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ABSTRACT

The primary purpose of this thesis is to demonstrate
that stability in the public sector of the economy in the
sphere of personnel relations can only be achieved through a
structured form of meaningful bilateral negotiations. This
will be done by constructing a conceptual framework of the
bargaining process, then applying this model to the situations
that exist in the public sectors at the federal level in both
the United States and Canada. This application will be done
with the end in mind of showing that the degree of conformity

is directly related to the degree of stability.
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INTRODUCTION

One of the most pressing problems in todays society
is the question of personnel relations in the public sector. The
immediacy and the magnitude of the problem can be seen in the
fact that in both Canada and the United States, the government
is the largest and fastest growing employer in the economy, and,
as such, the importance of the relationships that exist between
it and its' employees' is easily discernible. Yet stability in
this sector, which is so important to the welfare of the economy
and to the safety of the people, has not been achieved; proof
of this statement is conveyed to us almost daily through the
various mass media. It has become almost impossible to read a
newspaper or listen to a news commentary without encountering
an article, or hearing a news release which deals with the
unstable personnel relations which exist in the public sector.

Personnel relations in this sector are in a state of
flux; an environment of uneasiness and restlessness has permeated
every level of government employment as a result of the public
employees’ concern over salaries and working conditions. This
restlessness has been accompanied by a corresponding uneasiness
on the part of the populace, created by fears for public order
and safety in the face of public strikes and work stoppages.
Strikes, such as the one in New York City by 10,000 members of
the Uniformed Sanitationmen's Association, which resulted in 10,000
tons -of garbage accumulating every day; or the recent strike in
Montreal (November, 1969) by the police force, which led to wide-
spread rioting, only heighten these fears and give a new impetus to

the attempts being made to try to stabilize relations in the public

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



-2 -

sectore Stabilizing relations does not imply the total elimination
of industriai unrestes It only means that personnel relations are
put in a context which enables both sides, management and labour,
to work with each other in a constructive fashion in the hope

that they can resolve their differences before such drastic action
as outlined above is necessary.

In the private sector of the economy, before the
emergence of unions and collective bargaining, industrial relations
were also very unstable. The employer had absolute powers he hired
and fired at his own discretion and he arbitrarily dictated the
working conditions to which his employees would be subjected. The
workers had no guarantees and no security; as long as they could
find employment and keep it, they were fairly secure, but if they
were beaten out of their job by stronger and more able men, they
would no longer be in a position that would enable them to provide
for their families. Their dependence on the labour market for
their livelihood and well being was heightened by the absence of
organized relief institutions that were backed by the wealth and
by the power of the states Neither the government nor the busi-
ness elite were concerned with the workmen's plight, and if the
individual workers had not put away a portion of their wages to
safeguard against unemployment, both they and their families
would go hungry. The workers were also at a disadvantage because
the American business elite always ensured that a suitable labour
market was present by manipulating immigration, and when this

was not possible, the black mane -

1 .
For a discussion of the American negro and his role as a supply
component on the labour market, see Eli Ginzberg and Alfred S.
Eichner, The Troublesome Presence, New York: Mentor Book, 196k.
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The labour force as a consequence of the competitive
market could almost be considered to be in a Hobbesian state of
nature. The lack of uniform labour practices and regulations
meant that the men did not have any common bonds or central
power structure to regulate their relationship with one another.
The cut-throat activity that resulted from this situation, is
a matter of history which can be seen very clearly in the United
States in the 1930's, when the depression heightened the
competition between the workers.?2

That labour relations in the private sector are no
longer unregulated and abusive is due primarily to the presence
of unions and collective bargaining. Relations between the
employer and the employee are no longer governed on a unilateral
basis, but are rather the result of bilateral negotiations which
take place between the two parties in a collective bargaining
framework. The bargaining process, as it has developed in
the private sector, has had a great deal of utility as it has
helped to regulate and to stabilize the once unpredictable
relationship which existed between labour and management. The
concretion of the relationship between the two has been to the

advantage of both as it has allowed each to plan their activities.

The conditions that existed in the labour market prior to and
during the depression, are brought out very dramatically in
John Steinbeck's, The Grapes of Wrath, and in Upton Sinclair's,
The Jungle. “can't tell ya about them little fella's layin®
in the tent with their bellies puffed out an' jus' skin on
their bones, an' shiverin' an' whinin' like pups, an' me
runnin' aroun' tryin' to get work -~ not for money, not for
wages!" he shouted, "Jesus Christ, jus' for a cup o flour an'
a spoon o lard. An' then the coroner come." John Steinbeck,
The Grapes of Wrath, New Yorks Viking Press, 1939, p. 260,
"That was the competitive wage system; «..s The workers were
dependent upon a job to exist from day to day, and so bid
against each other, and no man could get more than the lowest
man would consent to work for." Upton Sinclair, The Jungle,
New Yorks The New American Library, Inc., 1905, p. 308.
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without an excessive fear of labour disruptions during the
duration of a contracts The utility of the bargaining process
has been that it has substituted a predictable and stable
element in the relationship between the employer and the
employee, for a very tenuous one.

In the public sector of the economy, the relations
between the employer and the employee, have not followed the
same course as in the private sector. This is due primarily
to the theory of sovereignty which views the state as an omni-
potent or monistic entity. The theory advances the belief that
the modern state "possesses, or should possess, a single source
of authority that is theoretically comprehensive and unlimited
in its exercise".’ The state is the ultimate power in the
society and as such, its dictates cannot and must not be
questioned; "it issues orders to all men and associationSee.
it receives orders from none of them".¥

Inherent in this concept of sovereignty is the theory
of sovereign immunity, which implies that the sovereign power is
not amenable to a sult by an individual without its consent.

As Alexander Hamilton wrote,

The contracts between a nation and an indivi-

dual, are only binding on the conscience of

the sovereign and have no pretensions to be a

comprehensive force. They confer no right
faction, independent of the sovereign willsd

Kung Chuan Hsiao, Political Pluralism, London: Kegan Paul,
Trench, Trubner and Co. Ltde, 1927, p. 2.

Iy
Harold J. Laski, A Grammar of Politics, London: George Allen
and Unwin Ltd., 1967, p. G%.

5 Alexander Hamilton, The Federalists, Modern Library edition,
1937, pp. 529-530.
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The origin of this concent can be dated bhack to the
time of absolute monarchy in England when the kings claimed to
rule by divine right. The ruler was the nucleus of all legis-
lative, executive, and judicial authority, and as he supposedly
exercised these prerogatives with divine guidance, it was incon-
ceivable that any citizen would initiate action against him.
"The doctrine of sovereign immunity was a self-evident truth to
anyone who subegcribed to the maxim, the King can do no wrong."6
Blackstone expanded on this point when he wrote; "The King
moreover, 1s not only incapable of doing wrong, but even of
thinking wrong; in him is no folly or weakness."?

Since this theory suggests that whatever the govern-
ment does is right, it follows that the state cannot be compelled
by either an individual or by a group of citizens to act against
its will which meang, of course, that the activities associated
with collective bargaining do not readily lend themselves to
adaptation in the public sector. Bargaining activity, as will
be seen in chapter I, leads to a2 collective agreement, and this
places restrictions on both signatories; a collective agreement
is in essence a contractual relationship between two parties,8
and this type of association is not possible as long as =a

Covernment refuses to deviate from the theoretical stance of

sovereign immunity.

6 Wilson Re Hart, Collective Bargaining in the Federal Civil

Service, New York: Harper and Brother, 1964, p. 41,

7 Quoted in ibids, pe 41e

8 see Chapter I, supra., p. 23 for clarification of this point.

rove et Sare
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By the 1960's in Canada and the United States, however,
it had become apparent that if stability was going to be main-
tained in the public sector the governments of these respective
countries were going to have to relinguish some of their sovereign
prerogatives., This course of actior was necessitated because of
the pressures that were being exerted on them to abandon the
unilateral and paternalistic mold which had hitherto characterized
rersornel relations. What was being demanded waa the introduction
of A new system of employer~employee relationg bhased on the

. concept of bilateral negotiations.

In order to implement this demand, and as will be shown
in chapter II implementation was essential in order to ensure
stability, both governments turned to the collective bargaining
structure as it had developed in the private sector to see if
it could be adapted to their unique environments. The result
was that in both Canada and the United States the government
voluntarily agreed to 1limit its sovereignty in certain areas
under normal conditions to allow a form of collective hargairing
for its public employeess The new system of employer-employee
relations substituted bilateral negotiations for the old base
of unilateral decision making.

The primary aim of this thesis is to demonstrate that
if labour-management relations in the public gector are going to
be structured on a basis of bilateral negotiatiors it is impera-
tive that these relationships be embodied in 2 collective
bargaining framework. If they are not the system can only breed
instability.

In order to pursue this goal it is necessary to first
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analyze collective bargaining as it has evolved in the private
sector in order to gain a comprehensive understanding of the
process and the connotations that have come to be attached to
this activity. This general discussion of collective bargaining
will serve two purposes; first, it will provide a basis on which
future discussions of the process can be structured by explaining
the terms and processes which are involved in it, and second,
the discussion of the basic mechanisms of collective bargaining
will facilitate the development of a framework. Once a concep-
tual framework has been developed in chapter I, a discussion of
the inevitability of bilateral negotiations in the Canadian
public sector will be initiated in chapter II.9 Chapters III
and IV will be devoted to the application of the bargaining
framework developed in chapter I to the structured forms of
bargaining as they exist in the American and Canadian public
sectors. The conclusion will consolidate the observations and
conclusions obtained in the two previous chapters into a

general hypothesis which will substantiate my contention that
the basic framework of collective bargaining must be duplicated

in the public sector before stability can be achieved.

