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CHAPTER 1 

INTRODUCTION AND PURPOSE OF STUDY

Introduction

In  th e  United S ta tes collective bargain ing  (CB) h as  been th e  p rincipal 

in te rac tio n  betw een  unionized w o rk e rs  an d  m anagem ent in  the  w orkplace. 

The m ain  goal is  to reduce  In d u stria l conflict and  lead to te rm s  and  con­

ditions m u tu a lly  sa tisfy ing  to both p a rties . The 1935 N ational Labor Relations 

Act (NLRA) fo rm ally  estab lished  collective bargain ing  a s  the  dom inan t fo rm  

of in d u s tr ia l dem ocracy  fo r w o rk e rs  to gain Inpu ts in to  th e  decision-m aking 

process.

In  rec en t y e a rs , e ffo rts  h av e  been m ade to f u r th e r  ad d ress  m u tu a l 

in te re s ts  by  th e  e stab lish m en t of fo rm al w o rk e r  partic ipa tion  (WP) processes 

w h ic h  a ffo rd  w o rk e rs  g re a te r  voice in  w orkp lace  issues. These jo in t e ffo rts 

a r e  n o rm ally  re fe r re d  to a s  q u a lity  of w o rk  life (QWL), q u a lity  c ircles (QC), 

em ployee invo lvem ent (E l), etc. Such ac tiv ities  a re  com m only adopted in 

response to grow ing concerns about the  need to increase  p roductiv ity , en­

hance o u r a b ility  to com pete in  dom estic and  foreign m a rk e ts , and  im prove 

th e  q u a lity  of w o rk  life.
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While these w o rk e r  participation  processes a re  u su a lly  established 

w ith in  th e  CB fram ew o rk , re sea rch e rs  and  m an y  p rac titio n ers  generally  

advocate keeping the  tw o separa te  (Kochan and  Dyer, 1976; Rosow and 

Zager, 1982; Cole, 1982). This position m ay  be im practica l a s  w ell a s im ­

possible to m ain ta in  w ith in  the  organization. Rankin (1986) believes the 

practice of separa ting  the  processes is fundam en ta lly  flaw ed. He sta tes th a t 

"w hile the  separa tion  of QWL and  con trac t negotiations and  adm in istra tion  

m ay  have been politically and philosophically useful, it  Is best described as a 

convenient fiction" (p. 3). M oreover, a rev iew  of c u r re n t  re sea rch  on the 

effectiveness of v a rio u s  WP effo rts seem  to support the  prem ise  th a t it is not 

operationally  possible to effect a  d istinc t separa tion  of WP from  CB over tim e 

(for example, see Kochan, Katz & M ower, 1984).

Puroose of the  Study

This s tu d y  a ttem p ts  to de term ine  if th e re  a re  em pirical o r practical 

reasons fo r fo rm al w o rk e r  participation  (WP) process to be independent from  

the process of collective bargaining (CB). Also, since in  unionized env iron ­

m en ts WP effo rts  a re  generally  en tered  into w ith in  the  CB fram ew o rk , th is  

re sea rch  seeks to determ ine  the  ex ten t to w h ich  the  separa tion  of WP and CB
t

(issues and processes) m a y  influence the  a ttitu d es of labor union officials. 

W hat a re  th e ir  a ttitu d es  to w a rd s  WP processes? W hat influences these 

a ttitudes? And w h a t  is  the  im pact of the  rela tionsh ip  betw een CB and WP on 

th e ir  personal satisfaction  w ith  th e ir  ow n jobs and w ith  th e ir  role as a
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union official? The principal reason for focusing on labor union officials is 

quite sim ple. In the  l ite ra tu re  and in  in te rv iew s th ey  a re  the  p a r ty  typ ically  

m ost associated w ith  th e  dem and to keep the  tw o processes separate.

The cen tra l underly ing  issue can be stated, as  suggested b y  Ja in  (1980);

as:

has the  trad itiona l bargaining system , w ith  its  a d v e rsa ria l 
c h a ra c te r , been modified in  such  a w a y  as to accomm odate 
fo rm al Joint cooperation processes, and  still having  m ain tained  
th e  in teg rity  of th e  trad itiona l bargaining process?

According to Ja in , the  "Am erican concept of w o rk e r  participation  In 

m anagem ent is alm ost exclusively v iew ed w ith in  the  context of the  in ­

stitu tio n  of collective bargaining" (p. 82). In  th e  n e a r  fu tu re , i t  is  probably 

safe to conclude th a t  CB w ill s till be regarded  as th e  m ain  fo rm  of w orkplace 

voice in  Am erica for unionized w o rk e rs . However, w h e th e r  the  tw o pro­

cesses a re  in  fact being in teg rated  by unions and  m anagem ent needs to be 

investigated and  is the  principal focus of th is  study .

Significance of th e  S tudy

As noted, Kochan and  Dyer (1976) and  o th e rs  have  advocated the  

separa tion  of w o rk e r  participa tion  from  collective bargaining processes. The 

1973 UAW-GM agreem ent is rep resen ta tiv e  of the  a ttem p ts  to sep ara te  the  

tw o. Theory and  to some degree in itia l p rac tice  m ay  have  been w e ll-  

intentioned; how ever, th ey  m ay  be incom plete in  addressing th e  rea l scope of 

th e  partic ipa tive  process (Mlcallef and  Moore, 1986). For exam ple, existing 

th eo ry  freq u en tly  addresses the  estab lishm ent of cooperative efforts, bu t
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does not address un ion-m anagem ent relationsh ips as th e y  m a tu re , especially 

as the  pa rties  seek to address issues th a t a re  m ore m eaningful and signi­

ficant th an  those often found in the in itial stages of the  WP process.

V iew so n  Separating the  Two

It is generally  felt th a t  the  rela tions betw een labor and m anagem ent 

consist of tw o independent en tities w ith  separa te  and often conflicting goals 

(Nadler, Hanlon, and  Law ler, 1980; Kochan and Dyer, 1976; L aw ler and 

Drexler, 1978; Loevy, 1980). Rosow and Zager (1982) concur w ith  Kochan and 

Dyer (1976) and Cole (1982) th a t unions should m ain ta in  a  c lear line of 

dem arcation  betw een CB and WP. But, th ey  acknowledge th a t certa in  

questions a ris ing  out of the CB process m ay  req u ire  se ttlem en t w ith in  the  WP 

process. The National Center for P roductiv ity  and Q uality of W orking Life 

("Recent In itiatives, “ 1976) adds th a t WP effo rts should not underm ine  but 

reinforce the  fo rm al CB process. Experience h as dem onstrated , how ever, 

th a t  th eo ry  and practice a re  not a lw ay s congruent.

Labor Relations Not Confined to T rad itional-A dversaria l Bargaining

Although It has been com m only suggested th a t  WP and CB a re  autonom ous 

and Independent processes and  should rem a in  separa te , some common 

elem ents do exist. One common th read  is th e ir  a ttem p t to establish  m u tua l 

rela tionsh ips outside of trad itiona l a rm s-len g th  negotiations; I.e., the  use of 

in form al m ethods to resolve grievances, and  the  creation  of jo in t un ion- 

m anagem ent com m ittees (Katz, Kochan, and  Gobeille, 1983). While the 

bargaining process still continues to be the  m ain  vehicle fo r decision-m aking 

betw een the  parties , th e re  a re  a  num ber of instances w h e re  labor and



www.manaraa.com

5

m anagem ent have supplem ented the  bargain ing  process w ith  o th er effo rts 

aim ed a t  facilitating  change.

Also, re se a rc h e rs  hav e  found th a t  un ion -m anagem en t in te rac tions 

appear to resem ble m ixed-m otive re la tionsh ips (W alton and  McKersie, 1965). 

T hat is, th e y  a re  ch arac te rized  p a r t ly  by  d is tr ib u tiv e  problem -solving (one 

p a r ty  gains only  a t  the  expense of the o th er) and  p a r t ly  by  In tegra tive  

negotiation behav io rs (th e  solution can provide gains fo r both p a rtie s ) , such  

th a t  th e  p a rtie s  see an  am algam  of the  tw o  stra teg ies in dealing w ith  each 

o th er (W einberg, 1903).

CB and WP Not Incom patible

According to Siegel and  W einberg (1982) "the a d v e rs a ry  sty le  of A m erican 

in d u s tr ia l re la tio n s h a s  perm itted  r a th e r  th a n  forestalled  v e n tu re s  in  

cooperation, both h o m e-g row n  and adapted, and  i t  re m a in s  suffic ien tly  

p lastic  to a d ju s t to n e w  p a ram ete rs"  (pp. 2-3). For exam ple, union and 

m anagem ent leaders hav e  h is to rica lly  engaged in  jo in t ac tiv ities outside of 

th e  n o rm al bargain ing  mode to ad d ress  com m on problem s o r reduce conflicts. 

Although partic ipa tion  is  seen by  some re se a rc h e rs  a s  Involving d iffe ren t 

'  processes fro m  those of trad itio n a l bargain ing  (C larke, F a tche tt and  

Roberts, 1972), th is  does not n ecessa rily  lead to th e  conclusion th a t  p a r t i­

cipation is ex te rn a l to th e  context of collective bargain ing . They claim  th a t 

a lthough the  tw o  processes d iffer th e  end re s u lt  m a y  no t be e n tire ly  diff­

e re n t. For Instance, both function  as a  vehicle fo r employee voice regard ing  

w orkp lace  needs and  in te res ts .
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Traditional bargaining is thought to be rela ted  to WP effo rts in a t  least 

tw o w ays: ( l)  it is seen as the  m ain  in s tru m e n t for introduction of WP 

schem es into the  organization, and (2) the  actual process of negotiating the 

collective agreem ent a t the  p lan t-level is also the  process by  w h ich  partici-: 

pative m anagem ent is im plem ented (Ja in , 1980). Likewise, it can also be said 

th a t the  CB process itself is a  potential m echanism  fo r addressing the  p a rtic i­

pation and qua lity  of w o rk  life needs of organized w o rk e rs  (Lewin, 1981).

An often identified c ruc ia l factor in assessing the  initiation and m ain ­

tenance of cooperation activ ities is t r u s t  (Bluestone, 1980; Holley and 

Jennings, 1984). In p a rtic u la r, labor unions' w illingness to engage in jo in t WP 

processes is Influenced by th e ir  belief In em ployers' w o rds and  actions. Such 

beliefs a re  u su a lly  c a rried  over from  in te rac tions betw een the  pa rtie s  under 

collective bargaining.

CB and WP Integration; An Im portan t W orkplace Consideration

T here now  appears to be a  need to in teg rate  WP processes w ith  the 

b roader CB processes on a  stra teg ic  level. This need stem s from  employees' 

desire  to add ress m ore m eaningful w orkplace issues, the  ineffectiveness of 

m ain tain ing  tw o processes, and th e  d ifficu lty  of separa ting  re lev an t issues. 

This, of course, does not im ply th a t  th e re  necessarily  needs to be a  total 

in tegration  o r m erger of the  participation  process w ith  grievance and nego­

tia tions procedures. But, the  p a rtie s  need to recognize th a t WP efforts 

designed to function independent of the  bargaining process a re  seen a t  best to 

be ephem eral. T hat is, WP effectiveness is shortlived  if Issues addressed 

un d er CB a re  re s tric ted  from  WP consideration and vice v e rsa .
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One of the  keys to participation success is w h e th e r  the  p a rtie s  a re  able to 

m ain ta in  effective collaborative efforts a t  the  w orkplace over an  extended 

period of tim e. This is an  especially Im portan t c rite rion  for assessing the 

com m itm ent of union and m anagem ent leaders to the  WP process. In essence, 

"can the p arties  continue genuine cooperation during  periods w h en  difficult 

problem s a re  being solved w ith in  the adversarial**distributive bargaining 

relationship" (Katz, Kochan and Gobeille, 1983)? And, w ill the  WP process 

continue long a fte r  the  in itial s tim u lus fo r its  adoption has dissipated?

There appears to be no tru e  conceptual o r em pirical reason  to avoid the  

m a jo r in stitu tion  th a t  unions and  m anagem ent have adopted to resolve 

w orkplace conflicts and  define conditions of em ploym ent. By in tegrating  

form al participation and bargaining processes union and m anagem ent leaders 

a re  recognizing jo in t cooperation a s  a  p ractical s tra te g y  for in stitu ting  organ­

izational change and in su ring  effective operation of the  f irm  (R ankin, 1986).

ImBaclmJLafegr-Qfliglate

The CB and WP rela tionsh ip  can  be view ed in  te rm s  of its  im pact on the 

level of satisfaction of labor officials. In essence, is the  satisfaction  level of 

labor officials influenced by  the  re la tionsh ip  betw een CB and WP? If so, to 

w h a t  extent? This s tu d y  addresses w h e th e r  th e re  is a  difference in  sa tis­

faction level re la ted  to the  separation  of bargaining and participation  

processes.

In assessing labor officials' a ttitu d es the  concept of t r u s t  is introduced as 

a  m oderator of th e  CB and  WP rela tionsh ip  and level of satisfaction. While 

t r u s t  has often been identified by  re sea rch e rs  and  labor officials as
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influencing WP effo rts  i t  h as  received little  re sea rch  a tten tion . Accordingly, 

th is  s tu d y  seeks to shed some light on th e  influence of t r u s t  on CB and  WP.

As depicted In Figure 1 the needs and In te re s ts  of the  organization and 

em ployees a re  addressed  v ia  CB and WP processes. Labor officials satisfaction  

can  be influenced by  ho w  w ell the  bargain ing  and partic ipa tion  rela tionsh ip  

ad d ress  these needs and  in te res ts . T ru s t is sh o w n  a s  an  influencing o r mod­

e ra tin g  fac to r. T herefore, in  th is  s tu d y  the  level of sa tisfac tion  is based on 

h o w  labor officials respond to th e  w o rk in g  of th is  model.

TRUST

ISSUES

PROCESSES

ISSUES

PROCESSES

L a b o r  L e a d e r s
E m p lo y e r
E m p lo y ees

DESIRED
SATISFACTION

OUTCOMES

ORGANIZATION
an d

EMPLOYEES

N eed s  and  
I n t e r e s t s

FIGURE 1. Process Influencing Level of Labor Leader Satisfaction

Since CB is also considered a  w o rk e r  voice process, th e  question can  be 

ra ised  regard ing  "w h y  do w e  need a n o th e r  process w h ic h  in  essence is a 

rep lication  of the  legal m echan ism  se t up  b y  la w  to involve employees?" In 

response it  can  be said  th a t  CB, w h ile  it  is a  fo rm  of partic ipa tion  by  

w o rk e rs , genera lly  involves w o rk e rs  in  th e  decision-m aking  process
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ind irec tly , th rough  th e ir  rep re se n ta tiv e s . On th e  o th er hand , WP effo rts  seek 

to fo ste r m ore d irec t partic ipa tion  of ind iv idual w o rk e rs  in  w orkp lace  deci­

sion m aking. F u rth e rm o re , WP tends to focus on a  b ro ad e r range  of Issues 

such as production and  q u a lity  im provem ent, m ach ine  se t-u p , equ ipm ent • 

m ain tenance , etc. w h ic h  u su a lly  do not come u n d e r  th e  p u rv ie w  of typical 

CB processes. Thus, i t  is not a  m a tte r  of rep lication  o r  su b s titu tio n  of p ro­

cesses, b u t one of en larg ing  th e  n u m b er of em ployees Involved and  broaden­

ing the  ran g e  of issues m u tu a lly  addressed  b y  th e  tw o  sides. U nder WP the  

goal 13 to elicit w o rk e r  knowledge, sk ills  and  a tten tio n  on re le v a n t issues on 

a  continuous basis.

Definitions of Kev T erm s and  Factors

Collective Bargaining (CB),

Collective bargain ing , is considered th e  "co rnerstone  to honest lab o r- 

m anagem ent cooperation" (Donahue, 1984, p. 6) an d  h a s  been defined and  

ch a rac te rized  in  m a n y  fash ions. In  th e  v iew  of Davey, Bognanno and  

Estenson (1982), i t  is a  continuous re la tionsh ip  betw een  a  group of employees 

an d  th e ir  em ployer involving c o n tra c t ad m in is tra tio n  an d  negotiations over 

w ages, h o u rs  an d  conditions of em ploym ent. F rom  a  b ro ad er perspective, 

S h u lm an  an d  C ham berla in  (1949) c h a rac te rize  CB a s  a  process fo r ongoing 

jo in t decision-m aking  an d  a d ju s tm e n t a t  th e  w orkp lace. Regardless of defi­

nition, and  a s  com m only practiced , the  barga in ing  p rocess ' Involvem ent Is 

freq u e n tly  lim ited  in  scope and  often d irec tly  involves only  th e
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rep re sen ta tiv e s  of w o rk e rs  and  m anagem ent in  decision-m aking activ ities.

For th is  investigation  trad itio n a l collective bargain ing  is defined as an  

a c tiv ity  w h e re b y  union and m anagem ent officials a ttem p t to resolve in te re s ts  

in a m a n n e r  w h ich  w ill su s ta in  and  possibly en rich  th e ir  continuing r e l a - . 

tionship. Commonly included a re  the  negotiations process, bargain ing  out­

comes or re su lts , and  a d m in is tra tio n  of th e  ag reem ent (Kochan, 1980; Holly 

and Jennings, 1984). The CB process often is charac te rized  by: its  fo rm ality ; 

a rm s  length  in te rac tions; p red o m in an tly  d is tr ib u tiv e  r a th e r  th a n  in teg ra tive  

bargaining; p red o m in an tly  a d v e rsa r ia l r a th e r  th a n  cooperative rela tions, and  

the  trad itio n  w h e re b y  m anagem ent ac ts  and  th e  union re a c ts  (Kochan, 1980; 

B arbash , 1980, Scobel, 1981).

W orker P artic ip a tion (WP)

For the  purpose of th is  s tu d y  w o rk e r  partic ipa tion  (WP) is defined as 

those processes fo rm ally  recognized by  both th e  union and  m anagem ent and 

com m only involve groups of w o rk e rs  in  fo rm al o r In fo rm al decision-m aking 

processes. These processes m a y  opera te  u n d e r a  v a r ie ty  of labels such  as 

qu a lity  of w o rk  life (QWL), employee involvem ent (El), labo r-m anagem en t 

partic ipa tion  team s (LMPT), and  lab o r-m an ag em en t cooperation (LMC). Also, 

WP is considered a s  ( l )  a  supplem ent, not a  su b s titu te , to the  collective 

ag reem ent (Siegel an d  W einberg, 1982); (2) fo rm ally  recognized in  the  labor 

ag reem ent u su a lly  th ro u g h  a  m em o randum  of u n d ers tan d in g  (Kochan, Katz, 

and  M ow er, 1984), and  (3) th e re  is a  m u tu a l com m itm ent to th e  process by 

m anagem ent an d  th e  union  is e ssen tia l fo r success (S chuster, 1983).
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Collective Bargaining Categories

F req u en tly  re se a rc h e rs  have  found th a t  un ion -m anagem en t in te rac tions 

appear to resem ble  m ixed-m otive rela tionsh ips. T hat is, th e y  a re  c h a ra c ­

terized b y  both "d istribu tive" and  "in tegrative" negotiation stra teg ies, s u c h . 

th a t  th e  p a rtie s  experience an  am algam  of the  tw o  behav io rs in  dealing w ith  

each o th er (W einberg, 1983).

In  th is  s tu d y  these  collective bargain ing  behav io rs o r ac tiv ities a re  cate­

gorized a s  n a r ro w  o r broad. A n a r ro w  or lim ited  definition of CB m ay  be 

evidenced in  situ a tio n s w h e re  th e  p a rtie s ' com m only, in te rface  only u n d er 

c o n tra c tu a lly  req u ire d  conditions (e.g ., negotiations and  g rievances), and  

u su a lly  ad h ere  to and  confine th e ir  deliberations to m an d a to ry  sub jects of CB 

such  a s  w ages, h o u rs  and te rm s  of em ploym ent. In  c o n tra s t, a  b roader defi­

n ition  of CB is said  to ex ist in  those s itu a tio n s w h e re  th e  p a rtie s  engage in 

fo rm al and  in fo rm a l in te rac tio n s w ith in  th e  context of the  fo rm al agreem ent, 

b u t also seek to expand the  opportun ities fo r such  exchanges. They m ay  

estab lish  special issue com m ittees and  p ro g ram s such  as: sa fe ty  and  health  

com m ittees, employee suggestion system s, job evaluations com m ittees, alcohol 

and  d ru g  abuse p rog ram s, blood donor p rog ram s, m edical in su ra n ce  cost 

con ta inm ent com m ittees an d  th e  like. Here, th e  CB process is m ore dynam ic 

and  flexible, and  m a y  be expanded to include fo rm al jo in t com m ittees (WP) 

fo r m ore in teg ra tiv e  problem -solv ing  on additional issues of m u tu a l concern.

Issues

The te rm  Issues re fe r  to those sub jects th a t  a re  com m only addressed  by  

union  and  m anagem en t rep re se n ta tiv e s  u n d e r fo rm al collective bargaining
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(Gold, 1986). Below is a  listing of th e  CB issues used in th is  s tudy .

a. Personnel

W orking conditions

W ork procedures

Changes in w age ra te s

Safety  and  hea lth  conditions

W ork schedules

Job reclassification

Job tr a n s fe r s

Leaves of Absence

Hiring of n e w  em ployees

W ork force size

T rain ing  o r upgrading

Use of com pany  bulle tin  boards

Holidays w o rk  schedule

O vertim e scheduling

Medical in su ra n ce  cost con ta inm en t

Severance p ay  fo r layoff

Changes In Job du ties 

Employee perfo rm ance  s ta n d a rd s  

D ism issals/d ischarges 

Grievances

A ttendance guidelines 

Job evaluations 

Sen iority /Job  posting sy stem  

W orker discipline 

Shift t r a n s fe rs  

Prom otions in  the  w o rk  u n it 

Layoffs

S uperv iso rs w o rk in g  

Night sh ift p rem iu m  

Recalls from  layoff 

A pprenticeships 

R etrain ing

Shop ru le s

b.■Production

Im provem en t in  job m ethods Setting production levels

Prom otions to su p e rv iso ry  positions Production planning

Subcontracting  of w o rk
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c. Corporate Financing and General Policy

Opening and closing of Use of pension funds

d ep artm en ts/sh ifts P lan t location

T ran sfe r or expansion of Incentive system s, profit

p lan t operations sharing , and  bonus plans

Processes

Processes re fe r  to those fo rm al w orkp lace  m echanism s created by union 

and m anagem ent rep resen ta tiv es  to resolve th e ir  concerns regarding the 

n a tu re  of the  em ploym ent exchange and re la ted  w orkplace issues. In th is  

stu d y  these m echanism s include negotiations, grievance procedure, special- 

issue Joint com m ittees, and  fo rm al w o rk e r  participation .

Level of Satisfaction

This construct is operationalized as the  perceptions of local labor officials 

regarding: (a) the  ex tent to w h ich  the  union is  effectively meeting the needs 

and expectations of its  m em bers; (b) the  e x te n t to w h ich  the  labor- 

m anagem ent em ploym ent exchange is pe rsonally  satisfying to the labor 

officials as  an  employee, and  (c) the  extent to w hich  th e ir  role or involve­

m ent as a  labor official is personally  satisfy ing .

The degrees of satisfaction  considered in  th is  s tu d y  a re  as follows:

a. Less V ery  little  feeling th a t  WP and /o r CB processes

m eet needs and expectations,

b. Limited Feelings th a t WP process and /o r CB process m ay

m eet needs or expectations, bu t only on certa in

res tric ted  issues.
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c. More Peelings th a t  the  CB process m a y  m eet needs and

expectations, and  is flexible to a llow  fo r some jo in t 

un ion -m anagem en t p rog ram s as needed,

d. Most Feelings th a t  both the  WP process and the  CB

process fu lly  m eet needs and expectations on a 

w id e -ra n g e  of issues.

More often th a n  not w orkp lace  sa tisfac tion  Is In te rp re ted  in  te rm s  of Job 

sa tisfac tion  (Henem an, Schw ab, Possum , and Dyer, 1986). In  a n y  case job 

satisfaction , as Hoppock (1935) e a r lie r  pointed out, is  som ew hat problem atical 

because of its  evanescen t and  v a ria b le  n a tu re . N evertheless, th e  concept is 

com m only v iew ed a s  describing an  ind iv idua l's  complex se t of beliefs, feel­

ings, and  behav io ra l tendencies about w o rk  and  the  w o rk  env ironm en t 

(D unham  and  Sm ith , 1979; Locke, 1983; Sm ith , Kendall and  Hulin, 1969). 

Xr.us.t_

In th is  s tu d y  t r u s t  Is used a s  a  m odera to r v a ria b le  to de te rm ine  

w h e th e r  the  re la tio n sh ip  betw een the  level of sa tisfac tion  and  v a rio u s  inde­

pendent v a ria b le s  w ill d iffe r depending on th e  degree of t r u s t  indicated by  

labor officials. The concept of t r u s t  is p e rh ap s  even m ore  tra n s ie n t and  

v a rie d  in  n a tu re  th a n  sa tisfac tion  and, th u s , is m ore d ifficu lt to define and 

operationalize. T ru s t, h is to rica lly  considered a s  an  im p o rtan t influencing 

v a ria b le  in  th e  CB process, is also a  freq u e n tly  identified k ey  co n stru c t in  WP 

processes (Kochan and  Dyer, 1976; S ch u ste r, 1984b; Lew in, 1981; Kochan, 

Katz, and  M ow er, 1984; Scobel, 1981; N adler, Hanlon and  L aw ler, 1980; 

Bluestone, 1979, 1980).
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Giffin (1967) h as  defined t r u s t  as  the  "reliance upon the  ch a rac te ris tic s  of 

an  object, o r  th e  occurrence  of an  event, o r  th e  behav io r of a  person in  o rder 

to achieve a  desired b u t u n c e rta in  objective in a  r i s k y  situation" (p. 105). 

Accordingly, in  th is  s tu d y  t r u s t  re fe rs  to labor officials' w illingness to rely, 

upon the  w o rd s  o r actions of m anagem ent. It is not exam ined a s  a p e r­

sonality  v a ria b le  o r an  elem ent of indiv idual c h a ra c te r  (see Gibb, 1978). But, 

a s  em ployed by  Scott (1980), it  re la te s  to the  w illingness of labor officials to 

engage in  fo rm al cooperative e ffo rts  th a t  m a y  increase  th e ir  personal 

v u ln e ra b ility . In essence, it  is a n  indication of the  possible r is k  labor officials 

a re  w illing  to tak e  th a t  m anagem ent w ill keep o r  live up to th e ir  w ord . For 

exam ple, r isk  th a t  m anagem ent w ill not use WP processes a s  a  guise to 

u n d e rc u t the  labor o fficial's position; c ircu m v en t th e  labor agreem ent, or 

un d e rm in e  w o rk e r  r ig h ts  o r job secu rity .

Labor_Union Officials

T hroughout th is  investigation  th is  te rm  re fe rs  to those ind iv iduals w ho  

w e re  elected o r selected by  th e  union m em bersh ip  to hold positions of r e s ­

ponsibility  in  un ion  organizations; e.g ., d is tr ic t o r regional officers, local 

union p residen t, s te w a rd , com m itteeperson, etc.
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CHAPTER II

SYNTHESIS OF RELEVANT RESEARCH 

Introduction

While the  a d v e rsa ria l principle has long dom inated the  Am erican labor 

re la tions scene, in d u stria l rela tions h is to ry  is also replete  w ith  philosophical, 

theoretical and p rac tica l exam ples of fo rm al jo in t cooperative employee in ­

volvem ent in itia tives. Over the  past decade, the  efficacy of the  trad itional 

a d v e rsa ria l position has been seriously  questioned. More and m ore unionized 

f irm s  a re  experim enting w ith  extending the boundaries of, b u t not aban­

doning, the  principles of ad v ersa ria l bargaining.

The employee involvem ent m ovem ent reflects a  grow ing concern over 

sluggish p roductiv ity  g row th , p e rs is ten t u n it labor costs, high unem ploy­

m ent, g row th  in foreign competition in  the  U.S., and the  eroding economic 

base in  th e  once prosperous U.S. ln d u stria l-b e lt ( J u r is  and  Roomkin, 1980; 

Greenberg and Glaser, 1980). Added to th is  a re  th e  needs of an  aging w o rk  

force, dem ands fo r job secu rity , and  in te re s t of b e tte r  educated w o rk e rs  for 

g rea te r  Job challenge and voice in  m anaging th e ir  Jobs.

16
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This c h ap te r  covers th e  en v iro n m en t and  context of CB and  WP: the 

evolution of each; v a rio u s  fo rm s of cooperation; d e te rm in an ts , benefits to, 

and  obstacles to cooperation, and  legal im plications. R elevant theories, r e ­

sea rch , m odels and  k ey  concepts a re  also covered.

The E volutionary , Role of 

Collective B argaining and  W orker Partic ipation

The A m erican labor m ovem ent as w e  k n o w  it  today  h a s  evolved tim e. 

Although c h a ra c te r is tic a lly  a d v e rsa r ia l, it h a s  ad justed  to changing social 

even ts, hostile em ployer a ttitu d e s  and actions, and  w ide  rang ing  employee 

p refe rences fo r  m ore  th a n  100 y e a rs  (Bognanno and  M yhr, 1986; D erber, 

1977). Collective bargain ing  is th e  designated labor policy of th e  land, especi­

a lly  in  th e  p riv a te  sector. However, it  can  be said th a t  A m erican em ployers 

h ave  n e v e r fu lly  accepted the  legitim acy of labor unions, b u t w illing ly  to le r­

a te  collective bargain ing  a s  long a s  it  is  econom ically feasible o r necessitated 

b y  en v iro n m en ta l m a t te r s  (C ham berlain , 1958; J u r i s  and Roomkin, 1980).

H istorically, th e  s tre n g th  of th e  labor m ovem ent h a s  depended on four 

c r ite r ia : (1) its  s t ru c tu re  and  financial stab ility ; (2) its  ab ility  to w o rk  

w ith in  th e  estab lished  political and  economic sy stem s; (3) i ts  ac tiv itie s in  the  

re le v a n t social e n v iro n m en t such  a s  legislation, m edia, and  public opinion, 

and  (4) th e  ab ility  of un ion  leaders to iden tify  and  sa tis fy  m em b ers ' goals 

and  In te re s ts  (Holley and  Jennings, 1984).
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The A m erican labor m ovem ent dates from  th e  e a r ly  p a r t  of n ineteen th  

c en tu ry , a lthough tra n s ie n t  w o rk e r  organ izations and  sporadic w o rk e r  

p ro tes ts  occu rred  p rev iously  (Cohen, 1975). E fforts a t  unionization w e re  

la rge ly  confined to th e  skilled c ra f ts  of shoem aking, w eaving , ta ilo rs , p r in t­

ing trad es , r a th e r  th a n  le sse r skilled fac to ry  w o rk e rs  (Sloane and W itney, 

1977). The la t te r  w e re  w id e ly  divided in  te rm s  of language sk ills  and  e thnic 

backgrounds, and  lacking c ritica l sk ills  th e y  w e re  su b jec t to  freq u en t la y ­

offs. As a  re su lt  th e y  w e re  m uch  m ore d ifficu lt to organize into cohesive and  

long lasting  labo r unions.

The labor m ovem ent also continued to face sev ere  challenges a s  the  

com m on la w  w a s  freq u e n tly  used a s  a fo rm  of contro l over th e ir  actions 

(C ham berlain , 1958). U ntil the  mid-1950s Congress adopted an  essen tia lly  

la issez -fa ire  policy to w a rd  labor and  m anagem ent re la tions. Each side could 

m u s te r  i ts  economic resou rces, th e  un ion  — s tr ik e s  and  picketing; the  

em ployer — lockouts an d  d ischarges, to ex e rt p re s su re  to b ear upon the  

o th e r (Gorm an, 1976).

