] payment structure of society ((e. t\a! worker's needs

- and desires rising vs. the corporations' desire to reduce

' costs) and therefore ‘cannot be, fully applied to the work-

place. However, in Ut_ﬂcn and many other large cn'rp{)ra»-
tions tn the Western 'world, there is a‘_t‘rend toward im-
proving the individual's social life within the ‘work
wor1d'.- This has been done at Utilco through the organi-
zation of Company sponsored sporgs leagues, phntographer#'

club, 'The Senior Citizens Association' (a vﬂunteechom—

_ml{nity service organlzitiuq). exercise rooms, showers, mo-

-dern cafeteria -:ith glass walls and roof to fully appreciate

the view, '!ounges and library. In other words, there is a
tendency for large corpu‘ratiyns. such as Utilco, to create -
a form of total instiwtion for their workers in that the
worker is providéd most of the essentials af Tife within the.
domnn or control of the corporation. Dutslde 1ntera[‘ion
with the :onnnitl |_s stil1 encouraged, hnlever. enly when

it improves the corporate image within that ':n_unity.“
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Through the use of these structures; corporations
Tike.Utilco are able to encourage conformity, as exhibited
by \‘.hé "company man", or equally, to be a location for com=
pany- directed, persana1 initiative. More and more corpor-
atlons are learning to utﬂize both struclures to their
Izest advantage. Bell (1976) stated that corporations are
on a continuum wi;h economizing nlmdes.wﬂh the‘ir deésire to
reduce vcostvs; on one. end and si:cin]agica] modes, emphasiz- .
ing human resources, on the other. -Over the receat del‘:_ades

the emphasis- has been shifting more to ,the sociological end.

-‘At Utilco, these social structures lhave been dev~
eloped into many overlapping systems of smaﬂ groups }éng-
$ng from the ‘Senfon Eitizens Association’ to the tntras
corporate dart league. These groups, like individuals -
ca and often do make social comparisons and dgmand's on one
another (Smith, 1973). Thetr formation can be attributed”
to 'man'y sources, inciud.ing Jobs ur;ich permit social conver-
sation while working, Eocial‘Intera:tinn‘at'break or. Tunch
times - (Dubin, 1964), or as Ranter~.(1977) states, it may,’
result from blocked Job mobiTity that causes workers to
meet their need for rec(;gnition thvrnu‘g;' _é,o}t_:lal grnupsl. In
either event most workers do estab?ishviubfurma'l relations
with co-i wurkers on the jab fornﬂ\ng social groups and a
systém of chues whtch often cut across the formal 11ne

of authority andwork. ‘ -

~
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i) Social Associations

As is common in many large organizations, Utilco
workers participate in intra-corporate sports. What is
perhaps unique is tpe degree of organization and variety
of sports. offered to workers:  Those whb wish to’pm‘t(c!—
pate must first join the Corporation' s Recreation Associ-
atiun, which co- wdwates ald sports activities within Util-
co. . This association began operat!ng in 1976 with 132 '
members and has since grawn to its present size-of apprnx-
‘imately 440.

Considering the total ’pupul‘atinn of the Corporation’
(approximately .1500) most association members are very proud *
' £ - e B
of their success rate. One member commented, "You'll never

find another cixrpor:ation with that kind ‘of success record".

ln order that we might better: undersﬂnd the prasent
situation and value of ‘the "Rec. Assn:iat1on", two cases

which %ypify the members' reasuns for joining will be ex-

amined. ] Fe oy

N
Tha f‘lrst tyoe is. 1ﬂustrated by Calvin, a Juniur
manauer 1n Customer Services. . Calvin LPRLY his late twen-
ties and wﬂ'llngly admitted to being very ambitious. Most

of the workers 1n calvln‘s sect1on were memhers of. the as-




‘working“ In Utilco, wlth s0. many young: managers the ‘com-

her early thirties.. One _day over c._offee

most members is the socl'ﬂ/l’ife. It(provﬁes an a\lerﬂe 3 \, ¥

" work where the"warker can be treated ‘s’ an’ Tndlv'dual with

sociation. ) -

‘e .

- They Kept nagging at me to join. Don't be an odd-
ball they said. [ thought about it and looked at
who was_involved in'the various activities. - VP's,
high level muckitimucks, etc. and decided i't might
be a way of becoming more well.known and-be of help

to my promotion. . —

He is still an active member 15 years '1qter and
Sn o = .
claims that he’doesn't enjoy it all.that much, but\ he s

more popular among the highér tanagers - "so it must be

veCltwn is tough and the peer pressure to conform, very

great. The Rec. Assocuthm offers’ one mechnd to enhance - s

power thréugh visibility in informal gro’upsﬂw

, A second and seemingly mo’te important. fuctar'for . e L
through which the Association's members snciaHn and ‘d -
velop- stronger nndlor new friendships. ‘Dubin- (1268) F,mmd;

that the informal. group offers .a form

unique characteristics. - o ) / 3 s 3 '_

* This ratinmﬂe was pr1mary 'Fnr Equhnth who 1s a’
clerk 1r| the Rasaar:h Depaxtment. She is s(ng\e and in

she exp]ained her.

reasons_for-foining the Asscciation: - ' - et TR LG
i ‘ S S X :
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I had a few free evenings -and nothing to do. The .
Rec. Association offered me a way to meet othe
people outside the work environment, in a 'social
dight. . I've been a.member now: for four.years and N
“really enjoy it. I’'ve made mary new friends.and R
am-.always busy, and surprisingly I have even grovm

- et to Tike some sports too. . z

4 v . L 4 . C

\Thése caies@xemp]ify Teas‘uns for . the workers join-

i W = 1ng and partlcipating in ‘the Corporatiun s reereaoianﬂ ac- |

i ! 3 : . tiyities, b t there is another side to -consider - the bene-
{ 9 : fits for the Corporadion Co contrihutes spacegfor " - | 4
by Sorporasion) VK prceil ~%]

TR meetlHQS. employee time for nrgunizing‘ and some money. for s

operating costs {(saven doHars per member per year). The . ,' -

. mn§t important beneﬂt for the workers.is  that |t)ffers ®

fu'l'ly prnducﬁvit’y and proflts.

pg N .
b g . T 4 LY
11)" Volunteer Associations - L. ke L
Ty .

nization there. is, one .

Among Ut“co s 1nformal /ora

/wh(ch is - unique to Uﬂlco and I&snffllhtes., T have termed 3

L tf “The &nior Citizens Association' (SCA). not because

- &l 1ts members are elderly.‘a\though many are, but becluse Y . g
S % *gn'ly thase employees or retired employees: of a member cor-
By ‘por‘at_wn who have more than 18 years service wdtﬁ gh&t cor- \

N p_ni‘atiu:l ape eligible fbr mamber§h1p.:,'.Thereforé, within Yk
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the age-range: of, the Ytilco worker this.is a senior i’

zens' grnup

.T,he SC: had 1ts beginnings |n x’ne parent corpora-
tion ip the United.States, in 1911, as a vurély su‘cial or-
gani'zapnn for -its: membars. It spread into CanCorp_’. the.
Canadian parent corporation in 1923, where the first -Can-

adian chupter was formed. »-By 1940 its emphasis 'began to

» % shift towa}d vubl(c service. or charity work. In 1972 utﬂ-

_co-introduced the SCA in Newfoundland where it ﬁas grown
- ot to 1ts present size 'of approx(mnely JQO memhers (lnter—

% Lol nat(onally the membersh(p stands 1t over 600 000) Most

of its effort 1s direc\‘. d at suppnrting charities and chn‘

oy M dren s hospltals. The Newfnundland chapter alone donates

: approxlmately 820 000 - $25 000’ to_ chariﬂes ‘each year. ; :
- ) . (This qt raises mnstly. throdgh craft fnrs. lottery Hcket
sa1e_s\nnd l,ts "smoke shop" 1oca_ted in'the .'I‘qu\.v of the
Uti1co"hedd uffact building. ; it 2 2w
s When viewing mostirpnrate sponsored assochtions
. ‘. -one should hsag, at hoth the corvnrate and worker perspec-
. tives. . In the case of the SCA ‘the goa'l is twofold: }!"Tne
]SCA ‘through its clvil in\‘ulvement provides the cm‘porat!on
" with excellent pubHc rehtiuns benafits. 2) Tbe SCA of-

fers 5mplayees anvther form.of social interaction.at t

d workp]ac Tnis'gy:ouy nolds‘lﬁﬁeﬂ»ngs every two mnnths -
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and also have many committees whiZk are constantly working
on fund-rq_ising'dr{ves or a social evening. " The costs to
the Corporation for these benefits amounts to permitting
SCA members to conduct Some SCA business during working
hours, ﬂ‘lu:anq space for their activities, fonting the
“bills for necessary travel, and paying the Assnchtion s

national and international dues.

~Fhe members' perspectives may be 1llustrated through P

discussions held w_lth John, who is a past preslldant and is
currently on the orgini};tion's executive, and William, who
became a, member after completing the. 18 years.of service, |
~but who does'not participate at all in thg Assochtion £ N
- -dctivities. -

. 1 . \

John has been with Utilco for over 28 years and i%

middle nnagemen\ He has only two.more years before re-
tlrement. He had been.president of the SCA.on two previous
ncr.as!ons and how is treasurer. In reality, however, he

still runs the nrgultzatinn, He talked somewhat.freely

. about Jane who s now the president: 23

. .. .
.
You know, she doesn't know much about the business
. 'side of the job and has n® clout becausle she is
= gust a clerk, But, she wanted to be.president.and
I said I wouldsstay on in this job.unti} her term .
was' over, to heln out. B

|
< ) —
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Somehow  th¥s seemed almost'charitable on John's -+

part, until he explained how the :SCA orgam‘za;‘in'n was ‘run. e

¢+ We play at politics and pawer 1ike everynne else
in this Company. When we donate.'ye ensure that B
a portion is donated to those charities.in.which . %
Utilco VP's are members. This keeps us.in their: - L
good books. It's the same inside the SCA. We
— have elections. but the results are known before’
hand. For example, Jane is tha’ prgsident because-
she was the vice-president last year and.the nom=~
inating committee thought she was 0K. . So.even & s
though there were elections, Jane-ias destlned tg. @
5 _ be president. If someone else whom wé did
* " ran for the position, then his nomlnat(o
be accepted. All the execut‘ve posts:
are chosen that way.

The nominating committee to. Which Joh

chaired by the Utilco A\;;in charge of AdmiMst - s
it was obvious that Utilco cgl!trolled the» sck thrdug'h n‘aL"
only ‘monetary but also leadership. c;mtre'l 'John added-chat -
even at the national level it is the particlpating :membev‘

companies who pick the nrganizaﬁun s zxecuuve. o & o o8

You will never see|in any, of nur chapters a’ SCA
executive without a high “leve] mamager near the. :
top to call the shots. 'This way- the torporation

kee ontrol.  Also, of coursé, if the chapter :-

't have a high lTevel manager they. would pro-

©  bably, get Htﬂe in the way of help:. from ﬂnslde

the corporation. Take Jane, if she has’ to &
- around Tooking for a special favor, do yau,ni
anyone will 1isten to her -‘a.clerk

got to have the clout, the pover
w~important -around here. '

boy, Yﬂ
hat 5! what 5.




very ser!n’sly yet nlua< it part nf a pri

te ganz which
only th-nse ‘in Mgher_ la,_naggge_nt can Dl.l]. . ¢

$g = ll_ll‘lhg is a !ai'gh lével manager who has ohly .br.en

aVSCA_member. for ofre yea'

¥ pected 'euryone else does 1t and its 'unu three bucks a

A 1qne‘l pin chnA ts a cammon sight

His reasons fdr ﬁot parc(ctpaﬂng

I just haven't bothered. I cap't see coming back
w0 work ‘after work;. so-to-speak.-
excellent fdea | but its part of Utilce. - When five
o'tlock comes .I'm finished with that, I' go home
and don'! Want-to-come hucl fur -any vulunteer 'nrk

e Joined beuusult nas ex=

That group i§ an'
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SCA has been permitted to enjoy a false independence whiVe
N

v <
its organization is permeated by the corporation.
iii) Cligues ’

In discussing informal groups within Utilco one
must give ‘special ﬁtentinn f.o/the many chues. which -have
been estab1|shéd. The c'li’de. is. different from othe\r groups
in that there is a greater degree of like-mindedness among

1‘ts members. When together, its members tend to isolate ¢

themse]ves from other workers and: groups, and as a group - .\‘

.they tend to. believe they kzmw the s6lution to'most organ-
izational pi‘oblem&(ou}g}(ﬁ,'wu_). George Homans (1950:133)

defined a clique to“mean that workers "form asubgroup with-

oin a larger unit‘; that is, their interactions with one an-

other are fone_ frequent-then they are with- outsiders or
members of other subgroups".’ ) )

A ‘major factor in the ur‘-lgi‘nai formation of cligues
Qs 1t is for, other informal so;hl groups) is interper-
sonal attracthm. ‘The more attra:t!ve one 1nd|v1dua'l is
to another or to a group. fhen the more !‘lkgly‘he will want
to rur;MSate n’ the‘ group and fts aptiv(ties. “This at-

tractionf myy be the rnsuﬁ: of many. variables such -as sex,

- -agé, econonic status.'pe'rsnnnth."atc. (Shaw, 1980).

% e

-

2
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One example of such a cligue in Utilco is 'the
i knitting ‘circle’ u!\!ch became noticeable in the fall.»f
1981. Iiurlng' this period a slow change began to emerge
*among ithe clerical workers ingthe Research Section, which,
within the following year, cuula be observed in .many grnup;
Tocated throughout the. head office building.  THis change’

wdg: the emergence of knitting as_a popular lunch-time act- -

ivity. It surted with just two girls - one who wanted
. to learn how lo knit a, sweater for herself - (shana) and
tg' other (L(nda) who aue&ted the\ole af teacher. . -
Linda is the elder of the two nndJs old enough
T to be Sheila’

s mother;..therefore, she éasily accepted the 7N

ro‘le of teachlng Sheﬂi knitting. It may have been thlt .

Lindl saw this as‘an upvurtunny fo. prove her _expeftise @5

in a_rfnnuseholﬂ‘ or 'motherly’ task.!? Whatever the reason

- . ‘the :ldea began to gain momemtum and the other young giris

began to join the lunch- time 'class'. This activity the

yr g|rls would conth\ue at hnme after _work “and bring in the

‘next day for. cnulents from peers on their progress. Soon, 4
the first tMrty miautes of each “day. would. hg fill‘ed with the

R ‘sounns nf clerks s:nrryinq from ‘one desk to ‘another with p1ast1c

d supermavjkat bags, of knﬂung under their lrms.; ‘At7each

B
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desk “there would be such comments as:

p <
How marvelous! You ruuy rﬂd a good job on that
sleeve (or whatever). I'w could do that as
good as you - I mean ’lonk at the piece I did last
night, its such a mess, I might as well ravel it
all out and start again.

The other gifls would then issue the seemingly
standard reply: : : "

No. don't*be s{11y;, girl.. That's just as good as
mine; there's nothing wrong with that.
.

This of cnursg. was the desired reyly nhich would
result-in:

Well, 1f you think it's really all right! Yes,
v 1 suppose youJre right, but it's still'not as good
¥ as yours, th I o
i ) ) v
As the months passed, the knitting circle grew in
size - other clerks would come from other departments and
floors. - They. meet in the.large emplu‘yee‘]on‘nge .and arranged

the conf‘\)rt‘abie sofa ch-!vrs'in a circle to fa:,:H!nu-con;

versatfon and _5155 to enable each to ‘see the other's p_ro‘d'uct 4

better. . 3 <
While these types.of groups can be v‘iend'as. man-
{festations of autonomy and independence within the confines
B v ® ’ . "

P R L

N
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of the organization, as sugvgestleg by Katz (1967), therd is
anot}ler motive to consider especi';'?ly in the study of their
formation - that of a search for the individuality of its
members. Linda, for example, may ha;le iel!_eved she was
“ losing her lndiﬁduath in i\er work group (1' e. her su-
per{nr{ty due to her work knowledge) as the two new mem-
bers learned their tasks. Knitting provided her another
area where she could shon her snperiorny to "the bunch
of young kids", as she so often called them.” When younger,
experienced knitters joined the gr'oup,.Llnda‘s status again
.became eroded.'so‘s/hg began 1n‘_|nnther gro‘up ‘whére she is,

for a time, considered one of the Teaders.

. It is obvious that at Utilco an ail eﬁcov@lpas ing
Hf; - that of formal a;nd h.fo.rnl. or business-and social -
has been. the goal uf the organization. The hypothesis that
if the company can exert snme control and gain brther ded-
|catiun from & worker by afferlng him. a more "tota’l 1nst|-
tunon" in vhich to Nentlfy. then prodnct!on will (n:ruse.
has becnn the practis!ng creed of higher management.: They
have reaHud an important anp‘l’)catlon of Maslow's need
hierarchy, as expressed by Cummh\gs and Dunham 11900:75) -
"organizations encourage tne-fu‘l‘f(li‘ment of these needs

< during n’nn-work hours but not (u the“ workplace. As a re-
sult, a gnod dnl of pn:enthl nrk-relate_d untivitlon is

"Iost" )
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The social groups also provide a dialectic of
purpose for the worker. In one sense. through participa-
tion, the worker accepts he is conforming to tne total
corporate life, and accepts as a reward for hls conformity
this contribution by the corporation to his social life.

In another sense he partigipates to experience the illus-
ion®of heing somebody and ascending the scale (Mills, 1964).
~Fhis—creates an hrtm‘T_c‘a_fﬁTfnr the worker who r rea'&g
by dismissing the fact that he 1s conforming 1n order that
he might gain the rewards in his social life/ The ot[ner
alternative was i1Mustrated -by Hil"ll'lm‘s view of the.SCA,
where ﬁe still sees that offered reward as an extension of
the cqrnorate world of which he wants no part “after fi‘ve'., .

For those IYD do participate, the-soctal group
npzns 2 further upportun‘lty to members or participants to <
achiev;_nr meet ghe_1r re:ogn!tion needs nM:I\_liy or may
not be available through tfeir regular jobs (Kanter, 1977).

It a‘lsn accords them a specia] status and an -opportunity .n
build personnl rehthmships (Rnethlisberger & Dicksun, 4
)960) Others may-use it-as .a help for promo\‘.inn - John

. admitted that active mrtlc'pn:lnn in the SCA ™ means bruwn!g

points fnr that employee uhen it comes time for Ms juh

review or cons‘ldention for promntlon". or they Join up .

“simply, hacause they do not wam. to be hft out or coMsidered

“an "oddbal1" among their purs.
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. A final point may be explained by Adams’(1965): -
it is not h:pnrtal;t whethersa worker's vel;ceptlnns of his
co-workers or work environment are correct or fncorrect;
what is fmportant fs that it fs these—subjective impress-
ions on which hegases his actions. ‘Therefore, at Utilco
it is not important.why the‘-Co_rpnratinn set up any social

. nrganizat_’inn or whether the workers' yr;eptinns of it

. __are justififed. What is important Y5 the workers'- actions

- which are the result of these perceptions.
: i .
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Within ucLch the whité-collar’ hierarchy can be '
div{ded into three mam groups of workers - c]erlca’l. L
Junlor managers and ‘executive manugers. A‘lso. “within each“ /
o ’ of: these groups are other sub- ‘leve'ls (refer tu Appendix 3) .
: T)ns section discusses the differing characeerishcs A \_[ i
. « specific to each group* and how these characterishcs are ) .
o~ ! fostered and promoted mth'ln “the cnrporut{on. As an aid ' . ?~‘

,\ + to . the' understanding of the urgamzatwu 5% hierarch'

qf the, work'r graups (will. be disﬁssed separate]y. TP‘\e
> ST st purtinn “of chis séction deals with the ; clericﬂ

RS o workers"at Utﬂc

l‘ev1w the menrchical ']eve'ls, . .