9 The Canadian experience rather than the American experience is
used to demonstrate the need to implement bilateral negotiations
because of the accessibility to documents and other relevant
material on the former and the inaccessibility of such material
for the latter. However, a brief discussion on the American
situation will be included in the first part of chapter III.
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CHAPTER I

Collective Bargaining in the Private Sector

The term 'collective bargaining' was coined by Sydney
and Beatrice Webb in 1891.l At first, limited connotations
were associated with the phrase, as the activities linked with
it were confined almost exclusively to discussions concerning
wage rates. However, the evolution of the bargaining process,
which has taken place since that time, has broadened its' scope
to such an extent that today its usage covers the entire spectrum

of organized relationships which exist between the employer and

2 One legal definition of the term is:

the employee.
The performance of the mutual obligation of
the employer and the representative of the
employees to meet at reasonable times and
confer in good faith with respect to wages,
hours, and other terms and conditions of
employment, or the negotiation of an agree-
ment, or any question arising thereunder,
and the execution of a written contract
incorporating any agreement reached, if
requested by either party, but such an
obligation does not compel either party to
agree to a propo§al or require the making
of a concession.

1 Although the term, ‘collective bargaining', was not instituted

until 1891, many of the processes which are associated with
the term, and which will be discussed in this chapter, origi-
nated prior to this date. For a discussion of collective
bargaining activities prior to 1891, see Neil W. Chamberlain,
Collective Bargaining, New York: McGraw-Hill Book Co. Ltde.,
1951, pp. 1-=i46,

For an excellent discussion on the expansion of the scope
of collective agreements see, "Labour Legislation and
Collective Bargaining in the America's", International
Labour Review, vol. 84 (October, 1961), ppe 282=283.

3 Bevars D. Maby, Labour Relations and Collective Bargaining,
New York: The Ronald Press Co., 1966, pe 179+ For an
alternative discussion of the modern usage of the term
collective bargaining, see Harold W. Davey, Contemporary
Collective Bargaining, Englewood Cliffs, NeJet Prentice-
Hall; 1951’ PP 6"’7.
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Collective bargaining, therefore, is a bilateral process,
through which two participants negotiate the terms and condi-
tions which will regulate their relationships with one anothero4

These two participants are management on the one hand
and, on the other, the union, or its bargaining agent.5 The
former represents the stock-holders or owners of the company,
and the latter represents the employees in the bargaining unit.
These two parties, however, are not free to negotiate in an
unrestricted or unrestrained fashion because they are both
subject to internal and external pressures.

Internal pressures are applied against both the
parties engaged in collective bargaining activity because both
the unions and the companies are complex organizations that
are characterized by specialization and differentiation of
responsibilities, and this diffusion of authority makes internal
conflict almost a certainty. An illustration of this diffusion
can be seen in the fact that both management and the bargaining

agent normally delegate their powers regarding negotiations,

b For the purposes of this paper, I will follow Maby's and

Davey's view of collective bargaining which was that the
process covers the entire spectrum of organized relationships
that exist between union and labour. It should be pointed

out, however, that there is an opposing point of view which
breaks this spectrum into two parts; contract administration
and contract interpretation, with the term 'collective
bargaining' being associated with only the former. See

Neil W. Chamberlain, "Grievance Proceedings and Collective
Bargaining", Richard A. Lester and Joseph Shister, (eds.),
Insights Into Labour Issues, New York: Macmillan, 1948, p. 86,

5 A "bargaining agent is the certified representative of the
bargaining unit" and "bargaining unit means a unit of employees
appropriate for collective bargaining"; see the Labour
Relations Acts ReSe0e (1960), cs 202, Se 5(1)oe
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first to a negotiations committee, and ultimately to a chief

6

negotiator. Therefore, when trying to discern what internal
pressures are applied against the negotiating process, one
has to look at the role of the chief negotiator and work

back from there.

Most of the studies dealing with the dynamics of
interactions between institutions, have been undertaken under
the "simplifying assumption that chief negotiators act with a
single purpose in mind; to carry out the wishes of the
organization they represent".7 But this'underlying assumption
is not exactly correct, because organizations, although they
are structured on a hierarchical basis, do not have a mono-

lithic goal pattern. This is not to say that organizations

do not have a well defined goal pattern which permeates the

6 For a comprehensive discussion of bargaining agents and
management and their devolution of power, see Edward E.
Herman, "Determination of the Appropriate Bargaining Unit",
Occasional Papers L2-26, Department of Labour, (November,
1966), pps 2-6e

7 Robert Be. McKersie, Charles R. Perry and Richard E. Walton,
"Intra-organizational Bargaining in Labour Negotiations",
Journal of Conflict Resolution, vole 9 (December, 1965),
pe 463% For an interesting discussion concerning whether
these internal divisions and conflicts should be allowed
to appear at the bargaining table, principle of dissent,
or whether they should be suppressed, principle of unanimity,
see William M. Evan and John A. MacDougall, "Interorgani-
zational Conflict: A Labour-Management Bargaining Experiment",
Journal of Conflict Resolution, vole. XI (December, 1967),

Ppe 398=413e See also Thomas Schellings, Strategy of Conflict,
New York: Oxford Press, 1963, pp. 21-34, for a discussion of

how the cohesive of demands effects the bargaining strategy.
(V%
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structure from the top to the bottom, but rather that this

pattern can only be the ultimate goal of the organization.

The specialization and differentiation of responsibilities,
within the structure itself, gives use to different inter-

mediary goals through which their initiators hope to pursue
and to achieve, the ultimate goals of the organization.

It is these sub=goals that exist within the organi=-
zation, which apply pressure on the negotiating process.
Pressure is applied because each specialized function in the
organizational hierarchy wants to ensure that the negotiator
follows a policy which is conducive to its own plans and

desireses Figure one illustrates this point.8

Figure 1
Union Company
GOALS OF INTERNATIONAL »~m—jGOALS OF THE COMPANY ]
UNION
Y
e ® m
GOALS OF LOCAL UNION o £ GOALS OF TOP MANAGEMENT
, XA M N
GOALS OF NEGOTIATING P 53§ GOALS OF WAGE
COMMITTEE iF Eii ADMINISTRATORS
| N2 A
Chief Chief
Negotiator Negotiator
3 |2
GOALS OF UNION B S »|GOALS OF STAFF GROUPS
OFFICIALS 2 m A g .
| 3 ol B
.ﬁ’\i ;m -
GOALS OF RANK AND ™ m GOALS OF PERSONNEL
FILE DEPARTMENT
GOALS OF INDUSTRIAL
RELATIONS

This diagram is a modified version of one which appeared in
McKersie, opecit., p. 463.
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Internal influences, however, extend beyond the
pressures which are applied by the organization and its
component parts; they are also present within the minds of
the negotiating team. The men involved in the negotiating
process cannot divorce their own values, beliefs, perceptions
and images from their work, and as a consequence, the verstehen
influence becomes an important variable in the process. The
verstehen influence is an important variable because it suggests
that an actor sees behavior solely on the basis of his under-
standing of his own motivations. Therefore, concept formation
and planned strategy cannot be construed on neutral grounds
but must be the result of each individuval's perception of him-
self and his drives. Consequently, each actor in the negotiating
team can be seen to have a personnel influence on the outcome
of the negotiations.9 Weber, however, would not have accepted
this last statement; he would have argued that if the organi-

zation was structured in a legal-rational fashionl®

all outputs
of the organization, including any collective agreement, would
be fairly value free due to the filtering process that is
inherent in all such structures. But, I would suggest one can

question the applicability of Weber's argument in this case;

9 For a discussion of the Weberian concept of the verstehen
operation, seet Arthur L. Kalleberg, "Concept Formation 1n
Normative and Empirical Studies", American Political Science
Review, vole. 63, 1969, pp. 26=39.

10yeber claimed that advanced bureaucracies stand in a specific
sense under the principle of sine ira ac studio. This means
that bureaucracies are dehumanized; they eliminate from
official business love, hatred and all purely personal,
irrational and emotional elements. See Max Weber, Essays in
Sociology, edited by He Gerth and C. Wright Mills, New York:
Oxford University Press, 1958, pp. 215-216.
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the negotiating team and the chief negotiator, although they

are responsive to influences from their respective organizations,
are not part of a structural hierarchy when they are involved

in negotiations,

Figure (2) illustrates, that in the collective bargai=-
ning process, the filtering process does not function properly
because all pressures are not filtered through the organization.
Some of the pressure is exerted, as illustrated, directly on
the negotiator. Therefore, the bargaining process is not
strictly a rational ones This leaves the negotiator with a
greater flexibility in determining outputs than in any other
process in the organization and this means, of course, that he

is more vulnerable to his own verstehen prejudices.

Figure 2
/r
1\
RATTONAL ¢ 4f%ﬁr¢ A
QUTPUT hnp At N

RATIONAL & 7‘,,\,’\ ,7‘/'\1\/[\1\

OUTPUT A2 P Arr D
244 ATAD A

Normally in a legal-rational structure, the verstehen processes
are filtered out as the policies move up the hierarchy. Even if
the policy is emitted from the organization at a level lower than
the apex, the policy has had some filtering, and is still

considered to be rational,
mmxﬁ

NEGOTTATOR

For the negotiating process, however, the structure can be consi-
dered to be departmentalized with each department exerting influ-
ence directly on the negotiator, without the benefit of any prior
filtering processe
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Besides the major sources of internal pressure which
have been discussed above, there are also a number of external
forces which apply pressure on both the negotiating process
and on the two organizations involved; these are labour laws,
the mutual need for co-operation, public opinion, the relative
public interest and the threat of industrial warfare. These
influences are extremely important, as they help to mould the
images and attitudes of the two sides, and both must incor-
porate them into their valuations and judgements.

The requirements of law are an important influence
that must be taken into account by both sides because they
define the parameters within which management and union operate.
For example, in 1944 Canada introduced the Wartime Relations
Regulations in Dominion Order In Council P.C. 1003;11 these
regulations were patterned after the United States' Wagner
Act of 1935.12 They legislated that a corpbration not only had
to recognize a union that had obtained certification from the
National Labour Relations Board, but also stipulated that it
must meet, and negotiate, in good faith with the designated
agent. Labour laws, besides this one basic example, also affect
the company's and the union's manoeuvrability by defining mini-
mum wage levels and the maximum number of hours that an employee

can be required to work under. ILabour legislation also dictates

11 por a discussion of these regulations and the Industrial
Relations and Disputes Investigation Act (IRDI) of 1948,
which replaced them, see Herman, op.cit., pp. 21-27.