The In stitu tio n a l School

John  Commons (1913), Selig P erlm an  (1928) and  o th e r  in stitu tio n a l econo­

m is ts  re jected  Adam S m ith 's  (1937) classical approach  to th e  an a ly sis  of labor 

problem s an d  policies. The th r u s t  of th e ir  f ra m e w o rk  w a s  to sh if t  from  

v iew ing  labor a s  a  m a rk e t  com m odity to one of lab o r-m anagem en t 

tra n sa c tio n s  an d  w o rk in g  ru le s  of collective activ ities. They rejected
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in d u stria l class consciousness as a m otivating force and  substitu ted  w o rk e r 

se lf-In terestedness o r Job possessing orientation (Perlm an, 1958). 

In stitu tionalists  s tressed  the  im portance of negotiations and compromise 

among the conflicting in te re s ts  of labor, m anagem ent, and  the  public. 

Perlm an (1928) em phasized th a t  the  job is the  focal point of union activ ity , 

especially in  a  w orld  of lim ited opportunity ; th u s, unionism  holds a 

p ro p rie ta ry  a ttitu d e  to w ard s job righ ts .

M anagem ent and B ureaucra tic  Theory

The c u rre n t participation  env ironm en t h a s  evolved from  a lte rn a tiv e  

fo rm s of in d u s tria l governm ents (Derber,1969). These Include W eber's (1947) 

concept of b u rea u c ra cy  w h ich  em phasized specialization, h ie ra rch ica l a u th ­

o r ity  and a se t of ru les , and  T ay lo r's  (1911) scientific m anagem ent w hich  

em phasized ru le s  by  experts and  the  la w  of one best w a y .

T aylor m ain tained  th a t w o rk e rs  needed extensive m anagem ent d irec t­

ion since th ey  w e re  only In terested  in m oney and w e re  Incapable of th inking  

fu r th e r  ahead th a n  th e ir  next paycheck (Sim m ons and M ares, 1985). Chester 

B arnard  (1938) expanded on the  need for dom inant m anagem ent control and 

a u th o r ity  in  the  w orkplace. B arnard  believed th a t  m anagem ent should ac t in 

a  p a te rn a lis tic  w a y  by  tak ing  in to  account the  legitim ate needs and in te res ts  

of w o rk e rs . In essence, B arnard  and W eber's principles of b u reau cra tic  

m anagem ent p o rtray ed  th e  role of m anagem ent as "suprem e and a n ti-  

union. "
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M anagem ent Philosophy.

The labor en v iro n m en t p rio r to the  passage of th e  N ational Labor Relat­

ions Act w a s  disorganized, confused, inconsisten t and  dom inated by m anage­

m en t (Henem an, Schw ab, Possum  and  Dyer, 1986). V arious economic, social 

an d  political reaso n s con tribu ted  to th e  mood of th e  c o u n try  being generally  

coun te r to th e  philosophy and  tac tics of the  labor m ovem ent (Kochan, 1980). 

M anagem ent e ith e r  Ignored o r denied em ployees th e  opportun ities to collect­

ively  im pact decisions th a t  affected th e ir  h ea lth , sa fe ty  an d  w e lfa re . T here  

w e re  n u m ero u s  com pany rep re sen ta tio n  p lans o r com pany unions th roughou t 

th e  United S tates, b u t th ey  w e re  so thorough ly  dom inated by  m anagem ent 

th a t  effective and  objective em ployee rep re sen ta tio n  w a s  ex trem ely  lim ited 

(Gorm an, 1976).

In d u s tr ia l Relations an d  The T h ird  P a r ty 's  Role

Since th e  1930s, collective bargain ing  h a s  se rv ed  a s  th e  basic in stitu tio n  

fo r A m erican In d u s tr ia l w o rk e rs  to enhance  th e ir  economic se c u rity  and  

expand th e ir  sp h e re  of Influence in  th e  w orkp lace  (Kochan, Kat2 and  M ower, 

1984). Congress passed th e  1926 R ailw ay  Labor Act an d  1935 W agner Act to 

prom ote th e  barga in ing  process and  balance th e  pow er of labor an d  m anage­

m en t. As th e  pow er scales seem ingly tipped to w a rd  unions and  c e rta in  

groups w ith in  bo th  labor and  m anagem ent abused th e  public t r u s t ,  Congress 

passed  th e  1947 T aft-H artley  and  1959 L and rum -G riffin  Acts to re s to re  w o rk ­

place balance and  contro l th e  behav io r of th e  p a rtie s  (Holley an d  Jennings,
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1984). Labor law s in  to tal (a) c ircum scribe  sh a rp ly  the  pow er of th e  courts 

to in te rvene  in  labor disputes; (b) Institu tionalize governm ent's role in 

collective bargaining; (c) control collective bargaining in teractions, and (d) 

provide fo r in d u stria l ju risp ru d en ce  (Dulles and Dubofsky, 1984).

Unionism and the  In d u stria l E nvironm ent

The labor m ovem ent has recognized th a t a t tim es confrontation and con­

flict m ay  be w aste fu l and th a t n ew  cooperative approaches a re  necessary  to 

solve p resen t and  fu tu re  problem s ("Report of the  AFL-CIO," 1985). But th ere  

m u st be some form  of reciprocation from  m anagem ent, and unions m u st be 

able to w ith s ta n d  em ployer confrontation. As AFL-CIO se c re ta ry - tre a s u re r  

Donahue (1984) h a s  sta ted , "I believe deeply in a  conflict th eo ry  of labor 

re la tions a s  the  soundest basis fo r w o rk e r  rep resen ta tion , w o rk e r  p a rtic i­

pation and w o rk e r  gains" (p. 5). He adds th a t  the  ad v e rsa ria l role (o r period 

of conflict) u n d e r CB should be lim ited to th e  period of negotiations. During 

the  lifetim e of the  co n trac t i t  should be replaced b y  a period of cooperation 

w h e re  th e  p a rtie s  seek to Im prove w orkp lace  life and productiv ity .

Factually , over th e  y e a rs  th e re  h a s  been a s teady  erosion of union 

rep resen ta tion  in  the  p riv a te  sector. Some of the  decline can be a ttrib u ted  to 

a so-called "new  In d u stria l relations" (Foulkes, 1981; "New In d u stria l Relat­

ions," 1981). This Includes m ore favorable benefits and  w ork ing  conditions 

fo r employees th a t  w e re  not d irec tly  brought about by  union efforts.
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Mills (1961) o ffers  additional reaso n s fo r  th e  decline of th e  A m erican 

labor m ovem ent: ( l )  non -un ion  o r  p a rtia lly  unionized em ployers have  given 

su b s ta n tia l w ages and  benefits to avoid conflict w ith  em ployees over am oun t 

of com pensation and  benefits (see also G arbarino, 1984); (2) em ployers have 

effectively  used th e ir  influence to persuade em ployees not to u n d e rta k e  

union activ ities; (3) the  la w  h as  no t allow ed unions th e  use of im p o rtan t 

economic w eapons in  organizing cam paigns (see also Heshizer and  G raham ,

1984); (4) em ployers have  been successful in  litigation in  th e  union organi­

zation process; (5) som e em ployers hav e  sh ifted  facilities and  em ployees to 

la rg e ly  nonunion regions of c o u n try , and  (6) em ployers have  successfu lly  

defeated union e ffo rts  to s tren g th en  th e ir  legal position. In  p a r tic u la r , the 

"situ s picketing" o r  "equal tre a tm e n t"  bill in  1975 and th e  labor la w  re fo rm  

bill in 1978 w e re  m a jo r  defeats fo r th e  labor m ovem ent (Mills, 1981; Kovach,

1985). In line w ith  these  can be added: the  economic slow dow n of the  1970s, 

bargain ing  concessions, p lan t closings, layoffs, an d  th e  im m obility  of w o rk e rs  

especially  older w o rk e rs .

M anagem enL C ontradictlon

In  rec en t y e a rs  A m erican labor un ions h av e  h ad  to deal w i th  w h a t  h as

been te rm ed  a  con trad ic tion  in  lab o r-m an ag em en t re la tio n s. On th e  one
*

h an d , em ployers espouse cooperation a t  th e  w orkp lace  level. C oncurren tly , 

th e y  prom ote a  policy of un ion  avoidance o r not hav ing  un ions involved in  

s tra teg ic  decision-m aking , an d  lobby against legislation prom oting collective 

bargain ing  (Kochan an d  Plore, 1985).
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The Outlook fo r Cooperative Policies

Union leaders a re  often accused of providing negative d irection o r stifling 

the  w ish es  of th e  m a jo r ity  of its  m em bersh ip ; how ever, in  a c tu a lity  and 

politically, the  u n io n 's  ru lin g  body actions a re  lim ited  b y  th e  expressed 

w ish es  of th e  m em bers . As S lich ter h a s  3tated , "even w h e n  a union c lea rly  

u n d e rs tan d s  th a t  the  dem and fo r the  serv ices of union m em b ers  is v e ry  sen­

sitive  to the  labo r costs of union em ployers, it  m a y  not adopt th e  policy of 

helping em ployers reduce  th e ir  costs" (p. 569). And rea lis tic a lly  and  politi­

cally, labo r leaders w ill  re s is t  advice o r com m ands w h ich , if c a rried  out, 

w ould  th re a te n  defeat a t  th e  nex t local election" (Bok and  Dunlop, 1970, p. 

474).

A m erican m anagem ent freq u en tly  h a s  re jec ted  un ion  partic ipa tion  in  

w orkp lace  decision-m aking. Some re se a rc h e rs  and  labor lead ers  feel th is  is 

ev ident b y  su ch  actions a s  ( l )  th e  m anagem ent con trad ic tion  re fe rre d  to 

above an d  (2) unionized em ployers ' aggressiveness in  seeking to reduce the  

effectiveness of un ions. M anagem ent's position h a s  led Foulkes' (1981) to 

conclude th a t  In lieu  of a  depression o r m a jo r  changes in  com pany en v iro n ­

m en ta l fac to rs  o r union  effectiveness, i t  is so m ew h at u n rea lis tic  to expect, a t  

least in  th e  p r iv a te  sector, a n y  sign ifican t re v e rsa l in  m anagem ent opposi­

tion.

W orker Partic ipation : Reform ing th e  S ystem  of Collective Bargaining

The m eaning, d im ensions, and  d u ra tio n  of th e  e a r lie r  m entioned "new  

in d u s tr ia l re la tions"  a re  u n c lea r. As K nickerbocker an d  McGregor (1973)
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have stated, collective bargaining (involving conflict) does not disappear 

w h en  form al cooperation (involving m u tu a l aid) processes a re  institu ted .

Also, it is perfectly  possible fo r union and m anagem ent to cooperate on some 

issues (for example, job evaluation) and conflict on o thers (fo r example, 

w ages). W hat rem a in s  to be seen is the  s tab ility  of w o rk e r  participation 

processes over tim e a s  m anagem ent and union rep resen ta tiv es seek to jo in tly  

m anage a  w orkplace w h e re  cooperation, conflict, competition and compromise 

all in te rac t.

In  th e  v iew  of Donahue (1984) "unions can  be streng thened  by the  r e ­

tu r n  to the  Issues of th e  office and  the  shop floor w h e re  labo r's  fundam en­

ta l s tren g th  lies" (p. 10). The u ltim ate  choice of w h e th e r  or not to actively  

support th e  developm ent of fo rm al w o rk e r  partic ipation  processes is best 

m ade by local union leaders. The need fo r change in  th e ir  bargaining re la t­

ionship and  the  v iab ility  of some form  of partic ipa tion  a s  a  p a rtia l solution to 

th e ir  problem s w ill need to be considered. Also, how  the WP process fits  into 

th e ir  overall bargaining s tra te g y  is a  c ritica l de te rm in an t. Unions m ay  be 

req u ired  to re lin q u ish  one of its  trad iticn a l bases of pow er and secu rity  in  

r e tu r n  fo r g rea te r in fo rm ation  and perhaps Influence over a  w id e r a r r a y  of 

issues th a t  trad itio n a lly  have  been reserv ed  fo r m anagem ent (Donahue).

The_Worke r  Participation Context

The re su lts  of m a n y  w o rk e r  partic ipation  (WP) e ffo rts  can be su m m a r­

ized as being a s h o r t- te rm  "m arriage  of convenience" r a th e r  th an  being a
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p e rm an en t step to w a rd  establish ing  dem ocracy  in  th e  w orkp lace. F ear and  

suspicion still ex ist am ong m a n y  unions and  w o rk e rs  regard ing  the  In ten t 

and purposes behind cooperative p rogram s. Some union leaders, fo r exam ple, 

ask  ho w  can m anagem ent m ean ingfu lly  prom ote cooperation w h ile  lobbying 

fo r a n ti- la b o r  legislation and  em ploying con su ltan ts  fo r un ion -busting  s t r a ­

tegies (Bognanno and  M yhr, 1985). The w o rs t  scenario  union  leaders fe a r  is 

to get b u rn ed  a f te r  agreeing to cooperate. For exam ple, th e y  w ould  consider it  

suicidal to see cooperation e ffo rts  re su lt  in  layoff of th e ir  m em bers.

O ther a rg u m e n ts  advanced b y  c ritic s  of WP, a s  noted b y  P a rk e r  (1985), 

and  o th e rs  a re : ( l )  em ployers m a y  use th e  process as a  s tra te g y  to gain 

contro l o v e r and  re q u ire  m ore  e ffo rt from  em ployees w ith o u t employees 

having  rea l influence o r pow er; (2) unions m a y  lose touch w ith  its  m em ­

bersh ip  o r experience m ore  in te rn a l political tu rm o il; (3) w o rk e rs  a n d /o r 

m anagem ent m a y  see these  processes a s  su b s titu te s  for, r a th e r  th a n  

supp lem ents to, the  fo rm al bargain ing  process; (4) w o rk e rs  m a y  question the  

need fo r a  union if em ployers a re  listening to and  resolv ing  th e ir  problem s 

and  concerns th ro u g h  WP, and  (5) un ions m a y  become too closely associated 

w ith  o r  co-opted b y  m an ag eria l decisions.
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E xperim ental em ployee invo lvem ent p ro jec ts  in itia ted  in the  1960s a t t r a c ­

ted w ide  a tten tion  in N orth  Am erica, th e  United Kingdom, and  Scandinavia 

w ith  Europe com m only regarded  a s  hav ing  led th e  w a y  (Siegel and  W einberg,

1982). Some of the  p rincipal techniques tested in  the  1960s req u ired  changes 

in  th e  division of labor: th e  in troduction  of se lf-m anaged, autonom ous w o rk  

team s th a t  tak e  collective responsib ility  fo r perfo rm ing  a  se t of ta sk s ; the 

organization of sim ple ta sk s  in to  m ore complex w holes req u irin g  m ore  k now ­

ledge and  sk ill, and  th e  use  of flexible assignm en t p a tte rn s  (W alton, 1973).

Thom son (1981) believes th a t  A m erican in d u s tr ia l re la tio n s  sy s tem s 

possess considerable s tre n g th  p rinc ipa lly  a t  th e  w o rk p lace  level. In  th e  U.S. 

the  rea l te s t of p a rtic ip a tiv e  e ffo rts  is  based on the  re s u lts  of those e ffo rts 

c a rr ie d  out In unionized en v iro n m en ts . To be pe rsuasive , a sse rtio n s of n ew ­

found w orkp lace  cooperation m u s t iden tify  sh ifts  in  th e  behav io r of organized 

labor. W ithout unions, outside o b se rv ers  canno t get th e  in fo rm ation  to d is­

tingu ish  betw een  p a te rn a lism  and  partic ipa tion  and  develop a  t r u e  p ic tu re  of 

w o rk e rs ' a ttitu d e s  (L evitan  an d  Johnson, 1983). The U.S. d is tr ib u tiv e -  

a d v e rsa r ia l  sy s te m  is  not a  r e s u l t  of ev il un ions n o r evil m anagem ent. But, 

g row s ou t of In stitu tio n a l a rra n g e m e n ts  for p o w er an d  a u th o r ity  in h e re n t in  

A m erican in d u s tr ia l re la tio n s  (S ch ran k , 1978).
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National Collaborations

T hroughout the  20th c e n tu ry  and  especially du rin g  w a r tim e  w h en  an  

economic c ris is  affected specific in d u s trie s  o r f irm s , cooperative modes of in ­

terac tion  w e re  tried  to reduce  w orkp lace  Issues in  unionized en v iro n m en ts  

(Leone, 1983). The federa l governm ent h a s  been a  p rim e  m over in  the  estab­

lish m en t of v a rio u s  com m ittees and com m issions com prised of na tional 

business, labor an d  public leaders (Beer and  Driscoll, 1977). T hey consulted 

on m a jo r questions of na tional policy as dem onstra ted  by  labo r-m anagem en t 

com m ittees estab lished  d u rin g  W orld W ars I an d  II (S im m ons and  M ares,

1986). Advooatos of theee com m ittees predicted th e y  w ould  become a p e r­

m a n e n t fe a tu re  of th e  U.S. in d u s tr ia l re la tions system . But In fact, m ost of 

them  disappeared , e ith e r  because the  c ris is  w h ic h  gave r ise  to th em  abated 

o r  th e y  w e re  perceived a s  im pinging upon the  fo rm al bargain ing  process 

(Moye, 1980).

Continuing E fforts

Except fo r n a tiona l em ergencies the  h is to ric  reco rd  of na tional com m ittees 

and  com m issions h a s  been described a s  one of "productive fa ilu res"  (Moye, 

1980). F requen tly , labor o r  m anagem en t decided too m u ch  pow er w a s  being 

ceded to th e  o th e r  side. P residen tia l e ffo rts  d u rin g  peacetim e to keep s ta b ility  

and  the  u n ity  sp ir i t  a live am ong labor and  m anagem en t have  been fu tile  

(Siegel a n d  W einberg, 1982). Despite th is  record , political leaders continue to
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find some u tility  in a fo rum  w h e re  top-level labor and business officials ex­

change v iew s and m ake recom m endations to a  receptive governm ent (Beer 

and Driscoll, 1977).

In  response to the  economic adversities of th e  70s the  federal governm ent 

encouraged em ployers and  unions to consider collaboration to th e ir  m u tu a l 

advantage (Leone and Eleey, 1983). The FMCS w a s  au thorized  to facilitate 

jo in t consultation. P reventive  m ediation is c a rried  ou t through  th e ir  "Rela­

tions by  Objective" (RBO) program  w h ich  involves a  s tep -b y -s tep  approach to 

iden tify  and  resolve in -p la n t problem s.

Industry -W ide Cooperation Efforts

Union and  m anagem ent rep resen ta tiv es have  established form al 

in d u s try -w id e  m echanism s to deal jo in tly  w ith  long -te rm  problem s th a t no 

individual com pany o r union in  the  in d u s try  could resolve by itself. Such 

a rra n g em e n ts  have been established in  coal m ining, truck ing , construction, 

re ta il food, m en 's  clothing, th e  ra ilro ad  and  steel Industries (Joyce, 1985). 

Perhaps the principal lesson d ra w n  from  th e  construction  In d u s try  Is th a t 

w o rk e r  partic ipation  is m eaningful only w h e n  it a rise s  from  the w o rk e rs ' 

ow n  self-organization. W ithout strong, v ita l tra d e  unions to express w o r­

k e rs ' needs, one can  have  the  appearance, b u t not the  substance, of w o rk e r  

involvem ent.
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M any u rb a n  a re a s  and s ta te s  have  had  som e h ind  of economic develop­

m en t p ro g ram  since th e  end of W orld W ar II. O verall th e y  function  a s  a 

fo ru m  fo r the  exchange of ideas, in fo rm ation  and  re se a rc h  (Leone and  Eleey, 

1983). In addition, m a n y  a re a -w id e  lab o r-m an ag em en t com m ittees w e re  

established to fac ilita te  in te rac tio n  among com pany and  union  re p re se n ta ­

tives. T hey  ad d ress  economic problem s affecting th e  e n tire  local com m unity , 

w ith  em phasis on job re ten tion , lab o r-m anagem en t com m unications, and  

m ediating  labor d ispu tes (Eleey, 1983).

A rea-w ide  lab o r-m an ag em en t com m ittees hav e  been established  in 

Toledo, Ohio, 1946; Louisville, K entucky, 1946; Jam esto w n , N ew  York, 1972; 

C um berland, M ary land , 1975; Jackson  County, M ichigan, 1958; South Bend, 

Ind iana, 1963; Fox Cities Area, W isconsin; Evansville, Ind iana, 1975, and  

Buffalo, N ew  York, 1975 (Gold, 1976; Siegel and  W einberg, 1982).

Local o r  W orkplace Level

C o n tra ry  to th e  co n tem p o ra ry  im pression , lab o r-m an ag em en t cooperation 

a t  p lan t-lev e l is  not novel in  U.S. I t can  be trac ed  back to th e  1920s and  

W orld W ar I (Dulles and  Dubofsky, 1984). One of th e  m ore  publicized coop­

e ra tiv e  v e n tu re s  w a s  Introduced  in  1923 a t  th e  Glenwood shop of th e  Balti­

m ore  an d  Ohio (B & 0 )  R ailroad (S lich ter, Healy and  L ivernash , 1960; 

Sim m ons and  M ares, 1985). A nother began in  1929 and  involved th e
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N aum keag S team  Cotton Com pany and th e  United Textile W orkers in  Salem, 

M assachusetts  (S lich ter, 1941). Of p a r tic u la r  note from  th is  experim ent Is 

S lich te r 's  conclusion th a t  the  union should lim it accepting responsib ility  in 

trad itio n a l m anagem ent a re a s .

Types of Plant-Level P artic ipa tive  Processes 

Q uality  Circles <QC)

These d iffer fro m  o ther cooperative a rra n g e m e n ts  in  th e ir  reliance  on 

th e  d irec t pa rtic ipa tion  of r a n k  and  file employees, in stead  of th e ir  rep re sen ­

ta tiv es, in  sm all problem -solv ing  groups (B rett an d  H am m er, 1982; "New 

In d u s tr ia l R elations," 1981). F irs t used ex tensively  in  Jap an , QC's have  been 

adopted by  a  n u m b er of U.S. f irm s  (A lexander, 1984; M ohr and  M ohr, 1983; 

D ew ar, 1982; Cole, 1982). Even before th e  in roads of Japanese  com petition 

c rea ted  a  g rea t w a v e  of in te re s t in  QCs, th e re  had  been experim en ts w ith  

p a rtic ip a tiv e  shop-floor QC groups in  th e  U.S., b u t w ith o u t em phasis on 

tra in in g  in  s ta tis tica l control techniques (Rubenstein, 1977).

Q uality -o f- W ork-L ife (QWL)

The te rm  QWL is  often used  to cover v a rio u s  q u a lita tiv e  fe a tu re s  of w o rk  

o rganization  th a t  h av e  no t been su ffic ien tly  addressed  such  a s  the  degree of 

flex ib ility  w o rk e rs  h av e  on job, the  ex ten t of voice in  ho w  w o rk  is  done, and 

th e  ex ten t to w h ic h  em ployees a re  able to use  th e ir  capabilities (W alton,

1973). H ow ever, typ ica l QWL objectives of enhancing  employee dignity, p a r ­

ticipation, job sa tis fac tion  and  m a te r ia l w e lfa re  have  long been considered as 

m a jo r  goals of A m erican labor un ions (T annenbaum , 1951; Loevy, 1980). QWL 

a c tiv itie s  becam e p rev a len t d u rin g  th e  1970s a s  un ions an d  m anagem ent
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sought to ad d ress  w o rk e rs  needs outside of the  trad itio n a l bargain ing  system . 

O ther o r P lant-Level In itia tiv es  

Flexible W ork Schedules

In troduced  a t  th e  M esserschm idt R esearch an d  Development Center in  

W est G erm any in  1967 a s  g le i t z e i t  (gliding tim e), flexible w o rk  schedules 

w e re  adopted rap id ly  by banks, in su ran ce  com panies and o th er w h ite -co lla r  

em ployers in  w e s te rn  Europe and  la te r  In th e  U.S. (Gold, 1976;W einberg,

1983).

Scanlon P lans
t

Developed in  th e  la te  1930s by  Joseph N. Scanlon, s te e lw o rk e r and  local 

union  p residen t. T heir essen tia l appeal re s ts  upon bonuses given to all em ­

ployees based on a  m ea su re  of th e  com pany 's  p e rfo rm an ce  (L aw ler, 1977). 

Such p lans seek to harm on ize  m anagem en t's  concern  fo r p ro d u c tiv ity  w ith  

lab o r 's  fa ir  sh a re  of th e  gains, w ith in  a  f ra m e w o rk  of collective bargaining 

(Lesieur, 1958; Driscoll, 1985).

More Im p o rtan t th a n  th e  m oney-incen tive  elem ent, in  th e  opinion of its  

leading advocates, is  th e  to ta l p ro g ram  or philosophy of h o w  m anagem ent 

an d  un ions can  w o rk  in  a  cooperative fashion  (L esieur an d  Puckett, 1969). 

For m ore  on th e  Scanlon Plan see L aw ler, 1977; S chuster, 1980b; W hite, 1979. 

Employee Stock O w nersh ip  P lans (ESOPs) and  P rofit Sharing

The provision of em ployees sh a re s  in  com pany  stock a s  a  m eans of giving 

th em  a sense of o w n ersh ip  and  enlisting  m ore  fu lly  th e ir  lo y a lty  and  cooper­

ation is a n  additional in itia tive . W hile com panies hav e  not u su a lly  involved 

un ions in  th e  p lanning  of stock ow n ersh ip  p rog ram s, h a rd -p re sse d  com panies
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seeking w age concessions have  provided stock o w n ersh ip  plans a s  p a r t  of 

th e ir  se ttlem en ts  w ith  th e  United Auto W orkers (UAW) (H am m er and S te rn , 

1980; W einberg, 1983).

Case Studies of Cooperative Efforts

Some of th e  m ore  w idely-public ized  partic ipa tion  cases a re  General 

Foods' Topeka p lan t, Volvo's K alm ar p lan t, Donnelly M irro r, and  Philips of 

Holland (W alton, 1985; Davis and  C herns, 1975; Glaser, 1976). A rev ie w  of th e  

l i te ra tu re  show s th a t  positive changes In o rganizational effectiveness a re  r e ­

ported  in  a  large  n u m b er of cases. T here  a re  percentage changes in  produc­

tion ou tpu t, labor costs, re jec ts , absenteeism , an d  tu rn o v e r  a f te r  th e  im ple­

m en ta tion  of WP an d  o rgan izational re s tru c tu r in g . F requen tly , s ta tis tica l 

te s ts  a re  no t rep o rted  an d  experim en ta l con tro ls fo r con tam inan ts , su ch  as 

Im provem en ts in  technology, a re  not used. T hus, i t  is no t possible to tell if 

these  changes a re  sign ifican t o r caused  by  o th er fac to rs  in  th e  organizational 

en v iro n m en t (Suttle , 1977).

In  th e  U nited M lnew orkers  -  R ushton Mine Com pany Project in  Penn­

sy lv an ia , a  jo in t lab o r-m an ag em en t com m ittee, w i th  th e  help of outside 

consu ltan ts , In troduced a  n e w  fo rm  of w o rk  organization, th e  autonom ous 

w o rk  group. I t led to gains in  safety , sk ill an d  com m unication  bu t b rought 

no sign ifican t change in  p ro d u c tiv ity  (Mills, 1976; Goodman, 1980; L aw ler 

an d  D rexler, 1978). H ow ever, th e  lingering  trad itio n a l a d v e rs a ry  re la tionsh ip  

led to th e  eroding of w o rk e r  t r u s t  in  th e  process (S ch ran k , 1978).
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E ventually , th e  R ushton p ro jec t w aned  a s  em ployees vetoed im plem enting the  

p ro jec t a s  a  m in e -w id e  sy stem . According to Goodman (1979), th is  pro ject 

w h ic h  w a s  in itia ted  and  m anaged a s  "experim ental" em phasized th e  need fo r 

institu tionaliz ing  th e  process in  o rd e r  to diffuse and  su s ta in  organizational 

change.

H arm on In d u str ie s  In te rn a tio n a l. Inc . Autom otive D ivision's m ir ro r  

m an u fa c tu rin g  p lan t in  Bolivar, Tennessee en te red  in to  a  jo in t ag reem ent 

w ith  th e  United Auto W o rk ers  to estab lish  autonom ous w o rk  groups. This 

w a s  the  f i r s t  w o rk e r  partic ip a tio n  p ro jec t to te s t th e  feasib ility  of QWL. in  a  

unionized se tting  (S ch ran k , 1978). I t involved w o rk  re s tru c tu r in g  based on 

princip les of "secu rity , equ ity , dem ocracy, and  Ind iv idualism ." (Duckies, 

Duckies, and  Maccoby, 1977; Macy, 1980). The H arm on p rog ram  w a s  regarded  

a s  idealistic and  academ ic (Siegel and  W einberg, 1982). Although th e re  w e re  

som e Increases In Job sa tisfac tion  th e  hoped fo r  financia l gains to employees 

w e re  not realized (M acy, 1980; W allace an d  Driscoll, 1981).

General M otors (GM) and  United Auto W o rk ers  (UAWl q u a lity -o f-w o rk -  

life (QWL) p rog ram s, w h ic h  began in  1970, in troduced  jo in t cooperative 

e ffo rts  to replace conflict ("N ew  In d u s tr ia l R elations," 1981; W alton, 1985; 

Holley an d  Jenn ings, 1984). The s to ry  of la rge-sca le  GM-UAW's Q uality -o f- 

W ork-L lfe P rog ram  im plem ented  th ro u g h  a  n e tw o rk  of na tio n a l an d  p la n t-  

w ide  jo in t com m ittees h a s  been recounted  in  deta il b y  un ion  an d  m anage­

m en t p a rtic ip a n ts  an d  academ ic in v estig a to rs  (Bluestone, 1980; Fuller, 1980 

an d  1981; Guest, 1979). T heir Joint experim en ts h av e  undersco red  the  im por­

tan ce  of avoiding a n y  a ttem p ts  to c irc u m v e n t th e  CB agreem ent. The
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GM-UAW QWL re su lts  indicate th a t  m anagem ent fear3  of loss of a u th o r ity  

and prestige a re  g rad u a lly  dim inish ing  (W alton, 1985).

Public Sector Employee Involvem ent In itia tiv es

G row th of collective bargain ing  in  federal, s ta te  and  local governm ent in 

the  past decade h a s  been accom panied b y  increasing  in te re s t m  cooperative 

a rra n g e m e n ts  fo r exploration of common problem s and  peaceful a d ju s tm en ts  

of d ifferences (M artin , 1976). A v a r ie ty  of jo in t p ro jec ts h av e  been u n d e r­

tak en  in  response to m ounting  p re s su re  to Im prove p ro d u c tiv ity  a t  a ll public 

sec to r levels. Only a  fe w  cases have  been repo rted  in  detail.

Siegel and  W einberg (1982) identified som e com parisons w ith  p riv a te  

secto r p rogram s: (a ) scope of lab o r-m anagem en t cooperation ap p ea rs  g re a te r  

in  th e  public sector; (b) un ions and  employee associations Include a  la rg e r  

proportion  (over tw o -f if th s )  of to ta l n u m b er of w o rk e rs  (about 16 m illion) 

th a n  in  p riv a te ; (c) bu t, th e y  do not p e rfo rm  th e ir  negotiating functions a s  

fu lly , free ly  o r su re ly ; (d) collective bargain ing  is  s till u n ev en ly  accepted by  

public em ployees and  in  som e in stan ces been re jected  ou t r ig h t; (e) s tr ik e s  

a re  com m only forbidden, and  (f) m a c h in e ry  fo r im p a rtia l an d  binding a rb i­

tra tio n  is still not used ro u tin e ly  o r a s  a  la s t re s o r t  fo r th e  se ttlem en t of dis­

pu tes th a t  th re a te n  to e ru p t in to  open hostilities.