B ma_y have cantrihuled to their desire for uniau repre' ntﬂ

T ,ion,‘ “fhes secand Po tinn the \mﬂa! step’ in: the manage- W

» ment hierarchy s diskussed = the"jumnr managers' Again,

. as with the - claricﬂ empln_yees, the're’ are suh Ievels wlthin i
. ’ th1s grhup, eacl\‘ with 1ts own attitud;s and preceptions of .
the Corporaﬂon 3 Finaﬂy,utﬁls sect!on will d!al with the - % L

executi ve managers

. © UtiTeo's, Nh‘lte co'l'(ar hierarthy‘ These wurkars forn\ the

most pawerf’u‘l group “and are direcﬂy respons{b e

“on those at the highest Tevel in . - e,




i T 2 ¥
B A . : Y
i - S A
: A Clerical | S « % v @
i . 2. A R L = <. 205, 5
Tha Jowered so‘cthtnus of b'lack:nated work® ' -' %
at the present time is the out. of a-long~and W
i W cn-p\ix process of change wher y of the 4
H A ¢ forme® bases. 6f the clerk's prestig Iuve been < 3@ >
H _ undermined, making_the Tine between.the hidd'le =8 ¢

3 and working classes less dis¥inct. o g




o j The clerica‘l group at Utﬂca is the largest :lass-
1f1ca{1on of emp]oyees in the (‘,nrporat-lon In n:s head

-office buﬂding agproxmately 800 out of the 500 ehlployees

l' ' © o are tlerks Hn:hm this classif{cation there are six sub-
. 1eve’ls (referegce Appendix 3), which, while ranklng the ,
ki . Rt c'l:eril:a'l .worker- in. pay, prestige and. job" wcrth 0’ does not.
s Sl necessarﬂy lncrease thc worker's po‘der over: those in leve]s
v‘ f‘ - below hlm/hel". This is parth'l'ly due to, the fact {hat a )
o c1erica1 emp]oyee may. have been hired at any_Tlevel:
& "‘ ey 1 b o,
% ', v Generany, the emp1oyees in thls c\ass‘fieatinn are:.

i3 from mixed suclaL,backgrnunj high school graduates (many
e ~w1th typing programs). and-nrednminately females ln their
mid to late twentiés. If we exc]ude the jobs in which

Y :physicaI strength is an asset (e.g. 'I|ft11?g mail bags, mov1ng

boxes of sup]ﬂ!es in the supp'ly center. etc.) there are,

un]y three ‘male t1er(ca\~,posltions at Utilco.  (The issue

of the femlni?ﬁﬂon of . the clerical nccupqtiohs shall be

~ Aﬂscussed later in th{s sectiona) -+ ¢ “

;
. -l oy iy il 4

v i o "~ One* athude thut is preahnt ehruughaut the

i © " various clerical 1evels vfs that.of Tow ss’lf esteem “when
E AT ‘.cons|der1ng their relative position vdth{n the entire

r : ;g \\ytl'lco h1erarch1a1 structnre Clerks feel they are’
Fa p canfiderah'ly Tower than nlnlgers\ln vower and status. §

RO This teeling'1s perpetuated by mnugurs Tike Tom, who
oncc."wnnﬁ discussing the intelligence of certain low fun;;
¥ i -t Bt e
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‘o ’ ° of anfmal, Tife; compared the animalls intengenae g0t Ty L
: Yo that uf Ut11co s Tower leve] clerks - "to me they are o g

i about the -same,- Ne(ther requires much brains to do their

y- Hail; job, and 'that ‘s Tucky for themi"' This type of

‘clerical inf}d‘ior” atz(tude permeates the entir'e Corporat- oy
L TR 1on. through ancles ﬂh{ch state that clerks can not - i
' .-approve-any. type of expenditure. are‘usuaﬂy not permitted : T

. to issie ’lethrs either desﬁned for a},ternal d1str1hut|on

*

. or, even mternal between different sectinns‘. and usually

are’ excluded from sectlnn husines\ meetings. This. disth\ct-’
. o ion hetween the managerjal a d clerical groups is further
11lustratzd in a discussion held with Janice, Hrst line
b @ manager in the Flnance Depa)‘tment.,\danice tells of. the time
. had her\firsé tiico job wreview, -after being with the
sporatiobn-'onu t¥o months. - It should be noted. that at d o
ety o1 £his "time" she was m;rkin'g in the Per;ond»l D;partmerut. tn i
i B his sum{tinn of Janice' svlnltlal two months of performance
e . her supﬁvisor gave her some advice on techn{ques for - o
. . advancement. The technique relevant to this issue concerned

j e one rule |n the ‘manager's game' - disassoc(anon with t

v ) clerical stuff Janice had regu!aﬂy gone on her morning - . g

ndvised her. that if she wanted to "get ahead" she shnu'ld
*
2 . not soclaHze with clerks. This mp‘Hea»a strong d1.st1ncunn

i hotnen 'manlgars' und 'clerks"

break wlth the two clerks “In her office. :-The ‘supervisor ' *
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" Throughout thp'vindust‘r1e"| world this disassociatiop

from management or from corporate objectives has been
o ' suworted by more ‘than mere feeHngs or attitudes of the '

Fi clerical workers. The h\dustry has deskl'l'led the labnur

i : process and mide "the nature and status of a clerk’s work' - .

signiﬂcayt]y different than that of a "manager". ..Crompton
(1979) terms. thls a uroces: of "double proutarian!zat(on"

in which ‘the c1erks no.longer work for t\e fnnctiun of - ..

capital .as® their supervisors do.: This has caused a decline

in both the ma\rket and work ;ltuat{an‘s of‘hese clerks <
L . thereby nddlng‘ support to unionization attempts.

¥ Tos . i v ~

Within thF Utilco cxervcalmorker group {tself,

% ‘- there is a foim of resentment because of this status

-~

difference. This is illustrated By one clerk who stat’ed.

b they (nanagers) all go'around acfing Tike they know it al¥

and Wat they're-so much bet,ter an us meager clerks. I've »

Jeot news for. thgm."  This r'e'selntment’l‘so appears in state- ‘
L\ ments made by other clerks; for exnmple,*—“wu do all the L,
o Ml % dirty work and they (manlgers} get all the glnry". and "I / i
§ e Jie .den"t see wWhy " they ‘think the're., s0. gre‘t they!re on"ly i
: '_ Towly managers - not gnds".' " 3 Hiae
a0 : : ’

S \ ] Hithfn\ this c'lericn strau ‘\ere eaust: 2 mini- By
! Merqrchy with c'lerks of vnrlous leVe\s being the pr\ne #oaE S

,thn hlvhur end of the hlerartny (a 9. H l:'lnrks ) non'ld \

i ’ LA ! yirncipl»ts. .In this case, 1t was hypothes!zed that’those
!
1
}
i



Vhypothes‘is. The higher J 1eve1 c'lerks +ha Jth

Tne E ﬂerks fa11nwed a similap vntern with h gh perceuta
es for casua'l conversation wlth the next h1nhe§t
level (Le Clerk J).

Sl Table 1

Management* )
mr 1 1 tot

e Rk of 0 | -~ 67(62)|31(29) 9(8)- (1) ‘| 108(100)
initialy E - - 46(27) | 55(33) 37(22) 31(13) 159_(1‘00)‘_
%2 Lo * speaker D | - . - 41017) | 27(11) s0(33) " 93(39) |:” 2a1(100)"

. % Managemént N=12; Clerical-N=9.]

At the hottom end of., the nlsricn'l scne the
{ : Clerk D's conversed mostly Mth others Wt the snme or.next

highest level. Two puttu‘ns \emerged fromJthese rqsuh.
) :

. 1) There wére no converut*nng with high
' nitiated by cluriuf*ﬁrkars 2) C'Iurl al w rk




1ntt|nte thel §vclal .'

ﬂstly to'a

levals toward i

o Abpemﬁx 6 'lele 4~fbr hscr|pt|

mobile uon.len’dres:'le‘d 'd!fi_euntly’_ ghlnvfhn!r'qg’uhps

average - n__ was }ugll‘ ﬂ_'\rl'.o.v ‘nvu-éonfbrnﬂy._"




dress cude, but duss as their nounterparts in -~

This 111ustrates the'lr perceived” status as

-7 peers'
4 management.
4

a higher level or upwardly mohHe clerical gruun.

i ' LT S
\ combe? .Y ‘ i

‘Clerh;dl wearing aggar‘el - &>

- “Dress category -
Yy =] Business Intermediate casual Total
B 67 26 ST 4 100-
“Clerical —i- 4 - L
o5 B - 60 40 100
level
: 0 6. B 21 73 © 100 *
. * ¥ “
¥N=9 e = 3 A

lt is aLgu 1gterest|ng to note that when thu femn]e managers'

apparel is. app'Hed to the same. oategories as; c1erica1 r

. R emp\uyees the maJnH-ty fﬁ into the 1ntermed|ate category
(54%), with the next h|ghestrbelng'ﬂ’sinass (30%) (Appendix
G‘Tay'le 4). This fact

F ]
[ g out-drekshlg‘ the female munagers
; o W

J1lustrates that the J clerks are \
However, this is E o
explained through the examinat'on of u&o points 1). The,
¢lerical female levels must he exam!ned separately from
femau‘mamgamant levels. When this is done, 1t fully
. suppnrts the idea of ‘an unofficial Mernrchy = the J

cTerks are the most business-Tike in nppaarunu hlcause thiy
© ,.are the top strltn. and as the hltrlrchy 1s desundad, 50 the

calibre,of drgu decreases. 2) The level 1 fe

",

Tes - not .

W 3 i
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the c’lerlg‘s are actually playing the 'managers’ game'. J o

Therefore, they feel no need to compete with any clerical
Tevels. The female level 1 managers have to play'by. the

‘managers’ gme' rules, amt this they conforn to -the dr

code of the male Level l‘s -an 1ntermedhte or mld ran

style.

! Gy This section has delmnstrned that ?.he \:'Iertca'(

workers at Utilco have created their own - hlarurchy .and

N - this higrarctw.(s.sldﬁlar in many respects. to N!e vganageru'l.
" The most obviods'difference between the manigewial and
clerical hierarchies is visible simply by looking at its e
members: that is, the clérical hierarchy i's .almost entirely !
made up of woren, while the mingenant hierarchy is predominat-
ely -a male's domain. ‘At Utﬂcu{ﬁe felinl'zauon‘of the
-clerical workforce plays a very important rnle. The fulle Jv b=
4 pns|t|on |s su-lrlzed by tMs statement - "llo-e\n_are to -
c1er1cl1 ’Ilbqur what men are to management - in almost the ‘.
¥ - same proportions".-\ (hﬁter‘. 1977'17) Historically, the, =
cause of this nttern can be attrlbuted to the .decline a’
the househo’ld nc:upnt!nns (a g. dressmaker Gervant]

cuu;rlng a surpIus of female 'Iabuul‘pcombined with growth

n the area of. vh!n coltlaf .clerical work. . . .. 7
At Ueﬂco thera are~very few mnlc :l|r1ca1 uorkars. -

ov:n fluor ﬂun fcmle managers. - This typu of rltio he’lps
in the dovcloplont of the fdea that thl chrl:ﬂ positions

¥ < - ¢ o



'posinons in the union dec1s|on mak'ng funct’nns (Baker !-

- 78 ¢

are "women's work" or the female domatin. These positions
generally offer few pportun(tiés fdr mobility and many
dinvolve the ‘more menial or hnusekeeplng functions }’or
example, one ‘executive manager s secrecary. Jane, is

often’ referred-to as ‘the "office:wife! or “mother" and is .
responsible fo/r re'nemhering birthdays. keeptng the fnes
neat anfl clean,. pléttlng up the Christmas decnratwns and*

~
getting her boss coffee whenevur he -wants:..

Throughuut the Corporatinn one can observe a
feeling of. despair among clerks because “they believe they
have to perform low 'l‘eve’l. menial tasks.‘ This is ' common
even- though they find ‘their overall jobs to be satis‘fying
because of the freedom available to them. One seniar clerk.
summed up her” fee]ings by. saying her "job is mot challeng-
ing - |t' da pits. There are too many smaﬂ. changing

“jobs - 1 feel 1ike a; girl Fr'lday“. 3

L ’
uh'-stereutypin'g 18 that

Ty 'One result, of chlks ‘cleric
1t produces an apathetic attﬂude. - This caus:s femahs to -

= be under-represented in unions and also to'occupy lwer 4

Robes on, 1981 )
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Mso, because of the job content, the -female cler;s
tend to care more about their working relationships than.

- the work 1tsé1f. In the Research Group it is common place

H . 'tb'see small groups of clerks gather at another. clerk's
| desk discussing a personal pruhle-. S('wlal'ly.they all
artiupnte in f.he darts- -or bow'ling 'Ieaques -and socianze
toa large qureé after work. Th!_s 1s in contrast to the

1 { male managers, who rarely socializesafter work.
) } . - . :

- B i‘hls soci‘n interaction at Utilco .and the impsc_t of
peer pressure play ver}' important roles. Thg ‘clerks ire .
consnnt'(y under peer pressure-to conform. Those"devlants' .

R ; who faﬂ tofconforn face nr\y 1nfoml1 punlshlens or

- sanctions such as gossip or 'being left out'. 23: They
participate ln_ this snclal process to,snfmle-ent the socHal

v b . -
i & inturict‘wn they receive while doing their jobs, or in many

! S " cases as a substitute for the lack of Job satisfaction.




‘dunior managers

Since he Is likely to be a scion of the higher
. classes, he is.considered one of the Villains
His work relations are

.of the situation.

. therefore not merely technical but are constantly =

colored by the social and ‘political strains'of
He "is~involved in. a soc'la'l
conflict and cannot but be.one of. the.main

which he .is a part.

characters in dt.

t

Floria Deross\ Ain The Technncrnuc Illusion,

‘1981, pp. '5-6.

«
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At Utilco the initial step into the management
h1erarchy is termed Level 1-(see Appendix 3). .Within this
Tevel there are four sub-levels. - 101, tn 104 in ascending
L . wage value. Entrance mca one sub- 1evel or another i$

. \based cpurely on’ the Corparatwn s ev)a!uation of the . puslﬁon
itse\f. 24 However»there are minor differences in the
‘degree of status _attached to eal:hr_'leve'l. Tpase jo_wer‘ on”
tv}e Level 1 scaleé (i.e.-101 and 102) a}v"e often.without any,
post-high..school aéademic‘ backgroynd, and in many' cases have
preyinus'ly been c'lerh:a'ljv.)vr tradevspersons vw’ho :vtgrg-promoted:’
The'mid—1eve'l_|s-reserved most'l‘y for:those workers hired

\ direc‘ﬂ;'int_o Level 1-and who have .general bacheiors -degrees
from some uiiversity. - The. 104: Tevel is composed gf those
who. were .hired direc,ﬂy"ln‘t‘o Le\;‘e;l lmanagement.but ‘who have
more 'éinfes;iqna1 gtatus‘ un‘_fvérsity degrges/(e.g._,_engineer-
{ ing). The title of the.104 workers also illtstrates their
‘h-l‘gher positions - they are "associates”.while the .other
“Level l's are "asslstapts".' It is inthis initial division™
tha’t_ the upcoming high-level manager begins to féel the
value and b/en&‘fiys'yﬁ rising up the unganlz;ti’én's Mer;/rchy.
o Itds nlso in this division whsre the masculinizat-
i 1o of management becomes visih'le. In the 1nwer sub-levels
3 there are musny females, whﬂe the higher ‘IeveIs are almost
-‘ . %, '“entlre'ly mn'le. Kuyak (1979) in her study of Be'll Canadn
f N ’ workers, found only 26. .8 percent -of management ugye females,

" with thl vast mJority. eing Jumnrvmmaneﬁsu She also | |
: =~ .




-~ At

- 82 - . &
discovered that in most cases-these females were in jobs i
where they managed otne‘r women. Tl;fs pattern is confirled
- at Utilco where, for.example, in the customer service
section there are no male but approximately a dozen female
Junlor'nana)ers. In this section practically all of the
54 clerks are female. )
iiitlnn thejuuinnmanygeme'nt group there appear to
be two prevalent attitudes tou_ar_‘d‘thefbrporatinn.’ First,
in tn;,m s’ub'-'leve'l tﬁere is.a pro-corporate attitude
summarized by Helen - -'They '(l!tllco) give us a fal‘r adea)’;
.1f you do your job well you 'get moved up, and if the
'Corporlt(t;n fires or de-ote‘s anybody, you can bet thére is
o pretty good reason.” Kelen is typicat of this level n
thl’t she has no university training, started as a low-level
clerk, and was promoted 1n}to -aug:unt about four years
agb. from Hel"en‘s vor‘nctive_ Utilco has rewarded her
.‘superior performance and enables her now to earn much more
than she“previously expected, even without 5ny'\tll‘l{,at
univers'it_y._ On the top end of this management level there

are the 104's.  This group is also generally pru_-cnrp‘iirn:

‘lnﬂ.‘bkt fgr-a-different u‘p‘s?nn.} ‘They have 'professional

status, ‘such as an‘glnaars. and ‘as a r’uun.hl\l,‘é ‘superi'ur_’\ )

‘prospects for pramgtion into higher ement. «| They, TiKeé
et e ik 13 .
.Joseph- (an eng1~.:)\.?vhwl1y support Corporiti 'H:;r
AT gt 3 )
«when 1t is under attack by dthers. "Ther: \xthing’wrong
‘With this system, they.(executive: nnnqr:) d nr'ythinu

il %
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type of attit‘nde seems to be found .

. : ,th'éy can." " Thé.secoiid
; nosuy in ‘the hrger mid- level groups (1.9. 102°and 103)
. § where tnpre are }ncngase_d anbi—t:orppx;atet feelings and

behavior. “In the Research Section tﬁere'lre four mid-

' Ieve1 l’mgnnners.. Each of f.hase uorka_ press‘gi some

form o

unhapp!nuss ‘with tne1r jobs and Utl'lco Mse‘lf.

4 3 Their itt!tude is ﬂlustrated thrnugh a d(scusshm which- ., POL
. “Tom and Gayle had one ddy after hearing about a demotion
of annther Level 1. . Tom was: saying how little; as far as
he is concerned the hwh le,vel Jmngmnt clred about the
I ] -fee'ans of. those Tower than them;eTves. Gayle agreedvand
' ) ) added that the féelings Phey do exhibit are hostly for ey

show -v "It's pn}‘t of the game

a mnager should express

. 'con:ern about the welfare of Ms workers. or at lalst make
the workers and his supervisors believe th'at he :ares.
Even-.t‘héugh‘ thaés;ﬂmr‘ Tevels ﬁn_lned.‘together to

form the _l.'a_‘vel .l_rmln'aderla’l ‘gi_nub. as. we ‘see,’ there is a <

discr‘enanv:rnoﬁg its participants in their attitude toward /

n tun fact, : \

. the Coporation and the ‘levelitis gamet.
tl\e v-r'ous Level 1.sub- hvels formed their oun ll1n1-
Merlrchy wlth regnrd to, fur oxanph. unripg npplre'l 2

(see Table J) Among the seven Level 1 workers in hxhe s,

Reseaich sl:uon. the Mgher tha sub-lev-l. the more' forml'l» &

the* -nrlng lpvlrel appears to be. :The ngr level “]“Y tend
Kl
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wear nost_ly _dressy-usuu ic’lothing
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Wearing apparel

y

ot R srstp i it

N7

Kiso, it is nbv ou
that. the 103 and 103 'sub_-?ev'ets dress. in a sinil
This may Hlustrite that both the two top levels:
aspirltions for pro-ox'un and thernfore are- '1e|rn1‘n§
game', while the 1oz does no ‘have tha same lspirntions
This my,hg due to the fu:t that at‘ Utilco-a, unlvarsit)
blckyrnund 15. at tMs time, ahmst uscnthl for’ promotio
tn Mghar Tevel mnlgement((as-sntud prev(ously) s!n

t))ny lppur t’q totl'l]y adapt tu thnir positinns |n the- . .
Corporuion and ruMn their preunt arglnhnwml‘ 'Iav.! 4
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The Mgi’t-\evel managers hold the lgu;s\tpou_gr in-the
Corporation, while the clerks have th: 'Ielst thereby

pnsftioning the Jun!or.nanagers in. the middle. For

- examp]e. in the area of approving expenses " for, u'ffice
supplles. a Leve'l i1 executive manager can approved up
to, $500, a. Level 1- smb, and” ‘a:clerk none. As “this /
case 111—ustrates. the Level I nag}ger !s ;\osar to the
clerical group than to upper-managers. This is typical \
of n?'y areas q.f power within Utilco and produvces an attitude
,*-,"' p‘ouerle‘s’sness “within ihg Eeve; L grou'b. .Many“in this
i ‘leve’l call theuse!’ves'thz 'g‘lorlﬂed ¢lerks™. -This lttitude
is also held by some clei-ks, like -Ilne. the' exe:u\lve s
‘-'secretaryrmeqtio'rled earlier, who _,\'hep asked by a Level I
for a copy- of the ‘uorn'ing paper on l»'daﬂy basis, replied - - -
"No, -Willism (ryn'er.hdss)"ls th’e‘ .only one here who gets and ;
needs the ‘daily plper The‘;secﬁnd Tevels said they didn't
‘uant any, and_&nyway no Level 1 shu& getl the ‘?p" “They
ﬂon\'t nged it." - .
An«;ther Vink t;et"e the' tevgl‘ I's\and the high-level

$ -~ o I
managers is found in the \ar@f of casual or informal conversat-
: >~

“ens.  The: higher Levl I managers (e, 103 and 104) tend

\to {nﬂ.iate conversations With those on their own Jevel ,1n 4
mManrity of cases (59 pew:ent) Fol'lov?ing this_ they
" 1n1:llte‘cnnversltinns with the louer'Level I's, high ;Ievel'

clerks. and Leve'l I1 mnngers. respective'ly " This supports
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the principle put, furth earher in Section 2. that he
Level II office tends to\crea'e a social barrver for thosa
Tower on the h1ernrch)' Another difference between the

high afd\tow sub=Tevels is also vevl‘dentrin the recording

of sthese cnnversat; ns. It was discovered that most 102

in1ﬂated conversatigns occur with 103 and 10'@7'5 (46 percent).