12 por a discussion of the National Labour Relations (wWwagner)
Act of 1935, see Nell W. Chamberlain, Collective Bargaining,
opecit., pp. 300-301.
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the conditions under which the union may be certified, the
size of the bargaining unit and the type of unit that is +o
be recogniZed.13 The above examples are only a few illu-
strations of the host of statuteslu that affect both union
and management, but they sufficiently demonstrate the point
that both union and management have to be consciously aware
of the limitations this external pressure places on their
activities.

The second external influence that exerts pressure
on each of the organizations and, therefore, has to be taken
into account, is the need for mutual co~operation on the part
of both management and labour. There exists between these
two parties a genulne interdependence. Both realize that they
are dependent on the ongoing enterprise, and consequently are

15

limited in the commitment§~“they make by the requirement that

16 The company realizes

the enterprise must be kept goinge
that it requires employees to carry out the various functions

that are essential to its production, and the employees recognize

13 These legislative acts all come under the jurisdiction of
respective Federal and Provincial Labour Relations Boards.

14 por a detailed discussion of Labour Laws and their effect
on the bargaining process, see Charles Lipton, The Trade
Union Movement of Canada, 1827 - 1959, Montreal: Canadilan
Social Publications Ltde, 1966« Also H.De Woods and
L. Ostry, Labour Policy and Labour Economics in Canada,
Toronto: MacMillan, 1964, ppe 3=159.

15"commitments’ is used here to denote a bargaining stance that
is non-negotiable. See Schelling opecite., ppe 24-28,

16 Survival in this context refers to the economic definition

which stipulated that a satisfactory profit must be made
to induce the entrepeneur to continue the operation.
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their need for employment. Therefore, since both sides realize

their need for one another, a mutual ground for co-operation

evolves, and as a result introduces a cautionary element into

the stance of both sides.t”?
This concept of co=operation as a restraining device

that ensures the continuance of the operation, which is taken

to be relative to the optimum position of both the employer

and the employee, was brought out by Zeuthen when he constructed

18

his utility frontier; see figure (3).

Figure 3
Utility of Management
U, ‘o . .
Utility Frontier
Uzz px,\\
— — — —+ 38
Uy ; RE
Uy, Uy, d, Utility of Union

The points P;-P, represent the offers of the union and the
management resp%ctively. These points show the differing
degrees of utility that will be achieved by each side. Settle-
ment can only come about when Up,=Upq=Uqq=Uqp which is shown

by P30

17 For a discussion of the cautionary element in bargaining
necessitated by the survival instinct see Schelling,
opecits, ppe 21-22.

18 For a complete discussion of Zeuthen's utility frontier

and general theory of bargaining, see Robert L. Bishop,

"A Zeuthen-Hicks Theory of Bargaining", Econometrica,

vole 32 (July, 1964), pps 41e-417. Also see Edward

Saragdar, "Zeuthen's Theory of Bargaining", Econometrica,

vols 33 (October, 1965), pp. 802-813.
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He suggested that the bargaining undertaken by both sides,
take place upon the utility frontier, and that eventual
settlement results from the Bargainers conducting their
activities in a rational fashion. By rational, Zeuthen means
that each part considers holding out for a more favourable
settlement than the one offered to him, only when he feels
that such an action will yield a positive expected gain,
A positive gain, he argues, cannot be obtained by either
gide if an irreconcilable conflict arisea: +therefore, both
sides, when they pursue net gains, will be sure to stay on
the utility frontier which represents all solutions that
are both possible and practical.l9d

The third external influence that plays an active
role in determining the direction and limitations of demands
on the part of both management and labour, is public opinion.
The pressure exerted by this force is very potent, and as a
consequence, must be weighed very carefully by both sides.
A miscalculation by either could alienate public opinion,

which would create a very precarious foundation for either of

19
The co-operative element as a restraining force is played
down by Vernon H. Jensen, "The Process of Collective
Bargaining and the Question of it's Obsolescence", Industrial
and Labour Relations Review, vol. 16 (July, 1963),
ppe 546-556., He suggests that collective bargaining is not
a process of reasoning, nor is it primarily a process of
economic analysis; he claims that it is a relationship
which is based on the sole criteria of power. The settle-
ment which is finally agreed upon is not the culmination
of rational arguments based on market conditions and
prevailing economic tendencies, but is rather the result
of a primitive power struggle when each side attempts to
extract as much from its opponents as its relative strength
permits.
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their respective positions. Reasons for the potency of this
force are: first, it has a real and definite effect on the
morale of both the management and the union; and second, it
may provoke legislative action aimed at settling the dispute
to the detriment of one of the parties involved.

Public opinion's effect on the morale of both
participants is an important variable on the outcome of any
dispute; for example, if the public is favourable to the
position of the union, its membership is reinforced by the
knowledge that it is not standing alone against management.
The financial hardships that are imposed upon the employees
due to the dispute, are alleviated somewhat by the moral
support that comes from the communitye. The bargaining unit's
position is also enhanced by .their knowledge that management,
in the face of adverse public opinion, is probably going to
be compelled to retract from its positioni if the company does
not do so, it is running the risk of being blamed for prolonging
the strike, which may very well alienate the public from its

20 If, conversely, public opinion

products in the long run.
is favourable to the position of the company, the above effects
are reversed. The union feels not only isolated from the
company, but also from the entire community and the psycholo-

gical impact on its membership may weaken their position

20
The argument can be made that the alienation of the public
to a company is also detrimental to the position of union
membership in the long run, as it may cut down on employment
levels. However, for the purposes of this paper, we will
assume that the company's growth rate, rather than its
present capacity, is placed in jeopardy.
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considerably. The company, when it has public opinion on its
side, will be reluctant to give in to the union's demands
because it will feel that it is operating from a position of
gstrengthe.

Public opinion, beside giving moral support to
participants, may also result in governmental intervention
or legislative action aimed at terminating the dispute, and
when the government intervenes in a conflict it cannot do so
in a completely neutral fashion. Thus public opinion can
force the government to take action, and when it does, it
usually will be sympathetic to the side public opinion is
favouring. For example, in 1945 the public was outraged at
reports that the U.A«W. had withdrawn all their maintenance
men from the Ford power house in Windsor; an act that not
only completely crippled the Ford operation, but actually
endangered the property. The public outcry initiated by this
behavior, forced Ontario's Premier Drew to act; he requested
immediate assistance from Prime Minister Mackenzie King, who
responded by authorizing the dispatch of Royal Canadian Mounted
Police reinforcements to Windsor, and by mobilizing tanks and
troops in Camp Borden.?l

Public opinion is therefore an important variable
which sets the limits in which the participants involved in
the bargaining process are free to act. If they overstep
these limits they arouse public hostility, and as a consequence,
a great deal of pressure can be levied against them which

cannot help but hurt their stance. The importance of public

21 por a complete discussion of the Ford strike, see Saragdar,
OpeCitey PPe 48-500
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opinion can be seen in the fact that during a strike, or just
prior to it, both sides attempt to win public support or at
least try to ensure that it is not hostile to them.

The fourth external influence that has an effect on
both management and labour is the related concept of the

public good.22 Modern society is not a laissez-faire one

where each component is free to pursue its own ends oblivious
to the needs of the others. Today all gains in society must
be relative; that is, every organization must ensure that its
programmes are in concert with the aims of the entire society.
If they are not, the society will not tolerate them and will
force changes through legal means. Therefore, each participant
in the bargaining process must ensure that its position falls
within the range of public tolerance which is defined by the
general aims of the society; if they do not, they face almost
certain interference on the part of the government. Examples
of this type of interference can be seen in many Latin American
countries where foreign owned companies are forced to alter
their relationship with their domestic employees if they wish
to continue operating.

The fifth external influence that has an effect on
both management and labour is the threat of industrial warfare.

This activity includes an entire spectrum of alternatives

ranging from a shutting down of the plant by the company, to

22 por a discussion on this external influence, see Arnold R.
Weber, Collective Bargaining: Problems and Perspectives,
New Yorks The Free Press of Glencoe Inc., 1961, pp. xxviii
to xxxii.
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a strike by the workers. The threat of any such action is a
very significant influence, because this type of activity has
serious implications for both the company and the workers.
When a serious dispute breaks out between a company
and a union, both sides have a number of alternative courses
of action they can threaten to pursue. The company in the
case of hostilities can use the suicidal technique of going
out of business;?3 or it can attempt to weaken the union by
either forcing a strike when environmental conditions are
unfavourable, or they can jam the grievance procedure to
undermine the Union's effectiveness and "use their superior
financial resources to carry numerous grievances to arbitration,
to pauperize a union's ‘t:rea'sls\n'y".z'+ Another tactic open to
the company is the formation of employer leagues with other
industries such as the Canadian Manufacturers Association.
Collectively the members of the C.M«A. constitute a very
formidable body, and as such, are in an excellent position to
wage a propanganda war against unionism; this has the effect
of further weakening the union's treasury because the unions
have to retaliate. Management organizations also take an
active role lobbying in both Ottawa and the provincial capital

for anti-labour legislation.25

23 Phe threat of this technigque was used in Windsor in the Spring
of 1969 when the Plasticast Corporation, a division of Noranda
Mines threatened to close down their plant. The warning was
credible to the union and helped to bring about a settlement.

24 Mabry, OQoCito’ Pe 3?50

25 For a discussion on the organization and some of the activities
of the Canadian Manufacturers Association, see Francois Lemieux,
"Lobbying Plus the Ce.MsA.", Politics Canada, Paul Fox (ed.),
Toronto: McGraw-Hill Co., 1966,
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Another weapon at the disposal of management, is its legal
ability to utilize strike breakers.

The unions, on the other hand, also have a number
of weapons at their disposal. In a labour dispute the strategy
of each party is to bring as much pressure on the opponent as
possible in order to force him to concede the issue or issues
at hand, and the union accomplishes this objective primarily
by utilizing its most potent weapon, the strike.

The strike has been the traditional means

used to resolve serious conflicts in the

private sector if negotiations failed to

produce a peaceful settlemént. In most

cases, striking employees leave the plant,

one or more pickets are posted, the situa-

tion is publicized and the plant does ngt

operate, as all services are withheld.?

The workers by "voluntarily withholding their labour,
deprive an employer of an essential resource",27 which is
required for the operation of the firme. This weapon can even
become more powerful if the unions are able to extend their
influence to other workers servicing the company, 2s this
type of activity can deprive the employer of other essential
resources or separate him from his markets. But unions can
only utilize the strike legally at a specific stage in the

negotiations process, usually after conciliation, and as a

result have to rely upon other weapons at the other stages.