As in  th e  p r iv a te  sector, com m ittees form ed fo r public secto r Joint con­

su lta tio n  o r  p rob lem -so lv ing  a re  w id e -ran g in g  and  d iffe r in  v igor, efficacy, 

and  longevity  (B rookshire and  Rogers, 1981; Gold, 1986; W einberg, 1983;
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"Recent In itia tiv e s ," 1976). A p re req u isite  fo r  co n stru c tiv e  public sector 

un ion -m anagem en t cooperation is fo r the  p a rtie s  to have  a disposition to 

tem p er th e  a d v e rsa r ia l Im pulse. This condition, a lthough necessary , Is not 

sufficien t. Success also re q u ire s  jo in t leadersh ip , com m itm ent, patience, 

know ledge and  sk ill (H ackm an, 1985; L aw ler and D rexler, 1985).

O perational F ram ew o rk  For U nderstanding  

The Bargaining and Partic ipation  Processes

One of th e  basic p rem ises of th is  s tu d y  is th a t  th e  linking of fo rm al 

w o rk e r  partic ipa tion  and  collective bargain ing  processes should not be su m ­

m a r ily  d ism issed o r considered an  u n w o rk ab le  proposition. In  fac t it  can  be 

said th a t  the  general concept of w o rk e r  partic ipa tion  as practiced  in Am erica 

" is  a lm ost exclusively  v iew ed  w ith in  the  context of th e  in stitu tio n  of collec­

tive  bargain ing" (Ja in , 1980, p. 82). The collective bargain ing  a d v e rsa r ia l 

process h a s  been credited  w ith  generating  m uch  of the  p rog ress in  dealing 

w ith  issues th a t  m ight be covered u n d e r th e  partic ipa tion  process such  a s  

hea lth , sa fe ty  and  job se c u r ity  (Lew in, 1981).

P artic ipa tion  processes hav e  been said to im p ly  a  "mixed bag" of potential 

r is k s  and  opportun ities fo r local unions a t  th e  local level (Kochan, Katz, and 

M ower, 1984). N evertheless, th e  potential benefits m ak e  it  n e ce ssa ry  for 

un ions and  m anagem en t to consider m odifications in  th e ir  trad itio n a l ro les 

and a d v e rsa r ia l  processes (Kochan and  Plore, 1985). S tated an o th e r w a y ,



www.manaraa.com

36

p artic ip a tiv e  e ffo rts  have  been identified a s  dynam ic  processes w h ich  bring 

about m eaningful organizational changes (W einberg, 1983). Thus, given the 

suggested in te rac tio n  w ith  collective bargaining, th e re  often is a  need to 

a d ju s t th e  trad itio n a l collective bargain ing  process as app ropria te .

W orker Partic ipa tion  R esearch and  Im plications

In addition to th eo ry  and  practice, re se a rc h  on cooperative e ffo rts  h a s  

focused on w o rk e r  pa rtic ipa tion  processes w ith o u t addressing  th e ir  d irec t 

re la tionsh ip  w ith  collective bargaining. This, p e rh ap s un in ten tiona lly , sup ­

po rts  the  v iew  th a t  the  tw o  a re  sep ara te  processes.

Most of the  re le v a n t em pirica l partic ipa tion  l i te ra tu re  re la te  to m odels of 

organizational change o r  effectiveness. For exam ple, general models for 

u n d ers tan d in g  th e  process of organizational change in  th e  context of un ion- 

m anagem ent re la tio n s  hav e  been developed b y  Kochan & D yer (1976), N adler, 

Hanlon, & L aw ler (1980), Lewin (1981), and  S ch u ste r (1984c). D rexler & 

L aw ler (1977) provided a  case s tu d y  approach  w h ic h  highlight th e  complex­

ities Involved in  cooperative pro jects. Kochan, Katz, & M ow er (1984) also d is­

cuss v a rio u s  w o rk e r  partic ipa tion  models in  union se ttings a s  th e y  re la te  to 

o rganizational change and  p rog ram  effectiveness.

The v iew s  of union leaders and ac tiv is ts  on p a rtic ip a tiv e  e ffo rts  in th e  

context of organizational change have  been studied b y  v a rio u s  re se a rc h e rs  

(see Kochan, Lipsky, & Dyer, 1975; Dyer, Lipsky, 8c Kochan, 1977; and  Ponak &
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F ra se r , 1979). H am m er and  S te rn  (1986) found ten ta tiv e  suppo rt fo r th e ir  

model suggesting th a t  the  labor organization engaged in  cooperative p rog ram s 

w h e n  m anagem en t m oves in and out of cooperation m odes of behavior over 

tim e.

The overa ll effectiveness of un ion -m anagem en t cooperation h as  also been 

stud ied  a s  It a ffects th e  operation  of a  n u m b er of p lan t level sa fe ty  and 

h e a lth  com m ittees (Kochan, Dyer, an d  Lipsky, 1977). How ever, a s  is com­

m only  th e  case, th is  re se a rc h  does not give a tten tio n  to in teg rating  fo rm al 

cooperative processes w ith  trad itio n a l collective bargain ing . A couple of im ­

plications a re  of p a r tic u la r  note fro m  th is  em pirical s tu d y . One is th a t  sa fe ty  

and  h ea lth  com m ittees a re  rep re se n ta tiv e  of in teg ra tiv e  issues (W alton and 

McKersie, 1965). Two, a s  issues a re  addressed  w ith in  the  trad itio n a l re la t­

ionship, th e  p a rtie s  a re  challenged to develop capabilities fo r jo in tly  m anaging 

cooperative problem -solv ing  w ith in  th e  context of fo rm al bargaining. 

E nv ironm en t For Change W ith in  The Bargaining Context

The w o rk  e n v iro n m en t is  changing due to w o rld -w id e  m a rk e t sh ifts , 

changing w o rk e r  ch a rac te ris tic s , increasing  technology, m ore in tensified  

dom estic and  foreign com petition, and  n e w  union and  m anagem en t philoso­

phies (M lljus, 1986; Jacoby, 1982). The in d u s tr ia l re la tions l i te ra tu re  h as 

popularized th e  idea of labor and m anagem ent low ering  th e ir  trad itio n a l 

bargain ing  postu res and  seeking m u tu a lly  beneficial outcom es (Jacoby). As 

F e rm an  and  Kllngel (1985) h av e  suggested, th e  sh if t  from  th e  trad itio n a l 

ru le s -c en te red  organization  (o r calcu lative  ra tio n a lity )  to th e  partic ipa tive
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idca-centercd  organization (o r generative ra tio n a lity ) should be seen as adap­

tive  responses both to ex te rnal tu rbu lence  and shop floor tensions.

Overall, the  A m erican success w ith  participation  activ ities in  unionized 

env ironm en ts has been considered tem poral and re la tiv e  (Goodman, 1980). 

Those participation  efforts achieving less th a n  expected re su lts  m a y  be r e ­

lated to a  n u m b er of fac to rs including th e ir  separa tion  from  the form al 

bargaining process.

The m ore common theoretical position associated w ith  partic ipa tive  pro­

g ram s h as  been th a t  th ey  should be kept separa te  from  the  trad itiona l col­

lective bargaining process (Kochan and  Dyer, 1976). This position is given 

p rac tical support by  a  m a jo rity  of Am erican labor leaders w ho  advocate th a t 

fo rm al employee involvem ent type program s should not e n te r  into a n y  a re a  

of the  collective agreem ent (W atts, 1984; In terna tional Association of Mach­

in is ts  (lAM), 1984). The 1AM extends th is  position fu r th e r  by  sta ting  th a t  

involvem ent in  cooperation activ ities ought to "be no pream ble to softness in  

negotiations over trad itio n a l collective bargaining m a tte rs  . . ." (p. 17).

S chuster (1984b) has suggested th a t  th e  line of dem arcation  principle has 

m ore often been invoked p a r t ly  in  an  a ttem p t to reduce the  un ion 's in itial 

resistance  to partic ipa ting  in  cooperative efforts. F u rth e r , in  rea lity  such  a  

separa tion  m ay  be impossible to achieve and  m ain ta in  over a  tim e, and  th a t 

often WP and  CB a re  in te rtw in ed . It should follow th a t  as  employee invol­

v em en t p rogram s m a tu re  and  begin to add ress o ther th a n  n a r ro w  w orkplace 

issues, th e re  m ay  be an  inevitable overlap w ith  con trac t adm in istra tion  and
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grievance procedures.

S tra u ss  (1980) poin ts out th a t  som e WP processes a re  in teg ra tiv e  m ech­

an ism s p a r  excellence. Regardless of how  th e y  a re  in troduced  in  the  f irm , 

th ey  w ill hav e  a n  im pact on a  n u m b er of trad itio n a l CB practices. T here is  

am ple evidence th a t  the  in troduction  of WP processes h as  w h a t  Bluestone 

(1980) te rm s  a  "sa lubrious effect upon the  a d v e rsa r ia l CB system " (p. 40). 

Bluestone also notes th a t  long-existing jo in t employee invo lvem ent e ffo rts  

have  show n  th a t  th e  p a rtie s  have  a m ore co n stru c tiv e  CB rela tionsh ip , m ore 

satisfied  w o rk  force, im proved qu a lity , reduction  in  grievance handling, ab­

senteeism , d isc ip lin a ry  cases, and  less labor tu rn o v e r .

Form al WP processes a re  seen a s  a  continuing w a y  of life, co-existing 

w ith  the  CB process to b ring  about organizational change and  effectiveness 

(Ja in , 1980; Jacoby, 1982). Such e ffo rts  m a y  re q u ire  a  change in  trad itio n a l 

un ion -m anagem en t processes in  fav o r of WP processes, including em ploym ent 

involvem ent an d  developm ent of w o rk  groups (Kochan, Katz, and  M ower, 

1984; M iljus, 1986). The end re s u l t  of such  processes m a y  c re a te  a  n e w  social 

re a lity  in  th e  w o rk  e n v iro n m en t (F e rm an  and  Klingel, 1985).

Conceptual Model fo r In teg ra ting  W orker 

P artic ipa tion  an d  Collective Bargaining

Jo in t w orkp lace  p a rtic ip a tio n  e ffo rts  have  a  n u m b e r of ideological found­

ations. Among th e m  a re  (a )  the  in s titu tio n a lis t 's  assum ption  regard ing  the
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in h e ren t n a tu re  of and  legitim acy of conflict of in te re s ts  betw een labor and 

m anagem ent (Kochan, 1980); (b) a  recognition of the  Im portance of an  "open 

system s" approach  (Katz and Kahn, 1966) to models of w o rk e r  participation 

processes, and (c) union leaders general support of dealing w ith  a  v a r ie ty  of 

issues outside of collective bargaining (Dyer, Lipsky, and  Kochan, 1977; 

Kochan, Lipsky, and Dyer, 1975; Ponak and  F rase r, 1979). W ith respect to 

WP and CB, a fu r th e r  foundation is th a t the  v /o rk e r  partic ipation  and collect­

ive bargaining can  be kept separa te  and d istinc t only  if the  p a rties  a re  coop­

e ra tin g  on m ino r problem s o r  issues w h ich  a re  no t re la ted  to trad itional 

collective bargaining (W einberg, 1903).

Stimulus

Generally, WP begins w ith  a  s tim u lu s th a t is  recognised by  both the 

union and m anagem ent a s  significant to in itia te  a  Joint e ffo rt (Kochan and 

Dyer, 1976). The response to the  s tim u lu s  is  predicated on the  cooperative 

effort being compatible w ith  the  overall collective bargaining stra teg ies and 

goals of both parties.

Kochan and  McKersie (1983), among o thers, d iscuss in te rn a l and  ex ternal 

m otives w h ic h  m a y  launch  jo in t WP efforts. They include foreign competi­

tion, poor product qua lity , loss of in d u s try  m a rk e t, and  technological 

changes w ith in  the  in d u s try .

Com m itm ent

The long -te rm  v iab ility  of w o rk e r  partic ipation  activ ities depends on the 

to ta l com m itm ent of the  organization, including th a t  of top m anagem ent and
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union leadersh ip  (Goodman, 1980; W alton, 1975; Ja in , 1980; Fuller, 1981). It 

can be thought of a s  being th e  re la tiv e  s tre n g th  of th e  p a rtie s ' identification 

w ith  and invo lvem ent in  the  organization (S teers, 1977; S chuster, 1984c). 

The p a rtie s ' com m itm ent along w ith  s tim u lu s  a re  also influencing fac to rs  in 

obtaining th e  com m itm en t of th e  ra n k -a n d -f ile , f ir s t- lin e  and m iddle 

m anagem ent. S ch u ste r (1983) identified sev era l fac to rs  th a t  m a y  in te rfe re  

w ith  continuing com m itm ent of th e  p a rties . T hey  a re : unresolved  

long-standing  a ttltu d in a l o r m anageria l issues, lack  of t r u s t ,  union political 

p re ssu re s , and  tu rn o v e r  of k e y  personnel in  both organizations.

S tra tegy

The concept of s tra te g y  o r stra teg ic  choice p lays a v e ry  active  role in  

th e  decisions of a ll th e  a c to rs  in  the  in d u s tr ia l re la tio n s  sy s tem  (Kochan, 

McKersie an d  Cappelll, 1984; Ja in , I960). Piore (1985) undersco res the  im por­

tance of s tra te g y  to un ions especially  w ith  reg a rd  to ( l )  tak ing  w ages ou t of 

com petition, an d  (2) m ain ta in in g  a  sense of com m un ity  w ith in  the  in d u s tria l 

re la tio n s sy stem .

Labor leaders, s im ila r  to th e ir  m anagem en t c o u n te rp a rts , need to es­

tab lish  an d  Im plem ent a  se t of decisions and  actions to m eet identified goals 

an d  objectives (P earce an d  Robinson, 1982; Radford, 1980). Deutsch (1986) has 

suggested th a t  th e  labor m ovem ent is  req u ired  to In itia te  su ch  planning in  

the  face of m an ag em en t's  design and  im plem entation  of n e w  technologies. In 

com m enting on A m erican un ions' in d u s tr ia l re la tio n s  stra teg ies, Kochan, 

McKersie, an d  Kat2 (1985) suggest th a t  un ions need to ". . .  lin k  continued
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w orkp lace  cooperation and innovation  to involvem ent and influence in the  

stra teg ic  business and  governm en t decisions th a t  a ffect long r u n  em ploym ent 

and m em bersh ip  s e c u r i ty . . . H (p. 29). According to Deutsch, th e  challenges fo r 

A m erican unions is to do so "w ith in  a context of cooperative and hostile labor 

re la tio n s and  n e w  economics co n stra in ts"  (p. 529). The APL-CIO Committee 

Report ("Report of th e  AFL-CIO, ” 1985) gave credence to such  a  need by  

adm onishing the  labo r m ovem ent to engage in  stra teg ic  p lanning  to b e tte r 

cope w ith  d ram a tic  sh ifts  in  its  in te rn a l and  ex te rn a l env ironm en ts.

McKersie (1985), in  w h a t  he called "en tre p ren e u ria l decisions," sta ted  

th a t  un ions need to focus on decisions affecting not on ly  th e  union itself, b u t 

also th e  shape of i ts  lab o r-m an ag em en t env ironm en t. The re se a rc h  of Kochan 

and  McKersie (1983), an d  Kochan and  Piore (1985) give u s  3ome in -  sigh ts into 

som e of th e  labor m ovem en t's  s tra teg ies  in  dealing w ith  ex te rn a l and  in te r ­

n a l en v iro n m en ta l p re ssu re s , including th e  s tra te g y 's  re la tionsh ip  w ith  fo r­

m al cooperative efforts.

S ch u ste r (1984c) and  o th e rs  (e.g ., Kochan, Katz and M ow er, 1984) have  

indicated  th a t  labo r should th in k  s tra teg ica lly  about ho w  WP w ill im pact the  

in te re s ts  of th e ir  m em bers. Also, th e re  should be som e lin k  betw een  coopera­

tion an d  b ro ad er labor s tra teg ies  fo r im proving  th e  u n io n 's  overall effective­

ness in  th e  CB process. In  th e ir  findings Kochan, Katz an d  M ow er em pha­

sized th e  need to lin k  cooperative processes to la rg e r  bargain ing  e ffo rts  on a 

s tra teg ic  level. T his does no t im ply  th a t  th e re  n ecessa rily  need to be a  total 

in teg ra tion  o r m erg e r of th e  partic ipa tion  process w ith  th e  process fo r re ­

solving g rievances and  negotiated CB agreem ent. McKersie (1985) cautions
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th a t a un ion 's increasing role in stra teg ic  decision m aking should not neces­

sa r i ly  impinge upon m anagem ent's  d isc re tio n ary  role n o r should the  union 

abandon its  trad itiona l ad v e rsa ria l role.

Environm ental Factors

The institu tionalization  of w orkplace  partic ipation  processes into collec­

tive  bargaining, to some degree, takes in to  consideration the  im pact of certa in  

ex te rn a l and  In te rna l env ironm en ta l factors (Ja in , 1980). Kochan, Katz and 

W eber (1985) and Goodman (1980) have noted the  influence of th e  env iron­

m ent, specifically organizational env ironm ent, on fo rm al participation  ‘ 

efforts. They s tre s s  th a t  the  in te rn a l (s tru c tu re , policies) and  ex ternal 

(competition, economy) env ironm en t a re  c ruc ia l to the  long-te rm  v iab ility  of 

WP and the  un ion 's  stra teg ic  plans.

S tra tegy  becomes m ore im p o rtan t for unions (and  em ployers) as  th e ir  

env ironm en ts change and  com petitive p ressu re s  Increase due to domestic and 

in te rn a tio n a l economies, sh ifts  in  dem ographics, m a rk e t s tru c tu re s , non­

union competition, and  new  technologies (Kochan and Piore, 1985). Thus, 

labor unions need to concern them selves w ith  policies and decisions address­

ing th e ir  lo n g -te rm  h ea lth  as v iable organizations and  also m em ber in te rests . 

W orker Participation  Institu tionalization

The institu tionalizing  of w o rk e r  partic ipa tion  is based on the  prem ise 

th a t effective cooperative effo rts can  be susta ined  th rough  w ork ing  w ith in  

the  trad itiona l bargaining system , as opposed to establishing paralle l organi­

zational s tru c tu re s(L ev ita n  and W erneke, 1984). Kochan, Katz, and  M ower 

(1984) have  concluded th a t  success in  handling cooperative efforts, especially
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a s  th e y  m a tu re , m a y  w ell lie in  how  successfu lly  those partic ipa tion  s t r a ­

tegies a re  Institu tionalized  Into collective bargaining.

The defin itive  c h a ra c te ris tic s  of WP Institu tionaliza tion  is  its  persistence 

over tim e w ith o u t som e fo rm  of d irec t a n d /o r  im m ediate  ex te rna l control 

(Goodman, 1979). Selznick (1962) sees in stitu tiona lization  a s  a  w a y  of r e ­

m oving partic ipa tion  processes from  th e  rea lm  of p erso n ality  d ifferences and 

tran sfo rm in g  them  into  th e  fo rm al organizational s t ru c tu re . [See Goodman, 

Conlon, and  B azerm an (1980) fo r a  m ore e laborate  discussion of in s titu tio n a l­

ization] .

Some caveats  regard ing  Institu tionaliza tion  have  been m entioned. For 

exam ple, Bluestone (1984) cau tions th a t  "institu tionaliz ing  the  process is a  

se rio u s issue  th a t  re q u ire s  a s  m uch  o r m ore a tten tio n  th a n  in itia ting  the  

process" (p. 2). S ch u ste r (1985) o ffers th a t  in teg ra ting  facets of w o rk e r  p a r ­

tic ipation  an d  collective bargain ing  m a y  be req u ired . H ow ever, w ith  a n y  de­

gree of in stitu tiona liza tion  th e  p a rtie s  should still m a in ta in  th e  in teg rity  of 

th e  g rievance  procedure, m anagem en t p rerogatives, and  th e  negotiations p ro­

cess.

Models of Bargaining and  Partic ipation

In essence, collective bargain ing  is (a ) th e  forem ost employee voice 

m echan ism  in  th e  w orkp lace , an d  (b) a  process w h ic h  should  be governed by 

legal and  binding com m itm en ts of both p a r tn e r s  to the  negotiated agreem ent. 

As indicated in  F igure 2, both em ployees an d  em ployer needs and  in te re s ts
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can  be addressed  b y  th e  collective bargain ing  process. T rad itionally , th e  b a r ­

gaining process h a s  focused on those Issues considered m a n d a to ry  b y  law . At 

tim es th is  h a s  re su lted  in  scan t a tten tion  being given to o th e r organizational 

and  employee needs. As expected, th e  em phasis is  often on m ain ta in ing  and 

conform ing to th e  trad itio n a l process, r a th e r  th a n  using th e  process a s  a 

conduit fo r encom passing th e  to tal q u a lity  of w o rk  life.

T heoretically , CB is a continuous Joint process fo r problem  resolution 

and m a in ta in in g  the  re la tio n sh ip  betw een th e  pa rties . Although employees 

and  em ployers receive some d irec t feedback d u rin g  th e  life of th e  con tract, 

the  sy s tem  does no t encourage extensive co n trac t a d ju s tm en ts  to add ress em ­

ployee d issa tisfac tions du rin g  the  life of th e  co n tra c t (W allace and  Driscoll, 

1981). Nor is it  able to im m ed ia te ly  respond to unforeseen  conditions. I t often 

addresses general o r overall issues r a th e r  th a n  those specific to individual 

w o rk  groups w ith in  th e  p lan t.

F u rth e rm o re , a s  com m only executed th e  CB process Is not designed to 

ad d ress  the  overa ll effectiveness of th e  organization  and  th e  q u a lity  of em ­

ployees' da lly  w o rk  life (W allace and  Driscoll). In  co n tra s t, fo rm al w o rk e r  

partic ipa tion  is often v iew ed  b y  m a n y  a s  a p ro jec t o r  p ro g ram  r a th e r  th a n  

an  organizational process. As show n  in  Figure 3, WP seeks to achieve desired 

employee and  organizational outcom es th rough  d irec t employee involvem ent.
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▲

NEGOTIATIONS ADMINISTRATION

FIGURE 2. T rad itional Collective Bargaining Process

G enerally, (a )  It Is no t governed by  law , (b) u su a lly  can  be ended u n i­

la te ra lly  b y  e ith e r  p a r ty , and  (c) i t  o stensib ly  add resses issues not covered 

by  collective bargain ing . T heoretically , It seeks to provide a qu lcker-response  

fo ru m  fo r add ressing  specific o r general issues leading to im proved q u a lity  

of life a t  th e  w o rk p lace  an d  organizational effectiveness. W orker p artic ip a ­

tive  processes u su a lly  a tte m p t to accom plish these  goals w h ile  Nby-p assin g u 

the  fo rm al collective bargain ing  process. T here in  m a y  lie one of the  problem s 

w ith  se p a ra te  sy s tem s. The needs and  in te re s ts  of em ployees and  em ployers 

affect, and  a re  affected by, w h a t  h a s  occurred  o r  no t occurred  th rough  the  

fo rm al system .
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FIGURE 3. Form al W orker Partic ipa tion  In te rv en tio n  Process

M atu re  p a rtic ip a tiv e  effo rts, a s  th e y  begin to consider m ore  m eaningful 

concerns, often find It ex trem ely  d ifficu lt to avoid addressing  collective b a r ­

gaining issues. T hat is, em ployees seek to become m ore  involved in  Issues 

trad itio n a lly  dealt w ith  u n d e r  th e  fo rm al bargain ing  process b y  re p re se n ta ­

tives of em ployees and  m anagem ent (M icallef and  Moore, 1986). By rem oving 

th e  sep ara tio n  of collective b a rg a in -  mg and  w o rk e r  partic ipa tion , unions 

and  m anagem en t w ould  in  effect in s ti-  tu tionalize  the  p a rtic ip a tiv e  process 

w ith in  th e  collective bargain ing  process, a s  show n  in  Figure 4.
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AGREEMENT

FORMAL UP

FIGURE 4. Institu tionaliza tion  of Collective Bargaining 
and  Form al W orker P artic ipation

In essence (a )  a  b ro ad e r scope of employee and  em ployer needs w ould  be 

addressed  w ith in  th e  bargain ing  re la tionsh ip , (b) com m itm ent to w orkplace  

changes w ould  be form alized, (c) Im proved q u a lity  of w o rk  life and  organi­

zational effectiveness could be desired  outcom es, (d) th e re  w ould  be opportu­

n ities  fo r em ployees to become m ore  d irec tly  involved in  decisions th a t  im ­

pac t th e ir  w o rk  en v iro n m en t, and  (e) a  coupling of th e  tw o  processes w ould 

legitim ize th e  ro le  of the  union in  all a re a s  of the  re la tionsh ip  (M lcallef and 

Moore, 1986).

Benefits

The concept of in stitu tiona lized  o r coupled w o rk e r  partic ipa tion  and  

collective bargain ing  processes o ffers sev era l potential advan tages to the
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indiv idual ac to rs  a s  w ell a s  to the  organization. Some are:

a ) . An open sy s tem s approach  to operating  th e  w orkp lace  (Katz 

and Kahn, 1966; V an De Ven and  A3tley, 1981). From  an  organ­

izational th e o ry  and  effectiveness perspective, w o rk e rs , th e ir  

union and  m anagem ent a re  involved in  decisions and changes 

regard ing  th e  v a rio u s  p a r ts  of th e  organization.

b). Conflicts, d is tru s t , and  inefficiencies m ay  be reduced.

c). A m ore dem ocratic  w orkp lace  is  c reated  in  w h ic h  w o rk e rs  

should  h av e  w id e r  oppo rtun ity  to engage in  w orkp lace  decision 

m aking.

d). Labor and  m anagem ent m a y  be compelled to deal w ith  re le ­

v a n t  em ployee and  organizational issues.

e). M ore d irec t channe ls  of com m unications a re  availab le  to all 

sides.

f) . T here  m a y  be a reduction  in  fo rm al grievances a n d /o r the  

n u m b e r of steps used in  th e  g rievance procedure.

g). A m ore  effective and  sa tis fac to ry  "organizational life" m ay  be 

realized.

h ) .T h e  organ ization  m a y  benefit from  a  b e tte r  u tilization  of w o r­

k e r , labor and  m anagem ent resou rces.
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Trust

Once w e  rem ove the  u n ion 's  suspicion of th e  em ployer and 
the  em p loyer's  suspicion of th e  union, th e re  is nothing in the  
w orld  to p rev e n t the  m ost cordial re la tio n ...( f ro m  "An In te rv iew  
w ith  Sam uel G om pers," C row ther, 1973).

T ru s t  h a s  f req u e n tly  been identified as a  k ey  v a riab le  in  th e  WP process 

and  essen tia l to a n y  se rious discussion of en te ring  in to  a  cooperation ac tiv ity  

(Bluestone, 1984; S ch ran k , 1978). T ru s t is seen a s  c ru c ia lly  Im p o rtan t w h ile  

som ew hat d ifficu lt to define o r operationalize a s  w ell a s  m easu re . In  recen t 

y e a rs  the  labor m ovem ent h as  been Increasing ly  w illing  to seek positive 

un io n -m an ag em en t re la tionsh ips based on t r u s t ,  th a n  on s tr ik e s  once con­

sidered th e  basis fo r union  pow er (Reynolds, 1984).

Kochan and  Piore (1985) em phasized the  n a tu re  of th e  t r u s t  fac to r by  

w h a t  th e y  te rm  th e  " in te rn a l con trad ic tions In A m erican In d u str ia l re la ­

tions. 11 Here th e y  re fe r  to th e  dua l stra teg ies followed b y  organizations w h e re  

in d u s tr ia l re la tio n s policies a t  th e  co rpora te  level a re  geared to w a rd s  union 

avoidance o r  m a in ta in in g  m a n y  comm on elem ents of th e  trad itio n a l a d v e r­

sa r ia l  approach. C oncurren tly , a t  th e  p lan t level, cooperative e ffo rts  a re  be­

ing supported  to overcom e a d v e rsa r ia l conditions. Such con trad ictions m ay  

co n trib u te  to w h a t  h a s  been found to be high levels of conflict and  d is tru s t 

betw een  labor an d  m anagem ent.

Successful m odels fo r p lanned organization change p a r t ic u la r ly  s tre ss  

the  need to estab lish  m u tu a l t r u s t  betw een  th e  p a rtie s  in  the  in itia l stages of 

th e  collaborative re la tio n sh ip  (Bennis, 1969). H am m er and  S te rn  (1986) in
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th e ir  s tu d y  found th e  t r u s t  fac to r w h ic h  becam e evident du ring  cooperation 

e ffo rts  w a s  k ey  to th e  h is to ry  of overcom ing m ilita n t labo r-m anagem en t 

conflict a t  Rath. The re su lt w a s  th a t  labor leaders displayed a lte rn a tin g  be­

hav io rs . T hey agreed to cooperate in o rd e r to a v e r t  co rpora te  ru in  o r obtain 

benefits, b u t re v e rte d  to th e ir  a d v e rsa r ia l ro le  w h e n  cooperation in c u rre d  

costs fo r the  union o r th re a te n s  th e ir  control of union m em bers.

S ch u ste r (1984b) also identified t r u s t  a s  a n  Im p o rtan t v a ria b le  in  the  

success of w o rk e r  partic ipa tion . He suggests th a t  th e  t r u s t  established in  the  

p artic ip a tiv e  e ffo rts  could be d im inished so m ew h at d u rin g  trad itio n a l nego­

tia tions by  th e  aggressive tac tics used by  th e  p a rtie s  In p u rs u it  of d is tr ib u ­

tiv e  bargain ing  goals. Goodman (1980) holds th a t  low  level of un ion -m anage­

m en t t r u s t  m a y  im pact both the  p a rtie s ' com m itm ent an d  th e  success of 

cooperation e ffo rts  resu ltin g  in  re la tiv e ly  sh o rt- liv e d  w o rk e r  partic ipa tion  

processes life spans.

Kochan an d  D yer (1976) em phasized the  need fo r m ain ta in ing  t r u s t  bet­

w een  the  p a rtie s  an d  com m itm ent to th e  partic ipa tion  process th rough  peri­

odic conflict an d  a d v e rs a ry  shocks. T hey also suggest th a t  t r u s t  is not only 

Im p o rtan t fo r th e  general o rganizational clim ate, b u t specifically fo r th e  

n a tu re  of labor re la tions, cooperation an d  th e  financ ia l v iab ility  of the  organ­

ization.

In  general, in te rac tio n s  betw een  th e  p a rtie s  an d  th e  degree of t r u s t  

established, o r lacking, a re  based on consisten t re s u lts  fro m  past t r a n s ­

actions (Shea, 1984). As it  re la te s  specifically  to WP, t r u s t  m a y  be based on 

such  v a ria b le s  a s  p a s t h is to ry , respect, p as t negotiations, grievance h is to ry ,
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past bargaining posture, personal experiences, national labor leaders ' v iew s, 

etc. (S trau ss , 1980).

Past su rv e y s  have  identified evidence of w idespread  m is tru s t betw een 

labo r-m anagem en t (W einberg, 1976). For example, one such  su rv e y  con­

cluded "such m is tru s t  w ould  need to be suspended before cooperative pro­

g ram s could be u n d e rta k e n ,..."  (p. 21). At a  D epartm ent of Labor (DOL) 

conference w ith  25 rep resen ta tiv es  of labor, m anagem ent, and academ ia it 

w a s  noted th a t  "W ith tim e and  experience, relationships, t ru s t ,  and skills 

w ill build betw een the  p a rtie s  so th a t issues over in h e ren t differences bet­

w een  QWL and  CB [collective bargaining] w ill lose th e ir  fo rce ..."  (U.S. DOL, 

1984b, p. 3-4). Of course, the  p a rtie s  acknowledge the  differences betw een 

the  tw o approaches, one a d v e rsa ria l and rely ing  on bargaining pow er for 

agreem ent, and  the  o th er cooperative, based on reaching  consensus through 

t r u s t  and  in fo rm ation  sharing .