S Hnwever.‘m this study only two percent of their\c;u\ua'l

cnnveréanons Joccur with Leve'l \l s, and only seven percent

] " with thetr, nvy -Tevel. The' second Mghest number of, | Tl

‘their social nnversat{nns oceur with c'lerica'l persunne'l ! . ~

i % & (45 percent)» This Hlustrates that while there fs*a‘ T Lo

tendency‘for t?e higher Level T' s~to canvarse with" those * »

g _e: g .\ h1gt\‘r in the h?enpchy. per‘haps reﬂectmg the!r/a bition, v
- . the lower Level s; who were origmaﬂy promotéd from the

clerical ranks, tend to talk with. workers from their

previous reference g’rnu‘p. This adds s\w.gart to the postulate
that the lower Level I's have relatwely ‘low\amhition in

q the area of promotion further up the management Iadﬂar at,.

‘ Utiv'h:u and ‘tend. therefore, to realize their hierarcmeal\x ‘ : 4

Timits. . N \

. ' At Utilco there are’ two midjor factors, power. and S

confornity, which tends to'affect the individual workers

By in dlfferent ways-and to various d‘egrees. To HIustrate

Dnn = a Junior managér who feels he has all his hopes of - .

advancement b]ocked. D* 1s a Level I manager, age 51, .and

1

{

i

i

3 V )
the effect of\these factars we can examine the case/of 1

i

4

i




;c‘orporunon kaﬂs presen‘t Tevel and ten years ago was
» trlnsferred to the Network ﬂeplr!llent Don is-a 'gpmpany
nn in many respects - he works nvertille and does not
request payment, gften works through his lunch, follows alt- *
* _Corpnrlie ru’les‘, and has a high opipion of Utilco. In 4
- these respects hg conforms to the 'corporate ideal'.

. L. y 3
. N\ _,yowever, he ‘is resentful because he feels the Corporatipn

" has_passed him by for promotion.- -<He explains it th's-n'ly:

\ . ’ i -
31 . // You know,. Htﬂcn is a great Corporation to 'ork for
I and I think.the organization is ok. "Sure so 3
people get carried away with being a Level Il‘ar 111, p:
A or whatever, 'but theyfre usually the younger ones . s
* ‘those new at that level... You se€, to get promoted
8 arouid here you have to be:real snnrt oy sucked-in
. .. good with someone.* Why do 'you think they don't - .
- _have open cnnpetition fnr Jjobs like the government
does. The guy like me, who doe$ Ms job flithfu]ly
. g:ts nothing. %

# B g v

e, " S .
. In comparison to many of his earlier peers, most of whom

by now have been promoted, Don is powerless. He has . !

s N stagnated for 19 ynars; while all his friends moved.on.
In order to just;fy his position Don has created his own
| 3 ‘mini-office’ S He has I;econe an expert on tne'curpora;e
) regulations nnd releases his knowledge to fellow uorkers
“only when necessary. _EarHer this yenr another junior
/ 'Le.ve'l I was moved into.Don's sub-section to assist 1r; its

l opératlons. ‘It was Don's task to ensure complete cross-

A S

training ‘of the new assistant, -hich he performed only to

o
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the minimum de_gree necessary. Now, whenever t\is group

has a :lajnr( job, Don_has ensured that he will gét <alled

Y in for advicg - in ess’e}u;e, he has ref'used to let go of
control of the ‘group, the only form of power he believes
himseif to possess. This pattern of behavior, balancing
power and conformity, has been noted ln nther researcl\ by
Ritzer (1972). It illustrates the iuportant role thesa ) ‘.
two factors play 1n"(he }!veHHs gam:‘“and the bghnvior i

of some plrt!clplnts in securﬁlg some of the pwer sQ they Q\.

may continue to play the "game’ . As we can see, the.
can -nd does provlde uurkers vﬂth a farm of compensa !@n

for tha1r Tow §elf image at work ur blocked opynrtunﬂ!es
for advancelent. -
One factnr Which tends to compound the shgnation .

© or blocked clreer, h, experienced by Don and nany othe;s

in Utilco, is tl_we' :}pqratlon sspeclal!zed training *© \
programs. At Utilco t_he workers Tearnmany skills which a e
unique to this industry, ana not gener@ysefu] in other
industries; thus. blocking an. outward career path as well.
Kuyek (1979:18) discovered this work specia\‘lutlon in-Bell
.Canada and states it had "the effect of trapplng the
employees~in. the company”. It locked in those who wish tln,
‘maintain their salaries, .thereby reducing turnover and

training costs.’ . .
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Exécutive

‘Managers are the quintessential bureaucratic work

group; they not only fashion bureaucratic rules,
but they are also bound by them. Typically, they
are not just in the organization; they are of the
organization.. As such, gers’ represent the
prototype of the white-collar salaried employee.

Robert Jackall in “Moral mazes: bureaucracy and
managerial work", 198.‘{,_ pg 119. ' *

o — XY

s
3
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“any large corporation.s In Bell Canada, Kuyek (1979:18)

, is ‘obvious 1n the Utl'lr,n structure in uM:h only approximat-

I <

The exbcu;jve management at Utiico are those

employees at -ang‘en'ent level,ll'and above (See Appendi;})zs,

Their primary duty is the same as thd'r‘cnuntgrmrts:in

Eiates 'tg»is "comes down to ensuiring that the job gets done-
and at the lowest possible cost to t‘;«‘e cnnjnn;y.'

E W <3 . e .
At Ut‘l’lco the :rend efmascuumzatien of manaqement o gl

contlms to .the extreme in t ids group. uf empleyees The

executlve mar,ager gro«p is prednninuter A’male dnmaln, :

becoMng gven moreso as.the hi@rnrchy is. ascended._ This

ely ten percent of ‘the Lev:l 11 managers-are female, four
'per:ent of the ‘Level III's and zero percent of the vice-

presidents. " This 'masculine ethic' gi.e. the pr?ncipl.e of
male domination of the uana‘geria'l group) takes the traits

typically assumed to be masculine, (e.g. aggressiveness) .and
-t .

superimposes them on the qualities certain corporations-
dent_(Kanter, 1977).

consider desirabde for its mana

5 This trend continues to ll’ay a*strong ‘role in miny
occupations due to a system outlined by Ritzer (1912)
termed - "humosex«ﬂ reprodu:tion" . In this system male g ) T
manlgers‘tand to promote wurkers ntm are reﬂections of « “ >
themselves or mostly in their own imagu. This 1n reath

translates into males tendlng to treat nther males as ) ' 5

lllnagers and consequently Teading them to pronutions




- 91 -

; There are many reasons why women:are generally not i
well represerited in ti\e uqagenent ranks. At Utilco, two
of the imost prnmlnent. as preceived by those ‘male managers
now in power, are that they lack dedl:a‘{on and lack the
ability to handqe subordinates (partl:uhrly if they are
male). ~Women are seen .as having to face cohf’lit_:tlng
Toyalities,’ su’ch as ‘the mar‘rlage-.r:n'l'es and Iuving' children. '

Men on the other hand, are ambitious, task-orfcn‘ted,‘, and !

B wo}'k}u,w‘.]*’d.‘ It is.al!u the feaHng of many mal’! anagers
that“women tend to find H: difficu'n: to handle thosé from ..,

another minurny group or fmm a group different tlun thelr

lovm. Thl_s 15 Hlustrate_d lgy cases at Utl'lco yhere women .

tend 'to,manage ‘rehtive'ly powerless. groups of females, such
as typing pools and. clerical staff. At Utilco t;xe only
Level III female executive nanaglr is in charge of a staff

‘composed of. approximately 95 percent fen'les.

Management at l]tﬂcx; also tend to play Hhit‘lbue_r
1ével employees call the "Ieve'lltis game”, only at. this °

Tevel the 'game's’ stakes are more significant (e.g.

:poss!b'le loss oM job, ruined éareer on demotion) than at

the cfer!cal level where the "game". is ﬂ'rst’ riuted In
t’his ‘game' the p‘nrt(cwlnt‘s an competa for 1ncrease\‘
pwer, and mora (mpartant'ly. shnu others hou much’ power

they have. * For exumnle. one of the basic postulates put
fnrth by those observing .t}m ‘game' . is that Mghﬂev’e_]

.:mnagers 1vgnnre those belonging t‘o.levels below them.
. *
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This is exhibited in work-relatéd matters wheré a
high-level manager requires some information from a lower-
l_evei'enplnyee. either in another section, or even in
a sub-part of his/her own section. Instead of requesting

directly from the source, they will go to his/her correspond-

" ing level or highér in that specific group. Other cases

occur sncﬁ'(ly where a higher Tevel ignores a 'Iaue.r-'levig]
employee in either grz’et{ngs or in social cpnvarsét{un. Y
. N - L 4 i o B
t 'Hie‘ general rule-se‘ems»to ‘he tli_at high-level hannge- .
l‘leﬂt should’ ﬁ_nt communicate “down the’ hierarchy unless it’
is to their advam:.age to $o. To illustrate this perception,
one junior mana told about the case _‘of Kim (an E Level
clerk in the mr:';;e Department) who.had a difficult time
earlier this year when her mother died. .For Kim this was

her only family ind.'she' took it very hajrd. On the Hay_'of

. t%e funeral, certain Level I and II managers went to the -

service to offer their support. Everyone expectgd h‘er‘
Level 111 supervlsnf ta Attend the funeral - however, instead
he stayed in hfs office. One Level 11 uhn went to the
funeral’ and noted his boss's absence dropped his usual
composure ‘and said; d g ;28

You know why he wasn't there, ‘for Jesus sake,

becnuse he V-P wasn't there. . For frig sake

it's his{best clerk's only f:mH‘ You can

et that if his boss were thére he would have |

been- there in his best three-piece.suit, ulk{n‘
to evtkybody and showing rea) concern. g

A contraschlw type of hghlvior is exhtpim durlng‘
)




Christmas week “when the President and the Department Vlce-
Presid»enz come down to each se;tiaﬁ to shake hands with
all-the staff. This has been viewed by many as the

annual visit designed to enéuuruge corporate unity and

“illustrate that everyone is equal and works as -a team.
: : [ ;

This' scene was described by Brad, !

a Junwr manager. »

.~ .The Lord High hﬁnself has ‘condescended to ‘grace’
our Towly-lives with his holyspresence. Now' ;4
we Will see how the third? play the game. Look -
] e gl at them straightening ‘their ties and preening .
. E . . themselves, 1ike a bunch of pigeons getting
. . . -ready to parade for \their|mates. ., Each third
follows ‘the.Pesident, whiTe he shakes hands with
us ple s.. Then just \when he enters- another
N M third's territory, the first. third stops. . B
i Another third Tevel who, rules :this roost is g
waiting and’ protects his terntury. .

* Brad typifies the feelings of man other Level: I* sand .

clerks ‘who are exgluded from ,ghis 19 ‘lev,e'l gameA‘ But),,
he »does” ac_know"ledge the existence| of ‘levelitis', “just : g il
as did tﬁe Level 1 at Kin's moth r s funeral. +This 1n
Lo itself 15 signlficant because whén\ asked ‘about the
T i gxistence of 'levelitis! ,in the tdryornt(on, most h1gh-
' « 'level munngers deny |ts ex(stencewor say 1t‘s very weak.
A level m"m the Adwinistration Department said; @
zre s nuthing to this ]evel :rap at UtHco.

oL . /e ryoné is treated alike. op't see anyone
. o . f‘launth\g their power. \ . .

a’ "1ave’ Ht(s game' is present, it would péint to the
5

existenc /uf an lnfo.rmklrstratifi atdon sys\tem 'similar to
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. . . . .
\ : o .
) ~ 3 a‘pp.ears in the area of informal.conversations.(see Table 4)

within the Research Section. &

) Table .4

o . 1

S Manager initfated informal conversations (1) ; \

e T = Rank of. person spoken to

Management Clerical ! S
G L e - 0" | Total.

R SR R AT
et AUf7a. 11(88) 2018 - s - u(mog .
Wyt J'ini‘tial'. N O [ . -
R “spéaker 11 82(24)  83(63) 12(9)| (1) ~ 2(1.5) 2(1.5)|132(100) A

v . N !% 4 Axéc‘utéve,managéf‘s
d \
i ,\\'. . ’ R ", N
%, ‘It-appears that the high-level management tend to initfate
‘\, ’ﬁ'inf‘or‘mal c'onvl'ersaﬂo,ns maindy within, their own ';tat\{'s Tevel,
) then vguh Kiqhe;' levels. Only.on race occasiuns doaes a
high-Tevel manager initiate a casual cauver;ltiun vﬂth a
c’ler(cal enployee. Hhen this does occur, it appears to be
- . \ a ferm of tokenism on behalf of the high- 1eve1 managers
One Level ML manager (Harry):once told me, while d1scussing .

< the clerical status posluon. thaty "we (managers) must say

S R S

i " hello to the clerks once in a nhﬂe. just so they-feel they

5 " are‘ Mft of the team. It makes them fee1 they re needed and
4 s important. 27 tpis tokenlsm is also evldent in "the moming




s
greetings, where the h{gh-ievel managers on most ubrninqs :
either igiore all other workers or greet nn]y ‘other mnugars
There were only s(g( (nstances over the ohservu:tun period
-uhcn a Levﬂ II or TII manager greeted any c’lar!ul workers
uMle on their way (o their offices in the uorning (the high-
“level unlgers generllly arrive later than - -nst Level I and
) clericl'l elp’(oyaes, and in order to reacn theU off(ces have ta,
’ walk tnrnugh n,large group of Iower Ieve'l emp'luyees)
L ’ #
X In nbserv1ng this grauv of wnrkers tt is nhv(ous

there isa high degree of cnnfumity in the way they view’

X those lower: in the@ierar:hy md, also, dn tl\ve w_ay they

themselves: beh‘av’e. 'Fnr’exlmp‘le, the third level n’mger in
“the, Research section nore a three pier.e suit approxinte]y
80 percent of the tine This trend was dupl(cated In two .
out of the chre;_ second lev_els over. the duratior of me

n_ﬂni-study; !
/

An (nte‘;ra] part of the North ._Amer('c_an style Jof .
-capinlisc\. bureaucraty is that a;s_ﬁi:ra‘rchlc'ﬂ‘sta@us
increases, .s\p -does the “degree of b'ow‘er attached to that
position. I\n\ fact, @i t!ﬁe ‘yeach a certatn lev;l‘in the
h1erarchy, mohey, begins to lose ity va’lue as an- incentive, |

) ‘while grest{ge"and pnusr gun importance. TMs 'shiﬁ. in
value at the tnp end of the Mararchy has crutzd a mnngar-
ial demiurge. st\esslnn both 1nforn1 and ofﬂcla'l hierarch-

T fes. At the luutr Tevels, the uorkers are b:cnnlng more
L Y




' managers or corporate. ownérs, or fear the refgrmer s,

N C % -
the object of management manipu\aﬂon (Mi11s, 1956). Mills
postulates that a result of th\s system would be, that

contact with non- management emplayees probahly would ‘lncrease

_as’ the hierar®hy was descended.‘ Those at the top would "

rarely speak to anyone exéépt uther managers. ' This tre‘nd'
is substantiated py the resu]ts of this styy on Ut|ico

*white-céllar: emu'loyees. Here, power 15 the Key ingredient
in.playing the 'levelitis game'. " ft s both “the tbol usedv

and the prize to be won.  This is summar_'-zea by P‘lé;,‘wébe}) -

“(Gerth &-Mills, '1980) - the striving for poweir 15 in part

cnnditionqh ‘by the sgcial‘;hnudr It‘e‘!ntﬂ_'ls ar. in_which it ‘
results.; . B - ¥ Y ' L :

Anather charactzrlstlc which tncreases proport’ional]y
to the social and organizational: sxatus is~confav-m1ty.
;I’he higher the §tatqs of the gmployee, the more he/she ”
heh’eve‘s they have to ggin'hy ':onforminvg to peer group.norms;

Levinson (1971) offered four alternatives open to. workers

who are ln‘cogshte’nt in role ;:onéeption~q} peggonality with

{he organ(x'ati‘on or reference group. These are: 'to change

their persol)al{ties to.that required hy the. organization; .

to leave thw}:rganization, to remain in a state of apatheMc
canferm'lty, or.to gain enough power’ to effect .an srgamzatA ’
jonal change. The reformer, if not dealt w(th. tends to.
threaten midcﬂa and exe:utive managers. These minn'gers '

fear their weaknesses may become v{sible to the executive

A%



describe thnse wha do not gunform to expecte* Gorparatz

uatt!tudes. . v e -

i s .
accus:nons may be prnved correct. (0'Day, 1978). One

metr}od of control available at Utﬂcn _1s provided by the'
Corporation and utilized effectively by the sfecitive -
managers. anoug)mut tl\n var!nus training a-nd personnel "_f
programs, the Curporatinn spends much time and effort

convincing the workers that they are

ky to_be wnr«.lng

for Utilco and have _persona'l'ly fulfilding .posi‘\‘.ionr. Cote
Tharef.ore', 'H' for any reason 2 lower-level 'u‘qu__e‘r is n‘ut' &
happy, ‘then vtMs 'pn'l;fs to a pr’oi)'leu.yithin that worker i
hinself, At.UiiTco this'is termed *havingen attitude..

pr_t_)b‘hvi" and is of;‘.en ;us‘e& at urplviee révfew boards tb

4’ ) o Y _; - £

There are two 1npnrtant reasons for the exgcutwe s
cnnfer-ity' 1npruved chances fur advancelent and peer h

pressnre. The sentiment? regardlng chnnces for advancemént

»were echoed by Barry -\ "Pf. you want to get ahead. yuu have'

to” p_'lay the gfum If you try to'play a new game. you 'I1 ke

" left behind - ft's your choice.” This also 1]1ust|‘ates the '_.
3 i}‘der that."if you try to play.a new game" " you may, in all,

1ik1ihood, " not find any other players:. Hence, the “import-

gnce of ‘pecr pressure +n controlling worker»hehaviur l!:mnas

evident. ¥ 3 pre P

= P - .
\

4 -
Excluding the soci status beneﬂts of he'lunglng
L
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cérp\rate-nffereg privileges. As one might expect there .
is_the primary or*more, common, benefit of ingreased pay. .
However Um'lco, in other concrete ways. a]su supparts an
akftifu:ial hierarchy. This is 1roruc “if we ‘consider that
tlﬂ‘official Corporate position s against "levelitis'

because of its unFavou '(e effz-:ctsl Yet, know’lng the

detrimental-effects, Utilco, even in the p;evious year,
had 1ntmduced many new. regulations uhich supported "leve]’—
“itist. Fhe prine ‘exanple B this is, the physic.ﬂ office N
entitlenents of those at various 1eve1s in the hierarchy :
which'are hi 1

) < new head off{ce buﬂdimg. X . N

fhced’ ‘by the dfﬂce design of the re'lative'ly

Ce s cén be. seen from this information, the 'game’

or status “in Che artffica'l Merarchy plays a prominent ~

a ru'le in.the part[cipants' henavior This game of 1eve1i€is

1s constantly denied’ by high-level managers and the Corporat—
ion lFse{lf. Yet, both continuously contribute ‘tn its
survivala- the carpnration by incrensing the 'status. symbols
accurding to Wcr—eases in the worker s’ h{erarchlcial 'Ievel.
and, the Mgh ~level managers b,\(.cont‘lnuuusly ‘playing the
game or lmpnsing sanctions. on "those whn do/nnt fu‘llow the
gume rule‘s. These rnﬁes are \earned in _the so0- ca!\ed
'training camps' of the htgh TevEl managers. nrat is, in

the Level !‘ranks. 1 i s
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Under Canadian Law, the relationships between you and your
employer are determined by the theory of "management rights".
This system gives the rights to management alone to set
your salarfes and benefits,' to determine whether or-not you .
will get a raise or a bonus, to decide who will.be 1aid off,
to decide who will be promoted, and to unilaterally make all
the decisions which-affect your daily working lives. As /
employees. you have no voice in the decision-making process. /
In fact, n no-one speaks for emphyees under this system. -