26
JeHe Foeger, "The Partial Strike: A Solution in Public
Employment", Public Personnel Review, vol. 30 (April,
1969) s Peo 850

27
Mabry, opecite, DPe 377
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It may encourage its workers to resort to slowdowns, sabotage,
or ahsenteeism, 211 of which wreak havoc with a comnany's
production schedule, and which can result in severe finanecial
losgs to the manufacturer.

Also, unions, like management, utilize lobbying and
propaganda techniques in a continuous attempt to ensure
suitable government policies and a favourable public image,
as both of these factors are necessary prerequisites to the
creation of a suitable labour environment.

The above discussions have illustrated the point
that labour laws, the mutual need for co-operation, public
opinion, the relative public interest, and the threat of
industrial warfare are all potent external influences that
effect the bargaining process; neither side can afford to
ignore any of them when formulating thelr bargaining strategy.
Each party must ensure that during the give and take process
of negotiating they keep in touch with the internal goals of
the organization while remaining at the same time in concert
with the external forces being applied against thems If they
do not, the negotiations, which may be looked upon as a
conversion process leading to the collective agreement, will
probably be to their detriment.

The negotiations that take place between management
and labour are, "akin to the creation of a constitution";28

the collective agreement that comes out of the conversion

28 John T. Dunlop and James J. Healy, Collective Bargaining:
Principles and Cases, Howewood, Illinoiss Richard D. Irwin,
IncCo., 1953, Do 86,
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process, like a constitution of a state, tries to reflect past
experiences while at the same time attempting to embody provisions
aimed at covering all possible eventualities. The collective
agreement's adaptative task is made somewhat easier, however,
in that it comes up for renewal after a specific length of
time, which usually is between one and three years.
Therefore, since no two unions or companies have
had an identical past or expect to experience exactly the same
future, no two labour agreements can be exactly alike. However,
the categories into which the terms of all labour agreements
can be clasgified are fairly uniform. These classifications
are: the coverage and applicability of the agreement, wages
and wage supplement programmes, working time, seniority and
job rights, and operating rules and industrial juriSprudence.29
The first section of the collective agreement is
usually concerned with the coverage and the applicability of

the agreement. It contains a number of clauses which provide

29
An alternative classification of the collective agreement
was set forth by Professor H.D. Woods in his essay "Some
Problems Related to Collective Bargaining in the Public
Service", Collective Bargaining in the Public Service,
Fredericton, NeBe: Canadian Labour Federation, (May 5,
1960). In this article he claimed that the agreement
could be broken down into three parts; first clauses
which deal with the relationship between the two parties
which include (a) the union recognition clause, and (b)
the management's rights clause; second, the substantive
clauses which contain employment standards; and third,
the procedural clauses which establish the steps to be
taken to ensure that the rights shall be protected and
obligations observeds This classification scheme is set
out in greater detall in He.De. Woods and Sylvia Ostry,
Labour Policy and Labour Economics in Canada, Toronto:
MacMillan of Canada, 1962, ppe. 12-=15.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



- P8 -

the foundation for the rest of the agreement: for example,
the clauses usually state the purpose of the agreement;
identify the parties bound by the agreement; outline the
rights and responsibilities of each, and define the duration
for which the agreement is valid.so

A second segment of the contract deals with wages

and wage supplement plans as a single category; for together,
1

Lo

they constitute labour costs to the employer. As a result,
this section is one of the most complex of any appearing in

the agreement, as it not only has to establish a classification,
but also has to deal with such wage supplements as holiday

and vacation pay, pension plans, separation payments, insurance
policies, hospitalization or disability benefits, and supple-
mentary employment benefits.s It is usuval to 2also include in
this gection, a number of clauses which deal with the rights

of laid-off and retired employees in so far as the above
benefits are concerned. The clauses stipulate the procedures
to be followed in determining their eligibility for the benefit
programmes. This section also defines the financilal contribu-

tions for the various programmes that are to be made by both

30 |
An example of a collective agreement which conforms roughly
to this classification scheme, is given in Chamberlain,
Collective Bargaining, op.cit., Appendix Be, ppe H499-525,
The agreement reproduced in these pages is the one which
was signed by General Motors and the United Auto Workers on
May 29, 1950.

31
See M«We Neder, "The Theory of Union Wage Policy", in
TLabour and Trade Unionism, New York: John Wiley and Sons,

1060, ppe 3-27.
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the company and the employees; sete forth the meane of adminia-
tering the programmes; outlines the benefits to be provided by
these activities, and cpecifies the appeal vrocedure which

will be provided to handle any disputes and grievances,

The third gection dealing with the working time of
the employees is also a very intricate part of the collective
agreement.3? Tt is closely aligned to the second section ag it
specifies the amount of time that an amployee will have to work
before he qualifies for the specified wage rates and wage
supplements. But this section is far more inclusive than this
statement would suggest, as the clauses in this segment usually
govern the days that will be worked, the number of hours per day,
which hours of the day the emplovees will bhe remuir~l to wnrly,
which may aleo inclnde ghiflt rot~tion, +ho rmount of +time that
can be devoted to set-up, washup and houcekeeping, 3nd the
number of breaks or reliefs that the employee can take. As a
result, working time constitutes an important ingredient of
the agreement for both the employer and the employees The
former is concerned with the regulations controlling the hours
of work, because various time studies have demonstrated that
the number of hours worked, directly influence the unit labour
cost. But, besides allowing the company to ensure that its
marginal cost of labour always remains properly vroportionate

to the unit cost, the stipulations regarding hours of work

32
For a thorough digscussion of thig section of the collective
agreement, see Maurice S. Trotta, Collective Bargaining,
New York: Simons~Boardsman, 1961, pbe 251=250,
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also allow it to run the plant in an efficient manner, as it
is able to draw up its production plans months in advance.
The latter is interested in the hours of work that are going
to be expected of him, because it is only through a detailed
knowledge of both his obligations and rights concerning his
working time, that an employee can plan his leisure time.

A fourth section of the collective agreement usually
deals with seniority and job rights. "In a soclety ruled by
law rather than men, arbitrary and capricious actions by those
in authority that influence the lives of others, are restricted
by rules and regulations".33 Collective agreements attempt to
exfend this rule of law to the industrial sphere. O0f funda-
mental importance to every worker, are questions pertaining to
job rights, promotion, transfer, demotion, lay=-off and recall,
shift selection and job assignments. If peace and goodwill are
to prevail in the industry, it is important that some arrange-
ments be made that are considered to be fair and just in order
that the job rights can be determined and job opportunities
can be allocated in an agreeable fashion. The basic solution
that has been accepted in most industries is the one based on
the seniority principle.Bq
Seniority systems, however, are very complex and fall

into many conflicting categories; the two main ones are most

33 Mabry, opscite, me 337.
3 For an interesting and concise discussion on seniority,
see James J. Healy, Creative Collective Bargaining,
Englewood Cliffs, New Jersey: Prentice-Hall Inc., 1965,
Ppe 33=34¢ In his discussion of seniority, the author
mentions a new term, 'juniority', which is gaining
popularity in plants with substantial supplementary
unemployment benefits.
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commonly referred to as straight seniority and qualified
geniority. "Straight seniority signifies that length of
service is a prime requisite for any preferences, while
qualified seniority implies that an employee must have specific
qualifications, such as experience and specialized skills to
receive a preference."35 There definitions, however, give
rise to a number of questions such as: To whom does seniority
apply? How is seniority computed? How may it be lost?

BEach industry has its own conditions that determine
the answers to these questions. It usually takes a number of
years of trial and error before a definition can be formulated
that is adequate to meet both the operating needs of the
company and the workers' concept of justice., However, there
are a number of general principles that can be mentioned and
examined.,

Seniority is usually only granted to full-time
employees after they have finished a probationary period, and
is dated either from the day of employment, or the day probation
is terminateds It may be based on the length of service in the
company, within a department, within a particular plant, or on
the job, depending on the stipulations in the collective
agreements Each individual contract will also specify how
seniority may be lost, but a number of common reasons are:
discharge for cause, voluntary quitting, failure to return
within a stipulated period during lay-off, and absence from

work for a given period of time without notice.

35 Trotta, opeCites pe 356e
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Seniority is one of the most useful concepts in
labour relations, as it is used not only to determine a wide
variety of job rights, but also to determine employment rights
during lay-off, which include the priority list for recalling
workers, the extablishing of transfer rights, and the oppor=-
tunities for 'bumping'36 other employees with less senioritye.
Therefore, in view of the above discussion, seniority clauses
can be seen to constitute a very important part of the collec-
tive agreemente

A fifth section of the collective agreement is
usually concerned with operating rules and industrial juris-
prudences. This segment of the agreement outlines the basic
rules that govern the conduct of a plant and set forth the
‘punishment that can be expected in case of an infraction of
these ruless Also included in this section are clauses
pertaining to the necessity for, and the mutual advantage of,
maintaining safe and healthy working conditions.

Negotiations of contracts in this area rarely raise
serious or basic problemse The disputes arising out of this

~section usually occur after the contract has been signed in

respect to methods and intent of the parties. Settlement of
these disagreements is usually obtained through participation
of both sides in the grievance procedure. In most cages, if

an agreement cannot be concluded, the matter must be referred

36 Bumping refers to the procedure which allows one employee,
if he is qualified, to request and to obtain the job of
another employee who has less seniority.
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to an impartial arbitrators.

The contractual grievance procedure is the usual
way of settling differences arising out of a
collective agreementssoIn broad outline, grievance
procedures have been largely standardized...though
in detail, consgiderable variation still exists.
The provisions which set out the various proce-
dural stages are usvally very detaileds Normally
they provide for a succession of steps through
which complaints may be processed from lower to
higher echelons in the management and union
hierarchye. In the case of grievances that cannot
be resolved at any one of the steps by the parties
themselves, reference to an arbitration jointly
chosen by the parg%es, is usually provided for,

as the last step.

The arbitrator does not have any authority to alter the
agreement; he simply interprets it and both sides must abide by
his decision.