The issue of t r u s t  w a s  also the  m ost discussed topic a t  a  s im ila r 1985 

regional sym posium  on labo r-m anagem en t cooperation. Labor expressed fea rs  

th a t  em ployers w ould  ( l )  use the  cooperation process a s  a  union busting 

technique and  (b) w ould use th e  process only In a  c ris is  o r w h en  the 

organization needed a  qu ick -fix  solution to problem s (Bognanno and M yhr, 

1985). "Each labor group believed th a t  w h ile  m anagem ent speaks of coopera­

tion, m a n y  em ployers a re  n e ith e r  com m itted to t r u s t  n o r to the  cooperation 

process" (p. 29).

The issue of t r u s t  w a s  also the  m ost discussed topic a t  a  s im ila r 1985 

regional sym posium  on labo r-m anagem en t cooperation. Labor expressed fea rs
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th a t  em ployers w ould ( l )  use the cooperation process as a union busting 

technique and  (b) w ould use th e  process only in a  c ris is  o r w h en  the organi­

zation needed a qu ick-fix  solution to problem s (Bognanno and M yhr, 1985). 

"Each labor group believed th a t w h ile  m anagem ent speaks of cooperation, 

m an y  em ployers a re  n e ith e r com m itted to t r u s t  no r to th e  cooperation pro­

cess" (p. 29).

Obstacles to Cooperative Efforts

By fa r , th e  m ost serious difficulty  in  getting jo in t cooperative efforts 

u n d e rw a y  in  unionized f irm s  stem s from  the  "pervasive influence of ad v e r­

sa r ia l  norm s, v a lu es and  practices" (Jick, McKersie, Greenhalgh, 1983, p.

185). Coupled w ith  th is  is  the fa ilu re  of em ployers to accept the  union as a  

legitim ate w orkp lace  en tity  (Bognanno and  M yhr, 1985). Kochan and Dyer 

(1976) s ta te  th a t  one obstacle th a t  has led to th e  decline and support by w o r­

k e rs  and  union rep resen ta tiv es  fo r WP processes w a s  m anagem ent's  actions 

or s tra teg y  decisions th a t  w e re  v iew ed as Inconsistent w ith  high level of 

t r u s t  being encouraged in  th e  participation  process.

O ther obstacles include m anagem ent resistance; the  belief th a t  both 

p a rtie s  have  strong  and  Irreconcilable goals; absence of a  su itab le  model; a  

lack of knowledge and  experience; a  fea r of ad v erse  effects on the  con tractual 

agreem ent, and  low  or no conspicuous progress. In  m an y  w orkplaces the 

existing negative forces a re  u su a lly  stronger th a n  those forces favoring jo in t 

pro jects (L aw ler and  Drexler, 1978).
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The Legal U nderpinnings of Employee Involvem ent 

in The Collective Bargaining F ram ew o rk

In exam ining the  legality  Issue th e  a im  Is not to engage In a legal tre a tise  

on labor law s and  employee involvem ent. R a ther the  objective is to d iscuss 

some of the  specific considerations th a t  should be tak en  in to  account in  ex­

am in ing  th e  possible im pact of labor law s, specifically  the  NLRA, on p a rtic i­

pa tive  p rogram s. Also, w h a t  considerations should be tak e n  in to  account by 

labor and  m anagem ent as th e y  ad d ress  th e  s ta r t-u p ,  m ain tenance  and  ex­

pansion of th e ir  jo in t cooperative efforts?

Legal challenges, if an y , aim ed a t  employee involvem ent p rog ram s w ill 

p robab ly  come fro m  those w ith in  th e  labor m ovem ent alleging v io la tion(s) of 

the  National Labor Relations Act (NLRA). L abor's challenge m a y  come about 

fo r  a  n u m b er of rea so n s  including ( l )  ac tu a l o r  perceived m isuse  of coopera­

tive  p ro g ram s b y  m anagem ent, o r  (2) perceived negative im pact such  pro­

g ram s m a y  h av e  on th e  fo rm al collective bargain ing  process.

The Law

The 1935 NLRA prom otes th e  p rac tice  of collective bargain ing  a s  a  m eans 

fo r em ployees to p a rtic ip a te  in  the  d e te rm ina tion  of w ages, h o u rs , and  o th er 

te rm s  an d  conditions of w o rk . The Act w a s  ra tif ie d  by  Congress to reduce 

in d u s tr ia l conflicts an d  to encourage cooperative reso lu tion  of " in d u stria l 

d ispu tes a ris in g  out of d ifferences a s  to w ages, h o u rs , o r o th e r  w o rk ing  con­

ditions by  res to rin g  eq u a lity  of bargain ing  pow er betw een  em ployers and 

employees" (N ow ak, 1984,p. 150).
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T ay lo r and W itney  (1979) lis t th e  significant sections of the  NLRA th a t 

m a y  app ly  to fo rm al WP processes:

Section 2(5)

Defines labor organizations as a n y  organization, or agency o r em ­

ployee re p re se n ta tio n  com m ittee o r plan, w h ic h  ex ists fo r the  p u r ­

pose of dealing w ith  em ployers concerning w ages, h o u rs  of em ploy­

m ent, o r  conditions of w o rk .

Section 7

Gives em ployees th e  r ig h t to barga in  collectively an d  to engage in  o r 

r e f r a in  fro m  concerted activ ities.

Section 8(a)(1 )

M akes it  a n  u n fa ir  labor p rac tice  fo r a n  em ployer to in te rfe re , re s ­

t r a in  o r coerce employees in the  exercise of th e ir  bargain ing  righ ts . 

Section 8(a)(2)

M akes it  a n  u n fa ir  labor p rac tice  fo r a n  em ployer to dom inate, 

in te r fe re  w ith , con tribu te  financ ia lly  o r  suppo rt a n y  labor 

organization.

Section 8 (a)(5 )

M akes it  an  u n fa ir  labor p rac tice  fo r a n  em ployer to re fu se  to 

b a rg a in  w ith  em ployees' rep re sen ta tiv e s .

Section 9(a)

Gives exclusive r ig h ts  to rep re se n ta tiv e s  selected by  th e  m a jo rity  of 

em ployees to barga in  w ith  em ployers.



www.manaraa.com

56

At_Issue

From  a  legal perspective  th e  w o rk e r  partic ipa tion  (WP) issue of p a ra ­

m oun t concern  is "do th ey  violate  v iolate  th e  N ational Labor Relations Act, 

p a r tic u la r ly  w ith  reg a rd s  to section 2(5) and  section 8 (a)(2)?". This question 

is p a r tic u la r ly  re le v a n t fo r unionized en v iro n m en ts  since typical p a rtic ip a ­

tion p ro g ram s a re  Jo in tly  m anaged by  labor and  m anagem ent. Some pro ­

g ram s often b ring  about a  positive sh if t in  the  sty le  of m anagem ent p rac ­

ticed by  com panies, in  th a t  th e  trad itio n a l a d v e rsa r ia l  approach  is ab an ­

doned in  fav o r of cooperation (Gold, 1986).

Two seem ingly con trad ic to ry  positions h ighlight th e  m ore p rev a len t 

v iew s regard ing  v io lations of th e  Act. According to Sockell (1984) "Congress 

m ea n t to b ring  all employee partic ipa tion  m echanism s, in  v ir tu a lly  a n y  

fo rm , w ith in  th e  rea ch  of th e  law . T hus, m ost if not a ll of to d ay 's  p a rtic ip a ­

tion p ro g ram s m a y  be v iew ed a s  v iolating th e  s ta tu te "  (p. 553). In h e r  v iew  

a union filed section 8 (a)(5 ) charge probab ly  w ould  be upheld  and  the  em ­

ployee invo lvem ent p ro g ram  w ould  be dissolved. On th e  o th e r  hand , Fu lm er 

and  Coleman (1984) s ta te  th a t  p a rtic ip a tiv e  e ffo rts  a re  no t n ecessa rily  

considered dom inated labor organizations in  v iolation of th e  NLRA. T hey 

m a in -  ta in  th a t  em ployee invo lvem ent com m ittees " fu r th e r  th e  desirable  

end of cooperation be tw een  labor and  m anagem ent th a t  is encouraged by the  

Act a s  w e ll a s  th e  QWL Act of 1975" (p. 684).

B oard 's V iew

The N ational Labor Relations Board (NLRB) h a s  in  th e  p ast construed  

section 8 (a)(2 ), em ployer dom ination, v e ry  n a r ro w ly  a s  to preclude m an y
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fo rm s of employee in te rac tio n  w ith  m anagem ent. Until v e ry  recen t y e a rs  the  

Board 's trad itio n a l rig id  s ta n d a rd  in  de te rm in ing  em ployer dom ination 

am ounted  to in effect a "per se H ru le . T hat is, a n y  em ployer suppo rt of a 

labor organization is illegal beyond a c p :  - i n  critica l level, regard less of the  

c h a ra c te r  of the  challenged organization, th e  in te n t of th e  em ployer, o r  the 

w ill of the  em ployees (M orris, 1983). W hile c e rta in  c o u rts  h av e  disagreed 

w ith  th e  Board 's a n a ly sis  (see, e .g ., H ertzka & Knowles v . NLRB, 1974; 

Chicago R aw hide v . NLRB, 1955; Federal-M ogul Corp. v . NLRB, 1968; M odern 

Plastics v . NLRB, 1967), no p e rsu asiv e  an a ly tica l s ta n d a rd  h as  y e t em erged 

fro m  th e ir  decisions.

In  recen t y e a r s  th e  NLRB h a s  not been as flexible a s  th e  c o u rts  in  its  

in te rp re ta tio n  of th e  Act. But it  h a s  show n  som e flex ib ility  in  acknow ledging 

w h e th e r  o r not employee involvem ent ac tiv ities a re  labor organizations. For 

exam ple In NLRB v . N o rth ea s te rn  U n iv e rs ity  (1979) i t  exam ined the  question 

of w h e th e r  a  facu lty  organization  w a s  a  labor organization  w ith in  the  m ean ­

ing of the  section 2(5). I t  reasoned  th a t  th e  fac u lty  sen a te  did not function  

to p re sen t bargain ing  dem ands a s  found in  co n trac t negotiations, b u t m ore  of 

a n  ad v iso ry  com m ittee m ak ing  recom m endations to the  p residen t.

The N o rth eas te rn  decision should be v iew ed  carefu lly . As w a s  the  case 

u n d e r NLRB v . Y eshiva U n iv e rs ity  (1980), employee involvem ent in  m ore 

su b s tan tiv e  decision m aking  could possibly be v iew ed  a s  m anagem en t decision 

m aking. As such , em ployees w ould be ineligible fo r pro tection  of th e ir  r ig h t 

to organize and  b a rg a in  collectively (A lexander, 1985).
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Court's View

Accordingly, a  long line of cases h a s  recognized the  d istinction  betw een 

cooperation and  dom ination and  allow ed cooperation a s  fu r th e r in g  the  policies 

of th e  NLRB, for exam ple, Chicago R aw hide v . NLRB (1955). In  recen t y ears , 

how ever, co u rts  have  found th a t  th e  assum ption  of an  a d v e rsa r ia l model of 

employee re la tio n s Is no t a lw a y s  appropria te . In m a n y  s itu a tio n s th e  in te r ­

ests  of m anagem ent an d  w o rk e rs  now  coincide. L iterally , a lm ost a n y  fo rm  of 

em ployer cooperation, how ever innocuous, could be deem ed suppo rt o r in te r ­

ference. Yet su ch  a  constric ted  v ie w  of section 8 (a)(2 ) w ould  un d erm in e  its  

v e ry  purpose an d  th e  purpose of th e  Act a s  a  w hole; i.e ., fostering  free  

choice, because it  m ight p rev e n t the  estab lish m en t of a  sy stem  th e  employees 

desired  (F u lm er and  Coleman, 1984). T hus th e  lite ra l prohibition of section 

8 (a)(2 ) m u s t be tem pered  by  recognition of th e  objectives of the  NLRA (see 

H ertzka & Knowles v . NLRB, 1974).

Conclusion

W hat constitu tes  a  labor organization, w ith  respec t to employee involve­

m en t p rog ram s, is s till inconclusive. The Board, a s  y e t, h a s  not had  the  

occasion to face th e  issue  sq u a re ly . If a  challenge w e re  to come about, 

M u rrm a n  (1980) o ffers som e clues regard ing  possible outcom es. One r e ­

c u rr in g  them e und erly in g  cooperative p ro g ram s and  possible NLRA violations 

is  th e  s ta te  of m ind  of th e  p a rtic ip an ts , em ployees, em ployee rep re se n ta tiv e s  

and  m anagem ent. R elevant to section 8 (a)(2 ) is  w h e th e r  o r  not such  p ro ­

g ram s a re  m otiva ted  by  th e  em p loyer's  "an tiun ion  an im u s ."  Also significant 

is  w h e th e r  o r not em ployees hold perceptions of coercion o r  dom ination on
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the  p a r t  of the  em ployer. Unless it  can  be estab lished  th a t  em ployer conduct 

ac tu a lly  In te rfe red  w ith  th e  em ployees' free-choice  selection of w orkp lace  

issues and  rep resen ta tio n , it  m a y  be ru led  th a t  no violation of the  Act, speci­

fica lly  section 8 (a)(2 ), h a s  occurred .

W hether o r not employee involvem ent p ro g ram s v io late  th e  Act rem a in s  

an  open and  debatable issue. Given the  essence of p ast NLRB and  co u rt deci­

sions, it  is u n rea lis tic  to expect a  general legal position to be forthcom ing. 

Some WP processes m a y  v e ry  w ell be declared in  violation of the  NLRA. But, 

in  th e  sp ir i t  of enhancing  w orkp lace  cooperation betw een  unions and  m a n ­

agem ent, such  v io lations m a y  be declared de m in im is. T h at is, techn ically  a 

violation b u t w ith o u t suffic ien t n a tu re  to w a r r a n t  a  cease and desist o rder.

P resum ab ly , legal challenges w ould  come from  those in  th e  labor m ove­

m ent. H ow ever, un ions a ttem p ting  such  action could, to th e ir  chagrin , be 

faced w ith  defending an  a w k w a rd  o r u n popu lar position. Seeking to r e s tr ic t  

the  process o r scope of Issues po ten tially  places th em  in opposition to the  

d esires of employees. In addition it m a y  align th e  labor m ovem ent against 

e ffo rts  to increase  w orkp lace  p ro d u c tiv ity  and  im prove q u a lity  of w o rk  life. 

Of course, supporting  WP e ffo rts  m a y  also hav e  legal d raw b ac k s  fo r labor 

unions. Some em ployees m a y  file u n fa ir  labor charges against the  union and 

m anagem en t fo r estab lish ing  benefits fo r a  m in o rity  o r sm all group of em ­

ployees. Pushing to expand em ployees partic ipa tion  in to  h igher level m a n ­

ageria l decision m ak ing  ac tiv itie s  m a y  be v iew ed  b y  c o u rts  a s  sufficien t 

influence and  invo lvem ent to c la ss ify  un ion  m em b ers a s  "m anagerial em ­

ployees"; hence, exem pt from  union  m em bersh ip  and  protection.
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CHAPTER III

DESIGN OF THE STUDY 

Introduction

This c h ap te r describes th e  conceptual fra m e w o rk  of th e  s tu d y  including 

the  m ea su re s  used fo r th e  dependent, m odera to r and  v a rio u s  independent 

v a riab le s . Five re se a rc h  questions and  hypotheses a re  p resen ted  w h ic h  focus 

on th e  sep ara tio n  of CB an d  WP processes, and  th e  associated level of labor 

officials' sa tisfaction . The concluding section describes th e  procedure  used 

including a  discussion of methodology, lim ita tions and  a n a ly sis  of th e  data .

Conceptual F ram ew o rk

E m pirical re se a rc h  in to  th e  lin k  betw een  CB and  WP processes p a rtic u ­

la r ly  w ith  reg a rd  to the  level of p a rtic ip a n t sa tisfac tion  is lacking. In  th is  

s tu d y  the  su itab le  v a ria b le s  fo r assessing th is  re la tionsh ip  and  sa tisfac tion  

a re  derived  fro m  p rev ious re se a rc h  regard ing  both processes. Listed below, 

Table 1, a re  th e  p rin c ip a l dependent, independent and  m o d era to r v a riab les .

60
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Dependent V ariable

This s tu d y  focuses on a  bargain ing  and  partic ipa tion  model w ith  the 

overa ll dependent v a ria b le  being th e  level of sa tisfac tion  of labor union

TABLE 1
S u m m a ry  of Key V ariab les in  th e  s tu d y

Independent M oderator Dependent

Background c h a ra c te ris tic s  T ru s t Level of Satisfaction
Collective bargain ing  processes (a) Meeting employees
W orker partic ipa tion  processes needs
W orker partic ipa tion  Issues (b) As a n  employee
Length of process (c) W ith union role
Relationship before WP (d) O verall
Relationship a f te r  WP
C u rre n t re la tionsh ip

officials. The specific sa tisfac tion  com ponents a re : (a ) the  ex ten t to w h ic h  the  

union is effectively  m eeting th e  needs and  expectations of i ts  m em bers; (b) 

th e  ex ten t to w h ic h  th e  labor le a d e r 's  job o r em ploym ent exchange is person­

a lly  sa tisfy ing , and  (c) th e  ex ten t to w h ic h  th e ir  ro le /invo lvem en t a s  a labor 

official is personally  sa tisfy ing .

Indices fo r  m easu rin g  level of sa tisfac tion  have  been used in  previous 

stud ies (fo r exam ple P o rte r, S teers, M ow day and  Boulian, 1974; S taines and 

Quinn, 1979; Sm ith , Kendall and  Hulin, 1969). S taines and  Q uinn in  looking a t 

ho w  A m erican w o rk e rs  ev a lu a te  th e  q u a lity  of th e ir  Jobs used a n  index for 

general sa tisfaction , a n o th e r  fo r specific sa tisfaction , an d  overa ll satisfaction
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w a s  a com bination of both. In th e ir  s tu d y  th ey  used such  fac to r p red ictors 

as: com fort, challenge, financ ia l re w a rd s , re la tio n s w ith  cow orkers , r e ­

source adequacy, and  prom otions.

Quinn, S taines and  McCullough (1974) have  noted th a t  m easu rin g  sa tis ­

faction com m only uses sub jective  m easu res . T here  a re  problem s w ith  both 

th e  m easu rem en t and  in te rp re ta tio n  of su ch  m easu res . Some of the  problem s 

identified by Q uinn et al. a re : (a) d iffe ren t m easu re s  have  d iffe ren t points a t  

w h ic h  d iscontent begins to reg is te r; (b) w o rk e rs  m a y  respond to fac to rs  

fro m  a n  em otional a n d /o r  defensive reaction , an d  (c) employee reactions m ay  

indicate a n  a tte m p t to ra tionalize  th e  problem s faced in  th e ir  Jobs.

In th is  s tu d y  sa tis fac tion  is a n  index composed of m ean  responses to 

questio n n a ire  item s identified in  Appendix C and listed  In Appendix £. Indexes 

as a  dependent v a ria b le  in  p a rtic ip a tiv e  re se a rc h  e ffo rts  have  been used in  

past stud ies. For exam ple, W itte (1980) in  investigating  partic ipa tion  w ith  r e ­

spect to dem ocracy, a u th o r i ty  an d  alienation  used indexes as constructed  

fro m  the  su m  of su b jec t responses. More specifically, the  level of sa tisfac tion  

v a ria b le  is exam ined in  te rm s  of its  constituen t e lem ents (D unham  and  

Sm ith , 1979; Locke, 1983) derived  fro m  p rev ious stud ies. These Include the  

degree of em ployee Involvem ent, com pany, m anagem ent, w o rk in g  conditions, 

g rievances, bargain ing  process, bargain ing  Issues, partic ipa tion  process, and 

partic ipa tion  issues.

The m ea su re m e n t of level of sa tisfac tion  in  th is  s tu d y  follow s the  lead of 

Hoppock (1935)and suggestions of Locke (1983) by  using  the  d irec t se lf- 

rep o rtin g  questio n n a ire  fo rm a t and  ran d o m  selected in te rv ie w s . The
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questionnaire  utilizes the  w ide ly  recom m ended L ikert-type  scale and fixed- 

a lte rn a tiv e  (closed) questions fo rm at. In te rv iew  questions m ir ro r  those em ­

ployed in the  questionnaire  (see Appendix B and Appendix C).

Independent .Yflriablgg

Several previous partic ipa tion  investigations hav e  employed independent 

v a riab le s  s im ila r to those used in  th is  s tudy , such  as: (a) personal ch arac ­

te ristics; (b) Job ch arac te ris tic s ; (c) Job involvem ent; (d) participation 

issues, and (e) bargaining issues (W itte, 1980; Kochan, Lipsky and  Dyer,

1975; Grady, 1984; Ponak and  F rase r, 1979; S teers, 1977; Hackm an, 1977; 

McShane, 1986). General background ch arac te ris tic s  w e re  requested  to pro­

vide a  basis for descrip tive s ta tis tic s  to augm ent the  d a ta  generated by re s ­

ponses to issues and  processes. Length of w o rk e r  partic ipation  processes and 

rela tionsh ip  d a ta  w e re  included to dim ensionalize possible im pact of tim e and 

env ironm en t on level of sa tisfaction  a ttitudes. Two additional variab les, (a) 

w h y  processes ended an d  (b) w h y  processes n ev er existed, a re  included in  

th e  questionnaire . Subjects w ith  discontinued fo rm al employee participation  

e ffo rts  o r n ev er having  experienced such processes w e re  asked to respond 

accordingly.

M oderator V ariable

As indicated, th is  s tu d y  em ploys th e  co n stru c t of t r u s t  a s  an  influencing 

o r m oderating variab le . Specifically, t r u s t  re fe rs  to the  r is k  labor officials 

a re  w illing to tak e  th a t  m anagem ent w ill keep or live up to its  w o rd  (Giffin, 

1967; Scott, 1980). Following the suggestions of Angle and  P e r ry  (1986) and 

Arnold (1982) h ie ra rch ica l m ultip le  regression  is used to test th e  m oderating
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effects of t r u s t  on labor officials' level of sa tisfaction .

As identified in  the  l i te ra tu re  and  in te rv ie w s  t r u s t  can be seen as m oder­

ating  th e  re la tionsh ip  betw een  sa tisfac tion  and  th e  independent v a riab le s  

identified in  th is  study . T hat is, t r u s t  is said to in te ra c t w ith  o th e r v a ria b le s  

in  de term in ing  level of sa tisfaction . Or equ ivalen tly , sa tisfac tion  is a  jo in t 

function  of t r u s t  and  ano - th e r  Independent v a riab le . Arnold (1982) h as 

suggested th a t  social sciences stud ies re la ted  to behav io r in  organizations 

n o rm a lly  focus on the  form  (o r In terac tion ) of th e  m oderating  re la tionsh ip  

r a th e r  th a n  th e  degree (o r s tre n g th ) . The fo rm  of th e  re la tio n sh ip  is descri­

bed by  th e  equation:

Y» A + BaX + B2Z + B3XZ

The reg ression  coefficient Bj Indicates the  am o u n t of change in  Y (level of

sa tisfac tion ) associated w ith  a  u n it  score change in  v a ria b le  X. B2 r e ­

p resen t th e  change associated w i th  th e  change identified  w ith  the  m odera to r, 

t r u s t .  The BjXZ in te rac tio n  te rm  is th e  change th a t  is a  function  of the

m o d era to r and  v a ria b le  X, Significance of th e  p a r tia l  coefficient associated 

w ith  th e  p roduct te rm  su ppo rts  th e  hypo thesis th a t  th e  fo rm  of th e  re la tio n ­

sh ip  betw een  X an d  Y is conditional upon Z (Arnold, 1982). Thus, o u r in te re s t 

is no t w h e th e r  the  re la tio n sh ip  betw een  sa tis fac tion  and  a  given independent

v a ria b le  (B1X) is  s ign ifican tly  d iffe ren t fro m  zero, b u t r a th e r  in  w h e th e r  the

BjX is sign ifican tly  d iffe ren t fo r d iffe ren t v a lu es  of t r u s t  (B2Z). The sub ­

s ta n tiv e  issue  of w h e th e r  o r not sa tisfac tion  (Y) is  a  jo in t function  of t r u s t
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(z) and  a n o th e r  v a ria b le  (X) depends on w h e th e r  a  sign ifican t XZ in te rac tion  

ex ists is th e  significance of the  sem ip a rtla l coefficient associated w ith  th e  XZ 

product.

In s tru m e n t

The se lf-rep o rtin g  In s tru m e n t (Appendix B) elicited responses am enable 

to s ta tis tic a l testing. In  addition, sev era l item s requested  general in fo rm ation  

an d  provided a  basis fo r descrip tive  s ta tis tic s  to augm ent the  d a ta  generated 

by  the  testab le  item s.

The a im  of th e  in s tru m e n t w a s  to tap  re le v a n t a ttitu d e s  regard ing  w o r ­

k e r  p a rtic ipa tion  and  collective bargain ing  processes and  Issues. Since th is  

investigation  exam ines a re a s  here to fo re  given sep ara te  re se a rc h  focus the  

item s an d  m easu rin g  scales w e re  d ra w n  fro m  sev e ra l sources. The f i r s t  w a s  

th e  U n iv e rs ity  of M ichigan's In s titu te  fo r Social R esearch  O rganizational Be­

h av io r P rog ram  questionnaire  (e.g ., see Dr ago, 1984) w ith  respect to level of 

sa tisfac tion . Kochan, D yer and  L ipsky (1977), W itte (1980) an d  Kochan, Katz 

an d  M ow er (1984) s u rv e y  in s tru m e n ts  w e re  used to generate  item  scales r e ­

la ted  specifically  to w o rk e r  partic ipa tion  processes. M easures re la ted  to t r u s t  

w e re  generated  fro m  Scott’s (1980) s tu d y  of o rgan izational t ru s t .

The fin a l in s tru m e n t w a s  construc ted  a f te r  personal in te rv ie w s  and  

d ra f t  re v ie w s  w ith  ind iv idua ls  from  academ ia (re se a rc h  and  labor 

education), co n su ltan ts  and  labor union officials. Special a tten tio n  w a s  given 

to questio n n a ire  content, w ord ing , fo rm  and  sequence of item s in an  a ttem p t 

to reduce  possible su b je c tiv ity  on th e  p a r t  of th e  respondents.
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The q u estio n n a ire 's  fo rm a t w a s  guided b y  fo rm a t construction  (Kidder, 

1981; D unham  and  Sm ith , 1979) and need fo r parsim ony . Due to the  sensi­

t iv i ty  of the  bargain ing  and fo rm al cooperation issue  w ith in  the  r a n k s  of 

union officials, c a re  w a s  needed in  qu estio n n a ire  design, read ab ility  and 

length in  o rd e r  to increase  th e  potential fo r an  acceptable completion o r r e ­

tu rn  ra te . The questionna ire  coding schem e a s  recom m ended b y  Ohio S tate 

U n iv e rs ity 's  Polim etrics la b o ra to ry  is show n  in  Appendix B.

R eaearchQ uestions

T his s tu d y  exam ines selected w orkp lace  issues and  processes w ith  

respec t to th e ir  influence on labor officials' level of sa tisfac tion . Among th e  

k ey  questions analyzed  are :

(1) To w h a t  ex ten t is i t  possible to m a in ta in  a  separa tion  of th e  WP process 

and th e  process of CB?

(2) Do labor officials feel th e  tw o  processes (CB and  WP) a re  and  should be 

independent?

(3) Is w o rk e r  p a rtic ip a tio n  seen  b y  labor officials a s  in tru d in g  upon or en­

hancing  collective bargain ing? If so, u n d e r w h a t  conditions?

(4)  To w h a t  ex ten t do labor officials see CB an d  WP m eeting th e  needs and  

expectations of th e ir  m em bers?

(5) To w h a t  ex ten t is  th e  personal Job sa tis fac tion  of labor officials Influenced 

by  th e  ex ten t of sep ara tio n  be tw een  WP and  CB?
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The p rincipal hypotheses regard ing  the w orkp lace  re la tionsh ip  betw een 

w o rk e r  partic ipa tion  and collective bargain ing  (issues and  processes) w ith  

respec t to level of sa tisfac tion  can be sta ted  as:

Null Hypothesis: T here  is  no difference in  labor officials' sa tisfac tion  w ith

w o rk p lace  em ployee-m anagem ent re la tio n s regard less of 

th e  ran g e  of issues covered and  v a r ie ty  of m ethods used to 

ad d ress  them .

A lternatively ; It is  hypothesized tha t:

One: A w o rk  en v iro n m en t w ith  a  n a r ro w  CB process and

w ith  no fo rm al WP process w ill  generally  lead to 

less sa tisfac tion  w ith  one 's Job o r em ploym ent ex­

change and  personal ro le  a s  a  labor official.

Two: A w o rk  en v iro n m en t w ith  a  b road  CB process and

w ith  no fo rm al WP process w ill  generally  lead to 

m ore  sa tisfac tion  w i th  th e  em ploym ent exchange 

an d  personal role.

T hree: A w o rk  en v iro n m en t w ith  a  n a r r o w  CB process

sep ara ted  fro m  th e  fo rm al WP process w ill gener­

a lly  lead to less sa tisfac tion  w ith  th e  em ploym ent 

exchange and  personal role.
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Four: A w o rk  en v iro n m en t w ith  a broad CB process sep­

a ra te d  from  th e  fo rm al WP process w ill generally  

lead to lim ited, sa tisfac tion  w ith  the  em ploym ent 

exchange and personal role.

Five: A w o rk  en v iro n m en t w ith  a  n a r ro w  CB process not

separa ted  from  the fo rm al WP process w ill gener­

a lly  lead to m ore  sa tisfac tion  w ith  the  em ploym ent 

exchange and personal role.

Six: A w o rk  en v iro n m en t w ith  a  broad  CB process not

separa ted  fro m  th e  fo rm al WP process w ill gener­

a lly  lead to th e  m ost sa tisfac tion  w ith  one 's job and 

the  personal ro le  a s  a  labor leader. Here it  is 

assum ed  th a t  th e  p a rtie s  have  evolved a se t of 

m echan ism s — negotiations, grievance handling, 

special issue  com m ittees and fo rm al WP— to add­

re s s  a  v a r ie ty  of m u tu a l w orkp lace  concerns.

Procedure

Methodology

T his re se a rc h  is  an  exp lo ra to ry  field s tu d y  of th e  perceptions of labor union 

officials involved a t  th e  local o r w orkp lace  level of an a ly sis . T hree of th e  im ­

p o rta n t concerns of th is  s tu d y  w e re  ( l )  w h e th e r  th e re  is a n  in teg ra tion  of CB 

an d  WP, (2) th e  im pact of a  CB and  WP in teg ra tio n  on un ion  leader level of 

sa tisfac tion  an d  (3) ho w  rep re se n ta tiv e  is  th e  sam ple. These concerns a re
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addressed h ere  and la te r  in th is  study .

The data  gathering  m ethods used in th is  s tu d y  w e re  questionnaires dis­

trib u ted  a t  w orkshops and w orkplaces, and u n s tru c tu re d  personal in te r­

v iew s. Although desirable, the  sam ple selected fo r th is  s tu d y  w a s  not done 

by  random  sam pling as defined b y  Kidder (1981) and Stone (1978). This w as  

due to the  re se a rc h e r 's  access to the  population sam pled and the  tim e and 

cost th a t w ould have been Incu rred  in conducting a  random  sam pling. Thus, 

th is  su rv e y  sam ple does not in su re  th a t (a) ev e ry  m em ber of th e  population 

w a s  available fo r inclusion in the  sam ple, and (b) ev e ry  m em ber of the  pop­

ulation had an  equal opportun ity  to be Included in  the  sam ple.

The use of w orkp laces th roughout th is  s tu d y  is done fo r consistency; 

how ever, i t  is to connote th a t m eetings and  in te rv ie w s w e re  e ith e r a t  the 

actual w orkplace o r the  local union hall. Labor officials m ade the  necessary  

a rran g em en ts  fo r the  m eetings. T hat is, th ey  a rran g ed  fo r tim e off and for 

the  m eeting room . The re se a rc h e r  did not have contact w ith  a n y  m anage­

m en t rep resen ta tiv es  a t  th e  local sites.