0 1

Excerpt from a UNC.Bulletin - "At*:
the Crossroads" issued to Utilco
. TS uorkers ‘eatly.in 1983. .
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The Utility Workers of Canada (UWC) is a union
composed of approximately 32,000 utility industry members
, nation-wide. It had its beginnings in Western Canada and

during 1981 through 1983 expanded rapidly across the en-

tire country. In October, 1983, it voted for a merger with

tne‘lnternaﬁor;a’l Unton of Radio, Electrical and Machine
Operators (IUREHD‘). This merger increased its membership
to approximately 42‘.000,. Howgver, the-utility dndustry

is still its focal pn'?int, w1‘th its H\rges; membership ‘group
uurl&ing nithln‘CanCorp itself. YN |

Prior to joining the UWC most Canadian utility

_workeFsibelonged to a rival unibn - the InteFnational
Brotherhood of Trades Workers {IBTW). As the UNC grew,
it drained members from the IBTW. For example, just prior

to the Newfoundland clerical ca-pai_gn the UWC signed-up

" the utility workers in-Néw Brunswick, where the trades- :

pgrson's group voted 71 percen't o sn!tch.to the UNC. In
Utilco. itself, the IBTW had on’ly the tradespzrsun s group,,
which |t Tost by an a\must 100 percent vote to the UM

One trudesperson cumpured the UWC national sweep to-"

stelmrn”ar heading downhill fhttenlnq anvth‘lng or anyh;dy
. that gets ln its way". It s_eemr that its spec!a‘liza_t]qg
within the utility -industry and the fact that it is* an X
entirely Canadian unfon are paying off. The IBTW, uh'lchb"

“has members in many industries and has fts pnd“nff’ice in




sthe u«ne{sutes. is suffering badly in Canada. This

shift tqwards nationalism of unions 1n' Canada i§ also

reflected by Statistics Canada r_epnrts (1981) which show
a'drop of 0.4 nerc;ent in h\ternalt*lnnal unions operating
in Canada, during 1981, while national unions increased

by 5.9 percent .over the same period.

ln 1983, the country was heg!mﬁng to.see an eml
to-the recassmn which had rednced union: bargaimng pawerv
cunsistenf. with the deteriorutlon of t\g economy (List,
1983).° . Workers, were Aagain cqnsldeﬂng‘tha union as 3 i
necessary .companion to help '}egur\ ground Tost to‘businzs;
over the past two or three yea:s. The ur;loni—h}ere'also X
realizing they needed growth in the white-collar areas if
salaries and benefits were to be |,ncrea;=d fo"r the ‘norkf !
er.29 Tne. recession was for;ing the unions to re-evaluate
their-strategy and select new campaign issues which were

more in fashion with today's white-collar workers' concerns.

In the case of the Utilco clerical campaign, the UNC stressed

three prime issues: - 1) 'Salary increases which are abreast
or ahead of the inflation rate, 2) Tay-off ‘and other secur-
I
ity provisions, and 3) the éffects of technological chanqs
on the uhngcnnar worker. - = % o
Throughout tl\g year-lTong campaign the UWC issued

more than a dozen bulletins or letters to the clerical work- '
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ers, most of which made reference to at least one of the
abu:le issues in some way. For example, in tﬁe area of
salary increases the UKC constantly alluded to the higher
salaries of clerks elsewhere in Canada, some of which, °*
they stated "are up to 50% higher than many of the clerical
salaries currently paid at\Utilco". Another bulletin was
issued with the headline fevading - "You have some of the
iuwest wages* in the h:dustry". n discussing -lay-offs or
empﬁyee Job 'security they campa!gnaé. on higher lay-off
allowances. And stated that serlous' 1ay-off‘s'have never
§ 'uccumd n UHC's ntthy units”. A1s6, as with salarfes,
' they presénted sensationdltst bulletin headiines such as -
"Have you heard rumars of lay -offs in cler!ca"“ L;ter in
Vthe campaign - 1t |ssued a sheet outlining what it termed
"the facts". One fact which stressed security read - 'sﬁc
grobp - the shadow of ‘thifigs -to come”. In this paragraph
_ they outlined briefly s;ue of the consequences of the SMC's
('le, eff'ciancy experts) study 1n CinCorv and implied the
SMC llnk -uh employee "cut-| bicks which. have already m:cm]l red
in CanCorp .7 Its most sensationalist discussion of the
th!r% issue -~ t_uchnnlog_i:a_l change -‘was at >the‘z be’ginning} .
of an "open 1e"_:ter to all concerned clerical employees".
4 ) o ey d
lt s moving up from the .UJS. and washlng across
vcam a Tike a tidal wavel .And there's real caufe
arm. I£'s called by different names - automa-

t(on. technological ‘change, high-tech, or comp ter-
“1ization - but the effects are the same.. They're




- 104 -

job cuts, lay- offs, demotions, reduced working =
hours (with reduced pay); part-timing and de-

. skilled, less meaningful work for those employees -
who are lucky enough to keep their jobs.

~

/‘is js evident by the above quotations the UWC
bulletins tended toward sensationalism in their presenta-
tion.. This was obviously the style of campaigr which the
UNC felt to be the most effectivé; ft stressed an aggres-
sive and personalized app;‘nach. In one’ case.. the llvm'm aven

nffered to come'to the workers‘ homes to. siﬁri'.’

hem up. To

.. the Utﬂc‘a workers this was an appraach chh tru'f.ed them K v

as individuals, and because of this, some uf them in return

gave the Union the signatures nh_h:h At :needed. - s

One final Union pnslt‘iun to discuss concerns the
lssue of the normal clerical year-end wage fncreases being
lithheld. This was stated in a Utilco Emn]oyee Bulletin
issued 1n‘e=ar1y December. The Bulletin stated that due
to the upcoming union vote the qupbution would be with-
holding the lnc‘rnszs in ordey: n‘nt to influence the voting
outcome. The, UWC mlnck'ly ren’l‘(ed in an oper} letter to the
l.!ti'lco' management ‘that ,";"V had "no objection ymatsusver .
to the granting of salary increases to clerical emp'lbyee‘s \1
at this’timé. In fact. we ﬂge you to, 1mplement the sahry p
1ncreases normally due the' employaes 1n this. season without
any further delay". ‘In’ their own 1nfurmat_|on4 bulletin the

UNC s‘en't all clerical workers a cnp}.of their letter to .
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Utilco, and further stated that the reasé»'they bal‘lev‘ed
Utilco n‘(thhexd the raises was because they were anticipa-
ting a -najov:it_y vote in favor of the Union and, therefore,
wanted- any |m;reases included in the hargn‘!ning‘proces_s.

From discussions with various clerical workers during this /7y

-
fo 4 period, it was evident that, this move by the Corporation K

:nst them many votes and needless to say, the UNC gained
Cin popularity. Hany clerks felt the Corp at%m\ha,d_let
" them down. Dee, a clerk in one Finam:e Departlent secHon.

expressed it this way: 3 « & ¢ ki

Most1y alT -the other girls in-my group were against
* - the union until this happened. We were surprised
the. Company would do something like that. It was
a dtrty tactic. Some of those who were in favor
of therUnion started saying < "see, see; I told you
;he Cn-pany would-screw you the first chance they
& SN e

Haybe they- were right, It sure began.fo Took Tike

we needed some sort of protection. Anyway, we dis-
cussed it awhile ard decided we probably had nothing
to' 1ose and.our increases to gain. So, we all switched
over to-the Union side. # %

-Dee was not a.h"me, and the UNC had the‘clnpalgn ex-

perience to know.a good campaign issue. The zrglnizer,s-lndl

or the pru-unionls‘t in the Vi s departments had another

cause which they ‘could discuss over coffee break. '[‘M's is-
 sue provided '_a good example-of the mistakes made by" Utileo *
throughout c‘h‘é ‘campaign qnd the ta:tiés utilized by_ the_' wc

,‘uf’:h cap(hHu_d q; this Tack of an effective Utilco cam-
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paign strategy. .

Perhaps the key to the UWC campaign was to 'start
the ball rolling' and make use of any Utilco mistakes in
the hope that more workers u_puld sign-up througl\out; the
campaign, thus producing a snow-ball effect. This was il-
Tustrated by' the slogan which ended almost i]'l ‘their bull-
etins - "Join the swing tb‘uilc" As we will see later in
this section, this was-an attempt to capitalize on, peer
pressure and "the notion that nobndy wants to be Ieft out

or to be -on anyth(ng but the Mnn1ng side.

An‘ong clerks at Utilco, the level of support toward
umnmzatinn was dependent on many individual. charlcter!s-
n:s such as age, prospects for advancement and tﬁgu- Fu—
‘ture th “security. At Utilco, age could not be verified as
2 significant factor because-the average age of the clerical

employees is in the early twenties. However, most of the

‘older cleﬂ:s cnuld ‘be’ represented by the comments_ of Mary,

a senior c'ls\rk in the, Administration Department, who, at

age 52. is now ona\af the nlder c'lerlgs in the Corporation.

\ R
A1l this talk uhout un(ons‘ and things 1ike that is
a complete waste of time. ) People are not'stupid,
enough :to bring.in sumetbing like that. "Anyway,
who needs 'em? ‘They're only -a_bunch of trouble -
makers.and radicals. We-got along fine without
them so far.- B .




- 107,- .
~ .

Mary also illustrates the importance of peer pres-
sure, whel) two months after the above statement was made
she approached me to discuss (from §n extremely pro-union
perspective) a recent'union\‘c\oﬁporate.cnnfronhtinn. Dur-
ing'these.tlnnmnnths Mary was ignored and left out of many
clerical infornal discussions because of her pro-corporate
attitude within what was mostly ‘a pro-union peer group.
Her new _pro—u_niun stance was a def‘in te shift in her out-
ward image. One person in he“peer group seemed to notice

this:'change and stated "the reason is obyious - she wants
| 3

‘to cover her ass in case tha union ulns. T hope she doesn't

believe she's foan nnybody .

Gne factor which' proved non-significant was the de-
gree of .!ob sat'sfaction. Overall, most clerks interviewed
said they were sltisﬂed ;ch thelr jobs in Ut!'lco. Even
though in many cases the job conta_nt lacked appeﬂ. this
seemed' prove seéondiry to the degr"e\e nf‘ freedom avai'l.a-
ble. ;\

r xample, Sue, a senfor Customer Service represen-’

tative, explaibgd her ?eelings; i .

I'm satisfied in my job because it gives me a com-
plete challenged’ I'm on.my own with nnbody Tooking
over my shoulder, ‘My time is n med and

~ the group has a very adult at phere. 5

Even employées who were not.satisfied with their
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jobs gave the degree of freedom as the major reason. One
) 5 .

D clerk in ‘the Networj Department who signed up -n‘th’ the
Union said; ~ N\

. T have ‘to do my work. ask no questions. don't waste
time - ybu gotta keep in mind they're (managers or
the newly hired efficiency experts) there with stop
watches - and for that I'm underpaid and qet no free-
dom or satisfaction from my job.

Other ‘clerks complained of being treated "§s if you

" i i
;'were_ a.machine" or !'vmrking on an assembly,l(n_e“.al As one

./ might expect. the mu’Jari't;v of wurke‘rs who were,di;sat(sfled

'\1th their job voted in favor of a union. However. the
.nddity uas that among Lhose who enjoyed their Job the.ma- .

Jority also voted for the union. Thus, ;he Jevel of Job

. satisfaction by itself, n9\not found to he as gniflcant

variable in determining a worker's attitude toward a union.

Another factor which many clerks stated was im-
sortant in. their decision of whether or not to vote in

favor of a union was that of having their own union. Many

clerks seemed to want a union for clerical workers who
)
could represent the special o:cupationl'l 1nteres of X
offered a

their group.®? With the UNC they are not ol
union which represents other wMte collar clerks acrnss
Canada, but also a union specializing in the utilities (n-
Adustry n, a national Tevel. N

R v < .

il
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Also, the clerical workers were worried - they‘ had
recently heard many rumors concerning demotions, and lay- "
offs were becoming a‘neekh.'y fact of life within the Cor-
poration. These were relatirve'ly new worries for Utﬂcia
clerks, brought onin their eyes, by the economic reces-

sion and big busine; desire to cut costs to increase

profit: They needed protection .Iﬂd job security. Edwina,
an executive ﬁa'nuger‘s secretary, and Norma,q_an E Level - i
clerk in the .Planning Department, d'iscussed this dssue in

the break area on the morntng iprior :to the: second univnn nrgan-

\

izind meeting:

Norma: I hope you'regoing to éhe next union meet-
ing. i e -

Edwina: I'm going to try. But sur? it’s pruhab-
ly a waste'of time for me.” In' my job they
might not even let me join. Then I'11 be
up shit creek, wouldn't I? The Company
would have known that I would have tried .
to join the union but got rejected only
because of my job. 1I'd have no protection
then - tluy would probably flre or demote

Korma: If you don't ‘try you'll never know, and
I for jesus sake, you know we need protec-
tion. They (the Union) can give us that.

Edwina: Protection from what? This Compnny has
. always. Taid of f according: to senjority
or when it was deserved.

Norma: Bull-shit, this fuckin' Cumpiny does what

. it damm weﬂ pleases. It alwa has. e
It's just that we never see. haTF of it.
‘Do you ‘thifik all the demotions that oc-
curred Tast year were based on senfority.
Don't fuckin' worry, if they (the uanngers)

e
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. didn't 1ike someone they tried to get rid
N of them. There's yhere we would Have
needed a unfon. Ohy it makes me so fuckin'
mad when I have to argue.with someone 11ke
you who is probably anti-union. It's all
right for you - you think you're.secure
in your jub and have a lot of seniority
- you don" : tm nk you need prutecﬂun, but
if you di hen a union would be ok. Yet,
if somenne e\se needs it and you don't,
then a union is a waste of time. But you
shou1d remember that your time may come.

This i115tratedga typfc§1 argument between a pro- w o
undion and a pr-‘olnnmpan; employee. wich, over the 12 month ' .
campaign period may have been repﬁted hundreds @f thnes . .
With one varlatwn or another. CIn this part1cu|ar case
Norma was cny‘.rect in” atAeast one point.’ Later jn this
Section; the case of ;ne we:rker with only two years sen'--.
iority, yet who was not la\—b of f or demoted, while others

-

with greater. seniority were affected, vnH be discussed,

This case, in which favori tism played a strong part, is

evidence of pre_.judic'la7 treatmen
£ . « "
Overall, the Union organizing meetings were, very . )
successful if the :lericai group's atti'tudés were any 1n_-- . “
d_icatioﬁ’. In Table 5 the clerical workers' opinion o; the .:
Union's meetings is compared to their opinfon o.f the meet- . 'w .
ing held in the Utilco head.‘ office beilding one ml;nth Ta=.® " | i
ter. to air the Corporate side of the argiment: As this
Table indicates the UWC meetings created a.gr;aétér im-




N - M- .
-
N "t .
3 - “
- i
@ i
pression on the workers. Ip most cases the same clerks attended '
both meetings. Therefore, their impressions were made re’lacjve .
20th mee
to the other meeting. The Utilco-meeting dropped significant-
1y in the information conveyed and the amount of excitement -
. e . L
Tabje 5 ) ! * 3
7 t ) N
\ . Clerical attitide to neetings (%)
UNC o I Utilco- R
Meeting* (N=22)" Meeting (N=17)
\ ' d . N R A
\ found 3 3 CN I £ i
\ meetings 70 YL s (am, oy
\\ informative - % o
\ . ) < > i
\ 7 7
S fou{d e . i N E
meetings 13 (59) 9°(53) -~ | .
exciting : . ’ . I
3 - g i
Foi . i %.' ¢ " y . o
+  union/corporate | , 3 ¢ . F
representah’ 14 (64) N 3 ““.‘8,) ’
4 exciting = {ji. # -
e, i . . 5
=t

generated by \heir speakers. These'mee}ings m‘a‘y a\s;’he\p '
to account for the yercent “of union cards signed.  The in- ' . .
- terviews indicated that whi'le unly 50 percent of the cIerks % e
had a favorab'le attitude tovtard a union. 73 percent even-
tua'lly s‘Igned cards and. attended meetings. “Rrior, to the "\ T
meetings 27 percent of the r.lerks ‘had indifferent attl-

. \\ . tudes taward the union, 1ndicat|ng that" the mgetings may |




As to the attitudes o’f the junior managers tnward\
a union, there was ure‘at ‘disagreement. On one -extreme v‘ta-s
Ju‘seph who''said, “no uniun‘ will ever'succeed in unionizing
the office workers heref sure, they've got it too goad
No, b'y, 'Ehat s one warry I'1 never have“\ The othgr ex-
treme was renresented'\by Johii, a Leve1 ‘103 in the\ Network

Department -
-

1 hope they (UWC) 90 an, and try, fnr us managers.
If'they don't ‘they're s. Now's ‘a'great.time

B with the, “effiuency expirts" sneaking around
making peup'le evey.more nsecure. o

This ﬂ'rvision of opimon had a]su beern nntvced byA

‘the clerical workers. Mhen asked’ hnw they perceived their
supervisor s attitude toward uniomzation. their replies
indicated 40. percent perceived the1r hasses as belng pro-

A uniun. while only.27 percent were Judged. to beé prn company,
and the rema|n1ng 33 percent were 1nd1fferent. The most
common Hne of thuught was présented hy one’ “elerk whn
stated P - B

1 don't Know ‘why ;hey wauld not want to- mclude o b

. first levels - .they are the mostinervous.

-~ + there are lay- —offs they're ‘thé first to ‘go uue the

door. ‘Us clerks just get mpved around or.demoted,
‘. and the executivés. we'l'l, thcy re pretty secure...
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« . LI
Ve have brought over the additional 23 péycent from the group
é . . of iv;different voters. The prime reasdn for this swing

PN S
P
~N

seemed to be twofold. While at the meetfngs many clerks

signed union :ar"d:. which they readily admitted to having

3 done because 0f the excitement and/or peer pressure. " 3
i . ) A ) :
o ' s " ) o
i = ¢ . Throughout the :amp_aiqn. there. appeared to be
4 thiee major, divdsions.among the clerical workers at quo' - i
- p '.company. pro- fminn, and 1ndiffere'nt The' vieus of " ; f
& 5 . these camps are summnrized by the stacaments, ‘of thr&e c1erks:( e
N
D d ) o . v G
(A11 this talk. abuu! unions nnd things er that is
b3 a complete waste of -time. People are not stupid .
enoygh to bring:in something like that. . i
It's gqonnasbe a union h_nd‘s'lhie. nossweat. There's’
- - no need ti rry. ‘A1l we gotta-do mow sit back
’ ~and wait,”it wiil happen any day now.  °
i 3 s
i . - 1.don't really car have an ok job.” A union
{ A problhly couldn't nything for me, but then it i
' B couldn't do any harm either.  If it gets in that's i
i fine, or 4f it duesn 't then that's Mne.tno = 1™
$ {
v, X ORI . T : i
: . 'As these stnenents |nd!r.ate, definite Mviswns )
¢ 5, @ Mch'have:he" 1l'|ustrned by tMs study. did exist. ~0f '
. i
. those interv ewey, pr|nr to the guvernm!nt vote, approxi-
| - mately 70 t indicated &hat tney voted for ‘the UWC.
! Hanever. wlthin this group> ere 10 parcgnt who' staeed that i
i B anuther vnte were'.taken they would nroq,ably nvt snppnrt
[V 5 g : the union. Thc uninﬂlg 30 percant Were strongly anti=i
} . . . union. A > 2 = ..l"
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porate rule.
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and may indeed ‘be the nEit ;rnup in Utilco to attempt-to
unionize. Prior to the present UWC campaian there were

attempts by other unfons to organize clerks and even junior
managers within the Corporation. All met with def:eat be.—'

cause of a lack of worker _suppnrt.‘ However, if the pr'ese’nt
Tevel of aggressive expanston by the UWC canti'nuei there
is no doubt that an ittempt will be viaq.e within the: not-to-
: In one phone conversatior with a UNC or:

ganizer, she admitted; £ "

Jhere s.no question there |s enough suprrt mnng
“the managers for a union; they're pretty unhappy
' «+ with the situation. But, right n
it in-stages, one -group h
5 . are settled then we‘ﬂ 'Iuok at che Jurliﬂr managers.