The collective agreement is not a contract in the strict
sense, but in specific situations it can legally bind the parties
to follow a prescribed course of behavior in their relationships

with one another.3® As a result, the negotiations leading up to

37 s"Labour Leglislation and Collective Bargaining
in the America's," International ILabour Review, vol. 84
(October, 1961), p. 285,

38 In Canada, the legal status of the collective agreement was
recognized in the 1944 Wartime Labour Relations, P.C. 1003,
and this principle has been extended in both federal and
provincial statutes since that times Canada is unique in the
fact that during the lifetime of a collective agreement, disputes
over its application must be settled by arbitration with the
strike and lockout explicitly banned; this compulsory arbitration
based on the content of the collective agreement, implies that
the agreement is a l;%al contracte The Ontario Labour Relations
Act, ReS.0e 1960, Co(/Section 37, reads: A collective agreement

is...binding upon the employer and upon the trade union that is
a party to the agreement...and upon the employees in the bargai-
ning unit defined in the agreement. For a thorough discussion
on this point see C.He Curtis, The Enforcement of the Collective
Bargaining Agreement, Kingston, Ontarios Industrial Relations
Centre, Queen's University, 1967, pps 1-3s For an argument
against this type of compulsory settlement, see Stanley A.
Little, "Union or Association Objectivess A Labour Viewpoint",
Collective Bargaining in the Public Service: Theory and practice,
Kenneth 0. Warner (ed.), Chicago, Illinois: Public Personnel
Association, 1967, pPs 55
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the collective agreement are often drawn out, and tend to become
quite tedious, as both sides are careful to ensure that they
receive their basic requests while not becoming a partner to
any disadvantageous provisions that would bind them for the
length of the contracte A great deal of attention is given to
the language in which the terms are phrased, and usually the
document is constructed or reviewed by a team of attorneys
before it is signeds It is not surprising therefore, that the
negotiations often break down. When this occurs, one, or all,
of three techniques can be employed to bring about a meeting
of minds of the participants in the 1labour dispute; these are
mediation, conciliation and arbitration.

Mediation occurs when a neutral party is appointed39
to act as a go between, When negotiations break down and the
two parties refuse to meet at the negotiating table, a neutral
mediator can play a very important role. His most important
function and his first concern, 1is to discover some common
area in which the combatants may resume negotiations. To this
end, the mediator often arranges to meet privately with each
party to determine the true bargaining position of each, which
for strategic reasons, they would not want to reveal fully to
the other sides These private meetings usually show him how
far the two sides really are from settlement, and from this

understanding, he is able to map out his future strategy. This

39 Mediators are usually appointed by a neutral government body.
In the United States, they are usuvally made by the Federal
Mediation and Conciliation Service, and in Canada, by the
Department of Labour, at either the Federal or provincial
level depending on the nature of the industry.
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plan of action may involve suggesting proposals for settlement,
but usually not with the expectation that the parties will
adopt the recommendations, but in the hope that the proposals
will suggest a new line of approach which will stimulate the
resumption of bargaining.

Conciliation takes place when the two antagonists
meet with each other in the presence of a conciliation boar‘db‘O
in an attempt to reach an agreemente. Conciliation does not
imply compulsion; the disputants are not required by law to'
consent to the proposals of a conciliation board; they are
merely required to wait before they take any remedial action
against the lack of agreement "until an attempt has been made
to effect an agreement with the assistance of a conciliation
officer and conciliation board, and fourteen days has elapsed
after the conciliation board reported to the Minister of Labour".41
In £heory the process of conciliation simply encourages the manage-
ment and the bargaining agent to use reason instead of force.

"Men of good will can reach an agreement, particularly when the
commonwealth is endangered; given the place and opportunity, they

will employ intelligence rather than belligerence."42

40 The Conciliation Board is usually appointed by the appropriate
Labour Relations Board, and it usually consists of three
members, one nominated by labour, one by management, and the
third a neutral nominee, usually the chairman, appointed
either by the other two nominees, or by the Minister of
Labour.

41 Woods and Ostry, op.cit., p. 80.

b2 Trotta, opeCits, pe 89
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Compulgory arbitration, unlike conciliation, implies
compulsione The two sides are bound by the decision of a neutral
arbitrator. However, this practice is not sanctioned in law
in the private sector, nor has it obtained much popularity in
collective agreements. Collective bargaining is basically a
two-party relationship and therefore, it is only logical that
the final decision will result from direct discussion between
these two sides.3

This concludes the discussion of collective bargaining

as it exists in the private sector. What needs to be done now

b3
In holding the view that compulsory arbitration is not a
suitable means to settle disputes, I am accepting labour's
claims that the strike is a basic right of all employees
and an essential component of the bargaining process.
However, an eloquent argument for compulsory arbitration
is set out by Professor O.W. Phelps, "Compulsory Arbitration:
Some Perspectives", Industrial and Labour Relations Review,
vol., 18 (October, 1964), pe. 81 and I feel that his remarks
on this topic are worth reproducing.

Over the years, the case against compulsory
arbitration of labour disputes has been argued with such
skill and conviction that the brief for the defense seems
to have been lost. Quite apart from the merits, this is
a curious development in a community where the compulsory
arbitration of other types of dispute is considered an
ornament of a free society. If a neighbour commits a
trespass, or a business associate fails to honour his
contract, he is hauled before a magistrate and the matter
compulsorily arbitrated rather than settled by force of
armse Even in the difficult and delicate area of domestic
relations, questions of child custody and separate mainte-
nance may be brought to compulsory arbitration at the option
of an agrieved party. Our whole system of jurisprudence
relies on the idea that anyone with 2 grievance is able to
compel an antagonist to meet him peaceably at a public
hearing where, after argument, a binding third-party
settlement is handed downe No one apologizes for this;
more often than not, the courts are referred to as protectors
of our liberties, defenders of freedoms The unanimity with
which it has been held that labour disputes must be exempted
from this process is remarkable in itself.
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is to extract from this complex process its basic framework in (
order that it can be applied to the American and the Canadian | _
public sector. The application of the basic framework of'
collective bargaining to the structured forms of bargaining
that exist in these public sectors will be done with a view to
verifying the thesis that the duplication of this frdmework
is essential for stability.

Collective bargaining is a two-party relationship;
the two sides, one representing management and the other labour,
meet and discuss in a meaningful fashion all the important
matters affecting the relationship that exists between them.
In the case of an impasse between the two, either during the
negotiations of a contract or arising from its interruption
or application there exists a structured method through which ¢
a resolution can be reacheds. The end result of the process is (¢
a written agreement which is designed to govern the conduct rC
of both management and labour over a given period of time.

The above is the basic framework of collective
bargaining; it is simple but it embodies all the important
aspects of the process. Consequently it becomes a useful tool
which can be used to analyze the Canadian and American experiences
with collective bargaining in the public sector,.

However, before initiating a discussion on this point
it is necessary to first demonstrate that some type of bilateral
negotiations are necessary in the conduct of personnel relations
in the public sector before a claim can be made that implemen-

tation of the bargaining framework is the most conducive to
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stability. To demonstrate the necessity of bilateral negotiations
no reliance will be made on philosophical arguments, rather it
will be demonstrated by the Canadian historical example that the
introduction of this type of relationship was the result of an

evolutionary process.
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CHAPTER I

The Trend Towards Bilateral Negotiationg in Canada

In February 1967 legislation was passed which set up
a framework of collective bargaining in the federal public

serviceol

This chapter will attempt to ossess in an historical
context the influences and the pressures which nltimately
resulted in this policy decision.

In Canada, Federal public servants have always enjoyed
the rights to both organize staff associations, and then to
make collective representation to the government.2 Thece rights
have rarely been challenged by the executive, and when they have
been questioned, the queries have been interpreted not ag attacks
on staff organizations as such, but rather to any extension of
their powers An example of this type of attack can be seen in
a statement by Sir George E. Foster when he was acting Prime
Minieter in 1920. His remarks made in the wake of the 1910
Winnipeg Strike were concerned with the right of employee orga-
nizations. He stated that, although the right to organize was
already recognized as applying to industrial workers, "the

principle could not be applied to Government employees, who were

1 Legislation on the subject of Collective Bargaining in the
public sector consisted of three Acts, "The Publie Service
Staff Relations Act", An Act Respecting Employee Relations
in the Public Service of Canada, SeCs (1967) Co 723 "The
Public Service Employment Act", An Act Respecting Employment
in the Public Service of Canada, SeCe., (1967), c. 71; and
An Act to Amend the Financial Adminigstration Act, S.Co.
(1967), c. The

2 Kenneth 0. Warner and Mary L. Hennessey, Public lManagement
at the Bargaining Table, Chicago: Public Personnel
Association, 1967, pe 36
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obviously in a different Category".3 However, when one takes
into account the fact that as early as the late nineteenth
century, the federal employees' associations had begun some
gsporadic organizational activity, and that by the time of
Foster's speech in 1920, a number of them were alrezdy firmly
establ'1shed,LL his denial of the right of public servants to
organize, had little relevance. That is unless his words are
interpreted to take in the broader scope of trade union
activities, which include collective bargaining and strike
action,

The right to group together can be considered, there-
fore, an inherent right of our public services. But organi-
zation by itself is of no real importance if the representatives
of the group are denied a responsive ear to which they can voice
their needs and desires. The lack of such responsiveness on
the part of the government to the requests of the association,

plagued the public service for most of this century, as the

3 s "Notes on Current Matters of Industrial
Interest,The Labour Gazette, vol. 20 (April, 1920), bv. 372.