Since the  m a jo r ity  of sub jects (N= 527) w e re  from  LERS w orkshops th e re  

a re  methodological lim ita tions regard ing  the  rep resen ta tion  of the sam ple.

The re se a rc h e r  sought to overcom e o r reduce the  im pact of th is  lim itation  by 

expanding the  sam pling selection process and  by  conducting personal in te r ­

v iew s.

Q uestionnaires w e re  d istribu ted  by  th e  a u th o r to labor officials (a) 

a ttending  Ohio S tate U n iv e rs ity 's  Labor Education and Research Service 

(LERS) w orkshops from  J u ly  1986 th rough  F eb ru a ry  1987, and  (b) a t  th e ir
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labor officials p r im a r ily  from  the Am erican M idw est's in d u stria l belt. Of the  

total questionnaires d istribu ted  743 o r 78.0 percen t w e re  re tu rn e d . Of th is  

n u m b er 712 o r  96.0 percen t w e re  usable fo r s ta tis tica l analysis. The v a s t 

m a jo rity  of sub jects w e re  from  the s ta te  of Ohio (N» 704), w ith  the  s ta te s  of 

P ennsylvania (N= 3), W est V irginia (N= 3) and  Florida (N= 2) also rep re ­

sented. Table 2 show s a  breakdow n of questionnaires including the  num ber 

b y  sources (LERS w orkshop  o r  w orkplace).

TABLE 2 
Q uestionnaire Responses

LERS W orkshops W orkplaces Total

D istributed 630 325 955

Returned 536 205 743

Usable 527 185 712

In addition to the  d a ta  show n in  Table 2 the  712 sub jects rep resen ted  194 

sep ara te  local unions and 134 d ifferen t em ployers. The b reakdow n  of subjects 

by  national and  in te rn a tio n a l union affiliation is show n in Table 3. A total of 

th i r ty  five unions a re  represen ted . Both p riv a te  (N= 646) and public (N= 66) 

sector union affilia tion  a re  rep resen ted  in  the  sam ple.
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TABLE 3

N ational and  In te rn a tio n a l Unions rep resen ted  in  th is  S tudy

Union N um ber

Allied In d u s tr ia l W orkers of A m erica 21
A lum inum -B rick-C lass W orkers 2
Am algam ated Clothing and  Textile W orkers Union 12
A m erican Federation of G overnm ent E m plo/ees 12
A m erican Federation of S tate, County and  M unicipal Employees 21
B akery, Confection and  Tobacco W orkers 1
Com m unications W orkers of A m erica 94
D irectly  Affiliated Local Union 3
Glass P o tte ry  P lastic Allied W orkers 1
Graphic C om m unication In te rn a tio n a l Union 9
In te rn a tio n a l Association of M achin ists 11
In te rn a tio n a l Association of M olders and  Allied W o rk ers  30
In te rn a tio n a l B rotherhood of E lectrical W orkers 14
In te rn a tio n a l Chemical W orkers Union 6
In te rn a tio n a l Federation of Professional and  Technical E ngineers 2
In te rn a tio n a l Union of E lectrical W orkers 59
In te rn a tio n a l Union of P a tro lm en  Association 22
IPUE* 1
N ational Association of L ette r C a rrie rs  69
N ational Association of Postal S uperv iso rs 1
Office an d  Professional Employees In te rn a tio n a l Union 16
Ohio S ta te  U n iv e rs ity -  Division of EMS and  F ire  P reven tion  1
Oil, Chemical an d  Atomic W o rk ers  Union 10
O perative P la s te re rs ' an d  Cement M asons' In te rn a tio n a l Association 21
Service Employees' In te rn a tio n a l Union 3
Sheet M etal W o rk ers  In te rn a tio n a l Association 1
T rade an d  Labor Union 1
United Association of P lum bers and  P ipefitte rs  2
United Automobile V /o rkers 29
U nited Food an d  Com m ercial W orkers 4
U nited Mine W o rk ers  of A m erica 12
United P a p e rw o rk e rs  In te rn a tio n a l Union 7
United Rubber W orkers 48
United S tee lw o rk e rs  of A m erica 87
U tility  W o rk ers  of A m erica 34
No affilia tion  rep o rted  26

*As rep o rted  b y  sub ject. Can not Iden tify  b y  these  in itia ls.
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P rio r to developing th e  questionna ire  and  conducting the  su rv e y , six 

one-on-one in te rv ie w s  w e re  held w ith  high ran k in g  labor officials affilia ted  

w ith  the  Com m unications W o rk ers  of Am erica (CWA), United S tee lw orkers 

(USW) and United Auto W orkers (UAW). These officials w e re  selected based 

on recom m endations fro m  LERS fa c u lty  o r  th e y  (o r th e ir  un ion) freq u en tly  

w e re  identified in the  l i te ra tu re  w ith  WP Issues and  processes. These in te r ­

v iew s covered a  range  of d isse rta tio n  re la ted  questions and  issues such  a s  

ho w  re le v a n t is th e  d isse rta tio n  topic, defin itions of te rm s  and  v ariab les , 

potential problem s w i th  th e  s tu d y , questionna ire  construction , sam pling p ro ­

cedure, and  lim ita tions of the  s tu d y . The m ost pronounced Inpu ts from  these 

in te rv ie w s  w e re  (a )  cau tions regard ing  linking  CB an d  WP in  discussions 

w ith  local labor officials, (b) th e  im portance  of t r u s t  b u t the  d ifficu lty  in  

"getting a  handle  on i t , 11 an d  (c) a ffirm in g  th e  re lev an cy  of the  topic to the  

labor m ovem ent.

Also, p re -s u rv e y  in te rv ie w s  w e re  held w ith  fo u rteen  ind iv iduals from  

m anagem ent, governm ent and  academ ia involved in  teaching, re se a rc h  and 

consulting on w o rk e r  p a rtic ip a tio n  processes. Those selected cam e fro m  r e ­

com m endations b y  LERS facu lty , labor officials, and  published re sea rch . 

T hey reside  in  Ohio, M ichigan, Oregon, N ew  York, W isconsin, M ary land  and  

W ashington, D.C. The in te rv ie w s  w e re  done in  person  a n d /o r v ia  telephone 

an d  covered issues and  questions s im ila r  to those addressed  w ith  labor 

officials. F rom  these  p re - s u rv e y  in te rv ie w s  cam e suggestions p a rtic u la rly  

beneficial to questionna ire  construction , w h e th e r  to include t r u s t  in  th e  s u r ­

vey , an d  th e  m ea su re m e n t of s u rv e y  v a riab le s . Also, cau tion  w a s  extended
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alm ost u n iv e rsa lly  to re f ra in  from  generalizing beyond th e  sam ple due to 

w o rk e r  partic ipa tion  being too s itua tion  specific.

As m entioned e a rlie r , th e  712 sub jects do not re p re se n t a  ran d o m ly  d ra w n  

sam ple n o r do th e y  re p re se n t the  u n iv erse  of labor officials a ttitu d es  re g a r­

ding w o rk e r  partic ipa tion  processes fo r reasons identified e a rlie r . As show n 

in Table 2 , 704 o r n in e ty  n ine  percen t of th e  sam ple w a s  from  the  s ta te  of 

Ohio. Although th is  sam ple  is p redom inan tly  fro m  a  m idw est S tate , it  is not 

n ecessa rily  re p re se n ta tiv e  of labor officials from  all m id w es te rn  s ta te s  o r 

from  Ohio. The eight sub jec ts  from  the  ad jacen t s ta te s  and  Florida w e re  in  

a ttendance  a t  LERS w o rk sh o p s w h e n  questionnaires w e re  d istribu ted . T heir 

responses w e re  included because th is  s tu d y  w a s  not in tended to lim it sub ­

jec ts  to th e  s ta te  of Ohio and  also to broaden the  n u m b e r of w orkp laces in ­

cluded in  the  su rv e y .

Since a  large  portion  of the  population w e re  fro m  w o rk sh o p s sponsored 

by  Ohio S ta te 's  Labor Education and R esearch Service (LERS) som e m ethodo­

logical Issues can  be ra ised  regard ing  a ttendees a t  LERS w orkshops. For ex­

am ple, w h a t  a re  th e  a ttitu d e s  of labor officials w h o  genera lly  a tten d  LERS 

w orkshops, h o w  th e  sam ple w a s  selected, w h a t  un ions a re  rep resen ted , and  

b iases In h e re n t in  using LERS as  the  p rincipal source fo r gaining access to 

labor officials. As noted, d a ta  fro m  labor officials not d irec tly  connected w ith  

LERS w o rk sh o p s w e re  also collected.

Access to o th e r  su b jec ts  w a s  gained b y  ask ing  responden ts a t  th e  w o rk ­

shops to recom m end local labor un ions (w ith  o r w ith o u t WP processes) th a t  

m a y  be contacted b y  th e  re se a rc h e r. In addition, n ine  union leaders holding
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positions above the  regional level [rep resen ting  th e  National Association of 

L etter C a rrie rs  (NALC), Com m unications W orkers of A m erica (CWA), United 

Auto W orkers (UAW) and United S tee lw orkers  (USW)] w e re  contacted by  the 

re se a rc h e r  fo r recom m endations of local unions to contact. Fifteen locals 

w e re  Identified th rough  th is  process. The re se a rc h e r  m ade contact and  held 

fo llow -up m eetings w ith  labor officials a s  a group a t  each local w orkplace. 

A fter discussing the  re se a rc h  e ffo rt w ith  them  officials a t a ll b u t one of the  

locals contacted agreed to partic ipa te .

Each m eeting w ith  sub jec ts  (a t  w orkshops and  w orkp laces) consisted of 

a  b rie f  in troduction  of th e  s tu d y 's  purpose and  In stru c tio n s  on com pleting the  

questionnaire  b y  the  re se a rc h e r . C areful a tten tion  w a s  given to avoid d irec t 

discussion of a possible re la tionsh ip  betw een CB and  WP. At th e  req u est of 

some sub jec ts  a t  sev era l w orkp laces questionnaires w e re  left w ith  th e  sub­

jec ts  to be com pleted and  la te r  re tu rn e d  to th e  re se a rc h e r . A cover le tte r  

(Appendix A) w a s  a ttach ed  to each questionnaire  d is trib u ted  a t  the  w orkp lace  

along w ith  a  s ta m p  addressed  envelope. Each sub jec t h ad  the  option of com­

pleting o r not com pleting th e  questionna ire  o r w h e th e r  o r not to p artic ip a te  

in  a n  In te rv iew . Complete sub jec t an o n y m ity  and  d a ta  confidentia lity  w e re  

prom ised.

In  addition to th e  712 questionna ire  responses, n ineteen  u n s tru c tu re d  

in te rv ie w s  w e re  conducted w ith  labor officials. The sub jec ts  in te rv iew ed  and 

content of th e  con ten t of th e  in te rv ie w s  w e re  se p a ra te  and  d is tin c t from  the 

p re -s u rv e y  in te rv ie w s  m entioned e a r lie r . These in te rv ie w s  w e re  sought for 

a  n u m b er of reasons, including the  need to augm ent th e  questionnaire  inpu t
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and to overcom e some of the  lim itations associated w ith  using a su rv e y  ques­

tionnaire . For exam ple, the  in te rv iew s (a ) provided an  opportun ity  fo r sub­

jec ts  to explain responses, and  (b) provided subjects w ith  o ther th an  a  forced 

-choice response fo rm at. Of course, the  a tten d a n t lim ita tions of in te rv iew s 

w e re  recognized and ca re fu lly  m anaged b y  the  re sea rch e r. For example, care  

w a s  exercised to reduce in ad v e rte n t in te rv ie w e r bias. Also, the  re sea rch e r 

w a s  a w a re  th a t  sub jects ' responses m a y  have been m ore emotion laden.

Selecting the  sub jects and conducting these in te rv ie w s w a s  designed by 

the  re se a rc h e r  to be s tra ig h tfo rw a rd . At least one official a t  each w orkplace 

w a s  solicited by  the  re se a rc h e r  for an  u n s tru c tu re d  in te rv iew . The proced­

u re  fo r soliciting in te rv ie w s w a s  to inv ite  (1)  th e  top labor official a t  each 

w orkplace, (2) the  next in line a f te r  the  top official, and  (3) those recom ­

m ended by  the  top official. Generally, sub jects w e re  re lu c ta n t to engage in 

o n -th e -reco rd  in te rv iew s. The p r im a ry  reason  given b y  respondents w a s  

concern fo r anonym ity . The re se a rc h e r gave a ssu ran ces of anonym ity . In ­

te rv iew s w e re  conducted a t  the  w orkplace, a  few  v ia  telephone. Although the  

in te rv ie w s w e re  u n s tru c tu re d , the  in te rv ie w  item s (i.e ., questions), bu t not 

th e  responses available, w e re  predeterm ined  based on the  su rv e y  in s tru ­

m en t (Appendix 8) . The responses ranged fro m  en thusiastic  support of jo in t 

w o rk e r  involvem ent e ffo rts  to re jection  and  critic ism  of both union and 

m anagem ent advocates of such  activ ities. As appropria te  in te rv ie w  data  from  

labor officials have  been Included in  the  s tu d y  to augm ent questionnaire  r e ­

su lts.
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AnalYsig_Qf_Data

T his exam ination  analyzed  the  responses by  using v a rio u s  s ta tis tica l 

m ethods such  as m u ltiv a r ia te  analyses, an a ly sis  of v a ria n ce  (ANOVA), t -  

tests , descrip tive  s ta tis tic s  and  in te rco rre la ted  m a tr ix e s  a s  used in  previous 

re la ted  investigations (Katz, Kochan and  Gobeille, 1963; Ponak and F rase r, 

1979; W itte, 1980; Kochan, Katz and  M ower, 1984; M cShane, 1986; S teers,

1977; Dyer, L ipsky and  Kochan, 1977). In  perfo rm ing  m u ltiv a r ia te  analyses 

the  p resence of independent v a riab le s  m u ltico llin earity  w a s  also exam ined. 

The to lerance is used a s  ind ica to rs of in terdependency  betw een  v a riab le s  o r  

the  lack  of orthogonality . Tolerance is defined a s  th e  th e  proportion  of v a r ia ­

b ility  in  an  independent v a ria b le  no t explained b y  o th e r  Independent v a r i ­

ables (Cohen and  Cohen, 1983; N orusis, 1983). Tolerance is calculated as 1 -

Rj2, w h e re  R 2̂ is  th e  sq u a red  m ultip le  co rre la tio n  w h e re  th e  ith  independent

v a ria b le  is considered th e  dependent v a ria b le  an d  th e  reg ression  equation 

betw een  i t  and  th e  o th e r  independent v a riab le  is calculated  (N orusis).

M u ltiv a ria te  o r reg ression  ana ly ses w e re  pet form ed to assess the  overall 

im pact of th e  re le v a n t w orkp lace  v a ria b le s  on level of sa tisfaction . Also, th e  

an a ly ses w e re  to d e te rm in e  if personal c h a ra c te r is tic s  a re  sign ifican t fac to rs 

in  a n y  of th e  hypothesized categories.

In  o rd e r  to f u r th e r  il lu s tra te  the  re la tionsh ip  of th e  m eans betw een the  

hypothesized categories, tw o  su b s id ia ry  an a ly ses  w e re  conducted. The t - te s t  

and  o n e -w a y  an a ly s is  of v a r ia n c e  (ANOVA) w e re  perfo rm ed  to te s t th e  null 

hypo thesis about d ifferences in  m eans (Fedhazur, 1982; N orusis, 1986). The 

tw o -ta iled  p robab ility  t - te s t  w a s  used to ev a lu a te  d ifferences in  m eans
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betw een tw o independent categories, those w ith  and those w ith o u t WP.

ANOVA F tes ts  w e re  used fo r a m ultip le  com parison about the  differences 

among level of satisfaction  m eans. Although ANOVA re su lts  indicate if the 

m eans a re  significantly  d ifferen t from  each o ther, th e y  do not tell w hich  

m eans d iffer from  w h ich  o th er m eans. Thus, fu r th e r  m eans com parisons 

w ere  perform ed using T ukey 's  te s t designed specifically fo r com parisons of 

the  studentized range  (Keppel, 1982). T ukey 's com parison or honestly  

significant difference (HSD) test w a s  designed fo r p a irw ise  com parisons of 

unequal sam ple sizes.

Assistance and  recom m endations regard ing  d a ta  analy sis  w e re  provided 

by Ohio S tate U n iv e rs ity 's  Polim etrics and  S tatistical laboratories.

Categorizing of Issues and Processes

One of th e  k ey  methodological considerations addressed in th is  s tu d y  by 

the  re se a rc h e r  is w h a t  constitu tes n a r ro w  and broad collective bargaining 

and w o rk e r  partic ipa tion  Issues and processes? Likewise, w h a t  constitu tes an  

in tegration  of CB and WP? These tw o  methodological questions w e re  raised  by 

the  re se a rc h e r  in  th e  in te rv ie w s w ith  labor leaders academ icians. Needless 

to say , the  feedback w a s  d iverse  and  no definitive p a tte rn s  emerged.

As a  re su lt a  conservative  approach w a s  tak en  in  defining n a r ro w  and 

broad processes and  issues. They a re  defined as follows:

1. N arro w  and  broad collective bargaining processes: less th a n  th ree  (< 

3) responses (o r > 1 .7  m ean  score) on Question 9 m ay  indicate a  n a rro w  

w orkplace  collective bargaining process.
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2. W orker partic ipation  issues separa ted  from  collective bargaining issues: 

g rea te r th a n  fou r (> 4) responses (o r > .10 m ean score) on Question 

15 m ay  indicate no separa tion  of w o rk e r  partic ipation  and  collective bargain­

ing issues addressed by  employees involved in fo rm al WP activities.

3. N a rro w  and broad w o rk e r  participation  processes: less th an  tw o (< 2) 

responses (o r > 1.9 m ean score) on Question 16 m a y  Indicate n a r ro w  WP p ro ­

cesses a t  the  w orkplace.

Additional L im itations

The m a jo r methodological lim ita tions and  e ffo rts  to overcom e or reduce 

th e ir  im pact on th is  s tu d y  have been addressed above. Additionally, the m ea­

su rem en t of re le v an t v a riab le s  for da ta  analysis w a s  an o th e r lim itation 

tak en  into account by  th e  re sea rch e r. In response, ca re  w a s  also exercised in 

the  construction  of m easu res for issues, processes, t r u s t  and  satisfaction 

variab les. Adm ittedly, the  m easu res used w e re  judgem ent calls by the  re ­

sea rch er. However, th e  decisions w e re  based on inpu ts from  p re -s u rv e y  in ­

te rv iew s  m entioned e a rlie r  and  from  th e  re le v an t l i te ra tu re . More objective 

m easu res can  be developed and pu rsued  in  the  fu tu re .

The analy tica l procedures used in  th is  s tu d y  also reduce the  generalizabi- 

lity  of th e  findings. Confidence in  these techniques m u st be tem pered  by  the 

realization  th a t  basic assum ptions have  been m ade and  th a t  th e re  a re  ce rta in  

w eaknesses in  th e  methodology. Only to the  extent th a t  the  a ttr ib u te s  of the 

d a ta  a re  congruent w ith  these assum ptions can  th e  ana ly tica l procedures be 

considered appropria te .
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To re ite ra te , th e  generalizab ility  of the  d a ta  is also affected by  the  select­

ion of sub jects. Only rep lications from  o th er geographic locations can  d e te r­

m ine w h e th e r  the  effects a re  consisten t w ith  those in  o th e r situa tions or 

w h e th e r  t r u s t  ex ists a s  a m oderating  variab le .
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CHAPTER IV

FINDINGS OF THE STUDY 

Introduction

This ch ap ter covers the  re su lts  obtained from  sta tis tica l analyses. Add­

ressed  a re  th e  c h a rac te ris tic s  and  s ta tis tic s  re la ted  to the  independent v a r i ­

ables, dependent and  m odera to r variab les; the  re sea rch  hypotheses; and  the 

s tu d y  questions. Descriptive s ta tis tics  for the  independent variab les a re  lis t­

ed in  Table 3 and in Appendix D. A re liab ility  coefficient (Cronbach Alpha) 

has been employed to perfo rm  an  item  ana ly sis  of the  m ultip le item  v a r i ­

ables. Cronbach Alpha com pilations a re  calculated to assess the  re liab ility  of a 

score across va riab les  as an  estim ate  of a case 's t ru e  score (Cronbach, 1951; 

SPSS Inc, 1986).

Coefficient Alpha estim ates the  proportion of th e  scales v a rian ce  th a t 's  

due to all comm on fac to rs among them . Its  a  m easu re  of in te rn a l consisten­

cy. T hat is, It rep re se n ts  how  m uch  the  scales single score depends upon 

general and group r a th e r  th a n  specific fac to rs (Cronbach). The re liab ility  

coefficient (Cronbach Alpha) h a s  been used in  a  s im ila r m an n e r b y  W itte 

(i960) w ith  regard  to scales developed fo r h is em pirical w o rk e r  participation

80
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study . V erm a and McKersie (1987) and V erm a (1987) have also used It in 

th e ir  studies of employee involvem ent a s  a m easu re  of in te rn a l re liab ility  of 

L ikert-type  scales m easuring  union satisfaction.

Independent V ariables

Respondents background ch arac te ris tic s  for th e  overall sam ple, Table 4, 

show  a  w ide d istribu tion  w ith  respect to age, education, com pany seniority , 

c u rre n t  position and y e a rs  as a union official. As expected the  race  and sex 

re su lts  w e re  in  favo r of m ales (79.9 percen t) and  w h ite  (90.1 percen t) r e s ­

pectively. See Appendix B for scales and coding.

Responses to Relevant W orkplace V ariables

Subjects w e re  asked to respond to m ultiple item s for each variab le  to 

assess the  ex ten t to w h ich  ce rta in  processes and issues re la te  to th e ir  w o rk ­

places. The p r im a ry  m ultip le  item  v a riab les  of concern in  th is  s tu d y  a re  

listed in  Appendix F. The re su lts  listed a re  for labor officials w ith  and  w ith ­

out fo rm al involvem ent efforts. They w e re  obtained to give a p rev iew  of and 

se t th e  tone for m ore detailed re su lts  to follow. Not su rp ris in g ly  the  re s ­

ponses a re  in  favo r of sub jects w ith  fo rm al jo in t w o rk e r  participation  acti­

v ities. For each v a riab le  th e  com parison of m eans t - te s t  Is significant. They 

indicate b roader CB processes (m ean= 1.554) and w o rk e r  participation  pro­

cesses (m ean= 1.689) th a n  those w ith o u t fo rm al employee involvem ent. Of 

in te re s t is th a t  those w h o  reported  having  no fo rm al cooperative efforts did 

indicate having  o th er pa rtic ipa tive  processes s im ila r to those in  fo rm al WP 

organizations.
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TABLE 4
Personal and Relevant W orkplace C haracteristics

V ariable Set N Mean
Std.
Dev.

Std.
E rro r

Personal C haracteristics
Age

(y ea rs)
708 40.918 8.670 .326

Sex
(l=m ale, 2-fem ale)

710 1.201 .401 .015

Race
(l= w hite , 2=other)

705 1.099 .299 .011

Position (fu ll/p a rt)  
( i “ fu ll,2= part)

639 1.502 . .500 .019

Company sen io rity  
(y ea rs)

642 17.173 8.540 .337

Y ears a s  official 
(y ea rs)

594 8.157 7.679 .315

C u rren t position 
(l=low ,5=high)

693 3.177 1.200 .046

Education
(l=low,5=high

Relevant W orkplace C haracteristics

696 2.557 .777 .029

Length of WP 
(y ea rs)

499 3.892 3.946 .177

Relationship before 
(l=low , 5=high)

541 2.238 1.008 .043

Relationship a fte r  
(l» low , 3-h igh )

536 1.922 .956 .041

Relationship c u rre n tly  
(l=low ,5=high)

706 2.663 1.010 .038

CB processes
(l=»narrow, 2=broad)

695 1.6Q3 .239 .009

WP processes
(l= n a rro w , 2=broad)

693 1.703 .159 .006

WP issues
(O=separation, l=no separa tion)

590 .306 .226 .010

T ru s t
(l=low , 5=high)

707 2.541 .798 .030
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Correspondingly, local labor officials w ith  form al WP efforts indicated 

th a t employees w e re  involved in a  b roader nu m b er of issues on average 

(mean= .313) th an  employees in n o n -p a rtic ip a to ry  efforts (mean= .244). 

T ru s t in m anagem ent is also considered h igher in th e ir  organizations th an  in 

o th er organizations, m ean 2.584 v s. 2.431 respectively.

Dependent V ariable

The rela tionsh ip  betw een w o rk e r  partic ipation  and  collective bargaining 

is exam ined w ith  reg a rd  to the  reported  level of satisfaction. The su m m a ry  

in  Table 5 show s the  satisfaction  level com parisons betw een subjects w ith  

and  w ith o u t fo rm al WP processes. Significant com parison of m eans t - te s t  

re su lts  w e re  found for the  overall and  each sub-scale  of satisfaction level.

TABLE 5
Subjects Responses to Level of Satisfaction

Satisfaction/ 
Subject's S ta tus N Mean

Std
Dev

Std
E rr

Reliability 
(Cronbach A)

Comparison 
of M eans (t

Overall 
Have WP 511 3.491 .560 .025 .845

3,60***

Do not have  WP 197 3.319 .586 .042 .853
Meeting employee needs 

Have WP 511 3.491 .648 .029 .470
2.46*

Do not have  WP 197 3.356 .672 .048 .451
As an  employee 

Have WP 499 3.359 .615 .028 .613
3.90***

Do not have  WP 194 3.152 .650 .047 .627
Role a s  union official 

Have WP 499 3.594 .705 .032 .842
2.49*

Do not have WP 192 3.439 .801 .058 .864

*P<.05
***p<.001
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The overall level of sa tisfac tion  (m ean» 3.491) w a s  repo rted  h igher fo r su b ­

jec ts  w ith  WP processes th a n  those w ith o u t (t= 3.60, p<.00l). In  fact, those 

w ith  WP processes indicated a  h igher level of sa tisfac tion  in each of the  su b ­

scales.

Relationships

A se ries  of c h i-sq u a re  m easu re s  w e re  generated  som e of w h ic h  a re  p re ­

sen ted  below. The c h i-sq u a re  (X2) o r "goodness-of-fitM technique w a s  em ­

ployed as a  u sefu l f i r s t  step  to exam ine possible associations betw een  v a r i ­

ables th a t  m a y  ju s t ify  f u r th e r  s tu d y  of re la tionsh ips. Each case included a

s ta tis tic a l te s t  of th e  n u ll hypothesis (H0) of no association. Of im portance  

w a s  th e  re la tio n sh ip  betw een  w o rk e r  partic ipa tion  processes and  issues, 

level of sa tisfac tion  an d  t ru s t .

According to Table 6 th e re  is a  sign ifican t association (X2= 61.389, p<.00l )  

be tw een  collective bargain ing  and  w h e th e r  o r not an  involvem ent process 

exists. T hat is, the  tw o  v a ria b le s  a re  not Independent of each o ther. S tated 

an o th e r w a y , th e  presence of n a r ro w  o r broad  CB processes depends to some 

ex ten t on w h e th e r  th e ir  is a  form ed WP process. Likewise, th e  re la tionsh ip  

betw een  sa tis fac tion  an d  hav ing  a  p a rtic ip a to ry  process (Table 7) is  highly 

significant, X2= 18.586 (p<.00l). T his ind icates th a t  th e re  is som e in te r re la ­

tionsh ip  betw een  th e  tw o  v a riab les . T h a t is, the  level of sa tisfac tion  does 

depend in  p a r t  on w h e th e r  th e re  is fo rm al WP.

One of th e  c e n tra l a im s of th is  s tu d y  is investigate  w h e th e r  th e re  is an  

association betw een  those issues dealt w i th  in  th e  collective bargain ing  a re n a  

and  those addressed  u n d e r  fo rm al em ployee involvem ent processes. Table 8
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TABLE 6
Collective Bargaining and  th e  Presence of W orker Participation

Collective Bargaining Processes
N a rro w  Broad Total

Have No 107 85 192
W orker
Participation? Yes 123 380 503

Total 230 465 695

X2= 61.389***, df= 1 
***p<.0Ol

TABLE 7
Level of Satisfaction an d  the  Presence of W orker Partic ipa tion

Level of Satisfaction
Low N eu tra l High Total

Have No 22 96 79 511
W orker
Participation? Yes 28 192 291 197

Total 50 288 370 708

X2=18.586***, df= 2
***p<.001
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addresses th is  question and also sets the  stage fo r fu r th e r  exam ination  in 

th is  study . The re su lts  show  evidence of an  association (p<.00l). Table 9 also 

rev ea ls  th a t  th e re  is an  a p p a ren t re la tionsh ip  betw een WP processes and 

level of sa tisfac tion  (X^= 27.559, pc.OOl).

Appendix G lis ts  additional c h i-sq u a re  tab les w h ic h  sh o w  significant 

associations betw een  v a riab le s  re la ted  to level of sa tisfaction , w o rk e r  p a r t i­

cipation processes and  t ru s t .  In su m m a ry , the  c h i-sq u a re  re s u lts  support 

f u r th e r  investigation. However, a s  recom m ended by  P edhazur (1982) con­

clusions o r in ferences w e re  not d ra w n  from  these  re su lts . The re se a rc h e r  

f u r th e r  recognizes th a t  th e re  a re  lim ita tions to using to using th e  "goodness- 

o f-fit"  s ta tis tic ; e .g ., a  large  N m a y  give m isleading re su lts . T herefore, the  

c h i-sq u a re  re s u lts  in th is  s tu d y  w e re  used on ly  a s  evidence of possible re la ­

tionsh ips w h ic h  ju s t ify  f u r th e r  s ta tis tica l investigation.

M u ltiv a ria te Analyses

T his investiga tion 's  focus is on w h e th e r  th e re  is a  separa tion  o r in teg ra ­

tion of CB and  WP and  th e  resu ltin g  level of sa tisfaction . M u ltiv a ria te  a n a ly ­

ses w e re  perfo rm ed  regressing  level of sa tisfac tion  on v a riab le s  com m on to 

a ll sub jec ts  in  th e  hypothesized condition. Due to sm all N 's in  some re se a rc h  

hypotheses categories reg ression  analy ses w e re  generated  fo r a n  additional 

category. T his category  included all sub jects w h o  hav e  WP regard less of 

w h e th e r  th e y  a re  sep ara ted  o r not sep ara ted  from  CB. This grouping pro ­

vided a  la rg e r  sam ple size fo r w h ic h  to exam ine th e  re le v a n t w orkp lace  

v a riab les .
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TABLE 8
Collective Bargaining Processes and 
W orker P artic ipa tion  Issues Separated

Collective Bargaining Processes
N a rro w Broad Total

W orker No 98 369 458
Partic ipation
Issues Separated? Yes 39 51 90

Total 137 411 548

X2=19.304***, df= 1
***p<.001

TABLE 9
Level of Satisfaction  and  W orker Partic ipa tion  Processes

Level of Satisfaction
Low N eu tra l High Total

N a rro w 14 47 26 87
WP

Processes Broad 31 237 335 603

Total 45 284 361 690

X2-  27.559***, df« 2
***p<.001
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A re la ted  reason  fo r exam ining th is  category  is based on S tone's (1978) 

position th a t  fo r s ta tis tic a l te s ts  to be re la tiv e ly  pow erfu l (i.e ., h ave  a low  

p robab ility  of Type II e r ro r )  large "sam ples" should be used. The large sam ­

ple size also increases the  a cc u ra c y  w ith  w h ic h  th e  population p a ra m e te rs  

can be estim ated . T hus, s ta tis tic s  w e re  generated  fo r th is  overa ll category  of 

sub jects w h o  do have  WP a t th e ir  w orkp laces.