What the UNC campaigh tndicatéd for the clgrlcl'l
workers may be the sahe for jn}wr manaq?ri - U;lt‘ ‘is, a
reflection nf genaraﬂy poor morale or a Msgrnnt\‘ed work-
force a wurkforc. which seriously; :onshiers a whlte-‘cellar
par:iclpatury nnlun as an alternltlve to-an autucnﬁc cor-
The move by the UIIC on the clerical uorkforce
may be a prevlev of ‘a future mbve lglinst the next ‘possible

hierarchial level. . . . . s

rn the" th'rd white-ca'llar grnup at: Ut!'lco..the éx-

ecu’tive managers. ‘there 1s a’ consensus of uplninn thnt there

_was no need or value for the’ clerlcﬂ workers to unlnnlze.

.-~' .; f .‘ : 7" e l< ‘ -
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One Level III manager offered his opinion over coffee one

-~ afternovii:

I can't see why anyane would want a union here.

They'd have to be fuckin' crazy. It's nntvgah\g

to get.them any more, and anyway, they don't need
. it.

i s Why do you think 'technology flas come in so fast?
: . It's because business knows it's a way of gett(ng
:rid of union people. So unions are the cause of
’ F  the te:hnalugical revolution - if you want to call -
° “it that-- in the business world. Tf you never had
&\. unions you wouldinot need protection from technol- 19
ogy. - Where required, cnmpanies would protect their
workers.

4 L CIfwe i‘gnure the argunent's logic, and merely in-

R Y . \lerpret the under'lylng attitude, 1t seeins to represent the
e\ecutives' attitude regarding unions: that they cause
P : 5 : nrub!ems for all &‘nn:erned and offer Tittle or no worth”
while benefits. Other executives voiced similar opinfons
and believed the e'lEr‘lr,‘ﬂ desire to unioriize to be “foolish"
r "just si11y". Tt must ‘he kept in mind that these are .
employees who have 'learned the game" and have been re- .
‘warded by promotions. Had they possesSed .a pro-union at-
) " titude while being junior ‘managers the chances.are uner'ly

that they would be where they-are today

& The executive mnnagers expressed their opin‘lons
mostly ‘through cnmpan_y bu'lletins. These are uf two types
1 ¥ - orange for manugement-unw bulletins and green for gen-

: i

i




era]‘emn]oyee bulletins.” During the campaign the Corpor-
ation used principally the green bulletins since its com-
ments were directed at tRe general group. Even though
these builetins are written by executive managers and’not
by the President or Board of Directors, t’hey are considered
ft‘i\‘e official Corporate view. In reading them one could say
the Corporation was aff‘féia]ly impurth_l toward a clerical
union and concerned only With-assisting the workers in mak-
ing th‘e correct choice .for thgmse]ves. However, through
certain subtle statements made in these bulletins tH® un-
official Corporate view was ohvinus.' For example, in Util-
co's first "Employee Bulletin® regarding the UNC attempt,

the Corporation states that it had "a regular practice of

open communications with our employees". It then z’

‘ceeds to suggest some items to consider prior to signing

union membership cards: such as to b.e "aware of ,all fi-
nancial obligations to the union” and, "you have the righr
of choice, ... you are equally orotected fl;om intimidation
by a unfon". After having read this, oneélerk was over-
heard to say; ) . . v

Open communication - 1ike hell, since when? Have’
you ever tried to- speak openly around here? It's
OK 1f it's something they like or don't care about.

This then, was the situation going into the final
week of the campaign. The UWC had applied for government

1
.
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% cgrtiﬂc‘an‘on. ,to which Utilco filed a d(saJ_reenent. The
provincial government labour board then conducted its own
investigation and ordered a secret ballot vote be taken
among the clerks, the results of which would be binding
‘on all parties concerned. This vote -was‘)\taken E:y mail
during December, 1983, and resulted in a UWC victory. Yhe
Union was in. The Corporation made its fimal appeal based
on what it termed "irregularities .in'voting”, but this was
not, accepted by the Labour‘néard, which awarded official
:er&1f1_catin}| to. the UNC. The vétil‘w results closely re-

i flected those found in ‘this' study - 60 percent voted in

flvnr of" the UWec, 19° percent voted ugalnst and 21 percent

abstained. This 1nd{cates.»thlt there were a -number of
c'l'erks'who did originally sign membership cards at the cam-
paign maet'lngs. but eitner abstainad or voted against the
Union in the secret vote.®

One obvious factor which influenced thervnrkers‘
thrnugl\out the campaign nas peer pressure or'a desire to
conform. This supports. re:ent studies by Hollinger and
Clark (1982), uhn concluded that the’ 1nforna1 socfal con-
trol present in primary nnrk group relatiunsMps influ-
ences a worker's behavior more than the formal reactions -
“of those {n-positions of authority within the foal or-
ganization. At Utilco this effect was admitted.by on‘e .
clerk who stated - d

>
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When you ark at the Unfon meeting you get caught
up in everything.- Everybody else signs-up; so
you do. |

Of those clerks surveyed, 57 percent were working
in groups which they them;e'lvles perceived as -having a ma-
Joritvy of. pro-union co-workers. Of these’only 12 percent

. voted aga‘lnst the Union, 88 percent were pro-union. A sim-
ilar trend was exhibited among those who believed their.
group to be pro-Company. " l‘n thesé cases 83 percent voted
against the Union. ) !

-~ The principle of using.peers to app1y'pr§ss.u_r(un
d_jssidents to conform was also used b‘y tﬁe. UWC during the
campaign meetings. At these mee‘tings there ner‘e represen-
tatives from the other unionized non-management group.at /BQ
Utilco (i.e. tradespersons). They were present to create
a nre&ter sense of solidarity and ;n exert peer pressure

‘nn the\c'lerical workers. This ‘rgsu'n.ed-lnvm‘aviy Union mem-‘
hership\gurds being signed:there. rather than having them

taken Fome to be sent in at a later date or discarded. . .
n 4 e

i { ] .

In discussing the campaign meetings, it should be
: 3 2 5
hoted that while the majority of clerks perceived ‘the UNC

reprjésenta‘ﬂv.s who chaired the meetings as being "pushy"™,

"aggressive" and-even “hostile", the meetirigs were cer-
- tainly effective in recruiting 'lcn'bers. Hany’,qf ‘those who
o . T Ko : 3
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‘prigr_tn the meetings were "undecided" yielded to peer
pr:essure and the aggressive style of the organizers and
signed up prlnv{ to leaving.the meeting. This developed a
* sense of cnnmitnen‘qunh'n the new members which carried
through to thé present time. The same could not be said =
of the Corporation's meeting, which was relatively low-key
and more of an attempt to "present the facts clearly and
* honest1y", as stated by one senfor manager. While the UNC
meetings were seen by some pro an_d anti-unionists alike as 3
being a “complete snow Job*; the Utilco meeting had the
'lupres’sion of being "m‘ore».hcr_ust" D". p;rhup% llere_ly more
5 o <_sk'ﬂlf‘u'll'y managed. . After the Corporation's meeting, one *
) cierk said, "they just presahted'soﬁs_:ﬁarts comparing. the
clerk's ‘benefits With those of other Utilcs union members
and answered anyone's questions in a fairly unbiased man-

ner". One senfor clerk in the Service Department described

- .

it this way. -

They made it seem that we would get nothing more
but have to pay union dues. They said we needn't
worry over security; the Corporation would look
after us as they have in the past. I don't know
who they .thought. they were kidding. They made it
seem 1ike the Uniom was telling us things they
couldn't do. Like they (the Union).were trying to
pull a fast one. . They were rga%'ly good - playing
R the psychological game-all the way. .

: : - S i e
< It appeared that while this meeting did refler:.t

favourably on the Enrpqntinn 1t' lacked the intensity- and

]
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frequency bf the UWC meetings. Had the clerical workers
been able to avail themsélves of a mm;bn; of theSe meetings,
as they could with the Union meetings, ;lt m‘gh‘t have pro-

~ duced sivn‘ificangl} d4ifferent results. More Utilco meet-
ings throughout the campaign would have provided the cler-
ical workers with an alternative ‘:nlnp" in which to belong.
As we say, peer pressure uaé important.and many of, these

clerks found a.sense of belonging in the UNC, which held

reg;Alar meetings and issued regular bullgins to the clerks. .

(The Co:wlhn bulletins regarding unionization were-in-

ilco. empl‘njee;

frequent and either were addressed to all U
or to Utilco management. ‘:I'?_ie clerks rated little spécial’

attention as they did with the uwe whlch"sgued the vast

majority of their bulletins to the clerical’workers themselves).

. Another.major factor in the Union victory wis th’a .
c’l!‘rks' belief that favoritism, not qua]iﬁlcatians or k;ww—
1Edqe. is the doml;\ané principle for promotinn“’and a good
management-clerical environment within Utilco. Almost 90 +'
percent of those interviewed .Hs_ted fayoritism :“ the mest
predominant problem with Utllc;, Opinigns such as the
following are :ommor; among e.p]oyees:"r' o /

Theré's too much favnri’tisngotng on now in the = .
-Cqmpany. Pe:gle get jobs by sucking in good to

their boss, 1le ‘the ones who are better quali-
fied get nothing. . T
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Generally, however, such a stmsepc might be dis-

missed as jealously or "sour grapes" if ¥t were not for the

cases which you were nerst;nﬂl'ly aware of. Take, for exam- _
ple, a case in point; Ruth is a D Level Clerk in the Admin-

istration Department, who volunteered this information:

am a good example, I was supposed to be laid-
off last Christmas but my boss said he liked.my
work and .would arrange for me to stay. us
had to stay quiet-about-it. It worked. If theve -
was a union I would have had to go. Some of the
other girls with a lot more seniority than me were
pissed-off because I got to-stay while they were
N being laid-off, but that's the breaks.. If they
said anything it would kill their chances of get-
2 ting back. . If you're in good with the boss it's .
important.

7 Ruth adnitted feeling bad when other clerks were
laid-dff, but_she also wanted to keep her job. She said
: . 5

that'it was because of what happened that she voted-in

“favor of the Unfon. "If it happenéd to me, it:happens to
‘others - maybe even worse. S(oleﬁ} the tables might be

reversed against me". This fias only one case; however,

~it appears to be only a small portion of what actually

.occurs within Utilco if we are to believe even half the

cases told™y other clerks; or managers for that matter.
Judging ply' the concern exhibited by those interviewed
abuu‘t- fevoriti-sm.‘ there seems .to be no doubt that had Util-
co taken ’ps earlier to quan this problem, the UNC cam-

paign would surely. have.met with failure. No-ever, as one

- P
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employee stated:

What do you expect? That should be the function
of a personnel or labour relations department.

But in this Company those positions are filled with
engineers, finance people or those with no human,
resources training whatsoever. These types are-put
there to save bucks and do what ‘the Company wants -
not to help the employees.

It could also be predictéd that, if this problem of
"favoritisn" is not treated.seriously by the executive pan‘_
agers, then it will again become a major factor in lny fu-
ture a_ttempt to unionizé the Junlur»managenent Tevel.

Another ma‘jor“ factor.which has grown in concern for -
most workers is security against-both lay-off and demotion,

as well as against unwanted transfers into jobs Auqicn the

worker dislikes. At Utilco this concern appears even more -

prevalent among the juni_nr_ managers, ‘most of whom can easily
cite examples of sluch cases. ‘Haw:ve'_r,, ven ‘though this

feel_|h§ |:s. not as predominant within tﬁ clerical ranks, it Lt
norfetheless. p!ayeg a vital role in the campaign. One E . '
Level Clerk summarized the workers' feelings: _ X

. T \
t

I voted for the Union because one day-I might be
transfurrad and get a job Tike most of the other

I ‘mean one with a bad boss or boring work,
tnim‘;s like that. Then-I may need a union for pro-

I hear a Tot of hvrror stories from other clerks - ¢
things Tike favoritism or the SMC (§clent'ﬁc Man- .
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. agement ‘Consultants) group tearing your job up
in,1ittle pieces that have to be timed. Sure, I
hear you even have to.log the time you go'to the
bathroom or use the phone. What they're trying
to do is eliminate jobs, truth be known. N

As th/|s illustrates there is a concern as'to thzi‘r

treatment. - This is basically a result of‘ three factors:
1) The economy, 2) Uttlco lay-offs, and 3) the SMC group. Q
In studying these it is obvious that all three are relaieﬂ. ’
It could.even be said that the latter two are a direct re-
sult of the first.  In North America the economy during
n . 1982-and 1983 suffered a recessionary period which in turn

. forced bu‘s1nes‘s to‘ cut-back expenses in order to mninfain

a satisfactory prufu.. One of the more popular methods

- of reducing costs was, ‘and still is, through a‘rednction

r in manpower.

Consequently, private business began liyj'nf-off
workers. Utilcowas nn/exceptlon: over 100 of its workers
. were affected by either lay-offs or demotions, some of - -

which the workers believed were caused by the SMC.

There are some clerical workers who joined.the

Union because of S_MC. but who would cancel their votes glven~ /

the: opportunity. ' One such person explained:

s ;
- I signéd-up because of the lay-offs and the SMC

group which made me insecure. Nowadays, 1 feel

= . more secure. If the vote were held again,s! would
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not send in my card. -

4 The actual government vote implied that 10 percent

ngthose who originally signed cards vnthdrew their suppurt

on the secret ballot vote. This md!cated that a pro- union

attitude was highest while lay-offs and SMC were fresh in

the workers' minds, As time progressed and the work envir-’'

onment became stable, people tended to forget the bad e

periences which occurred only months previous.”

One surprising factar was job satisfact(a It,

w!‘i expected that -a h1gh degreef of worker jobs d{ssatls- ]
faction would be present at Utilco, cens\derlng the pro-.
union voting results. Hnwever, this was: not the case

Only one-third of those interviewed were not. very s(hs- :
fied in their present posutinns, i1stlng "no cha'l'lenge"

and restncted ‘freedom” as the two primary reasofs. Aﬂn.
there was little concern over jobs being lost due to techr
nological advances or automation.. This is contrary to
Kuyek's (1979) study which found cierical workers in Bell

36

Canéda were concerned over these factors. ~ Incorder to

explain these ﬁac\g one must consider the total internal =

ork!ng\\:ranment At Utilco, as we so far have’ seen,
clerks are™at thd bottom of the, hlerarsw and as such are

re!eqated to being pawns in the levelitis game. There also
must be a desh‘e for clerical solidarity,within the'organ-

A\ ‘ .




fzation thereby, producing peer pressure for those who do

not conform. Lay-offs and demotions caused by the economy
combif with the ever-present recording of performance by
SMC or PGG also contributed to a. poor wurkln‘g’e‘nwronment

and morale. Overall then, it seemed that position satis-
; Al

faction was oy one portion of the overall job.environment. N

In this case many other- factors combined to outweigh the sat- _

1sfncg|nn obtained from one's position.

. = =y

In 1977, a study was co’nducted hg Ha’nley.-HcN‘ichols,
and Young on attitudes toward unionization. It found that
tl\_gse who had family members with union experhnce'éera nore‘
likely to favor unionization for themselvq\. Among this
present study's sample at Utilco, 45 pefrcent. had no unioh
members in their fa\nilies. and out of this group only. 64"
percent voted pro union. This pural'leled the nvernl voting
results (approximately 60 percent v'otedhfor the UNC) indi-
cating no significant difference among workers without any
union ne-bgrs in their families. . However, among?tnuse'whu
h‘d family membars with union expeﬂen:e over 80 percent
voted in-favor of a clerical union. Thlsvindlcltes that
prlor family zxpzrlence wjth unions \us an impor:an\g factnr
in whether nr nnt a per on voted 1in fnvor of a union for
Mln/herse'lf. Thls type of factor will be termed an ‘usso-‘
ciate factor® for the purpose of this s'tu»dy ‘and the model '
to be discussed in the ﬂnn'l’se;:_tﬂ{n. ) ’




»
Another 'associate factor' is the degree of as- .
sociation-with the corp’urat'(an or with the executive man-
agers who are the main representatives of the ca'rporati_on.

Or, in Marx's tzrms. ‘the degree of alienation uhlch' the

_lorksr fuls fron the organization or the 9rudur.t of his B

. ~-a stmilar pattern. Their results indicate that the work-

Tlittle about them as individual people 3

_.agement. .In a study parforl\ed on an engineering mlnuflc-

‘work". Dne mufure of this is the dugree to whlch the . .
worker belfeves.the organizatiog: lctuﬂly qares pbout Mm .

‘as a‘ person, 'rntur t nere'ly as.a v'w‘rkev- or figure on . ol

an expense ‘sheet. TMs in, y indlcnte If he perceives him- .
s‘lf as un'l,v a,tool or another type of A'machine" to‘be
utl’lized as thn arge cownratiun féels fit. In th1s study,

of those interviewed, 63 percent felt the Dorgontlon cared

0f this group

percent voted -in favor of uninniutioﬂ. :Knang thosé‘ nh‘ol
be]ieved‘ﬁtﬂco did care about them as people, _only 45 per- .
cent-voted for ‘the UNC. This tends to support the belief

held 'b,y many of the s‘lnl]‘u'-, local hu;‘lness'ﬂ-{-s. ;hat‘ R

if you treat ~your employees fairly as people, fiot machines,"' 3
then Jyou 'H'll nser have to worry over a un|on moving’ ifto S g

your buslness. . ‘

{ % Ok " ;
‘Thls ’ladpﬂnclpla is, anod to thz(ﬂ.ﬁrkers' o

assoc‘lnt'{an w1th the ccrporat(on and therefore with pan-

turing operatioh, Shrivastava and Verma (1978) discovered
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men Who perceived-themselves to be similar to their super-
visors heve a-less favorable attitude toward unionism.?’
Also, from & corporate perspective, those supervisory who
perceive greater similarity between their own needs and
those of their w‘o\-kers are more effective in handling their
subordinates. The ‘tradi tonal; st tude of. most Worporations
gnd managers eoward nniuns rpﬂects the haHef that unions

nipnse management. Therefore, ‘H’ ynu are a: worker -whu cqn-

siders " yourself simﬂwr to ynuv‘ oss. then a unlon will®

union. Unfortunltely fnr the modern cnrporauon, in many

L cases there is a 'Iarge d'ffere cg etwnn thz goals of the
ownérs and sen{or mnngement, and those of the" rank-and-
file workers. As Kuyak (1!79.19) states, "the company can

buy the workers'time but’ not their enthusiasm".

In many 'i:uses where workers have introduced a

- union into a vuviuusly non-: union environ-en( the -two prime '

J areas of concev;n were salaries ~and 'beneﬂts. At Utilco,

of thnse surveyed, over

\nnt the case ._
% s were satisfactory and 40

"50.percent felt

perg:ep‘t felt t'bg adequ'ate.” ,Aso, only 40
the

" benefits had “arown faster f[lan ‘their.own. ‘Howeber; Nl\at

percent feH:" ‘Uttico unionizhd grnnps' salaries and

3 does supporc, n-,mndern trend, djscussed 1in, the‘dpening
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section, is that 57 percent felt that higher management

“salaries and her\aﬂts had grown disproportionately to,

their own- As stated earlfer, the status gap between the
white-collar and blue-collar worker is decreasing in im-
portance, while the gap between the white-collar w‘n‘rker
who is low on the corporate hierarchy and those managers
higher on the Merarchy'isl increasing. At Utilco some
clerks and'even. Tow=Tevel managers complain xgecausﬂheir

salary increases were ]uu and their peérs were being de-

" moted and 1aid-off, while the vice-presidents were re-
) )

ceiving new, more expensive corporate cars for their per-
sonal use or increased travel. §
s R

* One f|na1 factor ‘to discuss is the effect of the
boss (i.e. the immediate™ supervisnr) on the clerical voting
patterns.® - The, |nterv‘1eus conducted s_uggest_ that at Util-
co Mf‘percent of the low-level l;\lmgers were perceived as

being pru-univn,"uhﬂn:n percent were pro-company and the

“remainder undecided. The effect this seemed to have on the

‘clerical staffi reporting to them uls.ilsu_inurestlng. i

Amongtlmse-:'lerks with p,rn-unlu;\ supervisors;, 100 percent
voted Ior the UHC.- Np\qev:r. among the pro-cumplny group

uf snperv{sors. unly 50 psrcent votnd for the UHC. with
similar resuns be(ng recorded tn the undd!lded superv!sors'
clerks. This tends to lndlcna two items of concern. . First,
a supervtsor s nerce(ved ntn;ude tnulrd unlonizatlon does
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influence the attitude of the subordinate. Ir this area
it is per‘haps‘not unlike the effect of peer pressure and
certainly would provide the necessary force to sway a

' clerk who was undgcl’ded». Secondly, the Utilco executive
managers and the Corporation directors should begin to pay
close attention to their low-level managers if they do not ..