L
The Federal Civil Servants Association that date their
origin prior to 1920 are: The Railway Mail Clerks
Association in 1889; +the Federated Agsociation of Letter
Carriers in 1891; +the Civil Service Association of Ottawa
in 1907; +the Associlation of Canadian Postal Workers in
1911; and the Dominion Mail Clerks Association in 1917,
For a discussion of tThese early organizations, see Robertd
A. Vaison, "Collective Bargaining in the Federal Public
Service: The Achievement of a Milestone in Personnel
Relations", CePe.A., vole XII, (Spring, 1969), pp. 108-112.
For a discussion of the environment from which these
organizations evolved, see ReM. Daw-om, The Civi] Servinn
~f Canada, Tondon: Humphrey Milford, 1929.
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development of regularized relations, even on a basis of limited
reciprocity, were slow in maturing. For example, after the
formation of the two postal organizations in the 1890's, a letter
was sent to the Postmaster-General requesting a meeting at
which they could discuss improvements in their pay and working
conditions. But even though the postal workers had not received
a pay increase in 32 years, and thus had good reason to request
such a meeting "the Postmaster-General replied that he had no
intention of wasting his time meeting with dissident groups of
employees?.5

The public servant has always enjoyed the right to
petition the Crown, but the Sovereign authority for a long
time did not consider it necessary, or even proper, to consult
with its servants on matters affecting their conditions for
employment. Representatives of the various staff organizations
were invited periodically to submit briefs before the various
committees which were established to study the public service,
but they were not permitted to participate in the deliberations
or to be a party to its reports and recommendations.® The
Government felt that since it alone was responsible to parlia-
ment for all governmental activity this precluded the type of
employer-employee relationship which was beginning to evolve

in the sphere of private labour relations.’

5 J.F. Maguire, The Public Service Alliance, Approach to
Collective Bargaining, October 1967, an unpublished research
paper prepared by the Public Service Alliance of Canada.

Saul J. Frankel, Staff Relations in the Civil Service,
Montreal: McGill University Press, 1962, p. 51.

7 For a discussion of the development of employer-employee
relations in the private sector, see Woods, opecCits, pps 39-86.
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This attitude on the part of the Government led to the
Prime Ninister and his Cabinet becoming the centre of activity
ag far as the public service associations were concerned. As
a consequence, the Executive became the goal on which the
organizations set their sights when they attempted to initiate
discussions that would lead to favourable changes in employer-
employee relations. In reviewing the associztion's briefs, the
Government usually followed one of three procedures: (1) they
would give an immediate reply (ii) they would inform the
organization that its proposals were under consideration, or,
(iii) they would request that they submit a more detailed brief
to the Civil Service Commission or the ‘Treasury Board. Never-
theless, whatever the procedure, the final decision was not the
product of direct and detailed consultations, but was rather
the unilateral decision of the Government,

The associations were aware of their lack of power
and anthority, but prior to the Second World War, they were
not in a position to question their inferior statuse. Before the
Civil Service Act of 1918,8 the Public Service had relied to a
large extent on the patronage system to staff the Government
departments. As this system does not imply tenure during good
behaviour, i1t would have been extremely foolish on the part of
the public servants to rebel against the men who had appointed
them to thelr positions.g An example of how precarious employ-

ment actually was at thig time can he seen in the fact that

8
SeCs, 1918, co 12,

7 gee Dawson, ope.cita., pPe 27.
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"in the three years following the defeat of the ILaurier
Government in 1911, some 11,000 civil servants resigned or
were removed from office,"t0 However, with the 1918 Civil
Service Act, the entire public service, with limited

exceptions,11

was placed under the supervision of the Civil
Service Commission. This enhanced the stability of employ-
ment, but before this system wags fully =2ble to adjust to the
new conditions, the country was plunged into a depression.

Another reason for the acquiescent attitude of the association

in the 1920's was the violent reaction on the part of the

connotations that were associated with labour organizations.12

10 g, MacGregor Dawson, The Government of Canada, Toronto:s
University of Toronto Press, 1964, p. 2773,

11 Phe Civil Service Act extended to all government emplovees
except those associated with government railways or working
on government ships. However, the Act did stipulate that
the Civil Service Commission with the permission of the
Governor in Council could dispense with the normal proce-
dures agsoclated with the merit when it saw fit to do so.
See Statutes of Canada, 1918,

fnY
N

The intensity of the hostility towards labour organizations
that was prevalent among the populace in the 1920's can be
gavged by the newspaper editorials of the day. For example,
on June 30, 1919, an editorial in the Glohe and NMall said
"We at least, have no Czar or Kaiser to threaten us with
Siberia or subdue us with the sword, but who knows what we
would have under the regime of a rampant and bolshevised
Labour party? ees The pick is no more the sceptre of divine
right than the sword."; and on May 13, 1921, headlines on
the front page of the Globe read “"Unionism faces serious
Strike Danger in Strike Order", and this was followed with
a sub~headline which read "Communist Agitators all Under
Surveillance."” The red scare and the effect it had on the
public's attitude towards labour, was also brought out in
the Annual Revort of the Department of Labour in 1921,
"large numbers look upon the general Jabour movement as an
overt act of the tendency such as has been witnessed in
Russia." See Sesgional Paner nos 37, 1921, pe 10
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During the early 1930's, Bennett attempted to solve
the country's economic ills throueh the pursuance of a policy
that depended on cutting government expendiftures to balance the
budgets Thig, naturally, had a detrimental effect on the
public servants, as both thelr number and their salaries were
reduced.13 The Covernment employees realized that this period
of economic restraint was not compatible with a vociferous
movement on their part which demanded a greater voice in
determining their working conditions and, as a result, they
tended to be passive during this periode. This dormant attitude
was augmented by the fact that people tend to be more co-opera-
tive during good times, and the public servants, even with
their reduction in pay were, in relation to the majority
of the sgociety, fairly well off.lu The outbreak of the

Second World War, however, terminated both the period of

economic restraint and the passiveness of the public servants.

13 1n January 1929, there were 42,038 emplovees in the Federal
Service, and they earned a total of $5,428,058 in that
month, which was an average of $129.00 per month for each
employee. By 1934, the total number of employees had fallen
to 41,346 and they earned a total of $4,698,536 in the
month of January, and this was only an average of $113.00
per month. These figures were obtained from the Canada
Year Book 1934-35, p. 499,

1k In the manufacturing sector of the economy in 1929, a

total of $812,049,842 was paid to 694,434 emplovees;

this was an average of approximately $99.00 vper month

for each cmployee. In 1935 the total number of amployvees

wag only 583,874 and they earned 2 total of $590,326,904
which was an average of $84.,00 per month. In the civil
service, the depression resulted in a reduction of the
total number of employees of between one and two percent;

in the manufacturing sector, the decrease was between 16

and 17 percents. The loss in pay in the private sector

for the employees who were fortunate enough to hold onto
their jobs, wags about 15 percent. The figures for the
above calculations were obtained from the Canada Year

Book 1934-35 and 1945,
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In 1916 the British Government had appointed a committee
under the chairmanshinp of J«He Whitley to inquire into the
relationghip which existed between employers and employeeg in
the private sector and to make recommendations that would
improve and stabilize the conditions in that sector. This move
was necessitated becavse industrial unrest was so prevalennt.
For example, during the war years of 1915 and 1916, more than
four and one half wmillion working days were logt as a result
of strikesol5 The committee made its first report in 1917
and recommended that joint councils be established which would
negotiate the differences which existed between the two gides.
The report was not meant to include the civil service, but
soon after its publication, the President of the Civil Service
Clerical Alliance began to expound the benefits such a system
would have in the public sphere of employment, and in 1919
Whitley councils were set up in the public sector on the
national level as well as on the departmental level. The
objectives of these councils were:

To secure the greatest measure of co-operation

between the State in its capacity as employer,

and the general body of civil servants in matters

affecting the Civil Service, with a view to

increase efficiency in the nnhlin service com-
hined with the w11 haoino ~F thoase emrlnyed;

to provide machinery for deeling with grievances,
and generally to bring together the experiences
and different points of view of repregentatives
of the adminigtrative, clerical and manipulative

15 See Sir william Armstrong, "Whitleyism in the Civil
Service'", Whitley Bulletin, vol. XLIX (September/October,
l969>, p. 136.
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Civil Service.16

The councilg, which were made up of an equal number’
of representatives from the government and the emplovees, were
to meet regularly to discuss a wide range of issunes which
concerned the civil services These included problems concerning
conditions of employment such as hoursg of work, leave, and
allowancess The councils were primarily advisory bodies and
their recommendations were not considered to be binding,
although quite often their proposalg did become operative,

In order to be in the position to enable it to submit a recom-
mendation to the government, the council had to first reach

an agreement among its own members; this consensus was not
achieved by a majority vote of the entire council, but rather
through an agreement on the issues by its two component parts,
the representatives of the employer and of the employees. If
an agreement could not be reached, the issue remained unresolved
and the Government had to look to alternative methods to solve
the problem017

The Canadian public Servants in the 1920's looked to

the British example with envious eyes, and to a degree pressure

16 Richard Hayward, Whitley Councils in the Unlited Kingdom
Civil Service, published by Civil Service National Whitley
Council, Staff Side.

17

For a more comprehensive study of the Whitley Councils see
ToeDe White, Whitley Councils in the British Civil Service,
Chicago: University of Chicago Press, 1933. For a discussion
of the Councils and their effectiveness, see leo D. Gagan,
"Recent Transformation in Civil Service Whitleyism”, Public
Personnel Review, vol. 12, (January, 1951), pp. 25-30, and
Sir William Arwmstrong, "Whitleyism in the Civil Service",
Whitley Bulletin, vol. XLIX (Novembher, 1969), pp. 151=155,
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was put on the government to initiate a similar nrogramme in
Canada.l® 1n 1926 Mackengzie King utilized this fervour on
the part of the government employees to gain support in the
election of that year, when he went on record publicly advo-
cating the eatablishment of joint-councils:

T think that in the relationsg of the Civi]

Service and the Government, a Council on

which there would be representatives of the

Civil Service to speak directly to members

of the Government, or to take up with the

heads of denartments, matters of interest

to all government departments, would be of

the utmost gervice to all concerned.-~

After the election, however, King seemed to lose some
of hig fervour concerning national councils and rothing was done
until 1928 when J.S. Woodsworth introduced a bill in the House
of Commons which would have authorized the creation of both a
National Council and Departmental councils. When the bill
came up for second reading on February 10, 1928, King referred
the bill to the Committee on Indugtrial and International

20 The House Committee recommended that the Govern-

Relations.
ment should establish a committee to draw up a constitution

for a National Civil Service Councille. The Government followed

18 on April-21, 1922 the Hons James Nurdock, the Minister of
Labour, admitted to a question by J.S. Woodsworth, that
"representations had been made to the government for the
introduction of Whitley Councils". See House of Commonsg
Debates, 1922, p. 1061,

19 Quoted in Taylor Cole, The Canadian Bureaucracy, Durham,
NeCet Duke University Press, 1949, p. 124,

20 See House of Commons Debates, 1928, p. 362,
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this recommendation, and in May of 1930 Order in Council number
970 egtablished a committee to draft a constitution for such
a council.