In perfo rm ing  regression  an a ly ses  th e  to lerance w a s  employed to exam ­

ine fo r the  presence of independent v a ria b le s  m u ltico llinearity . An exam ina­

tion of to lerances rev ea l th a t  th e  presence and  degree of m u ltico llin ea rity  is 

not serious. T olerances found fo r th e  v a ria b le s  used in  th is  s tu d y ’s  ana ly ses 

a re  listed in Appendix H.

The following ana ly ses and  discussion focus on th e  s tu d y 's  hypotheses 

and  model in  Figure 1. For th e  m ost p a r t  only  b rie f a tten tio n  is  devoted to 

background c h a ra c te r is tic s  o r o th e r v a ria b le s  not germ ane  to the  re se a rc h  

hypotheses. In  general, background c h a ra c te r is tic s  did no t produce significant 

re su lts .

The re s u lts  of th e  overa ll equation  m odels fo r each re se a rc h  hypotheses 

is repo rted  f irs t . T his is followed by  regression  re s u lts  fo r th e  p r im a ry  

v a riab le s , and  re s u lts  fo r WP and  CB issues and  processes. ANOVA F test 

com parisons of m ean s re s u lts  a re  also p resen ted  to f u r th e r  il lu s tra te  the  

re la tionsh ip  of level of sa tisfac tion  betw een  th e  hypothesized categories. The 

d a ta  an a ly sis  concludes w ith  testing  th e  m oderating  effects of th e  t r u s t  

in te rac tion . Recognizing th a t  th e re  a re  sm all N 's in  some of th e  hypothesized
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conditions, the  s ta tis tica l re s u lts  a re  n ev erth e less  in te resting . Each condition 

p e rta in s  to th e  labor lead ers ' level of sa tisfac tion  w ith  th e ir  ow n Jobs and 

w ith  th e ir  personal ro le as rep re se n ta tiv e s  of th e  employees.
t

Hypotheses Testing

Hypothesis .One

A w ork, en v iro n m en t w ith  a  n a r ro w  CB process an d  w ith  no 

fo rm al WP process w ill generally  lead to less sa tisfac tion  w ith  

one 's iob o r em ploym ent exchange and  personal role a s  a  labor 

official.

As revealed  in  Table 10 sub jec ts w ith  no fo rm al WP process and  n a r ro w  

CB processes h av e  a  sligh tly  h igher level of sa tisfac tion  (m ean= 3.297) th a n  

sub jec ts  in  Table 11 (mean® 3.255). H ow ever, th e  regression  re s u lts  fo r th is  

hypothesis a re  insign ifican t. In  addition, no sign ifican t Independent v a riab le s  

w e re  found. T hus, th e  n u ll hypothesis can  not be re jec ted  regard less  of the 

level of sa tisfac tion  outcom e. T hat is, th e re  is  no d ifference in  labor officials' 

sa tisfac tion  w i th  w o rk p lace  em ployee-m anagem ent re la tio n s regard less  of the  

range  of issues covered an d  v a r ie ty  of m ethods used to ad d re ss  them . These 

re s u lts  should be v iew ed  cau tiously  due to th e  presence of a  v e ry  sm all 

n u m b er of su b jec ts  (N= 62). The lack  of a  la rg e r  N reduces th e  se n s itiv ity  or 

pow er of th e  te s t to provide a n  adequate  te s t of th e  re s e a rc h  hypothesis 

(Keppel, 1982).
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TABLE 10
(No WP and N arro w  CB)

Regression E stim ates on Overall Level of Satisfaction

Independent
V ariable Mean

Std.
Dev.

r  w ith
Dependent
V ariable b

Std.
Dev, t

Age 41.081 9.402 -  .018 .013 .015 .903
Sex 1.177 .385 -  .143 - .159 .248 -  .642
Race 1.097 .298 .055 .230 .312 .736
F u ll/p a rt- tim e 1.452 .502 .041 - .016 .205 .078
Seniority 14.790 9.995 -  .129 - .010 .013 -  .803
Years as official 7.210 8.449 .305 - .025 .013 -  1.979
C u rren t position 2.677 1.004 -  .085 - .113 .090 -  1.262
Education 2.403 .712 .111 .073 .127 .575
CB processes 1.876 .069 .102 .719 1.387 .518
WP processes 1.781 .134 .084 - .153 .631 -  .242
C u rren t re la tionsh ip 2.210 .977 .109 - .030 .100 -  .303
T ru s t 2.289 .808 .345 .234 .135 1.740
Constant 1.621 3.055 .531

Level of Satisfaction- Overall; Range- 4; 
Mean=3.297; S.D.= .664; R2= .259; F= 1.430; 
d f- 12,49; Std. E r r . -  .638; N- 62.

Hypothesis Two

A w o rk  env ironm en t w ith  a  broad CB process and w ith  no 

fo rm al WP process w ill generally  lead to m ore satisfaction 

w ith  th e  em ploym ent exchange and  personal role.

In co n tra s t to th e  p rev ious hypothesis the  regression  re su lts  in th is  case 

as show n in  Table 11 a re  significant (F= 2,575, p<.05). Also, the  level of 

t r u s t  (m ean - 2.328) is h igher th an  u n der n a r ro w  CB (m eans difference is 

n .s ,) .  This highlights th e  role t r u s t  plays in  cases w h e re  th e re  is an
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TABLE 11
(No WP and Broad CB)

Regression E stim ates on Overall Level of Satisfaction

Independent
V ariable Mean

Std.
Dev.

r  w ith
Dependent
V ariable b

Std.
E rr. t

Age 41.052 7.361 -  .193 -  .011 .013 -  .802
Sex 1.259 .442 .100 -  .068 .193 -  .353
Race 1.103 .307 .271 .319 .234 1.361
F u ll/p a rt- tim e 1.448 .502 -  .098 .027 .179 .149
Seniority 16.017 8.277 -  .260 -  .016 .012 -  1.416
Y ears as official 7.517 6.949 -  .134 -  .003 .012 -  .288
C u rren t position 2.914 1.216 .100 -  .007 .064 -  .107
Education 2.603 .647 .201 .187 .113 1.651
CB processes 1.541 .152 -  .011 .578 .489 1.183
WP processes 1.678 .166 -  .155 -  .135 .433 -  .312
C u rren t rela tionsh ip 2.328 1.015 .086 .019 .078 .243
T ru s t 2.362 .691 .420 .411 .123 3.335**
Constant 1.534 1.349 1.137

*p<.05 Level of Satisfaction- O verall; Range= 4;
**p<.01 Mean=3.255; S.D.= .548; R2= .407; F= 2.575*;

df=* 12,45; Std. E rr.=  .475; N= 58.

expansion of the  un ion-m anagem ent relationship . In th is  instance, th ey  have 

broadened th e ir  use of jo in t com m ittees and p rog ram s u n d e r collective b a r­

gaining. The null hypothesis in th is  case can be rejected , although the  level of 

satisfaction  (m ean= 3.255) is  sligh tly  low er th a n  in  th e  p rev ious hypothesis 

(m ean= 3.297). However, a s  in  hypothesis one th e  presence of a  sm all 

num ber of sub jects (N= 58) causes these re su lts  to be v iew ed w ith  caution.
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Hypothesis T hree

A w o rh e n v lro n m e n t w ith  a  n a r ro w  CB p rocess separa ted  

from  the  fo rm al WP process w ill genera lly  lead to less 

sa tis fac tion  w ith  th e  em ploym ent exchange and personal

Eg)!?.-.

The reg ression  re s u lts  for th is  hypothesis a s  p resen ted  in  Table 12 a re  

insignificant. Im p o rtan tly , th e re  a re  v e ry  few  su b jec ts  (N= 19) in th is  cate ­

gory. Some m u ltico llin ea rity  problem s exist fo r th is  category  a s  evidenced 

b y  th e  t r u s t  v a riab le  hav ing  a  to lerance of less th a n  .010. Also, sub jects did 

Indicate a low er level of sa tisfac tion  (m ean= 3.091) th a n  sub jec ts in th e  tw o  

p rev ious categories w ith o u t WP. Although th e  overall re s u lts  a re  not 

significant the  re la tio n sh ip  a f te r  in itia ting  WP w a s  significant. This re su lt  is 

in  c o n tra s t to w h a t  w a s  found fo r th e  c u r re n t  re la tionsh ip  variab le . 

Hypothesis Four

A w o rk  e n v iro n m en t w ith  a  broad  CB process sep ara ted  

fro m  th e  fo rm al WP process w ill genera lly  lead to lim ited 

sa tisfac tion  w i th  th e  em ploym e n t exchange and  personal 

ro le .

As sh o w n  in  Table 13 the  reg ression  re s u lts  a re  a  continuation  of the  

p rev ious condition in  th a t  few  sub jec ts  (N= 28) a re  rep re sen ted  in  th is  cate ­

gory  and  the  overa ll re s u lts  a re  insign ifican t. Although th e  N is sm all a  

couple of com m ents on com parisons can  ^  m ade. These sub jec ts  have  a 

h igher level of sa tis fac tion  (m ean= 3.134) th a n  those w ith  n a r ro w  CB
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TABLE 12
(WP Separated  and  N a rro w  CB)

Regression E stim ates on O verall Level of Satisfaction

independent
V ariable Mean

Std.
Dev.

r  w ith
Dependent
V ariable b

Std.
E rr. t

Age 37.105 5.527 .074 .002 .041 .043
Sex 1.053 .229 -  .086 .277 .496 .559
Race 1.105 .315 .321 -  .090 .389 -  .231
F u ll/p a r t- tim e 1.263 .452 .157 .591 .377 1.569
Sen iority 15.158 7.290 .108 -  .007 .041 -  .184
Y ears as official 6.579 5.805 .138 .009 .034 .264
C u rre n t position 3.368 .831 .038 .056 .147 .381
Education 2.737 .733 .063 -  .209 .170 -  1.225
CB processes 1.847 .070 -  .087 -  .736 2.516 -  .292
Length 3.105 1.823 .268 .039 .095 .417
Relationship before 2.421 .902 .007 -  .046 .172 -  .269
R elationship a f te r 2.421 .902 -  .656 -  .586 .177 -  3.312*
WP issues .073 .026 .545 12.013 5.295 2.269
WP processes 1.789 .075 .125 .086 .166 .518
C u rre n t re la tio n sh ip 2.632 .895 .115 .086 .166 .518
T ru s t 2.612 .820 .654 (No d a ta  .010 to lerance reached)
C onstant 9.432 7.879 1.197

*p<.05 Level of S atisfac tion- O verall; Range= 4;
Mean=3.091; S.D.= .633; R2-  .944; F= 3.352; 
df= 15,3; Std. E rr.=  .368; N= 19.

processes. Also, th e y  repo rted  a h igher level of t r u s t  (m ean8 2.616, p< .0l). 

H ow ever, in  c o n tra s t  to th e ir  c o u n te rp a r ts  w ith  no WP (hypotheses one and

tw o ) those w i th  b road  CB processes and  CB sep ara ted  fro m  WP rep o rt a  low -
*

e r  level of sa tisfac tion  w ith  the  em ploym ent exchange and  th e ir  personal 

role. As w a s  th e  case e a r lie r , th e  t r u s t  v a ria b le  is significant w h e re  the
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TABLE 13
(WP Separated and Broad CB)

Regression E stim ates on Overall Level of Satisfaction

Mean
Std.
Dev.

r  w ith
Dependent
V ariable b

Std.
E rr. t

Age 45.321 9.491 .137 -  .010 .028 -  .369
Sex 1.179 .390 -  .075 -  .151 .355 -  .427
Race 1.036 .189 Ia*1 1.185 1.049 -  1.130
F u ll/p a rt- tim e 1.500 .509 .039 .186 .274 .679
Seniority 22.036 9.090 .296 .022 .036 .623
Y ears as official 11.714 7.408 .234 .004 .023 .169
C u rren t position 2.964 1.232 -  .020 -  .008 .094 -  .084
Education 2.321 1.056 .115 .015 .119 .127
CB processes 1.564 .175 -  .167 - 1.431 1.197 -  1.195
Length 3.071 1.464 .088 -  .052 .130 -  .397
Relationship before 2.464 1.252 .308 -  .235 .120 -  1.969
Relationship a fte r 2.357 .870 -  .060 .246 .183 1.345
WP issues .057 .033 .415 7.710 4.157 1.855
WP processes 1.762 .152 -  .070 .330 .849 .389
C u rren t rela tionsh ip 2.893 1.197 .306 .221 .150 1.474
T ru s t 2.616 .674 .722 .661 .201 3.287**
Constant 3.198 3.909 .818

**p<.01 Level of Satisfaction- Overall; Range= 4;
Mean=3.134; S.D.= .686; R2= .792; F= 2.618; 
df= 16,11; Std. E rr.=  .490; N= 28.

p a rtie s  nave  established a n u m b er of jo in t com m ittees and p rogram s under 

the  CB process.

Hypothesis Five

A w o rk  env iro n m en t w ith  a  n a r ro w  CB process not 

separa ted  fro m  th e  fo rm al WP process w ill generally  

lead to m ore_sattsfaction w ith  the  employm ent exchange

and personal_r_ole.
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As indicated in Table 14 sign ifican t re s u lts  (F= 4.210, p<.00l) w e re  found 

fo r th is  re se a rc h  hypothesis. T hus, the  nu ll hypotheses is rejected . T hat is, 

th e re  is a d ifference in  labor lead ers ' job sa tisfac tion  w h e re  a n a r ro w  CB 

process is not sep ara ted  from  the  fo rm al WP process. Subjects in  th is  condi­

tion re p o rt a  h igher level of sa tisfac tion  (m ean *1 3.409) th a n  in a n y  of the  

p rev ious fo u r hypotheses. In  c o n tra s t to o th e r categories th e re  w e re

TABLE 14
(WP Not Separated  and N a rro w  CB) 

Regression E stim ates on O verall Level of Satisfaction

Independent
V ariable M ean

Std.
Dev.

r  w ith
Dependent
V ariab le b

Std.
E rr. t

Age 42.250 8.248 -  .065 . .047 .014 -  3.307**
Sex 1.063 .244 .084 - .019 .252 -  .075
Race 1.016 .125 .045 .413 .476 .867
F u ll/p a rt- tim e 1.422 .498 -  .002 - .109 .120 -  .910
S en io rity 17.828 9.392 .058 .043 .014 3.117**
Y ears a s  official 7.906 7.698 -  .187 - .015 .008 -  1.809
C u rren t position 3.125 1.162 -  .024 - .029 .053 -.559
Education 2.516 .797 -  .211 - .095 .076 -  1.243
CB processes 1.864 .076 .033 .318 .738 .432
Length 3.406 3.407 .185 - .019 .019 -  .955
Relationship before 2.031 1.023 .165 - .024 .071 -  .342
Relationship a f te r 2.063 .974 -  .449 - .216 .075 -  2.892**
WP issues .319 .204 .085 .104 .274 .378
WP processes 1.723 .133 -  .350 - .866 .583 -  1.485
C u rre n t re la tionsh ip 2.672 1.009 .349 - .023 .079 -  .290
T ru s t 2.401 .798 .576 .256 .084 3.051**
Constant 5.708 2.048 2.787**

**p<.01 Level of Satisfaction  -  O verall; Range- 4;
***jx.001 Mean=3.409; S.D.= .542; R2= .589; F= 4.210***;

df= 16,47; Std. E rr .=  .403; N= 64.
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significant findings for tw o  personal ch arac te ris tics , age (p<.0l )  and sen­

io rity  (pc.O l). The negative re la tionsh ip  of age to level of satisfaction  is 

c o n tra ry  to th a t  of sen io rity .

Significant findings w e re  also found for th e  rela tionsh ip  betw een the p a r­

ties a fte r  WP w a s  in itia ted  (mean® 2.063, p< ,0l). But, c u rre n t  relationship  

w a s  not significant although it had a h igher m ean. As observed in  p rio r 

hypotheses only a sm all nu m b er of subjects fell into th is  category w h ich  

again indicates th a t  caution should be used in  considering these resu lts . The 

significance of the  t r u s t  v a riab le  (p<.0l )  lends support to t r u s t  being an  

especially Im portan t w h e re  th e re  is some in tegration  of of CB and WP. 

Hypothesis Six

A w o rk  env ironm en t w ith  a  broad CB process not separated  

from  th e  form a l WP process w ill generally  lead to the  m ost 

satisfaction  w ith  one’s iob and the personal r ole as a  labor 

leader. Here it is a ssum ed th a t th e .n a rtie s  have evolved a  set 

of m echanism s — negotiationst_grievancg_handling. special 

issue com m ittees and  fo rm al WP — to add ress a  v a r ie ty  of 

m u tu a l w orkplace_concerns.

For th is  hypothesized condition th e  nu ll hypothesis is also rejected  as 

significant re s u lts  w e re  found w h e re  a  broad  process is  no t separa ted  from  

th e  fo rm al WP process (F= 11.454, pc.OOl). As show n in  Table 15 th e  reported  

level of sa tisfac tion  fo r labor officials in  th is  category  is h igher (m ean= 3.573) 

th a n  in  a n y  of the  p rev ious five hypotheses. Again, the  im portance of t r u s t
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TABLE 15
(WP Not Separated  and  Broad CB)

Regression E stim ates on O verall Level of Satisfaction

Independent
V ariable Mean

Std.
Dev.

r  w ith
Dependent
V ariable b

Std.
E rr. t

Age 42.829 8.573 .017 .010 .005 1.991*
Sex 1.146 .354 .010 .038 .083 .456
Race 1.141 .349 -  .010 - .127 .086 -  1.468
F u ll/p a r t- tim e 1.546 .499 .054 .044 .061 .718
S en iority 18.941 8.054 -  .026 - .006 .006 -  .988
Y ears a s  official 8.946 7.677 .011 - .001 .005 -  .281
C u rre n t position 3.249 1.205 .081 .022 .024 .925
Education 2.610 .723 .187 .113 .042 2.662**
CB processes 1.452 .175 -  .050 .410 .179 2.291*
Length 4.512 4.487 -  .090 - .013 .007 -  1.977*
R elationship before 2.259 .973 .041 - .094 .033 -  2.847**
R elationship a f te r 1.795 .948 -  .404 - .061 .036 -  1.677
WP issues .350 .212 .137 .244 .141 1.726
WP processes 1.654 .159 -  .316 - .449 .208 -  2.162*
C u rre n t re la tio n sh ip 2.863 1.000 .562 .175 .039 4.483***
T ru s t 2.628 .826 .549 .203 .047 4 .347***
C onstant 2.328 .516 4.512***

*p<.05 Level of S a tisfac tion - O verall; Range= 4;
**p<.01 Mean«3.573; 8 .D.* .533; R2= .494; F= 11.454***;

***p<.001 df= 16,188; Std. E rr.=  .395; N= 205.

in  th e  u n io n - m anagem en t en v iro n m en t is em phasized. The level of t r u s t  is 

also h ig h er (m ean= 2.628, p<.00l )  th a n  in  a n y  of th e  p rev ious categories.

B roader WP processes (m ean*  1.654, p<.05) w e re  rep o rted  h e re  th a n  in  

a n y  o th e r  condition regard ing  th e  sep ara tio n  of CB an d  WP. T his category also 

h as  m ore  experience w ith  fo rm al partic ip a tio n  processes (length= 4.512, 

p<.05). O verall, m ore  findings of significance w e re  found fo r  th is  case th a n
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in a n y  previously . In c o n tra s t to the  o th er re sea rch  hypotheses c u rre n t 

rela tionsh ip  r a th e r  th a n  rela tionsh ip  a fte r  Is significant (pc.OOl). Under th is  

hypothesis labor officials indicated b roader CB processes (m ean= 1.452, p<,05) 

th an  in o th er instances. This can be an  indication of m ore form al and 

inform al in te rac tions betw een union officials and m anagem ent to resolve 

employee and organizational needs/in te rests outside of form al CB.

The tw o poles of th is  s tu d y  regarding level of satisfaction  a re  represented  

by hypothesis one and hypothesis six. The fo rm er involves sub jects w ith  

n a r ro w  CB processes and no form al WP process, and the  la t te r  subjects w ith  

broad CB processes and no separa tion  of CB and WP. Subjects in  hypothesis 

six (F= 11.454, p<.00l) reported  a h igher level of satisfaction (mean= 3.573) 

th an  the satisfaction  (m ean= 3.297) reported  in  hypothesis one (F= 1.430, 

n .s .) .

Com parisons of M eans

The ANOVA F tes t re su lts  for com parisons of m eans a re  sum m arized  in 

Table 16. The re su lts  indicate th a t  th e  six re sea rch  hypotheses overall level 

of satisfaction  m eans a re  significantly  d ifferen t from  each o ther (F= 7.465, 

p<.00l). The findings fu r th e r  support th e  level of satisfaction  relationships 

for the  hypothesized categories found above. W here no fo rm al WP w a s  r e ­

ported (hypotheses one and tw o) subjects w ith  a  n a r ro w  CB process reported  

a  h igher overall level of sa tisfaction  th a n  those w ith  broad CB.

The tab le  illu s tra te s  th e  monotonic n a tu re  of th e  re la tionsh ip  betw een 

level of satisfaction  and the  hypothesized categories w ith  fo rm al WP. Overall 

level of sa tisfac tion  w a s  h ighest w h e re  broad CB processes w e re  not
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TABLE 16
ANOVA Results: Level of Satisfaction w ith  the 
Research Hypotheses as the  Categorical V ariable

Level of 
Satisfaction Hypothesis N Mean

Hypotheses
Contrasts*

Overall 7.465***
One 91 3.408
Two 53 3.343
T hree 39 3.087
Four 51 3.213
Five 46 3.409 (5 -
Six 358 3.539 (6 -

*Denotes p a irs  of hypotheses significant a t  p<.05
*** p<.001

separa ted  from  th e  fo rm al WP process. And, low est w h e re  th e re  a re  n a rro w  

CB processes and  th ey  a re  separa ted  from  fo rm al WP.

A Tukey or honestly  significant difference (HSD) test w a s  perform ed to 

determ ine  w h ich  p a irs  of m eans w e re  significantly  d ifferen t (Keppel, 1982). 

Although the  m ean  va lues for the  six hypotheses w e re  different, only th ree  

of th e  fifteen p a irs  (6 [6 -  l]  /  2= 15) w e re  significantly  d ifferen t from  each 

o ther. Hypothesized categories five and th ree , six and th ree , and six and 

fou r w e re  found to be s ta tis tica lly  significant a t  the  0.05 level. ANOVA 

re su lts  for level of sa tisfaction  sub -sca les a re  sum m arized  in  Appendix I. 

Additional Analysis

Due to the  existence of sm all N 's in m ost of the  hypothesized categories 

regression an a ly sis  w a s  perform ed on an  additional category. It included all
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th e  sub jec ts w h o  h av e  a fo rm al WP process and  i t  produced a  la rg e r n u m b er 

of sub jec ts  (N= 316) w ith  w h ic h  to com pare the  CB and  WP rela tionsh ip . The 

re s u lts  fo r th is  catego ry  as listed in  Table 17 a re  sign ifican t (F= 14.666, 

p<.001). None of th e  personal c h a rac te ris tic s  is significant. However, except 

fo r WP length  and  CB processes, each of the  re le v an t w orkp lace  c h a ra c te r is ­

tics is  significant.

Of in te re s t fro m  th is  table  is th a t  in  general those w h o  have  fo rm al WP 

activ ities ind icate  a  lack  of separa tion  betw een  CB and  WP issues as evidenced 

by  th e  sign ifican t WP issues v a ria b le  (m ean= .301, p< .0 l). T hey also re p o rt 

th e  existence of broad  WP processes (m ean= 1.686, p< ,0 l) a t  th e ir  w o rk ­

places.

Equally im p o rta n t in  th is  table is th a t  t r u s t  is again  sign ifican t (p<.00l). 

T his again u n d ersco res  its  im portance  w h e re  th e re  is a  m erging of CB and  

WP. The significance of t r u s t  is also re la ted  to the  fac t th a t  labo r officials 

re p o rt hav ing  broad  CB processes, although th e  v a ria b le  w a s  not significant. 

R elevant W orkplace V ariab les

M ultiple reg ression  an a ly ses fo r th e  sam e hypothesized conditions w e re  

conducted on a  sm a lle r  se t of v a ria b le s  to see if th e y  produced re su lts  w h ic h  

a re  s im ila r  o r d iffe ren t fro m  those in  th e  prev ious categories. N orusis (1983) 

h a s  suggested also looking a t  less v a riab les , s ta tin g  th a t  including a large 

n u m b er of independent v a ria b le s  is  no t a  good s tra te g y  and  is d ifficu lt to 

in te rp re t. The goal h e re  is to focus specifically  on th e  re le v a n t w orkp lace  

v a ria b le s  in  Figure 1 an d  possibly build  m ore concise CB an d  WP re la tio nsh ip  

models.
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TABLE 17 
(Do Have WP)

Regression E stim ates on O verall Level of Satisfaction

Independent
V ariab le Mean

Std.
Dev.

r  w ith
Dependent
V ariable b

Std.
E rr. t

Age 42.589 8.556 .030 .003 .005 .617
Sex 1.127 .333 .017 .006 .079 .079
Race 1.104 .306 .037 - .048 .086 -  .556
F u ll/p a r t- tim e 1.500 .501 .078 .030 .054 .554
Sen io rity 18.763 6.468 .037 .004 .005 .159
Y ears a s  official 8.839 7.608 -  .003 - .003 .004 -  .816
C u rre n t position 3.206 1.179 .056 .007 .022 .340
Education 2.573 .775 .099 .058 .034 1.708
CB processes 1.569 .235 -  .166 .046 .119 .384
Length 4.076 4.012 .019 - .012 .007 -  1.842
R elationship before 2.241 1.007 .082 - .067 .029 -  2.318**
R elationship a f te r 1.937 .964 -  .429 - .097 .032 -  3.046**
WP issues .301 .218 .229 .381 .124 3.085**
WP processes 1.686 .156 -  .340 - .436 .184 -  2.362**
C u rre n t re la tio n sh ip 2.813 1.014 .452 .095 .033 2.864**
T ru s t 2.580 .809 .553 .289 .040 7.284***
Constant 3.108 .465 6.681***

**p<.01 Level of Satisfaction -  O verall; Range= 4;
***pc.001 Mean= 3.472; S.D.= .576; R2= .440; F= 14.666***;

df= 16,299; Std. E rr.=  .443; N= 316.

A stepw ise  selection procedure  (Cohen and  Cohen, 1983) w a s  perform ed 

to co n s tru c t reg ression  m odels fo r th e  re le v a n t w orkp lace  v a riab le s . N orusls 

suggests th a t  s tepw ise  selection of independent v a ria b le s  is  probably' the  m ost 

com m only used p rocedure  in  reg ression  ana ly sis . The c rite r io n  to de te rm ine  

th e  e n tr y  of v a ria b le s  is th e  p robab ility  associated w ith  th e  F te s t (PIN) is 

less th a n  o r equal to 0.05. The rem oval o r  m ax im u m  F v a lu e  p robab ility  a 

v a ria b le  can  h av e  to re m a in  a f te r  succeeding v a ria b le s  h av e  been en tered  is
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0.10 (SPSS Inc, 1986).

In  general, m ultip le  regression  analyses and stepw ise estim ates for the  

re lev an t w orkplace  v a riab le s  produced re su lts  w h ich  a re  s im ila r to those 

obtained e a rlie r  u n der hypotheses testing. Thus an o th e r detailed rev iew  

w ould  not add to those e a rlie r  findings. However, some tables a re  listed and 

discussed below to re ite ra te  a  few  key points. O ther regression and stepw ise 

tab les for re lev an t w orkp lace  variab les  a re  listed in  Appendix J .

Listed below in Tables 18 to 21 a re  regression  estim ates and  rela ted  step­

w ise  estim ates for sub jects w h e re  WP and CB a re  not separated . S im ilar es­

tim ates  a re  show n  in  Tables 22 and 23 for all subjects w ho  have WP activ i­

ties. Basically, the  re su lts  re ite ra te  th a t  m ore significant regression re su lts  

w e re  found in  Table 20 w h e re  labor leaders indicated th a t  th ey  had  broad CB 

processes and w h e re  CB and WP w e re  not separa ted  (F= 33.190, p<.00l). In 

th is  category WP issues and processes w e re  significant and level of sa tis­

faction w a s  reported  h igher (m ean= 3.553). Likewise, stepw ise re su lts  in  

Table 21 also favored broad CB and no separa tion  betw een CB and WP (F= 

44.852, pc.OOl).

M ultiple reg ression  analy ses for the  re le v an t w orkplace  variab les  indi­

cate re su lts  w h ic h  a re  s im ila r to those obtained e a rlie r  u n d e r hypotheses 

testing. Thus, a  detailed rev ie w  of those re su lts  w ould not add to those e a r ­

lie r findings. Regression tables for o th er categories regard ing  re lev an t w o rk ­

place v a riab le s  and  the  re la ted  stepw ise regression  re su lts  a re  listed in  

Appendix I.
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TABLE 18
(WP Not Separated  and  N a rro w  CB)

Regression E stim ates on O verall Level of Satisfaction

Independent
V ariable M ean

Std.
Dev.

r  w ith
Dependent
V ariab le b

Std.
E rr. t

CB processes 1.860 .074 .133 1.165 .672 1.732
Relationship before 2.011 1.022 .086 ■ .053 .058 -  .917
R elationship a f te r 2.000 .949 -  .330 ■ .076 .060 -  1.270
WP issues .340 .221 .007 .030 .231 .132
WP processes 1.726 .133 -  .326 • .437 .435 -  1.004
C u rren t re la tionsh ip 2.554 1.042 .392 .091 .062 1.473
T ru s t 2.394 .798 .523 .309 .069 4.450***
Constant 1.257 1.520 .827

***p<.001 Level of Satisfaction -  O verall; Range= 4;
Mean= 3.395; S.D.= .570; R2= .379; F= 7.322***; 
df= 7,84; Std. E rr.=  .468; N= 92.

TABLE 19
(WP Not Separated  and  N a rro w  CB) 

S tepw ise E stim ates on O verall Level of Satisfaction

Independent Std.
V ariab le b E rr. t

T ru s t .338 .064 5.275***
WP processes -  .941 .384 -  2.452*
C onstant 4.211 .715 5.893***

*p<.05 Level of Satisfaction  -  O verall; Range» 4;
***p<.001 Mean= 3.395; S.D.= .570; R2= .319; F= 20.856***;

df= 2,89; Std. E rr.=  .476; N= 92.
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Table 20
(WP Not Separated and Broad CB)

Regression E stim ates on Overall Level of Satisfaction

Independent
V ariable Mean

Std.
Dev.

r  w ith
Dependent
V ariable b

Std.
E rr. t

CB processes 1.440 .177 -  .067 .240 .134 1.790
Relationship before 2.278 .991 .032 - .062 .024 -  2.594**
Relationship a fte r 1.798 .943 -  .361 - .050 .027 -  1.834
WP issues .363 .211 .088 .212 .112 1.896
WP processes 1.658 .163 -  .336 - .418 .151 -  2.760**
C u rren t re la tionsh ip 2.827 .997 .517 .153 .029 5.209***
T ru s t 2.599

GO .546 .230 .036 6.342***
Constant 3.026 .364 8.321***

**p<.01 Level of Satisfaction -  Overall; Range= 4;
***p<.001 Mean= 3.553; S.D.= .537; R2= .410; F= 33.190***;

df= 7,334; Std. E rr.=  .417; N= 342.

TABLE 21 
(WP Not Separated and  Broad CB)

Stepw ise E stim ates on Overall Level of Satisfaction

Independent Std.
V ariable b E rr. t

T ru s t .221 .036 6.114***
C u rren t rela tionsh ip  .148 .029 5.033***
WP processes -  .426 .151 -  2.829**
Relationship before -  .066 .024 -  2.726**
Relationship a f te r  -  .056 .027 -  2.058*
Constant 3.518 .294 11.979***

*p<.05 Level of Satisfaction -  Overall; Range= 4;
**p<.01 Mean= 3.553; S.D.= .537; R2= .400; F= 44.852***;

***p<.001 df= 5,336; Std. Err.=> .419; N» 342.
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As indicated in  Table 22 m ore  significant findings and  a h igher level of s a t­

isfaction w e re  found w h e re  sub jects indicated th e y  had  fo rm al w orkplace 

ac tiv itie s  (F= 47.137, p<.00l). T hey also repo rted  th a t  CB and WP issues w e re  

not separa ted  and  broad collective bargain ing  processes w e re  in stitu ted .