“wish another local ofe the UWC on their hands. With 40 per /
cent of the low-level managers heing‘ pe;ceived as pro- !
union, éhere“appe s to be a definite interest in union-
ization. Also, there was takk amnn§ thi; gro;p that the
UNC made some inquiries and were pianning-a campaign geared
‘ecifically for this first Tine managerial group. For the
UNC this move would be the next Togical step. With the low-
level managers, the UWC would have control of all the Utilco
workers.39 This would naturally increase the Union bargain-
ing power, especially during co'ntr:ct neqotiations. Cur-

B tly, in the event of a strike hy‘any union group‘wit»h!n
Utilco, the Tow-Tewel managers would be the onés sent out o
to fill in. If they hgcame unionized, the UWC would p‘ro-
bably not peerit this form of strike breaking behaviour
thus they wo:‘hi possess the potential to; in effect, shut

\ Ay
down the dafly operation of the Corporation.
~

As was ilTustrated in the previous discussions there
\ are many factors which interact and influence a worker's
t U tendency toward un!onization. Thé «factors noted during the
, .

f
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Utilco campaign varied from the w‘quer"/s/hune and peer
aroup.members, \perceived status gaps with other worker
levels and the inpact of both UWC and Utilco campaigns.
The',final result was that the clerical grévp at Utilco
were successful in their unionization attempt, and now
the Corporation must accept and deal with this new force

in the most mutually beneficial-way possible.

As for the fi\ture the UWC, Tittle can be 'said.
It may be quickly coming to the end of its expansionary
period. For such a young union to have moved across the
entire country and have successfd1ly organized most mem-
bers of an entire industry has to be a source of pride.
However, where can they go from here? _They basically have
50 choices if they wyish to avoid stagnation, which, ina a
climate where ng‘s are constantly being 1o§t-to technology,
would eventually lead to a union with reduced power to bar-
gain or protect its members. The first of these is %o ex-
pand outside-the utility industry, as it has done in its
merger with IUREMO.. This opens'the door for new areds of
qrowth. A second"chn(,{e_)s/, o expand further within the
utility industry. This=Teans exbanding up the hierarchical
structure of the organization. This is a solution posed by
" Hamermesh (1971), which he sees as a way to gain fincreases
for present clerical or nmte-gol‘lur union m;mhers. How-_

ever, for the UNC this would pose many new problem areas,

.
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such as possibly introducing a conflict of interest sit-
uation where the membership 1nclude; both the clerical
workers and tradespersons, plus their first line of super-
visors. Also, there could be possible problems with gov-
ernment labour legislation concernfng who should be de- )
fined as manl‘gement. Therefore, if the corporation opposed
the union such a2 management unionization campaign |n1ghz . ’
find the proposed members are ntﬂ eligible for union mem-
bership. Another- area of concerd would be the union .cam-
paign itself. It has been demonstrated that the higher
the, worker's position 1n- the hierarchy, the more he will

identify with the corporation and its policies. This may

prove to be a tougher battle than the Union wishes or is ,
“prepared for. In any event, the discussion of the future
possibilities for unions™ is not uithin the scope of this

thesis. However, it should cernhﬂy be an 4ssue of fu—

ture research and a concern for all those involved, /

: .
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People are not the simple prqduct oY the farces

People are not

he

effect’

J

or 'the cause' but both one and the ofher at the
time

Theo Nichols & Huw Beynon in

Livin

7 v
g with Capitalisms:
1977, p. 77

Class Relations and the Modern Factory,
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Within each worker's cu\ture there exists a formal
set of ideas about how its part(clpants are expected to
behave, feel and think in a specific social situation.
Pavalko (1971) concluded-that eachsoccupation may have a
readily distinguishable or unique idea about what its N
members’ goals’ or aims’ should be and how they should ‘behave
to reach these ends. Within the corporate §ett1ng these
ideds muy be typlﬂed through concepts such as he1ng a
"':orporate man", amhitiou:. competent in nn gs Job, and
troublemiker. Also, as in Utilco, these concepts have to

. be balanced against one' s peers or reference group norms

’ and expeceat(ons. Under certain circumstances, such as.a
unlanizat\iaq attempt, the worker also faces other forces
which demand his attention. On one hand, the nnrke’r nust
deal with sometimes intense pee‘r pressure, while, on the
other, he must .VMF any significant cnnﬂic_t with the
corporation and its executive managers: As We gbserved at
Ut#lco, there were.numerous factors which influenced a X
worker's decision concerning unionization. There was no
readily distinguishable Eul_e about how to.behave and even
the goal was uften.conf'using_ - "Do I_want a union?"‘j"ls

@®this my only alternative?’  Most ua‘rkers will attempt to

avoid being labeled as a "corporate man" by his p’eers. or

" as a "troublemaker” by his supervisor and other managament.

_Consequently, in order for us to undersund th! process: cf
unionization within th: individual worker, we must under-

stand the primary variables involved and how Niey interact




_company attitude of. the worker.’
o )
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to culminate in the pro-union ’nr pro-compafy worker.

Utilizing the available Jiterature on the-topic
and the data gathered from the Utilco case study* a model
of this interactive process has been developed. This Q
model (refer to Diagram 1), consists of six elements or
components, each being composed of a group of related
individual or ‘associate factors'. It begins with the
worker himself and diagrams the possible role of each. . ) ‘»

e'lementlin the process leading to the pro;union or pro-

O I =
“The first component of tha‘ model is- one which, in

effect, can start the process or end lt‘ l-lu;dlat‘ely. This
component is termed 'issue perception' and involves the *
worker engaging in conscious, de‘\iherate‘ thought on his
present work sftuation. He is faced with the task of
decjiding if there are problems or possible future problems
in r\is work 1ife which can be best so'lve‘d by a form of
congcéive represent.nlon. Also, is a union a viable
alternative for this representation? If, after thin‘king
through his sl.tuatiop, the response to. these questions is )
that a union will not.help, 't{nun he will bypass all the J\
model's remaiping components and decide not tolquppurt a

union and perhaps even become more pro-inmpnny. 1f, !mu-

‘ever, a urifon does offer the best viabie alternative then

\
the model's other components will come into play.

B
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The model's next series of components impact on
the worker simultaneously. They constitute the worker's
prime considerations when making the decision as to

* vote either for or against a union: This group is
composed of three components’— internal, ext‘ernal and 2
corporate, representing the three areas of the worker's
life relevant to his work. These components are distinct

‘fron the medgl's first component in that, in the first
component the worker decides i’f thre are enough problens
to warrent cunsldera;:lnn oil collective rep'rese_n'tatinn .as a
viable a1mrnat]v’e"m¢thod f%r improving his s'tua‘ti{m. In
the second, third and fourth. components the worker reviews
some of these prnb];ms and benefits related to his worklife - /
&nd which contribute to the decision as to whether or not
he believes this specific union will help or hinder his
personal situation. Also, in these components are factors

impacting on the r's decision at 2 less concrete or

" subconsciouy level (e[g. peer pressure, conformity).

: » is
e 'internal component' will be discussed first
because his represents the wérker's most obvious cum‘:erns.
These éoncal_'ns stem ﬁrectly from the day to day quh and
are ‘conscinus'l; faced every aay‘ For, the purpose of this
model, seven individual 'associate factnrs"’/hava been
sp!cified,'a]thnugh‘ if certain circumstances snm‘e other
concerns may apply “Which would h’e speciﬂg toa p,ecuHar .

type of work or location. X . |




.1) Salaries alnd benefits - Although this area tends
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.

to be the one most often vocalized by media and
union sources, it is not necessarily an- important
factor in the worker's decision. For example, in
Kuyek's (1979) study of .Bell Canada, she noted
that in an effort to offszt a unionization ittemnt.
Bell 1ncreased its zmployees‘ wages more often tnan
normal, introduced a stock purchase plan fo!
employees and set-up Joint Conference Committees
(i.e. employee-management committees ’for the|
nurpose'o‘f expressing concerns associated wir‘;h'
nork).v These maneuvers fl'ned-ta suppress the
unionization movement.
2) Job satisfaction - This aspect tends to be r
‘somewhat broad and general in its definition. It
re’l_ates to the degree of personal satisfaction the
orke'r receives from his job or from the product
of his labour. It excludes any satisfaction whi“:h
might be received from the other aspegts of the- |
job (e.g., the other internal factors discussed fn
this se:t!on) ) . ‘
3) Securﬂ‘y - Such clauses as “bumping" and ¢ -‘
"seniority" found in almost all union contracts |

I
illustrate the importance of this aspect. The !

I
) . | EEs
concern is even gre;ter duning years of econnmici §

hardship where b upties, lay-offs and sTow-
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downs are lo\re prevalent. During the UtiTco
campaign workers saw friends who they had worked

with for years get laid-off or, demoted, all ln\he
name of 'gff‘#jency' or “streamlining”. As we saw
by the case of Ruth (i.e., the clerk 'who avoided
being hid-of} because she was “in-good" with her
_boss, “even £hough she had Tittle seniority), the "
concern of most workers about security was not onl
popular, but ol;yiously valid. Workers want to feel
that tnqi-r lgng ye.;rs of labour for a COI;IFany do‘ '
count for something and do vprévlde some forn .

of security." / '

4) Physical environment - This aspggt\of the
internal factors includes concerns such as safety,
cleanliness and physical comfort, as well as phy‘sicn
barriers which inhibit communication and assqc_iat-‘
ion. The importance of the first group |s_obvious

- who would enjoy working in an unsafe or dangerous
environment, or working in an office infested ;{ith
insects or rarely :lnned.' or working. throughout

th’e year in an office where it is too"h‘ovu‘r where
there is no ventilation? If a union.could offer
help to correct these conditions, most wauld be -
willing to consi!er it.” The second portion of

this concern_is the physical barriers: which c‘reat;a

psychological impressions within the Nm‘er.-‘ For
[ ¥ ) F .




-141 -

©unionizationas a means to e]iminate'fa\.mritism or
to guarantee that proc‘edul‘;es’ such as "jg#™posting"
are 1ntrodu_ced ir;to the workplace. They are often
resentful of -the corporation for not giving them o
-the advancement alluded to when they first joined

the corporation.  The rl:ppnsite is true of those

. Who believe they are upward}y mobile - they tend

toward thé pro-corporate vléu;. These-.are workers
with.a future éna who. see, or believe they see,
evidence of how the corporation is taki‘ng care of,
them. . i ‘ = . =

6), Work peer;s = As. was evident in the Utilco case,

Ja.worker's co-workers area prime facfor 'when making

a deusion s to whether or not tnlvote union.
During the campaign meehngs, for examp]e, many
workers adm(tted to slgning Unlon membershwp cards
only because the ma_\ority e‘f ‘their co- workers did.
Had xhgy not signed-up for the Union, .they might
have heen" ;ub.jeéted to- peer pressurej .along the
Hnes of: that applied to group deviants’ (e. g‘ being.
exchn(ed from greup cumlersations and so:1al
activlnes) This aspect is especlﬂ”y 1m\portant
Coin \:he case of" workers who, are "sitting on the )

fence" N

7) Sactal group contact - Most urgan(zations s'uch N

as’ utn:u offer the‘lr em}ﬂoyees many social

'activi;ies in uhichlthey ma, vurt1c1pate. These
. “ E * 5
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‘exum‘plé. Kanter (;977) noted that certain managers
in high carporate pogitions: ma(ntain their prestige
and pnwer hwe!s thrnugh techntques such as a,};rata—
orfgnted appurtenances and by 5urrdur\d1ng xhemse]ves -
‘with 1ow Tevel :personnel. In these. cases, those
higher levels bul'ld up an effic!ent psycholagical

screen around themselves and hence heighten their

own ﬁreshg M Utl'lcn these techniques are

refured t y tbe_lnwer level workers as "lgyelit-

fsv, As.the h{anagerial‘tgierari:hy was ‘ascended, the

office partitions: got higher, the o_f.fich larger

and ‘more impresﬁve, ‘etc:. These.physical appurten

ances have creatgd a, screen \4h1c 'can b‘e pierced .
easily onTy by thuse of the, same strata or )ngher-

TM! form of ps.ychuwg\ca"r cnnstrai t causes workers T
to seek . so'lldarity;lithia their ow%‘organizatmnﬂ
‘Ieve'l. s . . v V
5) Muthty - The wh!te co'l'lahufﬂce workers

lnterviewed genera'l'ly expressed some dngee of

: ccncern abcut their mobility w‘lth'{n the Corporat oM.

Snme saw their futures filled nn]—y Nith bTocked
avenues of advancemam.. while others meyely wanted

a move to a differfr\t type of job. Those uorkers

with dlmlnlshedpppnrtunnies For! prnmut{on will ’

tend to’ suppur‘t unions as a methd’d qf reJectlng
the cnrporat{oﬂ s- Iaglt'lmncy. They ;also favor”,




- 142 - -

clubs vary, but can basically be'd!viqed into two

types - employee-oriented and employer-oriented.

The employee-oriented activities are often sports

leagues (e.g. darts, curling and hockey) or hobby-
— arie’nted (e.g. photographic or philatelic clubs).
These actlviti_es tend to be ideal spots for the
promotion of ;ro-unia'n attitudes. They almost enuv;ﬂy
exclude. dominant corporate ""”ue"m when in
progress.‘ This type r_na'y be’ g:ontrasted with the
employer-oriented activities. For.example, at
P»t('lco_qhe'would be the Senior Citizens Association.
Th{§ type.of group is operated and funded Targely
: by the corporation. It often benefits the z
A comuun(t} at large and thereby acts as a public
relations organization for the corporationy In
. these leeﬂ;\gs there is nft,e.n a gr.eat concern as
to the corpohation's needs and opinions. Therefore,
workers who part'_ic-ipate in these groups would be

subject to a pro~cn'rpor.ace’nr lnti-unlom}tti;ude‘.
-

‘Thq second .af the three compaqénts mentioned earlier is

termed 'external'. This comp’oneyt covers factors

external to the employee's work environmint. fhéy are

‘doncerns the worker must face while, ome or visiting i
\

ffiends, and may be thought of eitl ciously or

unconsciously throughout the entire day. is component

. 7
may be sub-divided into two uspectszl

. % .
] o ! :
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. 1) Personal economic' situation - This ‘associate
b factor' brings into play the e{fects of the economy
on the\ life of the indiyidual worker. The effect 4\\
. ~has been illustrated in many studies of union
attitudes. For example, Stern and Murphy (1980)
touched on this area when they noted.that workers
from lower status backgrounds will tend to favor
N . unions more than those from higher status backgrounds.
L ) _This could even be extended by making the assumption &
that the 1“,5 financially secure a worker is or the
» ) more a worker's' life depends-gp the finances derived
from his Jjob, then the more that worker will feel
a union is necessary to\‘};y:ovide him with greater .
security, benefits and, of‘.course, salary: Those
in higher economic levels may have greater assets
built-up during their Tife, more marketable skills
and are able to enjoy the power of their po3ition
. more. Theréfore, they are not as desperate for
union assistance. As briefly mentioned earlier,
this factor also cnnsider_s ap employee"s: social -
écatus. Previously, the aspect of ecnrznm!c )
. . status was note‘d. Ro’wever_. for-the pu&pus‘yer of this
model, social status will be treated under the same -
component. The principle behind this idea is that-

{ white-collar workers ‘mostly are middle-claSs ‘and ° "

i
|

perceive unions as’belonging to.the lower (f.e.
blue-collar) strata. Strauss (1954) stated that

® _ : & : - iy i
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whitelcollar workers are unique and will not join
2 union unless they believe it necessary to profect ;
their middle-class-dignity and independence which
has.heen denied them by management and the work-
situation itself. Allen (1983) supparte; this amj
concludes that white-collar workers are striwing
_for prestige to maintain their middle-class self-
image which hu‘s-weakened 1n'v:e1at{on to their
economic situation.
2)‘ Fainily and peers - The family and peers outside
the work v]ac;z can exert an influence over the
worker.. This is expecially important if the y{rker
has a close, favorable relationship with this person
and if some family member &r peer has belonged to :
or dealt with a union. A pus!t(ve rnctlon from

L] such a close person, vho had a gond experience
dealing with.a unh'm, can mean a great deal to the

1
worker. Likewise, the contrary also weuld hold true.

The néxt component - 'corpnrate' - involves those influences
imposed-on thmrkzr by the corporation. It, in essence,
represents the formu'l and 1nforma1 raguln‘ions under whicl
the empl8yee works'and which he 15 expected to follow. The
direction these influences take. tends to flow down from the
top 6f the hierarchy. Those who deviate from th‘ls (nﬂuence
or appro:\h tend to stagnate as far as promntion or career

'development are cnncerned. _The three 'associate factors'
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"
of this component are: 1) supervisor's attitude, 2)

. executive managers' attitudes, and 3) style of management.

Effective use of this component by the corporation can N

que’l) ‘union fever'. For example, in Bell Canada, union-

ization was effectively controlled for a long period by

the corporation either intimidating workers.into silence

or convincing them that the Company had their best interestsy o

L
at heart (Kuyek, 1979). In the discussion of the three

i oy
aspects of ‘this component, one should keep in mind that it

app]ies psychological pressure specified by thé_carpurate o

board against the worker.
.

1) Supervisor s attitude - The supervnsur is the
initial source frnmfwhiuh the worker receives his
impression of the corporate att1tude and, expectat\ons.
It is also the group af managers with whom ‘the
potential unionized office workers have the ‘most
dealings. If this line of managers present a pfu-
corporate attitude and.are themse1ves generally

pru company. then this opinion will influence their
subnrdrnates in a similar direction. lf, however,
?gn‘]ficant portion of the

Jjunior managers is percfived to be pro-unibﬁ,g{hen

as we saw at Utilco,

this would tend\ support pro-union views among »

the clerical workers. . \
2) Executives' ntt‘ltudes - In this group are included
a11 those mnnugers abdve the Ieve1 of f!rst Tine

superv(snr, the department presidents and even the
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Board of Directors members. This group is the
one.u!w’sus trie standard for corporate attitude -
and s‘tyle of manageﬁent. It {\as the power to operate
the corporation 1n‘a manner which those lower in the
organization will understand and accept as being
iv; everyone's best intérest. Unfuréunately, 1n'
many corporations this message is lost as it descends
the hierarchy. Kuyek (1979:91) stated that in Bell
Canada the work was: - . -

clurl& not organized in the b‘est interest

of employees any more than customers. It is

organized in the interests.of jts owners and

it is runin.a.way that ensureS the increased
wealth and power of that small -‘group.

' One wonders "if this was also perceived by the

clerical workers .and even many <_:f the pro-unicnv
Jjunior managers ;t Utilco, who, while they were
being told their salary increases would be minimal,
saw the deyittment'-dire:‘tor‘s ;nd Corporate president

receive new expensh’u cars, or saw shareholders

) receive’ Mgn rates of: return on their monetary

mvestnents and the Cnrpor-tlon 1tse’|f make record
profigs. If this: type of attitude (i.e. owner fifst,
t;uen executives, then customers or other workers)

is percelvad as being present at corper‘lt1nns like
UtHco. then undernandab’ly the cler{ca1 office
warkers or junlor man_agu's -would see themselves
a's).hevini close to the bottom of y:h_e 1ist. The big

Yfﬂr‘enca betwun';he groups fs that unlike the .
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owners or executive managers, ‘the clerks :an‘not by
themselves improve their ‘lot. They will begin to
look for help elsewhere in society and m'_any find
this help in un(ons. Unions can offer these
workers protecnnn agalnst the stronger corporate
group and strength in bargahu;rg “for improved
benefits and conditions, whﬂe at the same -time
providé ‘a source uf so](dar{f.y for. its mzmhers.