But an election preceded the first meeting of this
committee; Mackenzie King was defeated by Bennett, and although
the new Prime Minister did not repeal the Order in Council, he
allowed it to remain inactive. King's return to office in 1935
did not enhance the situation, as the Order continued to remain
far down the ligst of »priorities; but with the advent of the war
and the resulting proliferation of public servantse the issue
could no longer be ignored.21

On February 24, 1044, the Minister of Finance, Hone. Jelie
Tlsley, announced in the House of Commons that the Treasury Board
had decided to establish an "employer-employee council in the
public service in Canada modelled after the pattern which had
evolved in the United Kingdom through the application of so-called
Whitley Councils, to the British Public Service'!e22 The final
constitution of thisg couvncil was embodied in a Treasury Board
Minute in March 1945. It provided for a total of eighteen
members. eight representing the official aide, and ten repre~
gsenting the staff side; it 2lso allowed for recommendations +to
be made to the Treasury Board, the Civil Service Commigsiocn,
or the Governor in Counecil. However, Finance WMiniater Tlaley
was emphatic when he stated that "the Council will of course

have no executive nowers which would impair the responsibility

2l in mMarch of 1935, there were 40,792 pwople employed in the
Federal Service; by WMarch 1944, this figure had mushroomed
to 112,658, Canada Year Book, 1945,

22 wouse of Commons Debates, 1944, n., 778,
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of the Cabinet, or Treasury Board or Cilvil Service Conmission,
or possibly infringe upon the authority of Parliament®e%> But
even this pronouncement could not dampen the spirits of the
public servants, who for the first time had a forum in which
they could "discuss and consider Jjointly with officials repre-
gsenting the Government zs emplover, a wide range of questions
affecting their conditions of Wor.k:".24

The concept of joint councils wag expanded in 1948
with the creation of departmental councils, and it cnppeared
that there would Ffinally he »reponeible womatiationg, hotu-an
crplaver and emplovee at 2ll levelg in the Federal Administration,

But the employee=s' high hopes in these joint Councils sgoon

dwindlede Thisg came about due to 2 number of factors: the

0

Government appeared to put little weight on the activities of
these organizations; the constant bickering between the various

sition; and, the

o}

Staff Associations weakened the employees' p
central question concerning salaries and wages could not be
discussed by the Council.?® As a result, the latter part of

the 1940's and early 1950's witnessed an increasing amount of

dialogue on the part of the public servants and their Associations

Cole, 0DsCite, Do 126,

24
Heeney Revort, Pergonnel Administration in the Public Service,
Queen's Printer, 1 Reprint 1960, Appendix "B" Joint Consul=~
tation Between Government and Emplovees Pay and Conditions
of Work.

For a discussion of these points, See Cole op.cit., n. 128.
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concerning the feasibility of collective hargaining.”
However, in the late 1940%'s and early 1950°'s, the
prevailing opinion in Canada, although under an increasing
amount of pressure, was gtill that there was no bargaining
with the Crown; this was not only the official point of view,
but to a large degree also that of the employers. One reason
for this lacklustre avproach towards collective bargaining was
that the labour movement was still involved primarily with
industry "and it took some time before the Iabour leaders
realized that the growing tertiary, or service sector, would
be an interesting C]ientel]e".27 Ag a result, the Staff
Associations, operating in a void of pressure from outside
labour forces, were neither competent nor strong enough by
themselves to undertake such a movement. Another important
factor wag that at this time, unions were primarily associated
with blue=collar workers, and the white-~collar attitudes of
the public servants tended to regard any associations on their
part with unioniem, or any of the connotations attached to it,

ag degrading to their station. The last major cause of the

hegsitancy of the public servants towards demanding the cxtension
y p <2

D

f bargaining activity to their sector, can be attributed to the

26 on November 26, 1953, Mr. Clande Ellis brought up in the
House of Commons the question of the extensior of bhargaining
rights to civil servants: "1 think the time has come in
this country when we should recognize that there is a
better method of carrying on employer=employee relations,

We have got beyond the concept of master and servant eee”
See the House of Commons Debates 1953, ne 377 The unrest
in the Civil Service was algo brought out in an article by
O« Glenn Stahl, "The Horizon of Personnel Administration®.
Public Personnel Review, vol. 13, (July, 1952), ve 1006,

27 Bolduc, opecites; pe 13e
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fact that the government employees at this Ttime had erown up
and had been educated during the depression and the Second
World War and, as a congequence, they knew what hard times
meant and they d4id not want another confliet, this time with
thelr employers. But as the fifties drew to a close "many

forces that were latent, or that had worked in isolated Tashion,

28

gained imnetug", and a concentrated effort aimed at the

attainment of collective bargaining was launched.

Ry the late 1950'as, discontent was growing at an

. . . Q
unprecadented rate in the public service.??

"The demand (for change) had developed slowly
during the postwar norjod. When the ITndustrial
Relations and Dis gsputes Investication Act wae
passed in 1948 there was 1o apparent desire on
the part of the Public Service employer organiza-
tions to have their relationship with the CGovern-
ment regulated by the legigla tion. Within a few
vears it was being argued by some associations
that the Public Service should be brovucht within
the amhit of that Art ~nd h +Fhese thod

ES

n o ottt am

NE and T antisrs haveoinines ond arbhitroticn Adnos orned

2R . .
“ Thida, P 13.

~

‘9 The urrest in the public gector in this period can be meagured
hy a number of factors: bJ the merger of the Amalgamated and
the Civil Service Agsociation of Ottawa in 1958; hy the appoint-
ment of a Pay Research Bureau in 19573 by the appointment of =
Committee to study the public service; by the numerous annonnce-~
ments in the House of Commons; by the opposition, advocating
the extension of collective bargaining to the vublic sector, An
example of this last point can be ceen in a ﬂnonoh by Fre Bodani
in th, House of Commong on May 1, 1059; "7 "‘unﬁo“'i' the
Minister of TLabour should recommend to his cabinet colleaguen
that the time has come to place all workers ol the civil
service below the executive rank, on the same footing as
workers who are employed in industry, and that they be given
the same bargaining rights as any other group", sce House
of Commons Debates, WQEQ, ne 3668,
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specifically for fthe Public Scrviece would be
preferable."BO

The introduction of the National Joint Councils had
nlacated the public service temporarily, and the formation of
the Pay Research Bureau in 195731 which was instituted in an
effort to affect one of the major shortcomings of the Councils,
also had a ftempering effect, but the rroblems which existed in
the Civil Service went far deeper than either of these two
hodies could hope to reach,

For approximately forty years government employees
had been forced to live with the then present Civil Service
Act, despite the fact that during thig veriod Canada had exnerienced
momentous changes which had a great effect on the Notional Public
Services

Population had more than doubled. The immense

expansion of commerce and industry throughout

the nation had been accompanied by significant

developments in labour-management relations.e.

During this period, too, Canadians had evolved

thelr own concepts of the responsibility of

the gtate for the welfare of its citizens.-”

But these extensive changes had 1little effect on the public
service; the public gervants continued to work under the weak

and vague vprovisions outlined by the 1918 Civil Service Act

even though it was "legally deficient in making vprovisions for

30 Renort of the Preparatorv Committee on Collective Bargaining
in the Public Service, July 1965, p. 16,

31 see ibide, Ds 17 for a limited discussion on this bureau,.

32 The Civil Service Commission's Report "Personnel Administration
in the Public Service", quoted in Canadian Public Administration,
edited by Hodgetts and Corbett, Toronto: kacmillan Company,
1960, Da 268,
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rany of the so-called fringe benefits provided by good emplovers
today".jj The Goverrment, realizing this unrest, instructed
the Civil Service Commission to "review the Civil Service Act
and regulations and examine the role of the Commission in the
s Ny w 3

machinery of government",2

The Heeney Commission3® conducted a detailed gtudy and,
a8 result of its investigation, made a number of recommendations.
There have heen a number of statements made concerning these
proposals, but none as appronrisate ag one by J.C. Best.J0

Unlike gond wine, the document krnown as

Personnel Administration in the Public Service,

has not improved with age. When first intro-
duced early in 1959 the Report was acclaimed by

the newspapers and others as being the fore-
runner of a new Bill of Righte for Civil
Servants, and the gateway to the best of all
possible worlds. Today, some fourteen months
later, there are many of us who 1ook?.t the

report with considerable miggivings.”
Appendix "B" of the Heeney Comnmission has been the

target of most of the criticism levelled at it. This section

33 Harold Bowen, "The Heeney Report", Collective Bargaining in
the Public Service, Fredericton, N.Be: Canadian Labour
CongTeSS, 1960, Do 1.

L . . < . _
3 The Civil Service Commigsion Report, Hodgetts and Corbett:

ODoCito, Do 26@.

35 The correct name for the Heeney Report is the Report of the
Civil Service Commission of Canada on Personnel Administration
in the Public Service. Queen's Printer, Ottawa, 1958,
(reprinted 1960).

-
36 Mr. Best was, at that time, President of the CGivil Service
Association of Canada.

37 JeCo Best, "The Heeney Report", Collective Bargaining in
the Public Service, Fredericton, N.RBe.: Canadian l.abour
Congress, 1960, pe 1.
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recommended that on matters other than salaries and wages, the
National Joint Council should be the forum for discussion and
the body that should forward all recommendations directlyv to
the government. As far as wages and salaries were concerned,
the Report recommended that machinery be set up for joint

o

consultation betweer the "rerrerentotivez oF +he government

an the one hon? ~wd dha wenroanontatives of the orooriged atafF
aseociations on the other"38 in order that they "could discuss
in systematic fashion, questions of salary and wazes in gonvern-
ment employment¥. 39  These meetings, the report suggested,
would be chaired by an officer of the Civil Service Commigsion,
and after frank discussiong betweon the two sides, the Civil
Service Commissior would make its recommendations to the
Government, and forward a copy of itsg proposals to Tthe Staff
Associationsnuo

This section attracted the hulk of the criticism due
to the fact that it did not deal with the problems concerning
salaries and wages in a realistic fashion.