As in p rev ious re su lts , the  above tab les support and  som ew hat m ir ro r  

those found e a r lie r . T h at is, labor officials re p o rt a  h igher level of sa tis fac ­

tion w h e re  th e re  a re  broad CB and  WP processes, and  th e re  is no separa tion  

betw een  CB and  WP issues. Also as found ea rlie r , the  tab les above suppo rt no 

separa tion  betw een CB and  WP issues addressed. And, the  existence of broad 

CB and  WP type p ro - cesses a t  the  w orkp lace. Again, the  overall re su lts  

som ew hat m ir ro r  those obtained in  prev ious models.

.Trust

M oderated reg ression  estim ates w e re  generated  fo r t r u s t  in te rac tion  

effects w ith  each of th e  influencing v a ria b le s  listed e a r lie r  in  Figure 1.

Again, due to sm all N 's th e  re se a rc h  hypotheses categories w e re  collapsed 

in to  additional categories of (a ) sub jec ts  w h o  do hav e  WP and  (b) sub jects 

w h o  do no t have  WP activ ities. The resu ltin g  sign ifican t regression  re su lts  

a re  sh o w n  below  in  Tables 24 and  25, w ith  c u r r e n t  re la tionsh ip  as the  inde­

pendent v a riab le .

W hen in te rac tin g  w ith  c u r r e n t  re la tionsh ip  t r u s t  ap p ea rs  to m eet the  

te s t of a  t ru e  m o d era to r v a riab le . C u rren t re la tionsh ip  explains 21.1 percen t 

of th e  v a ria n c e  in  level of sa tisfac tion  a ttitu d e s  (p<.00l). W hen t r u s t  is en­

te red  next, R2 changes to 32.3 percen t an d  F - to -e n te r  is  sign ifican t (p<.00l).
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TABLE 22 
(Do Have WP)

Regression E stim ates on Overall Level of Satisfaction

Independent
V ariable Mean

Std.
Dev.

r  w ith
Dependent
V ariable b

Std.
E rr. t

CB processes 1.545 .235 -  .168 .004 .089 -  .042
Relationship before 2.243 1.004 .079 .051 .022 -  2.373*
Relationship a f te r 1.892 .957 -  .389 .072 .024 -  3.029**
WP issues .322 .222 .157 .265 .094 2.812**
WP processes 1.685 .160 .344 .368 .138 -  2.667**
C u rren t re la tionsh ip 2.783 1.016 .486 .117 .025 4.581***
T ru s t 2.560 .813 .560 .271 .031 8.868***
Constant 3.269 .298 10.977***

*p<.05 Level of Satisfaction -  O verall; Range= 4;
**p<,01 Mean= 3.495; S.D.= .557; R -  .419; F= 47.134***

***p<.001 df= 7,457; Std. E rr.= .427;, N= 465.

TABLE 23 
(Do Have WP)

Stepw ise E stim ates on Overall Level of Satisfaction

Independent Std.
V ariable b E rr. t

T ru s t .271 .030 8.888***
Relationship a fte r -  .072 .023 -  3.037**
C u rren t re la tionsh ip .117 .025 4.598***
WP issues .266 .093 2.874**
WP processes -  .369 .136 -  2.702**
Relationship before -  .051 .022 -  2.377*
Constant 3.264 .272 11.990***

*p<.05
**p<.01

***p<.001

Level of Satisfaction -  Overall; Range- 4;
M ean- 3.495; S.D.= .557; R2= .419; F= 55.109***; 

df= 6,458; Std. E rr.=  .427; N= 465.



www.manaraa.com

107

TABLE 24
H ierarchical M ultiple Regression Testing the  M oderating 

Effect of T ru s t on Overall Level of Satisfaction (Do Have WP)

Steps/V ariables Entered B F1 P
R2

Change
Cum ulative

R2

1. C u rren t re la tionsh ip  (X) .010 134.853 .000 .211 .211
2. T ru s t (Z) .138 84.088 .000 .112 .323
3. In teraction  te rm  (XZ) 

( 1 x 2 ) .051 4.820 .029 .006 .330

*F to en te r o r rem ove ' 
N= 505

TABLE 25
H ierarchical M ultiple Regression Testing th e  M oderating 
Effect of T ru s t on Level of Satisfaction (Do Not Have WP)

Steps/V ariables Entered B F1 P
R2

Change
Cum ulative

R2

1. C u rren t re la tionsh ip  (X) -.263 9.401 .002 .046 .046
2. T ru s t (Z) .060 32.427 .000 .138 .184
3. In terac tion  te rm  (XZ)

(1 x 2) .113 5.477 .020 .023 .207

*F to e n te r  o r rem ove
N= 195



www.manaraa.com

108

Som ew hat su rp rising ly , t r u s t  does not in te ra c t significantly  as a jo in t func­

tion w ith  WP issues, WP processes and re la tionsh ip  a fte r.

Thus, t r u s t  appears  to m eet the  tes t of a tru e  m odera to r v a riab le  only 

w ith  c u rre n t  rela tionsh ip  in teraction . It accounts fo r a  significant increase 

in v a rian ce  explained (Arnold, 1982). The effect of the  in terac tion  term , 

w h ich  had a positive regression  coefficient, w a s  to am plify  the association 

betw een c u rre n t  re la tionsh ip  and level of satisfaction; the rela tionship  

covaried w ith  t r u s t  (Angle and P e rry , 1986).

Appendix K lis ts s ta tis tic s  for m oderating regression fo r t r u s t  using WP 

issues, WP processes, re la tionsh ip  before and  a fte r  w o rk e r  participation  as 

independent variab les. In each model the  m oderating in terac tion  w a s  found 

not to be a significant in te rac tion  of level of sa tisfaction  as a function of 

t ru s t .  Several in te rp re ta tio n s  a re  possible from  these re su lts . For instance, 

w h e re  th e re  a re  no employee involvem ent e ffo rts  and  t r u s t  is not significant, 

o th er fac to rs or v a riab les  m ay  be m oderating the  relationship . An example 

m ay  be w h e re  th e  p a rtie s  a re  Jo in tly  a ttem pting  to resolve the  m ore over­

w helm ing issues of layoffs, shu tdow ns, in d u s try  woes, etc.
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CHAPTER V 

SUMMARY AND CONCLUSIONS

T his c h ap te r begins w ith  a  discussion of the  re su lts  obtained from  the  

preceding s ta tis tica l analyses. The re se a rc h  hypotheses and  re se a rc h  ques­

tions of th is  investigation  a re  the  basis fo r th is  discussion. In  essence, the  

re su lts  ad d ress  w h e th e r  th e re  is a  sep ara tio n  betw een  CB an d  WP and the 

possible im pact on labor officials' level of sa tisfac tion . Following th is  d iscus­

sion som e conclusions a re  d ra w n  and  im plications fo r in d u s tr ia l re la tions 

an d  fu tu re  re se a rc h  a re  presented .

S u m m a ry

In  general, th is  s tu d y  focused on th e  re la tio n sh ip  betw een  collective b a r ­

gaining and  fo rm al w o rk e r  pa rtic ip a tio n  processes. In  unionized en v iro n ­

m en ts  fo rm al WP e ffo rts  a re  u su a lly  en te red  in to  w ith in  th e  CB fram e w o rk . 

Hence, th is  re se a rc h  sought to de te rm ine  th e  ex ten t to w h ich  th e  separa tion  

o r in teg ra tion  of th e  CB and  WP (issues an d  processes) m a y  influence the 

level of sa tisfac tion  of un ion  officials. To date, n u m ero u s  re se a rc h e rs  and  

p rac titio n e rs  hav e  advocated th e ir  sep ara tio n  (Kochan an d  Dyer, 1976; Rosow

109
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and Zager, 1982; Cole, 1982). However, th e re  h as  been no d irec t em pirical 

suppo rt fo r th is  position. In fact, th e re  h as  been grow ing opposition to th is  

stance. Lewin (1981), S ch u ste r (1985) and R ankin  (1986) am ong o th ers  have 

a sse rted  th a t  it  is im prac tica l a s  w ell a s  im possible to effect a  d istinc t 

w orkp lace  sep ara tio n  betw een  CB and  WP. Seeking to m a in ta in  such  a  sep­

a ra tio n  could be dysfunctional and  dem oralizing fo r both labor and m anage­

m ent.

To som e ex ten t WP an d  CB m ay  be v iew ed  a s  in te rtw in e d  (S chuster, 

1984a; S tra u ss , 1980). By recognizing th e ir  in te r tw in e d  re la tionsh ip  an d  eff­

ecting a m erg e r of p a rtic ip a tiv e  e ffo rts  w ith  bargain ing  an d  co n trac t ad m in ­

is tra tio n , th e  tw o  sides m a y  be able to m ore effectively  resolve m u tu a l con­

c e rn s  an d  m inim ize conflict.

This re se a rc h  w a s  a n  exp lo ra to ry  field s tu d y  of the  perceptions of labor 

union officials, utilizing a  s u rv e y  questionna ire  and  In fo rm al u n s tru c tu re d  

in te rv ie w s . The sam ple  size of 712 resu lted  fro m  responses to questionnaires 

d is trib u ted  (a )  a t  labor union w o rk sh o p s conducted by  Ohio S ta te  U n iver­

s i ty 's  Labor Education an d  R esearch Service and  (b) selected w orkp laces 

th roughou t Ohio.

The overa ll dependent v a ria b le  is labor officials' level of satisfaction .

The level of sa tisfac tion  is operationalized a s  th e ir  perceptions regard ing: (a) 

the  ex ten t to w h ic h  th e  un ion  is effectively m eeting th e  needs and  expecta­

tions of th e  m em bers; (b) th e  ex ten t to w h ic h  th e ir  ow n  jobs a re  personally  

sa tisfy ing , an d  (c) th e  ex ten t to w h ic h  th e ir  ro le a s  a  labor official is  p e r­

sonally  sa tisfy ing .
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The independent va riab les  included dem ographic and re lev an t w orkplace 

variab les such as CB processes, WP processes, WP issues and tru s t . T ru s t Is 

operationalized in th is  s tu d y  following the suggestion of Giffin (1967) and 

Scott (1980) as the  r isk s  labor union officials a re  w illing to take th a t 

m anagem ent w ill keep o r live up to its  w ord .

Discussion

A data  analy sis  of the  s ta tis tica l findings is discussed and  sum m arized  

by addressing the  re se a rc h  questions ra ised  ea rlie r.

(1) _To_what extent, is it possible to m ain ta in  a  separation  of the  WP pro­

cess and the  process of CB?

The c h i-sq u a re  re su lts  indicated th a t th e re  w e re  associations betw een CB 

and  WP processes and  issues, t r u s t  and  labor officials' level of satisfaction. 

Out of the  712 subjects in  th e  su rv e y  only a  sm all n u m b er of subjects indica­

ted th e ir  fo rm al WP process w a s  d istinc tly  separa ted  from  CB; m ost reported 

v e ry  little  if a n y  separa tion  of th e  tw o. The level of satisfaction  is h igher 

w h e re  no separa tion  exists. This is especially the  case w h e re  th e re  a re  also 

broad CB processes .

It w ould appear from  the regression  and  stepw ise  analyses th a t  the  v ast 

nu m b er of sub jects w ith  fo rm al WP processes tended to address CB issues 

un d er these processes. Thus, th e re  is some support fo r w h a t  Lewin (1981), 

R ankin  (1986) and  o thers have suggested; i.e ., it is not possible over tim e to 

m ain ta in  a  d istinc t o r c lear separa tion  betw een the tw o processes. The issues
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identified b y  labor officials as  being addressed  u n d e r both CB and WP w e re  

w ide  ranging . F u tu re  investigations can  ad d ress  th is  and  o th er questions 

regard ing  com m on CB and  WP issues.

(2) Do labor officials feel the  tw o  processes (CB and  WP) a re  and should 

be independent?

In teresting ly , du ring  the  p re -s u rv e y  in te rv ie w s  w ith  key  national labor 

leaders caution  w a s  freq u e n tly  expressed regard ing  th e  labor m ovem ent's  

se n sitiv ity  to linking  WP and  CB. However, du ring  subsequen t in te rv ie w s  

w ith  local labor officials fro m  the  s u rv e y  sam ple, m an y  recognized th is  con­

c e rn  b u t acknow ledged th a t  some overlap  is inevitable.

The su rv e y  re su lts  and  in te rv ie w s  indicate som e in teg ra tio n  of the  tw o. 

Labor an d  m anagem en t m ay  in itia lly  opera te  th e  tw o  processes a s  indepen­

dent sy s tem s. H ow ever, as WP effo rts  m a tu re , issues expand, and  the  p a r ­

ties gain g re a te r  confidence in  th e ir  use, the  tw o  processes m ay  m erge. 

F u tu re  re se a rc h  m a y  need to consider how  such  in teg ra tio n  comes about, the  

role played by  key  union  and  m anagem ent officials, etc.

(3) Is w o rk e r  p a rtic lp a tion^seen_bv labor officials as in tru d in g  upon or__

enhancing  collective bargaining? If so. u n d e r  w h a t  conditions?

T his s tu d y  found th a t  in  w orkp laces w ith  broad CB processes th e re  w e re  

also b road  WP processes and  m ore  issues considered by  th e  p arties . Of 

course, it  w a s  not c lear w h e th e r  th e  broad  CB o r WP processes led to consid­

e ra tio n  of m ore  Issues. In  a n y  case, WP is not seen a s  in tru d in g  upon the  op­

e ra tio n  of CB.
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From  a n o th e r  perspective, the  responses can be in te rp re ted  to support the 

v ie w  th a t  CB is enhanced b y  the  presence of fo rm al w o rk e r  partic ipa tion  

processes. As gleaned from  th is  s u rv e y  the  conditions u n d e r w h ic h  th is  takes 

place include (a) a g re a te r  degree of t r u s t  betw een the  p a rtie s  and  (b) labor 

officials a re  positively  sa tisfied  w ith  th e ir  jobs and  ro le  as leaders.

(4) To w h a t  ex ten t do labor officials see CB and  WP m eeting the  needs 

and expectations of th e ir  m em bers?

Labor officials w e re  asked  to respond to tw o  com ponents of th e  sa tisfac ­

tion v a ria b le  regard ing  m eeting m em bers ' needs and  expectations. Specifi­

cally , the  ex ten t to w h ic h  the  union is effectively  m eeting th e  needs and  

expectations of its  m em bers . And, th e  ex ten t to w h ic h  th ey  v iew ed the  em ­

ploym ent exchange o r th e ir  a s  p e rsonally  sa tisfy ing  to th em  as  an  employee. 

As identified in  Table 5, each of these  sa tisfac tion  levels w a s  repo rted  h ighest 

w h e re  th e re  w a s  a  WP process. T herefore, i t  can  be said  th a t  CB and  WP 

m eet em ployees needs an d  expectations w h e re  both a re  p resen t a t  the  w o rk ­

place. And, a s  rep o rted  in  Table 15, th e  h ighest level of sa tisfac tion  exists 

w h e re  th e  CB an d  WP processes a re  b road  r a th e r  th a n  n a rro w ; i.e ., th ey  a re  

open to a  broad v a r ie ty  of Issues.

(5) To w h a t  ex ten t is  th e  personal iob sa tisfac tion  of labo r officials in flu ­

enced bv  th e  ex ten t of sep ara tio n  betw een  WP and CB?

As noted above, th e  personal job sa tisfac tion  level a s  rep o rted  by  labor 

officials in  Table 5 w a s  h ig h er w h e re  both CB and  WP existed a t  the w o rk ­

place. In  f u r th e r  an a ly sis , the  level of sa tisfac tion  w a s  h igher w h e re  th e re  

w a s  no sep ara tio n  be tw een  th e  tw o. In  fac t, h ighest job sa tisfac tion  exists



www.manaraa.com

w h e re  both a re  broad and w h e re  m ore CB issues a re  addressed under WP. 

From  the overall re su lts  an  In te rp re ta tion  can be m ade th a t  personal Job 

satisfaction  is also highest in th is  category. More specific analysis in fu tu re  

investigations can fu r th e r  address th is  and o ther m ore detailed questions 

regard ing  labor officials' level of satisfaction.

Hypotheses S u m m ary

The re se a rc h  hypotheses w e re  addressed by  conducting severa l sta tistica l 

te s ts  including c h i-sq u a re  or "goodness-of-fit" and  m ultiple, stepw ise and 

h ie ra rch ica l regression  analyses. The hypotheses w e re  sta ted  as:

One: A w o rk  env ironm en t w tth_a_narrow  CB process and 

w ith  no fo rm al WP process w ill generally  leatLto less 

satisfaction  w ith  one's lob or em ploym ent exchange and 

personal role as a  labor official.

Two: A w o rk  env ironm en t w ith  a  broad CB process and w ith  

no fo rm al WP process w ill generally  lead to m ore sa tis ­

faction w ith  th e  em ploym ent exchange and  personal role.

Three: A w o rk  env ironm en t w ith  a n a r ro w  CB process sep a ra t­

ed from  the fo rm al WP process w ill generally  lead to___

less sa tisfaction  w ith  the  em ploym ent exchange and per­

sonal role.

Four: A w o rk  env ironm en t w ith  a  broad  CB process separated  

from  the  fo rm al WP process w ill generally  lead_to lim ited 

sa tisfac tion  w ith  th e  em ploym ent exchange and.personaL -
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Five: A w o rk  env ironm en t w ith  a n a r ro w  CB p rocess-no tsep - 

a ra ted  from  the form al WP process w ill generally  lead to 

m ore satisfaction w ith  the  em ploym ent exchange and 

personal role.

Six: A w o rk  env ironm en t w ith  a broad CB process not sep a r­

ated from  the form al WP process w ill generally  lead to 

the  m ost satisfaction w ith  one's lob and the personal role 

as a labor leader. Here it is assum ed th a t  the  parties

have evolved a set of m echanism s — negotiations, a rle -___

vance handling, special issue com m ittees and form al 

WP— to address a v a rie ty  of m u tu a l w orkplace  concerns.

The six hypothesized conditions w e re  Independently analyzed w ith  r e ­

spect to the  null hypothesis. Some hypotheses did not re su lt In significant 

resu lts ; fo r exam ple, hypotheses one, th ree  and four. This m ay  be a ttrib u ted  

som ew hat to th e  lack of la rg e r N 's in these categories. A lternatively , the 

presence of sm all N 's in these categories can be seen a3 confirm ing th a t th e re  

is no separa tion  betw een CB and WP. T hat is, the  m a jo rity  of the  712 subjects 

rep resen ting  th ir ty - f iv e  national and  in te rna tiona l unions had  form al WP 

processes. F u rth e r , m ost of the  officials had  broad CB processes. In addition, 

w h e re  fo rm al WP processes existed these labor union officials reported  th a t 

in  general such  processes w e re  not be separa ted  from  CB.
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The re su ltin g  CB and  WP im pact on level of sa tisfac tion  also follow the 

above p a tte rn . Subjects w ith  no WP reported  a h igher level of satisfaction  

th a n  th e ir  c o u n te rp a rts  w ith  separa ted  CB and WP. T his com parison is som e­

w h a t  clouded due to the  lack of significance in severa l categories. One expla­

nation  fo r th is  can be th a t  labor officials w h o  m a in ta in  sep a ra te  sy s tem s 

collective bargain ing  and  w o rk e r  partic ipa tion  sy s tem s a re  faced w ith  m ore 

conflicts w h ic h  take  a w a y  fro m  m eeting m em bers ' needs and In terests .

The m ore  sign ifican t findings w e re  found w h e re  th e re  is no separa tion  

betw een CB and  WP as noted in  hypotheses five and  six. Hypothesis five, r e ­

garding n a r ro w  CB processes, resu lted  in  a h igher level of sa tisfac tion  th a n  

in  a n y  of th e  p r io r  categories. Again, a sm all n u m b e r of sub jec ts  w a s  In th is  

category  (N=64). The v a s t  m a jo r ity  of sub jec ts in  the  sam ple fell in to  the 

final hypothesized category. These sub jects w ith  no separa tion  betw een CB 

and  WP also reported  th e  h ighest level of sa tisfac tion  

Irust

C learly th e re  a re  questions su rro u n d in g  th e  t r u s t  v a riab le . As Bognanno 

and  M yhr (1985) rea ffirm ed , th e  lack  of t r u s t  and  w illingness to tak e  r isk s  

a re  b a r r ie r s  to lab o r-m anagem en t cooperation. T his is no t su rp ris in g  since 

t r u s t  w a s  identified a s  a n  im p o rtan t y e t e lusive co n s tru c t du ring  th e  p e r­

sonal in te rv ie w s . P red ictab ly  fu r th e r  in q u iry  is needed to dim ensionalize th is  

co n stru c t. P erhaps m ore p a ra m o u n t is w h a t  is  th e  m eaning  of t r u s t  as  used 

by  th e  labor m ovem ent? Is " tru s t"  the  re a l issue  o r is i t  used a s  a  "smoke 

screen" ? T ru s t is a  sign ifican t v a ria b le  in  level of sa tisfac tion  fo r those w ith
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and w ith o u t WP. But, t ru s t  w a s  not found to be a  consisten t m odera to r of 

th e  fo rm  of the  re la tionsh ip  betw een level of sa tisfac tion  and  Issues and p ro ­

cesses.

W hy th en  th e  em phasis on tru s t?  This question obviously deserves f u r ­

th e r  study . H ow ever, some in sigh ts can  be offered from  th is  in q u iry . W here 

WP activ ities exist, i t  Is perhaps possible to d is tru s t  m anagem ent bu t still 

cooperate on jo in t e ffo rts  if em ployees show  support fo r such  e ffo rts  an d /o r 

organizational su rv iv a l  so d ictates. Also, w h a t  union officials personally  feel 

m a y  not be co n g ru en t w ith  th e ir  actions, w h a t  th e  m em bers m a y  w a n t  or 

w h a t  ac tu a lly  tak es  place in  th e  w o rk  env ironm en t. F u rth e rm o re , th e  con­

s tru c t  of t r u s t  m a y  be a  3moke screen. T hat is, citing "d is tru st"  w h en  

w orkp lace  conditions a re  not to th e ir  liking m a y  sim p ly  be d iachronic union 

rh e to ric . W hen used in th is  m an n e r, the  concept of t r u s t  m a y  m ask  o ther 

organizational o r  In te rpersonal Issues w h ich  should be addressed  if coopera­

tive  e ffo rts  a re  to be sustained .

cpnclustons

Some of th e  m o re  recen t stud ies on fo rm al partic ipa tion  processes have 

suggested th a t  th e re  a re  com m onalities betw een  CB and  WP. These com m on­

alities have  often been  d irec tly  and  in d irec tly  re la ted  to the  overlap  of the  

re a l Issues confron ting  organized labor and  m anagem ent. T his s tu d y  con­

cludes th a t  th e re  is  a n  overlap of issues addressed  b y  the  tw o  processes.
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T here w a s  also consensus in  p re  and data  collection in te rv iew s th a t  it is 

p rac tica lly  impossible to have  a c lear and d istinc t line of dem arcation bet­

w een CB and WP. The sta tis tica l re su lts  obtained in th is  investigation support 

the  in p u t from  the su rv e y  in te rv iew s. The am ount of b lu rrin g  th a t  takes 

place o r the  degree th a t is allowed by the  tw o p arties  is perhaps situational 

and rela ted  to the  re la tionsh ip  betw een the  union and m anagem ent.

Overall, labor officials generally  feel th a t  a separation  of CB and WP does 

not m ean an  absolute division. T here w a s  consensus th a t some overlap 

betw een the tw o should be expected and, in fact, is inevitable. U nder ce rta in  

conditions th ey  could "live w ith "  some m erging. Some of the  conditions a re : if 

it does not change or a lte r  the  negotiated agreem ent; i t  is v o lu n ta ry  and con­

fined to a sm all group; it is jo in tly  m anaged and a sa tis fac to ry  labor- 

m anagem ent rela tionsh ip  exists. W hat issues a re  com m only overlapped and 

the  c ircum stances leading to such overlapping rep re sen t o ther a re a s  w h ich  

req u ire  additional investigation.

As WP activ ities m ove a w a y  from  w h a t  a re  som etim es called c re a tu re  

com fort issues such  as housekeeping and general m ain tenance to m ore sub­

s tan tiv e  Issues such  as shop ru les , re tra in in g  and overtim e scheduling in te­

gration  is m ore probable. Although some issues m ay  appear to be m ore prone 

to b lu rring , one c lear caution seem s in o rder. T here should be little  if an y  

a ttem p t to establish  specific s ta n d a rd s  o r ru le s  to sep ara te  th e  tw o, if proper 

safeguards a re  acknowledged.

M ature  w o rk e r  partic ipa tion  effo rts m ay  m ake it  n ecessa ry  for m an ­

agem ent and  th e  union to consider m odifications in th e ir
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d is tr ib u tiv e -a d v e rsa ria l ro les to w ard s  m ore in teg rative  w orkplace relations. 

It is suggested th a t the  collective bargaining process, bu ilt upon the  founda­

tion of w o rk e r  voice, should be sufficien tly  flexible to help institu tionalize 

needed changes. As supported by  past research , effective employee coopera­

tive efforts can po tentially  bring about changes in  the  s tru c tu re  fo r w o rk ­

place decision-m aking, In addition to significantly  affecting trad itional labor- 

m anagem ent relations. However, a n y  modification or extension of collective 

bargaining should be done w ith  care  so a s  to m ain ta in  the  in teg rity  of the  

grievance procedure and the  negotiations process.

At th is  point a  n u m b er of questions can be raised  regarding  the  above 

position. The p a ram o u n t one is "How to institu tionalize  the  in tegration  of the 

tw o processes?" The response to th is  question is s im ila r  to one given above in 

regard  to overall w o rk e r  partic ipation  processes; th a t is, a ttem p ts  to gener­

alize should be avoided. The pace and degree of in tegration  depends on fac­

to rs  unique to the  un ion -m anagem en t re la tionsh ip  in  question; for example, 

the  m a tu r i ty  of th e  relationship , the  level of t r u s t  betw een th e  tw o parties , 

the desires of union m em bers, etc.

Recom mendations

Based upon th e  l i te ra tu re  search , in te rv iew s w ith  national and  local 

labor leaders, and  th e  d a ta  collected in  th is  s tudy , the  following recom m en­

dations for fu tu re  re se a rc h  a re  offered:
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1. Care should be exercised to avoid a broad generalization of the  re su lts  

of th is  s tu d y . The sam ple used w a s  not ran d o m ly  selected and represen ted  

labor officials p red o m in an tly  from  a  m id w es te rn  sta te . F u tu re  replications 

using sam ples from  o th er geographic a re a s  a re  encouraged.

2. F u tu re  re se a rc h  should be u n d e rtak en  directed m ore  specifically a t 

operationalizing the  CB processes, WP processes and  WP issues v ariab les . 

T heir defin itions in  th is  s tu d y  rep re se n ts  th e  consensus findings from  

in te rv ie w s  w ith  re p re se n ta tiv e s  fro m  the  labor m ovem ent, governm ent and 

academ ia. Hence, th e  defin itions used in th is  investigation  m a y  reflect th e ir  

in h e re n t biases.

3. Closely re la ted  to the  above is a  need to f u r th e r  ad d ress  how  to dis­

tingu ish  n a r ro w  and  broad  processes, and  w h a t  constitu tes a  t ru e  separa tion  

of CB and  WP. For th is  in q u iry  a  conserva tive  approach  w a s  tak en  in  devel­

oping th e  hypothesized categories. It re m a in s  to be seen if th e  conclusions 

reached  can  be su s ta in ed  th rough  m ore lib e ra l tre a tm e n ts  of the  categories.

4. An im p o rta n t fac to r in  th e  WP process is th e  co n s tru c t of t r u s t .  Its 

definition an d  m ea su re m e n t in  th is  s tu d y  a re  open to questions and  challen­

ges. F u r th e r  s tu d y  of t r u s t  should  help to b ring  about a  b e tte r  definition and 

u n d ers tan d in g  of ho w  it  re la te s  to WP and  un io n -m an ag em en t re la tions. The 

fu tu re  em phasis  on t r u s t  should also be geared to w a rd s  a n  understand ing  of 

w h a t  is re fe rre d  to w h e n  labor officials m ention  th e ir  t r u s t  o r d is tru s t  in 

m anagem ent. T hat is, a re  th e y  using  t r u s t  a s  a  p roxy  fo r o th e r w orkplace 

conditions o r to m a sk  personal biases?
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Cover Letter

Room 02 Page Hall 
1810 College Road 
The Ohio S tate  U niversity  
Columbus, Ohio 43210 
(Date)

We a re  w ritin g  in hopes you w ill a ssis t u s  in  resea rch  on a  c u rre n t  topic of 
in te re s t to the  general labor m ovem ent. The topic is "cooperation program s" 
th a t have been established a t the  w orkplace involving w o rk e rs  participating 
in decision-m aking. And, y o u r opinions w ould be of g rea t va lue  to our 
research .

Specifically, w e  w ould  like to know  how  you feel about cooperation program s 
established jo in tly  by the  union and m anagem ent, such  as Q uality -of-W ork- 
life (QWL) and Em ploym ent Involvem ent (El). The a ttached  questionnaire  is 
being used to obtain y o u r opinions. Your opinions, along w ith  those of other 
union officials, w ill be used to come up w ith  some overall conclusions about 
jo in t un ion -m anagem en t program s.

If you w ould, PLEASE COMPLETE THE BRIEF QUESTIONNAIRE ATTACH- 
ED about jo in t U nion-m anagem ent p rogram s, and  RETURN IT TO US IN 
THE ATTACHED STAMP ADDRESSED ENVELOPE ALSO ATTACHED.

Please DO_NOT include y o u r nam e. Your partic ipation  is v o lu n ta ry . We w ill 
m ain ta in  the  confidentiality  of the  in form ation  you provide.

The questionnaire  should take  only a  few  m om ents of y o u r tim e. The over­
all re su lts , in  addition to being included in  labor rela ted  publications, w ill 
also be available  to you. You m ay  contact u s a t  The Ohio S tate U niversity  
(614) 292-3270 if you have an y  questions o r w a n t a  copy of the  resu lts .

THANKS IN ADVANCE FOR YOUR COOPERATION

136

(Advisor)
(R esearcher)
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QUESTIONNAIRE: UNION OFFICIALS

Please respond a s  ap p ro p ria te  to each question.
1. Your age? _00_ Y ears 2. Your Sex? _1_ Male _2_ Female

3. Your race?
_1_ a. W hite
_2_ b. Black o r o th e r m in o rity

4. Is y o u r  position? 
_1_ a. P a r t- tim e  
_2_ b. F u ll-tim e

5. Your to tal com pany seniority?  
_00_ Y ears

6. Your to tal y e a rs  as a 
official? _0Q_ Y ears

7. Your c u r re n t  union position?
_1_ a. D istric t o r regional officer 
_2_ b. Local union officer 
_3_ c. Com m itteeperson 
_4_ d. S tew ard
_5_ e. O th e r ______________

(title )

8. Your education level?
_1_ a. U nder 12 y e a rs  of school
JL.  b. High school g radua te
_3_ c. Some college o r technical courses
_4_ d. College g radua te
_5_ e. Post g radua te  courses

9. Please check (\/) th e  com m ittees and  p ro g ram s y o u r union and  m anage­
m en t have  JOINTLY estab lished  a t  y o u r  p lan t. (You m a v  c h e c k  m ore  
th a n  o n e .)