3) Style -of management - This 'pssuciate (actor

of -the corporate cnmpongnt considers the type df .
Drgéniz‘ation, power structure 'and 'metn’nd of

admm‘lstratwn within' the :orpcratiun Y This aspect )

will estab'lish the basic puhcies for the supervisors

and execntlves in. running.the nrganizatmn. It

could favor a humanistic or employee-oriented

. approacn. chh tends hot to be. cost efficient For

“the corporation. or it could favor. the other extreme

of Corporate efffciency, which would 'be cuner-orient-
ed. Fur examp]e, Kuyek (1979) found- that -one sucb
uwner oriented techn(que has been used in Bell

Canada for yenrs. " This- is'termed "sclenuﬂc manage-
ment" and, the dins!on af labour brought about by n
is stHI a v1ta1 part of. Be'l'l s mananement theory. N

,Accordlng to Kuyek, muoh emn'lcyee dissatisfactimj

results from'the. subsequent alienatiod. -Bell has
justified many of the’_managel}nent theories through

1is own vers"‘lnn- cal]ed" "functional organ!iétiun".-'
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This basically is the system at Utilco where
allocation .of labour is dictated by the functional
r_equir.'enent.s offering the maximum benefits to the
brgéni‘nuon. One advantage which the UWC possessed
ua‘s that throughout the campaign Utilco had intro-
duced and was usin: e~SMC "efficiency experts",
which tended“to draw even more‘ttentﬂan to the
Corpdratigh's owner-oriented apprna_zh. The fact )

1 # .
that clenks were timed ard had their.tasks all .

. recorded |was ti!e deciding factor whh:h’ convinced

many .of them that union protectlorr uas needed. As
this example 111ustrated. the dehunninng effec!s
of -certain styles of management. can dnd do ,affect

unfonization attempts and attitudes.

Also, another effect nanaqemeni styles have on

workers can be found in the resulting degree of

> . ” ] :
association which workers have with management and

. .
the organization. A system where workers are made

to feel more like machines will reduce association

. and thereby fncréase pro-union attitudes. To prev-

ent this form of employee division, corporations
shiu"lq work ‘toward equal and just benefits and

treatment fo‘r all,emp]éyees - workers and owners

" ‘alike. Instances where ex#butives are given greater

benefits than the workers.below them shculMe
avoided. This fs especially important during. hard .

|
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economic times where the common worker is having
enough problems paying for his basic necessities
and is being forced to cut back on his few
luxuries. During these times he does not "
appretiate, for example, a corporation which
rep;rts record pro‘fits. gives its executives new,
more expensive cars and its U\aumﬂde.rs increased
div!dends. yet tells its workers various cut-backs
must be made or restram: (myosed on their salaries.”
Corporations should take care not only to prevent
this occurrence but also to avoid the workers'
perception that. such discrepancies can occur within
the corporation. T.his may be too late- for those
corporations which presently have unionized employee
groups.* However, in these cases ser‘!ousrcunslderit‘-
.'inn should be given to involving the unions and
workers to a gre_ater 4degree in policy formation
rather -than bringing in policies and having the
.unions disagree with them at a later date (Beyer,
1980) . » ,

The ﬂ.ftnvéompunent'of the‘;model is the'union/corporate
campaign'. Ip these days where trad|t1ona11y blue-collar
unions are mov!ng in. llld trylng to nrganue white-collar
workers the type .of campaign u_aged is growing in importance.
Many resurche‘rs cited thus fir have found evidence of a

status gap between the blue-and white-collar worker and,
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= as indicated by this study, another gap b,etwee.n the lower -
and upper status levels of the white-collar workers v\'s
continually increasing in both size and importance.
we accept the existence of at least these three distfinct
worker gro}xps, then we must assume each has certain \nique .
characteristics. Accordingly, the most effective means
to organize the Anl\{te-co'lhr worker -uguN be to bring into .
play those characteristiés im’pnrtant to that group. For
example, ‘managers typically stay in t?g workforce 1unF‘\
than clerical workers. Therefore, a unlion campaign to
6rganﬁze managers might emphasize long-term rather than
short-term benefits. In‘another case a clerk in.a large
office buildipg uoulld be n‘or;' i‘nterested‘ in Job_nnbl'l(ty’
than a s;i}led tradespersoﬁ who is trained only as a welder,
for exphple. Here the union coald emphasize job posting or
transfers. The philosophy holds true for the corporation Z
in its desire t‘o defeat the union.. If it is realized that
2 gap exists between the two white-collar groups, then it
would be in t;!! borporation‘s)nterest to minimize this
difference by eqphaslzing how much the lower white-collar
wrkers are similar to and part of the upper corporate
strata. Here, an emphasis could be placed on the'vinrkers'
concerns. and more ‘cons['dg;'atw g.iv'en ‘to the ;>ph'|1ons of
this group when making corporate decisions.

According to Blum and Plovsing (1972), the most’

effective techniques in white-collar unfonization attempts
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a;e large amounts of agitation, prwa’ganua and personal
contact. This implies that to be effective unions have
to campaign harder ihan they did previously and utilize a
different style emohasizing the above three techniques. The
inc:‘eised emphas’ls. on these techniques would be especially
important for blue-collar unions which are trying to
expand into the white-collar workers; area. These unions
would first have to oyercome the-stigma of being a blue-
collar union only. Because of the gap between the blue-
.and whitg-:oll'ac wo}kers, unions would have :to e’l|‘m1uate yor
reduce the effect of this stigma in order 'to be effective:
l In the case of ;he UWC its approach was to emphasize they
had a great déal of experience dealing with clerical workers’
in the 'uti'lny industry- across Canada. Even though they
also represent many lhlue-co”a‘r groups, it was the white-
collar office workers which they emphasized. Also, as was

included in Bain's unionization model, the corporation's :

degree of anti-union attitude during the campaign will

- swing many of those workers who  were, up to that point
undecided, toward the corporation. Blackburn and Prandy
(1965) listed the agt1!ude'of employers as an 1m‘pnrf.ant
factor in determlnfng the degrﬁe of greference for a .,
union among.its wé’r‘kers. Effective employer oppos1ti‘nn

“to a union campaign is vital for the ‘campaign's ultiin‘ate

/ failure. >

- .
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The sixth component is the 'cohesive worker force'
present ghroughout the campaign. It is the presence of this
force or worker bond which will help maintain the campaign's
inertia and keep the workers interested and together in
respect to their attitude. Without a good, solid bond
among the workers any unionization attempt could easily fail.
Apathy will set in and.-‘general'ly, the apathetic worker will
favor the corporation, because jt offers the path of least
resistance and risk.

' Also, under this component the concept of "union-
aténess" may be introduced. This is a measure of the
committment of a body :; the general principles and ideology
of trade unionism (Blackburn and Prandy, 1965). This may
be applied to the workgrs' degree of committment - do they
themselves, as individuals, have a high degree of unionate-.
ness. In other words, are they ready "to be identified and
registered as trade union members, or are they prepared to
be militant, if necessary, to achieve the union's goals.

A high degree of ‘worker unionateness' wv.ll significantly

improve a union campaign's chance of success.

As this model illustrates, the resulting interact-

ion of.each pf these r.é ponents will produce either-a pro-

: anion or pro-:orpbrate attitude within the worker.‘ To

extend this concept -e,ven further one could attach negative
and pnslt’ive values toeach component. For example, under




. Ka]ues. o 4 3

“ this study and~1’ntegrated model merely illustrates the 'major'
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ideal conditfons, for unionization, one could expect the ;
majority of the components to be exerting a positive 4
influence Foward unions. In other words, the® worker would

have to believe that there is a need for a union (component 10y
.

_his/her homelife would be supportive of this need and s

alternative ('companent 3), the un(.on‘s campaign would be
effective in pointing out the worker's problems and offering 3
viable solutions and/or the corporate caimpaign would fall .
short of its pro»}t;:rvpuratg quacﬁve (co;npar'\ent 5); alsoy,
there would be a good degree of worker solidarity behind
the union (component 6). ‘At the same Hv;'ae the worker's . : ;
interna] Job situation would be‘ poor, "both due to his
immediate environment (cnmponent 2)4ﬂnd the carporation®s
pro-owner attitude (compoment 4) thereby exhibiting negative
values: “A pro- corporate worker attitude wou'ld result from,
.a negatdve value for compdnent. 1 (1 es the worker perceives
either no need for a union, or that a unfon’ woutd not’ 4 -
represent a vuhle alternative for the so\v(ng of Ms -

probligm), or an uvera]l reversal of the other comvonents' o
I . 1

As a_,conc]usioﬁ, it should be painféd out that

factors of ‘the group - dynamics and the artifica] and forma'l
*constraints which affect the white-collar uffrce worker s,
desire for union_jzahom kesearcher_s noyuneed to study’

. . P 1 3 .
the relative importance of the model's 'cmpponents and' their
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" ' effects on e_mpioy_ée motivation and attityde.
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- - This .research is essential for mutually beneficial

grouth “to occur in the areas. of corporate: human \relations
and broduce(wty It 15 a we,l'l known’fact that status,
pnwer and hierarchlcal structure are major constralnts -

on motivatlon and w\r‘kers athudes‘. Therefore any i
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1tsa'|f wil’l solve all the prob]ems’-ﬂ

hing is done

and both the corporat\ons and un‘lonl"co ue- on‘their' e )
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SECTION 1

v

The &ffett ofeeconomic forces on labour unions is ot
only limited to the Hnanc‘laﬂy well-off industrial
countries. For example, in Mexito white-collar unions
have relatively 1ittle power and generate little in-
terest among the white-collar workers. This might be
due toasthe sustained economic growth in white-collar
areas or stability relative to blue-collar areas which
provide apple job opportunities, thereby increasing
the workers' security and the neutral position of
government (Blum, 1972).- In Poland also, the economy
has helped provide the government with the necessary
rationale to attempt complete suppression of indepen-
dent unions. -

2: The -portion of the employer's operating expenses attri-
] butable to .employee salaries varies according to fac-
tors such as how labour-intensive the industry is and
how. comparable 'luhour market wage- rates are.

e lt 1s interesting to note ‘that even in '1875 The Bu11nck
ort - A Committee of Inquiry on Industrial Democracy
1n Britain, had as its terms .of reference that - "Accép-

ting the need for a radical e:\tenuow of industrial de- .

% mocracy jn the control .of companies by means .of repre-
sentation on boards of directorsl, and accepting the
.essentfal role of trade union urganlzaﬂons in this
process, to consider how such an extenslon -can best be
achieved ..." (cited in.W.B. Creighton's The Bullock
% Report: The Coming of the ‘Age of Democracy, 1977, p.1).

B 4. The two main alternatives.for extended control accor- *

ding to OFden (1982) are worker directors .and extended
issues in collgctive bargaining. Thus far, the data
on these alternatives lead to inconclusive results.

5. Mills (1956) supported the distinction between the twﬂ‘
levels of management in their involvement with othe
3 employees. The senior managers: rarely had dealings

with those in lower levels,: while the reverse was true

of Tower or junior manaqers

6. In a recent study of - union memb!rsMp 17 the United
States, Fiorito (1982) d'lscovered the opposite tremd -
dur‘{ ng high periods of inflation union’membership sug-.

ated. He stated that this trend required further
study. in order to explain it adequate!y.
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This need for protection by white-collar workers is

exhibited in the newest policy available from
insurince agencies - that of job insurance. Under
these policies workers may purchase insurance which
can cover their salary in the event they are laid-
off for any length of time. The success of these
policies confirms the need within the white-collar
workgroup for greater security.

A more detailed description of both the Corporation
-and the Union will follow |n other Sect(ons of this
study. o .

SECTION 2

9.

-

-
11.

Throughout this thesis the names of employees and -
other minor details have been altered to protect’ the
identity of those involved. It should be noted, how-
ever, that these changes in no way affect the overall
description of the'organization. -
Utilfty Corgnration tof Newfoundland-in' the "1982 An- °
nual Report", p. 3.

Those clerks.. in secretarial positions and confiden-
tial jobs who are exempt from the un(un received
their increases on schedule.

12. * A¥so, Caplow (1976) stated that partlt{uns or physfcal

6.

barriers such as a row of filing cabinets, etc. tend
to inhibit communication and create an elitist feeling
among those.who control entry into the space inside
the barrier. .

Erv!lq Goffman in 'The chlracnr{stlcs of total in-
stitutions™, 1980, p. 320 «

This 1s encouraged through tha Cvrpnrnt?on contrlhu-
ting toward a 3 rship fees in community
clubs and .organ ons In this way the Corporation
-extends its 1nﬂuenc even more in the worker's per-
sonal life.

These 1n:1ude darts, bowling, racketball, cuang.
knt'nq, hockey. swinming, softball, and soon - volley-
bal

This has also been noted in a study by Kanter (1977).

e S
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17. The SCA was, at the time of writing, the largest ip-
dustrial social organization in the world, accordiyg
to Utilco publications.

18. Dubin (1968) states that sociability may be the su]e
reason for the existence of informal groups. Their .
social activity may be independent of their working
relationships. If this happens, the group may become
neutral toward the main organifation's goals. To
avoid this problem and to%exert greater control ‘over
the total lives of its employees, the corporation
could organize an informal organization within its
own structure.

<
19., Linda has been in her technical job more than 11 years.
In this job she has trained many of her sunervisors
and all of her co-workgrs. 'The last-two years ha
seen her co-worker promoted and a new co-worker . (Shei'(a)
/a as well as a new supervisor introduced.. Both new
grouo members are in their early twenties compared to
\Linda's fifty. They are “know-it-alls who don't care
about the job 1ike I do", Linda once said. In her
cross-training, Linda often neglects to tell every-
thing, keeping certain knowledge or tasks to herse'lf.
thereby maintaining a ‘superior group pesition. .

SECTION 3 > .
‘

20. Clerical job evaluation took place approximately three
years ago, and job worth points were assigned to each
clerical position. " These .points were then banded to-
Lther and positions were grouped (nta clerical levels.

21. This prem{se has been chal]anged by Heritage (1980)
who claims' its impact is minimal on ‘clerical unfon-
ization. He stated that employer attitude, govern-
m?r;it policies, and many other factors-are more sig-
n

22, Throughnnt this study reference vﬁ” be made to The
Research Section mini-study which added support to
many hypotheses.. There were two main reasons for the
choosing of this, group.. - 1) They are considered to
bedtyp;ca]' of’ gth r Company-groups based on age, sex,
and_jol c ass‘.i icaotlor& vnr!abblles.tan:ndnzn us "!‘CEUE-

sistent’ vecords on 12. Further information on .this

m|n1 ~study'may be found in -Appendlx g i
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The .importance of these: factors in coutrolHng de-
viant group behavior has been illustrated in-studie
“done-by Fregdman (1970) and 6ross (I1965).

This type of conforming ‘behavior can be understuod
if'we examine the concept of a reference groyp.
Kelly (1952) distinguished two major functions per-
formed by these groups; 1) Normative function - they
set andienforce standards or norms of behavior. 2)
Comparison function against which a person may eval-
uate him/herself. This was expanded by Shibutani .
(X )55) who added two'furt functions.” First, .it.
be a group in which afperson wishes to gain or
mahn:ain acceptance.: Sec d'ly. group's perspec-
ives may constitute-a frame of r erence for the
indlﬂdua\ members. o

‘ Utncn set up a :umm‘ttee of execque mnnagers. in

February 1981, to, evaluate all. nns!ﬁuns on.a standard
.point system. ' 3 3
S&!cﬂy speak(ng. Level II are :ons(dared middh
managenent. with. the' execuﬂves these at Level III
and above.- However,-for tje purpose of this study
the execut'ves wild |nc1u e. Lev 1

* This trend of executive, -anagemen! being firedolinately

a male domain. has 3lso been discovered in studies
(Kanter (1977), R(tzer (1972) “and Plvalkn (1971),- 1ust
‘to mention a” few. W

To -nurture this fu‘Hng of he(nq plrt of the "tum
within -the workers, the Corpdration offers many perks.
“One such pérk is-the employlee sivirngs plan” .where em-
ployees have the oppn\-tnnity to buy Utilco'stock umler
o2 -cost- snurlng type of arrangement. It ha¥ to be ad- "’
mjtted is is a benefit to employees. - However, *
b|es the Corparation to use ;mploy.ee sav-

it a'lso?
. ings_which thereby helps its capital base, while at

the same time promnt{ng gnuloyee ‘Id!ntlﬂu!ion wlth
torponte goals. .

s, George whnm“u\ywore threa ‘piece

“The exception
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SECTION 4

29,

30.

.
This expansion, and the unions' effect on various
workers' salaries and benefitsihave been topics
for study by sociologists for many years (Raimon &
Stgﬂ){ov, 1969; Hamermesh, 19713 Kahn.\ 1978; Shapiro,
978).

“In an effort to reduce overhead (i.e. "Streamline the .

operation")- and improve efficiency, Utilco, following*
reported successes in CanCorp, hired a consultant firm
from the\untted States to study the organization and
make some recommendations - SMC. These people util-
.ized stop watches, flow-charts ‘and duty sheets they
‘claimed would reduce redundancy-and increase produc-
tion. This group was hired-on a’six month basis, but

+ to maintain their system an in-house qroug was formed.
1

g

31.

32.

this the Corporation termed thé "Productivity Gain
Group" (PGG) Its ‘results. ‘are feared. by-the -workers
ina similar way as those of SMC. ' However, the PGG
is ‘not .as much in the 'Hme -light. ~

This fee'Hng nf a lack “of control.or 1ndependence has
often been mentioned as & prime factor in the white-
collar workers' ﬂesire for unionization (B'Iackburn &
Prandy, 1965). " : o
Bowen. and Shaw (1972)' it their study of clerks wio
were members of .a blue-collar steel workers' union

‘'also noted thls desire for spec1a1 union representu‘

t'lon. 2

Several clerical who initially.voted in favor. of the
UWC at-the meetings, later admitted that, "when I got
home “and, thought about it, it didn't Jook so great

or . "if T had my:tirie back I*d definftely change my vote.
I'd vote against % g Unhm

This was also the: cnnc]uslnn in a scudy by: Morsi (1953).1 i

He found managers believed ‘promotions were ba
1y decided by Tu¢k or on knowing the right person.
This |s also.a very papular bﬂief among the Junior -

managers as well. ~Rarely a day goes by without' hear-
ing some junior manager cite what he/she believes to

be a case involving favoritism. -
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~ g
She stated the trend toward office automation in Bell
was expected to reduce the cler(cn staff’by 20 to
30 percent.’

Support is also found in social psyc)mlngy. othnd.
Zander and Natsoules (1961) concluded people
thize with and-adopt feelings of others whom t! ey flnd

‘similar to themselves.

It is 1nteresting to note that the benefit most wor-
kers felt needed to be improved was vacation. Cur-
rently, most Utilco workers receive only 3 weeks va-
cation until their tenth year when they receive 4

" weeks. Most workers felt this should be changed to

4 weeks immediately and 5 weeks after ten years. This
reflects the workers' interest in leisure time which
many researchers:feel 1s 2 growlng trend in today's
workforce.

“"Workers® {5 a tefm the SMC group hltroduced into.
Utilco to denote those who actually do the manual
and day-to-day work. The execuuve managers are

. termed "managers" whose main job it is to manage or

supervlse the "uorkers" repornng to them.
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Methodology ~ : °

\
9 This study utlees an ethnogr;pnic _approach,” which,

‘|t is felt offers its readers the best possible- understand-
ing'of the. people involved ard how. vrtaus factors. fupact
on-_thurlatt‘i‘tudes. The data used was gathered through <
observation,- formal’ and informa'llln,r.ervjeus. and Tibrary
research. » ! ) i
o R I o bl A

. Since. the 'auth;);r Warks within. the Utilco setting
and has ddéne so for the past six yelrs. lccess ‘to and gg(n-
ing the conf{dence off most utl\er elployees was not a
problem. Also, this working knowiedge of Utilco provided
experience and, '1n‘ many ways point_ed to lrns_unerq efiployee

-problems existed. The job nithin‘ utﬂco_' enabled al;servations
of nn}fe-\ployees to be made without any great difficulty.:

. One of the more valuable’of e observations was,

the -recording” of wearing apparel and the convers’at‘.ions of

a working uctTon within a utﬂ:o de\lrtment. The Research

Section Jus Q\osen becluse it wis n _the nuc!inr %2

versonal work ]ccltlon. S0 there weré no barr1grs to

) anservntiun over the pro1onqed perdod of ‘the three l:u four‘

uavks of this mianﬂMy. Also, the section is composed of

a salcctlon of

p'luy:es from almost all Corporne 1eva'|s.

which prnv‘e a representative sample. *Although this
working 'vroup 1s composed of only 21 employees, it is felt

v
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understanﬂng the Utilco uorker s environ-ent. . el

the |ns‘lgh!s gleanad from 1ts study nould be usefu’l in » )

i ; : The main evvigence ;i'n L‘his séndy‘ ‘resks’on the‘ fun;mv'l B
o . . intervieus conducted with thirty clerical employees and.on
it ‘ . . data and lnxlghts gathered through personally work1ng.|n
Rt e i . Uti\'l\cn Fr? Jnril‘unry. 19_78 to Jl;‘ly, 1984.‘3 The najority 5
the interviews were conducted during.non-work hours at
offices in'the Sociology Department at Memorial University
t : of Neufoundhnd.‘ The ex:ep’tions- were 'thns; clerks who Tived
i -outside the city, which nade after hours interv!eus 1llpl'l=t'
3 ‘ical. In these cases th: interviews were :onducted durlng
i & " Tunch .hours at various locations in and uuund the place
of work. The duration of the |nterv1evs~ varied: from 20 .
" minutes tn close to 3 hwrs. The salpl’. of e-p'loyees for ™=
- ' these |ntervlus ns r-ndu-ly selected from an employee Hst
‘\ ) - using every-tenth name or H’ these had left the Corporatlo.n ..;
{ Yor cotld not'be contacted, then the flext name on.the 1jst |
‘r-‘ & was picked. -.Tha.rnndqm ’§ilip1e as it f.urntd .q% was _‘represenﬁ-
i - atiy, most Utilco departments: Its clerical distributiom
: - corresponded: to" the dctual distribution within the varfous

ﬁévartuents‘. Also, the rivrlsuntlt1vcn!ss ul’s supported
v ege © WPthe Provincial ‘Labour-Board's official unfor vote, ~ This
60 percent -of the clerical.population wanted

' x © “.vote indica
to join the Union.. Considering ‘this survey's sample; 1f the .
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three :’le'r'ks who stated they filled out union cards during ;

_the cimpl(én but would. not v;ot‘e'u'n'lvn in the government ' -

voce hecause they :hlnged gheir n{nds, are excluded, then\\»' N

tMs s?mple uuu'ld also’ reﬂact l 60 pem:ent pro urm.m ]

composition. . Other var!able such as: age; sex and c'ler1ca'|

Tevel vporrespunded to" the actua] c]ari:n! population.

In _g'll_. thirty-three cl‘er(c\a.’l workers-were asked ‘_for,v

an interview and only three refused. One such’ refusal,
typical of ~éhe other two, was an executive secretu:y named
Sharon. Sharon was afraid her boss would find out she had -

been interviewed and what yas said.” Her comments reflected

“the. fear 1an‘y- expressed in one way or another =

¥ No, I can't talk tao you. There's too much racket
‘around .here now.pecause of the Union,. I-don®
.want to make any:more. It'l1] just cause more »’
trouble - you know what_they're (managers) are
¢ “like. ‘ don't need lny more headaghes because -
of this p'lace.

Evan thuuuh “she wns assured the interv(sw and the
results’ would hs k-pt str-lcuy conf‘ldentiﬂ. ihe sti'll
declined snyinnn- "thcy'l! find out, don't yau Horry“

;A’(thounh oth.r c]crks -dmtud huvinq thl: fear nrlglnnny.

they said 1t was soon forgotten. Thulu l!ntons !nr %

'
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. s 5
cnnsenting to be interviewed were "mainly outof curiosity”,
somethinq d\fferent to du",wanting ta.l help out, or heHeving
it was a utHcc issue ‘which needed to be 1nvestigated

Mith regard tn the caoperatian from Utﬂca and the -
UHC, it cou'ld be said that from both sources it wdh practical]y

7 'non -existent. The inltla] contact was With the Un‘lnn which

was asked t§ supply any. backgrpund history that might be”

available on the UWCiand to discuss the rationale 6f the

. present. campaign. "The local rénraszntatjve on numerous

occasions over the 14 monthstudy postponed the.interview
and-stated, "1 don’t have the time this week fo send you

oyt the history pamph]ets" i\fter mdr@ thén 2 dozen dead-’

“lines or. appnintments being” cance]led hy the IJHC organizer.

Was obvious nn |nformation was going to be made avaﬂalﬂe,

1 thonqh the: request was never nff'lnﬂ'lly refused.

. 0fficial” requests sent to the UWC. Presidenc in otfhwa by the

‘ . author and the: t.hesls advlsor. Dr Peter Sinc'lnir. nlso

'_ egard to U‘t”ca ass!snnce, a samewhat ’
diﬂ'erent behavior uccnrreu‘ T.he Hud ul the Personnel
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’ conference area), the request was rejected.
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when it came to sﬁpp]ying .a g\er)‘ca'l list from which to

select a sample, .use of the interoffice mail for-the mail-

‘out of a planned questlnﬁnarie (stampe‘d,‘ _v"ztur*n postage .
B o % 1 &

would have been _subpjled_); o,r.vuse.'of an interview room during
Tunch hours (Utilco'has 17 such rooms in a gentralized - *

The rationale

“used was that Uti'lco dld not want it to look as if it was

"involved" for fear tFe Uninn might c'la1m a ‘breach of
accepted_vlaho_ur practices.’ Luckﬂy another source, by %
N one- close to the Director, supplied the
clerical 1ist from which‘ the éamp‘le was, chdsen; Hoivever,
because tn;re was_ no’ possible method :fny:{distribuﬂnn of
the planned questionnafre to the :lg’rical workers without ’
Utilco assis‘tam:e. that parc of the study was’ cahce”éd.,
Unfortunately,: this has' reduced the confldence that may

be placed in the study s conclusions.

The ;ﬁts of these interviews were cdmplled ‘)

on a master quest‘lonair‘e (Appendix 5)- which was then

analyzed using 2 x 2 or 3 x 2 reference tables. Chi

siﬂ]are tests were applied. -However, due to the small

sample s1ze these_producgj»fﬁ scatlsqcaﬂy s|gniﬂcant

3 resu'lt§. e i i 2 B
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. J PRESIDENT

VICE-PRESIDENT

MANAGER

SUPERVISOR

\ ASSOCIATE 104

ASSISTANT 103

ASSISTANT 10,
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LEVEL IT

LEVEL 111

LEVEL IV

: Dne : fine vhme.

Slngl.e pedestal desk
chair.

Utﬂity bi1l discount
after 10 yrs servlce-
50% .-

Neme, 1 inftial-in .
Utilco phone book. |

Partitions around desk,

hetoht % ft., 1.shbjf.

Single pedestal desk
& chair.

Ong Tine phone. _

Uti14¥y b111 discount
after 5 service-

50% ; after'10 yrs,

Name, 2 initials in
Utilco phone book.

(Partitions around desk,
heig t 8% ft., 1 shelf.

Doub'le pedestal desk
& chair.r

Immediate d‘lscount on

utility bill 100% of
normal service.

Name, 2 initials &
home #, in Utilco
_bhong

Office-100 sq. ft., par-|

titions 5% ft.,
shelves.

2 Guest Chairs.

Double 'pedes’tal desk
| & high back chair,

djate discount on
uﬁ'li y bill 100% o
all service inside
_Province.

Name, 2 lni_ti_al.s_ I\ome
# & TWX # in.Utilco™®

Offi ce-ZDO sq.

ft.,
partitions 7:ft., 2 en- |
shelve

Jam on Office.

1 Work Table
fo ot 2o B0

Small plant(1f desired) |1

Small pictires on uan.

Large wooden desk

& high back chatr, ___
Multiple line speaker
pone= .

Immediate discount
utility.bi1l: 100% on aH
service inside Country:

Name in—capita1s, alt
initials, home # & TWX #|
dn Uttico phone book. _ |
0ffice-250 sq. ft. ,per-
manent walts.

Large & smaH phnu
({f desired)

"99

Large & small mcture(s)
on wall (if desired).

Ottice on 6th Floor
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1 iTY OF AND "~
St _Iohlu. Newfoundland, Cﬂlnda AIC 587

Telex: 016:410;
The Inseitute of Social and Economic Research ' mqﬂma (m; nrais7
+-JO ALL CLERICAL EMPLOYEES Y . g, P
S . . X st =

. Attached is a questionnaire which is des'gned to'be part of a smdy be!ng cun':cted |ntu /

unions and their impact on the office wurker. The study will be utHhed as input .to-

at the effects of personal characteristics, the econgmy lnd Company ‘and Union adHons
on employee-attitudes. = ~ o

It should be stressed’ that this study, while being done -\zh the cn-opératinn of the .

Mwndland TelepHone meny (nf“ TN ) and she Cnnmninunu Workers of Cinada
(CWC), is an indepéndent pro]ect While the cmleted thesis will be availablé to
CWC, Nf1d. Tel. and its employees, the |ndwidunl questioﬂnalres or. my other new m
compiled from t,ha\iﬂl Dot be made avaﬂab\e. .-’
Please note that no name is required and’ ;hat replies t6 these questioﬂs uill hg‘\kx
. confidential. 3 i S, 2

| ¥ 5 . L il 2 CeiTa
Since this type of research has never before been conductéd in Canada, jt§' results ‘could

be very important. Therefore, your sq,nperutiun in nnswer!ng this questmnnaire is

essenthl.‘
%

- - 3 5 S i 0 o sy i YN
campleted questionnnir'ns should be mailed to‘flaudefﬂgqt.,c/o The Institute of Social~

For ur convenlence a sfnTed. addressad. envelope is attnched. If you have '
ques |ops on this study please call l:]auﬂe at home (722-0262) vl B

Thulli\_vou. fnr. your ‘c?-_ouer\ninn.

.2 graduate thesis in the Sociology Department af Memorial Un(versity Yhe aim of ‘this.
p}n_dect s to determine what factors contribute t_o an increase in’ mglon mmersnip. or. .
the introduction of a union element in a formally non-union 'workplace. It also looks p
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! Please answer, all questiGns by checking the appropriate box oF -
o t

[ . writing in th\Tace pmvideu (if more space is: needed use the cd
-back of the page

o e D ~ & 9.7 5
L : In which department do youwork? = = . e .
P © ¥ , Ass Cs. F Ns. P - !
¢ % Nhat is theacvencal 1eve'( o?yuur\joh? o
. . &, 3
N < Ec C D= E= J=: other‘ —_— .
: 1 S . 5 z 23, R ¥ \ <
30 P]ease |nd!cace your ssx‘
. MaTe Fema]e )
[ ‘A, In which of the fol'lowinq age categories do yw be1ung7 S -
5 o d 8 O L 2o o h
L s \Unﬁr 20- <- 20-29 30-39 40-49. 50 & o over X
1 19 K 1u 1™ ik
5. Mhat is your-maﬁtn‘ status? §
B aqued oS ng]e 0%’21‘ §
108 2 7w o
i 6. Is your spuuse a meu:ber of a'union? & = 15 -
. . Yes, No Dues not apply c
P 7. If you are not married, is any member of your {mediate - amily a = AT
member of an ofﬂc1a1 trade union? - &7 By :
’: : - " Ves No  Does not apply

8. ‘Which -of ‘the fuﬁwmg best descrlbes»your atn»tude toward a clerical - H
uniun at Nfld. Tel,

ol . a 8 . 4 )
; . o
i . Extveme y ery Xndiﬁemn& M\very Nok at al1
b B A favorabley  favorable favorable.  favoraple.

: 9 What is the smgle main reason\;(suppomd or npposed a ‘clerical
& union at Nfld. Tel.?

BTN "Support =~ Protection = 8; favo;itlsm =.6; more benefits =2
[ ! Dppnse - 'Will deteriorate re'la[ginships = 5} Tagatheti‘c =
. No_comment ='5 g

10. Were you aware of earlier attempts by ‘the IBEH to uu(nmzé o - ‘
ﬂencal emp]oyees at Nﬂd Tel.;durhg 19827 8 . |

es, No

11. How many meetings, held 0.« d\s:&ss gmﬂmuﬁon. did you laﬁm:l < U
hosted by. the IBEW {n 19827 @i

= ? ':il Moreﬁanii

o o OB tse ol . B
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12. Did you send in a signed union card ﬂl:ﬁﬂg the IBEW attemnts? - - I
g b Y > .

= s .
Yes” o s l ¥

13. Wnat-was the slngfz"lain reasoq you did or did not send in ;

signed union card during the IBEW attempts?

Support - Favoritism = 3; more benefits
Oppose = Ngt interested = 6; not aware = 7 5

14: Did you send in a signeg ynion d during the recent CWC Union
campaign? “g
es No

16: If yes, was Your card sent in prior to February 1, 19837 & '
v ‘ Yes No-

' 16. Did you attend a‘r\y} simnsered meeti‘ngs? ' ,:—_zl " e
‘s . es

17. What was the single ‘main reason you did or zﬂd not af.mnd any CWC *
sponsored meetings?

1nformag|on =405 curiosity = 7; show suvpnrt: 3; insecure ' ® Zi

" Did Attend :

Did Not Attend un
18 1f yes to questlon 16 did you find these meﬁng : 3

5 gl i
3 gytremely Fr’y o Somewhat Nt very Mot 3t all {
tive. R 3nfomﬁve. knfnmﬁve. s [
1 5 R i e H
b) Extremely  Very Sotewhat - NoTvery Mot T all :
- exciting.  exciting.  exciting.  .exciting.. exciting. 3 | \
19. If yes to question 16, did you find the CWC repmeﬁ‘taﬂves:‘
3 : 2
= =
‘ S ') Extmne!y Very Sm\a\n Not very lk)t‘;a:t1 an
v =exdt1ng. exci ting. * exciting. exciting. ,exciting.
. . 8 9 R
¢ :1 = . 0= .
b) Presented Presénted * Presented Exlggaerlted [Exaggerated LY

all points most points the points most points all points

s fairly. fairly. somewhat  in favor of  in favor of ' .
: B s fairly. the Union. the Union.
y 14 5 1, 2
S B y
c) Were extremely Heg-tlljvev:y Her?somz- HereDnot Wem:nlot at -
' £ well ‘well what' vei . 11 d

ry 2l
organi zed. organized. organized. organized. organized.

# .




- 184

v % N
< s

20. How mang cWe 1sgcmsm'ed4meet1ngsz did you attend? . !

O =R =T :

t . 1 ? 3 More Ean 3.

Zl Did you. attend any meet{ngs concermnq unionization held at Nf’(d Tel.
y . during office hours? 17 13 o

= ) ~
LS ° Yes o
22. What was the single‘main reasen you did or”did not attend any uf
the meetings referred to in question 217

v e
. -Did Attend _ - hear Company's views = 12; something to do (free time off) = 5

Did Not Attend . - buSy at work = 5;‘at different location = 3 . . *

2 R —~
- M. If- yes to question 21, did you find’ these meetings: A R
. . 5 . 3 & 1 ;

3 ) = =) o v :
N\ o a) Extrene'ly lery . Somewhat Not very + Notat all /
0 s . 1nformative insfomatlive.’ infumati ve. 1nf0rmat1ve‘ ingorma\‘.ive. 4

. i i b) = =]
s Extmnel Very - Somewhat No#. very Not at all
B excmng. “exciting. exciting.  exciting. exciting. %

" \28. If yes to question 21, did you find the Nfid. T_er.\repre'sehta_ma:

. . g, 1 2. 9 )
. a) .2 = =1

Extremely Very Somewhat Not very . Not at all

exciting. exciting. exciting. exciting. exciting. - .

T -

b) Presented Presented Presented _Ex)ggerated Exaggerat d

an pai nts mst points the points most points all points|

R fairly. fairly. . somewhat in favor of in favor o E = i
. b 12 fairly. the Company. the Company. i
. 2 2 Ce

a
c) Were extremely Ner! very Ner?some- Were pot Were not at
well ell what very all . ’
3y orgarﬂzed. organized. organized organized. _organized.

- . -25. How satisified are ygu with yourg at Nfld. -Tel.?

Extremely Very Somewhat Not very Not at aﬁ
sa\‘.is'lf‘led. satisified. satigified. satis_)iﬁed. satisified.

26. What are the main reasons why you are or are not satisified with .
your job at Nfld. Tel.

ot satisHed_- = g =43 poor boss = 33 poor work = 1 7
Satisfied_- Fulfilling = .63 good boss % 4; variety of work-= 3; freedom = 1
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. 27, Did you feel you had a reasonable degree oflgiob security” , -

in your positian prior to January, 19837
B ® . '

28. How malrg/ years' ;\ave yn; been in your present posi t‘lnn?‘
] &S o . 0.
-0-2 3-5 6-9 10-14 OVE 14,

29. Haveé ‘you requested a job transfer within the 1ast year?

VC} 8 G 22 .
5 s : LI L
30. Do you feel you have a goodésupervisor? ) Ves M - )
31.7D0 you fedl there are pusihﬂ!ties of promotion open to you - ‘
at.NFld. Tel. within the next ten years? . 21 : .

'Y?s W i

32. Do you feel your salary is reasonable when consldeﬂng the work~alN, \
you do and comparab'le sa\aries“elsewhere *in the community?
A 1
l X oo 5
. ® . o L

23 Do you feel that over the past fivéyears craft and/ar operator
employees at Nfld. Tel. have gained more in tiﬁa eas, gf salhries ®
and benefits than the clerical group has? c:!

Ves Mo No Idea,

34. Do you. that-over the past five years management emplo;
at, Nfld Tel. have gained more in thhareas f, sa'lames and heneﬂts
than the (elerical group hai i

Yes “No |

35. Do you feel that you deserve more company benefits (e.g. increased
vacation, greater health benefits, pensions, etc.)? P 18 G 12

36. If yes to question 35, which ben'efi ts do you Fee'l» should pe
improved? * yacation = 11} equa]utﬂitv concession = 5; ‘pensions &-
hiealth = 3

37. The attwtude of your supervisur wward the Union for clerical was:

Pm-%mpany . anif? rent, Pmﬁnlnn . .

38. The attitude of ‘the other clerical persnm\el' in ynur work gmup
was mostly:
Pro- Campauy. Even'ly mixed. Prc Union.

Sy




you feel Hfld. Tel. cares about¥ou as an #adividual
Et))sed to you being "just another number on their
? . 3 “

11 8 11 . X

. Very much. ome. ' Not very much. Kotvnct] an.
’ 40 Are there any additional coments you would Tfke to make? /_
.\ : .
) £
- .
: ; N ; i i 3
x5 Thank You. L . R st & 2
*= g0 | T~ ]
o . 3 . . . L H
v !
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- , . APPENDIX 6
o = . .
; a, o Iee1l )
! lNFORmL “CONVERSATIONS (%
) RESPONDENT i
= 1 . lioa3 Loz J E 0 TOTAL g
P;
, I |nfa 11(85) 2(18) - -p - - | 0o
1L |32(24) 83(63), 11(8) 1(1) 1(1) - 2(1,5) 2(1.5) |132(100)
“ Yoas3| 11) -1208) sa(se) (1) 22415) 5(a) | 3e) | 12(100) .
5 y — - e R )
e ; . 7
mlTIATUR .lmz- r 3&) 7_8(,45) 11(7) - 22(13) 30(18) '24(14) | 168(100) 2
) - s2(48) 15(14) 31(29)  o()  1(1) |108(100) ;
E [ - .- o(5) " 31(22) 55(33) 37(22) 31(18) | 169(100)
b | - . - 1a(e) e27(11). 27(11) 80(33) 93(39).] 241(100)
. TABLE 2
) ‘ . MORNING GREETINGS
. NOBODY . MGMT ONLY ES. EVERVONE | ToTAL |
— T &% .. - . KT ;= “d00 |
b8 < T 2 T 99
NGHT. Tiog 7 ® P Y wo |
LEVEL 1 | !
! 103 2 14 1, 38 100
. Lo - - i 7 L L s 100 ,
fe . NOTE: 5 N

The Initiator was deem’ed to be the person who Spened the conversation or
who physically went to the respondents location, with the intent of en-
tering into a sqch! conversation, which the. responden may have actually

|
|
1
‘i
|
|
opened. . . 1
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i ) g APPENDIX 6
d & ER TABLE: 3
% . WEARING APPAREL - % _ (Males) .
3-Piece 2-Piece Z.é:iece casual TOTAL
Suit suit sual Wear B
1t 79 . - ¢ 2 o 100
g .
1 4z N9, R T 100
* HANAGERIAL se Ty PN %
e 23 32 46 \- 101
LEVELe _ 10%- : b AL P v
P L T 28 23 o 53 \ 100
oz, “ - s L33 a7 <100
gy, T _TABLE & :

WEARING APPAREL-% (Females .

.

© FEMALE

‘- LEVELS (

W o e . s
Business Intermediate . Casual
30 Cose ST - 100
I IR 67 .26 . 7 100
G - : 60 40 100 |,
5 0 vy o ket T e 287 100
= =~ —
© = 1 skirt, bifUse, and jacket :ombtnmn'n.‘* )

v  Ccasual slacks and blouse combination. .

= o Py

g 5

4 . P .
Fashionable dress, shirt and blouse, slacks and ‘blouse combination.
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