YES NO
a. Job evaluation  com m ittee a. _1_ _2_
b. Blood donor p ro g ram b. _1_ _2_
c. Health and  sa fe ty  com m ittee c. _1_ _2_
d. Employee ou tp lacem ent p rog ram d. _1_ _2_
e. Medical in su ra n c e  cost co n ta inm en t com m ittee e. _1_ _2_
f. Jo in t app ren ticesh ip  com m ittee f. _1_ _2_
g- N ew  em ployee o rien ta tio n  com m ittee g. -1 - _2_
h. Drug and  alcohol abuse p rog ram s h. „1_ _2_
i. Educational a ss is tan ce  p rog ram i. _1_ _2_
j- Employee reco g n itio n /aw ard s  p rog ram j. -1 - _2_
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Appendix B (continued)

10. Please indicate w h e t h e r  o r  n o t th e re  is a  fo rm al jo in t un io n - 
m anagem ent problem  solving o r em ployee partic ipa tion  p rog ram  (such  as 
Q uality  Circle, Q uality  of W ork Life, Employee Involvem ent, e tc .)  a t y o u r 
local p lan t: (P le a se  c h e c k  ( / )  o n ly  one of the  responses.)

_1_ a. We c u r re n t ly  do  hav e  such  a p rogram . Go to Question 12.
_2_ b. We c u r re n t ly  do n o t  have, h u t had one in  the  past. Go to 

Question 11 below.
_3_ c. We n e v e r  had such a  p rogram . Go to Question 16

11. In y o u r opinion, w h y  did y o u r  jo in t un ion -m anagem en t p rogram  end? 
(You m a y  c h e c k  (»/) m o r e  th a n  one response .)

_1,0_ a. M anagem ent used it  to get a ro u n d  the  union.
_1,0_ b. M anagem ent did not re a lly  listen  to th e  w o rk e rs .
_1,0_ c. The w o rk e rs  w ould not v o lu n tee r fo r it.
_1,0_ d. T here  w a s  too m uch  d is tru s t  betw een  m anagem en t and  the  union. 
_1,0_ e. I t w a s  a  w a s te  of tim e, w e  re a lly  did no t deal w ith  serious Issues. 
_1,0_ f. O ther (e x p la in )___________________________________________________

12. How long hav e  you had  a jo in t u n io n -m anagem en t p rog ram  a t  y o u r  local 
p lant? _00_ Y ears

13. The re la tio n sh ip  betw een  th e  union  and  m anagem en t B e fo re  s ta r tin g  
y o u r  jo in t u n io n -m an ag em en t p ro g ram  can  best be described as:
(p le a se  c h e c k  (ih  o n ly  o n e .)

_1_ a. Poor; n u m ero u s  conflicts.
_2_ b. F air; b u t th e re  w a s  often a  lot of tension.
_3_ c. It v a ried ; som etim es good, som etim es bad.
_4_ d. Good; th e  un ion  an d  m anagem en t cooperated m ost of th e  tim e.
_5_ e. Excellent; v e ry  few  problem s.

14. Since y o u r  Joint u n io n -m an ag em en t p ro g ram  s ta r te d , do you feel th a t  
th e  re la tio n sh ip  be tw een  th e  union and  m anagem en t h as  been:

_1_ a. Better 
_2_ b. W orse 
_3_ c. The Sam e
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15. Please c h e c k  th e  I te m s  w h ich  you and  y o u r union feel m a v  he  
topics of discussion u n d e r v o u r jo in t un ion -m anagem en t p rogram : 
(y o u  m a y  c h e c k  (^ )  m o re  th a n  o n e  item .)

a.
b.
c.
d.
e.
f.
si-

i i .  -: 

i.
j-
k.
1. 

m. 
n. 
o.
P-
q-
r .  
s. 
t. 
u.

v .  _

_1,0_ Im provem en t in  job m ethods w . _1,0_ W ork procedures
_1,0_ Production planning X. -1,0_ w o rk in g  conditions
-1 ,0 -  Setting production  levels y- _1,0_ Subcontracting  of w o rk
-1 ,0 -  Changes in  job du ties z. -1 ,0 -  R etrain ing
_1,0_ Prom otions to su p e rv iso ry  positions aa. -1 ,0 -  P lan t location
-1 ,0 -  A pprenticeships bb. -1 ,0 -  Use of pension funds
_1,0_ T ra n s fe r  o r expansion of cc. _1,0_ Shop ru le s

p lan t operations dd. _1,0_ T rain ing  or upgrading
-1,0_ Incentive  sy stem s, p ro fit ee. -1 ,0 -  Opening and  closing of

sh a rin g , an d  bonus p lans depar tm e n ts /sh if  ts
_1,0_ W ork ru le s ff. _1,0_ Job tr a n s fe r s
-1 ,0 -  Changes in  w age ra te s 88- -1 ,0 -  D ism issals/d ischarges
-1 ,0 -  Use of com pany  bu lle tin  boards hh . _1,0_ Layoffs
_1,0_ G rievances ii. _1,0_ A ttendance guidelines
-1,0_ Job evaluations jj- -1 ,0 -  Leaves of absence
_1,0_ Sen io rity /job  postings sy stem kk. -1,0_ W orker discipline
-1 ,0_ Hiring of n e w  em ployees 11. -1 ,0 -  Shift t ra n s fe rs
_1,0_ W ork  force size m m . -1 ,0 -  Job rec lassification
-1 ,0 -  Prom otions in  th e  w o rk  u n it nn. _1,0_ Recalls from  layoff
_1,0_ S afety  and  h ea lth  conditions 0 0 , -1 ,0 -  S uperv iso rs w ork ing
_1,0_ Severance pay  fo r layoffs PP- _1,0_ Holiday w o rk  schedule
_1,0_ O vertim e scheduling q q . _1,0_ Night sh ift p rem iu m s
_1,0_ Medical in su ra n c e  cost r r . -1 ,0  O ther (explain)

con ta inm en t 
1,0- Employee p e rfo rm ance  s ta n d a rd s

16. Please c h e c k  Y es o r  Wo i f  w o r k e r s  in y o u r  p lan t NOW a re  
allow ed to do th e  following:

YES NO
a. M ake ta s k  assignm en ts a s  a  group. a. -1 - _ 2 _
b. Set pace of th e  w o rk . b. _1_ _ 2 _
c. Decide h o w  th e  w o rk  w ould  be perform ed. C. -1 - - 2 -
d. E valuate  each o th e r 's  perfo rm ance. d. _1_ - 2 -
e. Offer in p u t into decisions about p ay  sca les/ra ises. e. _1_ _ 2 _
f. Help m ak e  h ir in g  decisions. f. _1_ _ 2 _

g. Help m ak e  fir in g  decisions. g. -1 - - 2 _
h . Have in p u t in to  decisions about n e w  technology. h . _1_ _ 2 _

i. Have in p u t in to  th e  decisions a s  to w ho  su p e rv ises  w o rk e rs . i. -1 - _ 2 _
j .  A ctively tak e  p a r t  in  n e w  co n trac t negotiations. j. -1 - _ 2 _
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16. (continued) . . .  Please c h e c k  (J) Y es or  Wo If w o r k e r s  in  y o u r  p lan t 
HOW a re  allow ed to do th e  following:

X£2_
k. Raise grievances w h e n  th ey  feel the  co n trac t h a s  been

violated. k. _1_ _2_
1. C reate and tak e  p a r t  in jo in t w o rk e r-m a n ag e m en t

com m ittees and  p rog ram s. 1. _1_ _2_

17. The c u r re n t  re la tio n sh ip  betw een the  union and  m anagem ent in
y o u r  p lan t can  n o w  be described as: (Please check (^) only  one.)

_1_ a. Poor; n u m ero u s  conflicts.
b. F air; b u t th e re  is  often a lot of tension.

_3_ c. I t v a rie s ; som etim es good, som etim es bad.
_4_ d. Good; the  union  and m anagem ent often cooperate.
_5_ e. Excellent; v e ry  few  problem s.

18. FOR WHERE YOU WORK WOW. P lea se  c h e ck  ( / )  to indicate y o u r  a g r e e ­
m e n t  o r  d is a g r e e m e n t  w ith  each of the  following sta tem en ts:

S trongly  S trongly
Disagree Disagre N eu tra l Agree Agree

a. W orkers feel free  to d iscuss 
w o rk  problem s w ith  th e ir  
im m ediate  su p e rv iso r  w ith o u t 
fe a r  of hav ing  it  used against
them  la te r   _1_ _2_ _3_ _4_ _5_

b. W orkers h av e  com plete t r u s t  
th a t  th e ir  im m edia te  su p e rv iso r
w ill t r e a t  them  f a i r l y ......................_1_ _2_ _3_ _4_ _5_

c. If a  w o rk e r  m akes a  m istake , 
th e ir  su p e rv iso r is w illing  to
"forgive and  fo rg e t."  _1_ _2_ _3_ _4_ _5_

d. Most su p e rv iso rs  a re  fr ien d ly
and  approachab le ............................... _1_ _3_ _4_ _5_

e. W orkers can  count on th e ir  
su p e rv iso r  fo r help if th e y  
h av e  a  d ifficu lt problem  w ith
th e ir  job  _1_ _2_ _3_ _4_ _5_

f. M anagem ent h a s  high reg a rd  for
th e  w ell-be ing  of w o rk e rs  in
the  organization  -1 -  _2_ _3_ _4_ _5_
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18. (continued) . . . POR WHERE YOU WORK NOW. P le a se  c h e ck  (*0  to indicate 
y o u r  a g r e e m e n t  o r  d is a g r e e m e n t  w ith  each of the  following 
sta tem en ts:

S trongly  Strongly
Disagree Disagre N eu tra l Agree Agree

g. M anagem ent a t m y  w orkp lace
can be tru s te d  ................................... _1_ _2_ _3_ _4_ _5_

h. M anagem ent follow s th rough
w ith  w h a t  th e y  agree to d o   _1_ _2_ _3_ _4_ _5_

19.P le a se  c h e c k  ( J }  to indicate y o u r personal a g r e e m e n t or  d isa g r e e ­
m e n t  w ith  each s ta te m e n t below  about Joint un ion -m anagem en t 
p rogram s:

S trongly  S trongly
pjsagrq? Disagree N eu tra l Agree Agree

a. The collective bargain ing  
process does not need such  jo in t 
p ro g ram s to help m eet o u r
m em b ers ' w orkp lace  needs  _i_ _2_ _3_ _4_ _5_

b. Such p ro g ram s n o rm a lly  do not 
in te rfe re  w ith  th e  collective 
barga in ing  ag reem en t and  its
a d m in is tra tio n    _1_ _2_ _3_ _4_ _5_

c. Such p ro g ram s genera lly  do 
not cause conflicts betw een
th e  union and  its  m e m b e r s   _1_ _2_ _3_ _4_ _5_

d. In  general, such  jo in t p ro g ram s
help th e  u n io n 's  r o l e   _1_ _2_ _3_ _4_ _5_

e. In general, such  p ro g ram s 
m o tiva te  the  union  to do th e
v e ry  best Job i t  c a n .......................  _1_ 2 _3_ _4_ _5_

f. Such p ro g ram s re s u lt  in b e tte r  
com m unications betw een  the
union and  m a n a g e m e n t   _1_ _2_ _3_ _4_ _5_

g. Such p ro g ram s re s u lt  in b e tte r  
cooperation betw een  the  union
and  m a n a g e m e n t............................  _1_ _2_ _3_ _4_ _5_

h.All th ings considered, m y  union 
is  w illing  to tak e  p a r t  in  such
p ro g ra m s ............................................. _1_ _2_ _3_ _4_ _5_
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20. For each of th e  following s ta tem en ts  regard ing  y o u r w orkp lace, p le a s e  
c h e c k  (V) w h e th e r  y ou  a g ree  o r  d is a g r e e :

Strongly Strongly
Disagree Disagree N eu tra l Agree Agree

a. In general, I feel th a t  m y  union 
is re a lly  helping o u r m em bers 
solve th e ir  w orkp lace  problem s ... _i_

b. W here I w o rk , m anagem en t is 
w illing  to lis ten  to w o rk e rs  
and th e ir  id e a s ..................................  _1_

c. All in  all, I feel th a t  w h e re  I 
w o rk  is a good place to w o rk  . . . .  _1_

d. The com pany tr e a ts  m y  union m em ­
b ers  in  a fa ir  and  honest m an n er. _1_

e. Besides being a  union official, I 
re a lly  like th e  job th a t  I w o rk  on. _1_

f. My com pany 's p ay  and benefits a re  
f a i r ...........................................................  -1_

g. All in all, I am  sa tisfied  w ith  
m y  role as a union official ..............._1_

21. W hat union a re  you a m em ber of? L ocal_______________________________
In te rn a tio n a l? _________________________________________________

22. W hat is y o u r  em p lo y er’s n a m e ? __________________ —...-----------------------
And C ity /or T o w n ? ______________________________________________

23. ONLY ANSWER THIS QUESTION IF YOU NEVER HAD A JOINT  
UNION-MANAGEMENT PROGRAM: W h v  h as  a  p ro g ram  n e v e r  
e x is te d  in  y o u r  p lan t?  (You m a y  c h e c k  0 / )  m o r e  th a n  one.)

_1,0_ a. M anagem ent w o u ld  use  it to get a ro u n d  th e  union.
_1,0_ b. M anagem ent does no t rea lly  lis ten  to th e  w o rk e rs .
-1 ,0 -  c. T here  is  too m uch  d is tru s t  be tw een  m anagem ent an d  the  union.
_1,0_ d. It w ou ld  be a  w a s te  of tim e an d  w o rk e rs  w ou ld  not v o lu n tee r fo r it.
_1,0_ e. O ther (e x p la in )_____________________________________________________

24. Do you h av e  a n y  o th e r  com m ents about jo in t un ion -m anagem en t 
p rogram s?

_ 2_  _ 3l _  _ 4_  _ 5_

_ 2_  _ 3_  _ 4_  _ 5_

_ 2_  _ 3_  _ 4_  _ 5_

_ 2_  _ 3_  _4_ _ 5_

- 2-  _ 3_  _ 4_  _ 5-

_ 2_  _ 3_  _ 4_  _ 5_

_ 2_  _ 3_  _ 4_  _ 5_

THANKS FOR YOUR COOPERATION
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V ariab les List

V ariab le
Q uestionnaire
Item

Independent
Background C h arac te ris tic s

Ages? 1
Sex? 2
Race? 3
F u ll/P a rt- tim e  union position? 4
Com pany sen io rity? 5
Y ears a s  union official? 6
C u rre n t union position? 7
Education? 8

Collective bargain ing  processes? 9
W hy process ended? 11
Length of process? 12
Jo in t re la tio n sh ip  before process? 13
Jo in t re la tio n sh ip  a f te r  process? 14
W orker partic ipa tion  issues? 15
W orker partic ipa tion  processes? 16
C u rre n t jo in t rela tionsh ip? 17
T ru st? 18
W hy process n e v e r  existed? 23

Denendent
Level of sa tisfaction?

(a ) Meeting em ployee needs? 19(a)(b ); 20(a )(b )
(b) As a n  employee? 19(c); 20 (c)(d )(e )(f)
(c) Role a s  un ion  official? 19(d )(e )(f) (g ) (h ) ; 20(g)
(d) Overall? 19(a) -  20(g)
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D escriptive S ta tistics  -  Total S u rv e y

V ariable N Mean Dev. M ean Range t PR>|T|1

Age 708 40.918 8.670 .326 49 125.58 .000
Sex 710 1.201 .401 .015 1 79.77 .000
Race 705 1.099 .299 .011 1 97.53 .000
F u ll/P a rt- tim e 639 1.502 .500 .019 1 75.90 .000
S en io rity 642 17.173 8.540 .337 43 50.95 .000
Y ears official 594 8.157 7.679 .315 43 25.89 .000
C u rre n t position 693 3.177 1.200 .046 4 69.68 .000
Education 696 2.557 .777 .029 4 86.82 .000
CB Process 695 1.603 .239 .009 1 177.01 .000
W hy WP ended 53 .333 .185 .025 1 13.12 .000
Length 499 3.892 3.946 .177 35 22.03 .000
R elationship before 541 2.238 1.008 .043 4 51.67 .000
Relationship a f te r 536 1.922 .956 .041 46.55 .000
WP issues 590 .306 .226 .010 1 32.03 .000
WP processes 693 1.703 .159 .006 1 281.10 .000
C u rre n t re la tio n sh ip 706 2.663 1.010 .038 4 70.03 .000
T ru s t 707 2.541 .798 .030 4 84.67 .000
W hy n e v e r existed 
Level of Satisfaction

145 .265 .248 .021 1 12.85 .000

Meet em ployee Needs 708 3.453 .657 .025 4 139.90 .000
As a n  em ployee 693 3.301 .631 .024 4 137.67 .000
Role a s  un ion  official 693 3.551 .736 .028 4 126.84 .000
O verall 708 3.443 .572 .021 4 160.17 .000

*The p robab ility  of a  g re a te r  absolute v a lu e  fo r S tu d en t's  t  u n d e r the
hypo thesis th a t  the  m ean  is zero.
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Dependent V ariab le  R esults -  Level of Satisfaction

S trong ly  S trongly
Disagree Disagree N eu tra l Agree Agree 

Decision (» )  (fc) (%) (%) (%) Mean r

Meeting employee needs 
CB needs WP 8.6 10.7 14.6 41.7 24.5 3.643 .397
WP does not in te rfe re 6.9 14.9 26.1 41.6 10.5 3.346 .540
Union helping 2.6 5.8 9.5 63.6 18.5 3.916 .256
M anagem ent lis tens 10.9 24.6 27.4 34.0 3.2 2.947 .449

As a n  em ployee
WP not cause  conflicts 8.6 30.7 24.2 33.5 2.9 2.913 .547
Good w orkp lace 4.7 9.5 25.5 51.2 9.2 3.520 .427
Com pany fa ir 11.8 27.6 34.0 24.9 1.7 2.779 .499
Like job 3.1 6.5 18.8 53.3 18.2 3.780 .243
Pay /benefits fa ir 4.8 11.5 15.7 57.6 10.3 3.584 .227

Role as union  official
WP helps Union 6.5 13.5 25.1 48.8 6.2 3.344 .663
WP M otivates Union 5.7 12.4 27.2 48.5 6.2 3.361 .629
B etter Com m unications 5.4 11.9 19.9 52.1 10.6 3.505 .727
B etter Cooperation 5.4 16.5 26.5 42.6 9.0 3.333 .706
Union W illing 5.4 5.4 12.0 58.3 18.8 3.805 .615
Role Satisfy ing 1.8 4.7 12.0 59.8 21.7 3.952 .246

N» 642 Scaling in fo rm ation : M ean » 51.729; S.D. = 8.510;
Cronbach A = .849; r= Pearson  co rre la tion  of item  
w ith  scale m in u s  item .

145



www.manaraa.com

Appendix F

Subjects Responses to R elevant W orkplace V ariab les

V ariab le/ 
Sub ject's  S ta tu s N Mean

Std Std R eliability Comparison 
Dev E r r  (Cronbach A)of M eans (t)

Collective bargain ing  processes 
Have WP 503 1.554 .236 .011 .701

-9.24***

Do not have  WP 192 1.731 .196 .014 .647
W orker partic ipa tion  Issues 

Have WP 510 .313 .224 .010 .937
2.06*

Do not have  WP 50 .244 .243 .034 .956
W orker partic ipa tion  processes 

Have WP 500 1.689 .158 .007 .578
-3.56***

Do not h av e  WP 193 1.737 .157 .011 .610
T ru s t

Have WP 509 2.584 .808 .036 .883
2.29*

Do not h av e  WP 198 2.431 .764 .054 .879

*p<.05
***p<.001
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C hi-Square  Tests

G -l
Level of S atisfaction  and  W orker Partic ipation  Issues Separated

Level of Satisfaction
Low N eutra l High Total

WP No 23 169 273 465
Issues
S eparated Yes 14 49 30 93

Total 37 218 303 558

X2= 27.226*** (df= 2) 
***p<.Q01

G-2
Level of Satisfaction  and  Collective Bargaining Processes

Level of Satisfaction
Low N eu tra l High Total

Collective N a rro w 19 112 98 229
Bargaining
Processes Broad 30 170 . 263 463

Total 49 282 361 692

X2-  12.067*** (d f-  2)
***p<.001
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G-3
W orker P artic ipa tion  Processes and 
W orker P artic ipa tion  Issues Separated

W orker Partic ipa tion  Processes
N a rro w Broad Total

WP No 34 426 460
Issues
Separated Yes 26 62 88

Total 60 488 548

X2-  37.184*** (df» 1) 
***p<.001

G-4
Level of Satisfaction  and  T ru s t

Level of Satisfaction 
Low N eu tra l High Total

Low 40 189 109 338

T ru s t  N eu tra l 9 96 197 302

High 0 3 62 65

Total 49 288 368 705

X2= 127.536*** (df= 4)
***p<.001
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Tolerances

H -l
Tolerances for Common Independent V ariables -  Total Sample S urvey

Meeting
Employee Needs

As an 
Employee

Role a s  
Union Official Overall

Age .416 .413 .413 .416
Sex .926 .920 .920 .926
Race .909 .921 .921 .909
F u ll/P a rt-tim e .872 .874 .874 .872
Seniority .357 .351 .351 .357
Y ears a s  Official .625 .622 .622 .625
C u rren t position .923 .920 .920 .923
Education .908 .915 .915 .908
CB Processes .819 .810 .810 .819
WP Processes .818 .815 .815 .818
C u rren t Relationship .663 .662 .662 .663
T ru s t .660 .659 .659 .660

N-453
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H-2
Tolerances for Common Independent V ariables -  Do Have WP

Meeting As an  Role as
Employee Needs Employee Union Official Overall

Age .373 .365 .365 .373
Sex .947 .940 .940 .947
Race .902 .917 .917 .902
F u ll/P a rt-tim e .874 .877 ,877 .874
Seniority .302 .291 .291 .302
Y ears a s  Official .601 .596 .596 .601
C u rren t position .928 .924 .924 .928
Education .907 .915 .915 .907
CB Processes .833 .820 .820 .833
WP Processes .816 .812 .812 .816
C u rren t Relationship .648 .645 .645 .648
T ru s t .639 .635 .635 .639

N=333
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H-3
Tolerances for common Independent V ariables -  Do Not Have WP

Meeting As an  Role as
Employee Needs Employee Union Official Overall

Age .451 .451 .451 .451
Sex .806 .806 .806 .806
Race .858 .858 .858 .858
F u ll/P a rt-tim e .806 .806 .806 .806
Seniority .491 .491 .491 .491
Y ears a s  Official .651 .651 .651 .651
C u rren t position .815 .815 .815 .815
Education .837 .837 .837 .837
CB Processes .835 .835 .835 .835
WP Processes .833 .833 .833 .833
C u rren t Relationship .754 .754 .754 .754
T ru s t .740 .740 .740 .740

N=120
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H-4
T olerances fo r Independent V ariab les -  Do Have WP

Meeting As an  Role as
Employee Needs Employee Union Official Overall

Age .343 .330 .330 .343
Sex .910 .901 .901 .910
Race .888 .900 .900 .888
F u ll/P a rt- tim e .845 .842 .842 .845
S en io rity .245 .271 .271 .285
Y ears a s  official .590 .586 .586 .590
C u rre n t position .916 .912 .912 .916
Education .899 .907 .907 .899
CB processes .788 .778 .778 .788
Length .873 .864 .864 .873
Relationship before .732 .722 .722 .732
Relationship a f te r .660 .652 .652 .660
WP issues .856 .857 .857 .856
WP processes .756 .748 .748 .756
C u rre n t R elationship .555 .555 .555 .555
T ru s t .604 .595 .595 .604

N=316
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H-5
T olerances lo r  Independent V ariab les -  Do Not Have WP (N ever)

Meeting
Employee Needs

As an  
Employee

Role a s  
Union Official O verall

Age .456 .456 .456 .456
Sex .802 .802 .802 .802
Race .803 .803 .803 .803
F u ll/P a rt- tim e .784 .784 .784 .784
S en io rity .514 .514 .514 .514
Y ears a s  official .626 .626 .626 .626
C u rre n t position .816 .816 .816 .816
Education .792 .792 .792 .792
CB processes .860 .860 .860 .860
WP processes .837 .837 .837 .837
C u rre n t R elationship .634 .634 .634 .634
T ru s t .610 .610 .610 .610
W hy N ever Existed .637 .637 .637 .637

N=87
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ANOVA: Results: Level of Satisfaction  w ith  the  
R esearch  Hypotheses as th e  Categorical V ariable

Level of 
Satisfaction Hypothesis N M ean F

Hypotheses
Contrasts*

Meeting employee needs 7.244***
One 91 3.394
Two 53 3.420
T hree 39 3.058
Four 51 3.240
Five 98 3.339
Six 358 3.570 (6-3;6-4;6-5)

As an  employee 4.326***
One 90 3.173
Two 52 3.131
T hree 38 3.038
Four 50 3.372
Five 97 3.271
Six 350 3.385 (6 -l;6 -3 )

Role a s  union official 7.528***
One 88 3.624 (1-3;1-4)
Two 52 3.489
T hree 38 3.132
Four 50 3.109
Five 97 3.562 (5-3;5-4)
Six 350 3.634 (6-3;6-4)

•Denotes p a irs  of hypotheses sign ifican t a t p<.05 
***p<.001
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Regression and S tepw ise Results

J - l
(WP S epara ted  and  N a rro w  CB) 

Regression E stim ates on Level of Satisfaction

Independent
V ariab le Mean

Std.
Dev.

r  w ith
Dependent
V ariab le b

Std.
E rr. t

CB processes 1.844 .071 -.001 1.497 1.293 1.158
Relationship before 2.200 .957 .116 -.248 .120 -2.065
Relationship a f te r 2.360 .907 .634 -.262 .139 -1.882
WP issues .064 .031 .534 8.090 3.351 2.414*
WP processes 1.803 .079 -.026 -.482 1.282 -.377
C u rre n t re la tio n sh ip 2.600 .913 .289 .100 “'.127 .782
T ru s t 2.460 .851 .621 .292 .165 1.768
C onstant .844 3.063 .276

*p<.05 Level of Satisfaction  -  O verall; Range= 4;
**p<.01 M ean- 3.06; S.D .-.634; R2-  .696; F- 5.551**;

df= 7,17; Std. E rr.=  .415; N= 25.
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J-2
(WP Separated  and  N a rro w  CB)

Stepw ise Regression E stim ates on Level of Satisfaction

Independent Std.
V ariab le b E rr. t

R elationship a f te r -.390 .097 -4.023**
WP Issues 8.810 2.797 3.149**
C onstant 3.422 .325 10.540***

**p<.01 Level of Satisfaction -  O verall; Range* 4;
***p<.001 Mean= 3.061; S.D. = .634; Rz= .588; F= 15.703***;

df= 2,22; Std. E rr.=  .425; N= 25.

J -3
(WP Separated  and  Broad CB) 

Regression E stim ates on Level of Satisfaction

Independent
V ariab le M ean

Std.
Dev.

r  w ith
Dependent
V ariab le b

Std.
E rr. t

CB processes 1.565 .160 -.169 -.332 .566 -.586
R elationship before 2.326 1.128 .245 -.091 .088 -1.040
R elationship a f te r 2.442 .854 -.087 .037 .103 .358
WP issues .053 .034 .282 5.247 2.421 2.167*
WP processes 1.789 .157 -.038 .676 .519 1.303
C u rre n t re la tio n sh ip 2.628 1.134 .275 .151 .093 1.632
T ru s t 2.578 .651 .601 .509 .136 3.737**
C onstant .575 1.459 .394

*p<.05
**p<.01

Level of Satisfaction -  O verall; Range= 4; 
Mean* 3.135; S.D .-.596; R2-  .459; F- 4.245**; 
df= 7,35; Std. E rr.=  .480; N* 43.
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J -4
(WP Separated  and  Broad CB)

Stepw ise Regression E stim ates on Level of Satisfaction

Independent Std.
V ariab le b E rr. t

T ru s t .550 .114 4.812***
C onstant 1.717 .304 5.653***

***p<.001 Level of Satisfaction -  O verall; Range= 4; 
Mean= 3.135; S.D.=.596; R2= .361; F= 23.155***; 
df= 1,41; Std. E rr.=  .482; N= 43.

J -5
Regression E stim ates on Level of Satisfaction  -  Total Sam ple S u rv ey

Independent
V ariab le Mean

r  w ith  
Std. Dependent 
Dev. V ariab le b

Std.
E rr. i

CB processes 1.548 .234 -.161 .013 .090 .146
R elationship before 2.229 1.010 .072 -.056 .021 -2.607**
R elationship a f te r 1.918 .956 -.384 -.070 .024 -2.921**
WP issues .318 .224 .180 .332 .095 3.507***
WP processes 1.689 .162 -.350 -.425 .137 -3.100**
C u rre n t re la tio n sh ip 2.749 1.017 .460 .117 .025 4.740***
T ru s t 2.552 .803 .538 .274 .031 8.938***
C onstant 3.294 .298 11.058***

**p<.01 Level of Satisfaction  -  O verall; Ranges 4;
***p<.001 Mean= 3.464; S.D. = .573; R2= .404; F= 47.931***;

d f-  7,494; Std. E r r . -  .445; N - 502.
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J -6
Stepw ise Regression E stim ates on
Level of Satisfaction -  Total Sample S u rvey

Independent
V ariable b

Std.
E rr. t

T ru s t .273 .030 8.955***
Relationship a f te r -.070 .024 -2.921**
C u rren t rela tionsh ip .117 .025 4.742***
WP issues .329 .093 3.549***
WP processes -.422 .136 -3.113**
Relationship before -.056 .021 -2.626**
C onstant 3.112 .272 12.189***

**p<.01 Level of Satisfaction -  O verall; Range= 4;
***p<.001 Mean= 3.464; S.D.=.573; R2= .404; F= 56.027***

df= 6,495; Std. E rr.=  .445; N- 502.
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Appendix K

H ierarch ical Results

K -  1
H ierarch ical M ultiple Regression Testing 

the  M oderating Effect of T ru s t on Level of Satisfaction (Do Have WP)

Steps/V ariables E ntered B F1 P
R2

Change
C um ulative

R2

1. WP Issues (X) .339 11.056 .001 .021 .021
2. T ru s t (Z) .368 223.745 .000 .301 .322
3. In te rac tio n  te rm  (XZ)

( 1 * 2 ) .035 .120 n .s . .000 .322

*F to e n te r  o r rem ove 
N= 507

K-2
H ierarch ical M ultiple Regression Testing 

th e  M oderating Effect of T ru s t  on Level of Satisfaction  (Do Not Have WP)

S teps/V ariab les E ntered B Fl P
R2

Change
C um ulative

R2

1. WP issues (X) 2.372 2.937 n .s . .059 .059
2. T ru s t (Z) .546 12.354 .001 .199 .258
3. In te rac tio n  te rm  (XZ) 

( 1 x 2 ) .683 1.683 n .s . .027 .285

to e n te r  o r  rem ove
N= 49

159



www.manaraa.com

160

Appendix K (continued)

K-3
H ierarch ical M ultiple Regression Testing 

th e  M oderating Effect of T ru s t  on Level of Satisfaction (Do Have WP)

S teps/V ariab les E ntered 3 F1 P
R2

Change
C um ulative

R2

1. WP processes -1.011 64.933 .000 .116 .116
2. T ru s t .130 165.757 .000 .222 .338
3. In te rac tio n  T erm  

(1 x 2) .123 .541 n .s.' .001 .338

*F to e n te r  o r rem ove 
N= 498

K-4
H ierarch ical M ultiple Regression Testing 

th e  M oderating Effect of T ru s t  on Level of Satisfaction  (Do Not Have WP)

S teps/V ariables E ntered B F1 P
R2 C um ulative 

Change R2

1. WP processes .979 .964 n .s . .005 .005
2. T ru s t 1.071 39.947 .000 .175 .180
3. In te rac tio n  T erm  

( 1 x 2 ) -.431 1.589 n .s . .007 .187

l F to e n te r  o r rem ove
N= 190