"The type of collective consultation which the

three commissioners recommended, was one 1n

which the Civil Service Commission would sit at

the end of a table in 8 somewhat detached capa-

city, the representd+ive% of the civil service

organizations and associations would sit on one

side, and representatives of the Treasury Board

would git on the other, sand there would be
discussiona."™

38 Heeney Report, Appendix "B", op.cite., paragraph 7.

39 Thbid., paragraph 7.
Ly

Hone. Donald M. Fleming, House of Commong Debates, 1060-A1,
De ?8790
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The inadequacies of this proposal were brought out
clearly by a Member of Parliament when he stated:

T have not been impressed with the provisions

of Appendix B of the Heeney Report. It is naive

in 1ts assumptiong and to my understanding,

it completely ignores the legitimate aspirations

of the emnlovee, It has all the weaknesses of

a unilateral compromise in that it fails

completely to appreciate the need for nartici-

pation in employment matters that now exists,

Tt is too much conerned with maintaining out-

moded tragitional concepts that are useless

in 1960.%=

The inadequacy of the recommendationg set forth were
apparent even before the report was published. In May 1958,
the Pay Research Bureav submitted a brief to the Treasury
Board; this report was followed by joint consultations between’
the three main Staff Associations and members of the Treasury
Board and senior Government officials. These consultations
were chaired by a Civil Service Commissioner. Each party
involved was given an opportunity to state its case and, in
addition, time was allowed for informal arguments by individuals,
These meetings were followed by the Civil Service Commission
presenting to the Government, its recommendations for a salary
revision to be effective October 1, 1958. The above procedure
was identical with the one outlined in the Heeney Report except
for the fact that the Staff Associations were not supplied
with a copy of the commissioner's recommendations. The result
of these responsible discusslions was that the government not

only turned down the recommendations, but even refused to make

them public. Civil Servants across the country were shocked by

L2 Quoted in Best, 0Op«Cites De 2o
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this treatmert, and demands were made to the Central offices of
the Staff Asgociationg, demanding some type of action. The
Staff Assoclations petitioned the Winigter of Tabour and

"expressed themgelves quite forcibly on the subject and indi-

cated that this kind of system did not meet with their views" /3

The organizations also responded to thisg pregsure from ftheir

-

mepbovehina by organizine mnhlie di~nuacincng in the princinle
3 , g : 3 he princin

rities acroas the country, in an atitempt to educate the public

Lly

on the seriousness of the situation, They alsc initiated a

Joint Action Committee in 1959. The aim of this bhody was to

.

co-ordinate activity among the various staff ascociations in
order that they could have a united Front. 5

The Government reacted tn this growing discontent hy
introducing a bill in 1960 which would have revised the Civil
Service Act. However, at the request of several groups who
wanted more time to study it, the Government withdrew the

. 4 . . . ‘ .
motion.Ho Tn 1961 it re-intreduced it. The Bill C-71 was

13
Ll

House of Commong Debateg, op.cites

Bolduc,y opecite, ps 14,

5 Report of the Preparatory Comnittee on Collective Bargaining

OE,.Ci.to’ Do 16

Wre. Caron, a Liberal Member of Parliament, wasg inatrumental
in obtaining the delay in the legislation. The government
was attempting to push a Civil Service Act through in the
latter part of the session and Mr. Caron attacked this move
in the House of Commoneg. "He, (Minigter of Finance will not
even allow civil servants and civil service organizations
enough time to give it (Civil Service Act) adequate consi-
deration, or give them an opportunity to appear bhefore the
committee and make recommendation." House of Commons
Debates, June 20, 1960, p. 5132.

L6
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to became the Civil Service Act of 1961, The bill was referved
to the House of Commons Special Committee on the Civil Service
Act and the employvee organizations were invited to present
briefss "WMost of them wanted direct negotiations with the
Governments Egchewing the strike, they were in favour of

settling disnutes by arbitration,t?

However, the briefs by
these organizations were not well nresented and often conflicted
with each other. These glipmshod pregsentations demonstrated to
the House Committee the fact "that the staff associations had
not really thought through the implications of full-blown
collective bargaining and it was not what most of them wantedn 40
As a result, the Government was able to take a firm nosition
and the new Civil Service Act received Royal Assent with provisions
for consultations only, with the Staff Organization=.

These provigions, however, vnroved only to be a stop-
gap measure, as the Staff Associations soon discovered that
their right to consult with the Civil Service Commisgion 2and
with senior personnel designated by the Minister of Finance,

was not very practical, because although they could consult all

|24
e
0
’a

they wanted to, it was the Government, in the final analys’
which made the decisions. As a result, the Staff Associations
once again began to press for collective bargaining. In 1963,

for example, they formulated the Staff Side Council for Collective

L
7 Robert Armstrong, "Some Agpects of Policy Determinatio

in the Development of the Collective Bargaining Tegigl aTJOh
in the Public Service of Canada", Canadian Public
Administration, vole. XI (Winter, 1953), pp. 485-003,

u8 Ibido’ Do 4870
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Bargaining in the Public Services. The breaking point in their
fight came just prior to the 1963 election when C.A, Rdwards,
the Pregident of the Civil Service Federation of Canada, took

the initiative and wrote the leaders of Canada's national

political parties asking them to clarify the official position
of their respective parties "on the question of the principle

of negotiation and arbitration for the civil sevrvice and the

apecific proposals of the Civil Service Federation for a

4o

negotiation procedure in the civil service"”, The responses

of the parties were generally favourable towards the introduction
. ot 50
of some type of bargaininge-

With the Tiberal victory in 1963, lir. Pearson acted

0

wiftly to honour the cause he had committed his party to,
rrior to the election. He established a prevaratory committee
on cecllective bargaining in August 1963, with Arnold Heeney as
Chairman. The task of this committee was to "make preparations
for the introduction into the Public Service of an appropriate
form of collective bargaining and arbitration, and to examine

-

the neced for reformg in the system of classif

Ly

cation and pay

applying to civil servants and prevailing rate employees'?.51

2‘,‘9 Ibido, De 14’88:

50 mhis outright request to the leaders of the political
parties for theilr position on ~ollentiv~ herenining
et Ahem din or nwlremrd oidtustian heraues bhey cenlAd
not afford +to ~lienate over 140,000 voters during an
election campaign., As a resultf, thelr resvonses were
favourable towards the concept of collective bargaining.
51 Preparatory Committee, 0peCite, Pa L.
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The preparatory committee congsulted with the various

n

staff associations and also a number of trade unions before 1t

¢

made its report in July, 1965, In this report it promosed a

7]

tructural method of collective bargaining in the Federal Service

7
U

gimilar to that existing in privete industry. Ag in the privete
gector, it sugeested that bargaining should be a two party
process; the Treagury Board, it proposed, shonld be considered
the emplover in all negotiations to facilitate the process,
while the bargaining agents on the other hand, would represent
bargaining units established in relation to classes or grouns
of employees to whom a pay vlan applied; sixty-six such bargal-
nkng units were recommended.5? The committee aleo proposed
binding arbitration on the employers, but reserved to the
sgovernmnent the right to reject an award when the national
interest wasg at stake. The Preparatory Committee, however,
did not gpecifically condemn strike action and a grovp of
militant postal workers took advantage of this and went on a
strike, July 18, 1965, shortly after the report was issued to
back up their demands to the Government.

The Government reacted fto this by requesting that all
interested parties submit briefs to them concerning the propogale

.

of the Preparatory Committee. This resulted in approximately

75 amendments to the proposed legislation suggested by the
Preparatory Committees The Ttwo most importont changes broucht
about by this review of the Preparatory Committee recommendations
o

were the means tn review conflict resolution and the power of

regervation which the Committee had given to the Governmendte

52 See Appendix A for a discussion of the reclagsification
systeme.
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These chanses which were instituted at this time, especinlly
the clause to allow strike action, can be geen as important
policy declisions which were made at the discretion of the
executive branch of Government.

The final draft of the bill introduced into Parliament
was tailored to meet the aim of the legislation as defined by
the Government, which was "to preserve the capacity of the
public service to function efficlently in serving the peonle
of Canada®, 7

Various pressures, including the environment as
prescribed hy established norms and economic conditions, the
needs and aspirations of the public servants and their organi-
zations, public opinion, the activities of the opposition
rarties and interested groups, and the goals of government,
as pointed out in the above discusgion, 2ll played a vital
role in setting the stage for the legislation. By 1966 the hime
was ripe for government action. The result was legislation
which culminated the frends which had been nresent in the society
since the turn of the centurye The course of action the govern=-
ment could pureue wag clearly defined. T+t could have possibly
introduced plecemeal legislation to placate the nudblic servants
but it would only have been a temporary measure. The various
pressures in soclety demanded the introduction of meaningful
bilateral negotiationg and the volicy alternatives of the
executive by 1966 were extremely limited. The time was ripe;
it had be ripened by the historical process outlined above, and

the government merely consummated this trend.

53 T,ester Pearson, Debatesg, August 1963, n. 4244,
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Chapter III

Collective Bargaining in the American Public Sector

From the discussion in the previous chapter it appears
as though the road to bilateral negotiations was an evo-
lutionary one in the field of labour-management relations
in the public sector. In Canada, employee organizations
have been actively engaged in eroding the once powerful
position of the sovereign power since before the turn of
the century. Today this erosion has reached the extent
that the Canadian Government, like most other modern govern-
ments, has agreed to limit its sovereignty by engaging in
some type of collective bargaining activity. This move
towards bilateral negotiations, however, was not only pre~
cipitated through the pressures exerted by the employee
organizations but also through a realization on the part
of management that stability could be better achieved by
introducing into the staff relations area a structured
form of negotiations. It realized that negotiations would
allow for the utilization of the knowledge and the genius
of the employees while at the same time providing an open
line of communications that would allow management to stay
abreast of discontent and alienation in order that it
could formulate appropriate policies before a disruption
occurred.

Negotiations, therefore, have a very important role
in staff relations in the public sector. But what line
should these negotiations follow and within what boundaries

should they be conducted? It is my hypothesis, as pointed
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out in the introduction, that in order to have negotiations
that do in fact help to create stability it is necessary

to embody the basic framework of collective bargaining into
the public sector contexts This is not to say that there
has to be a wholesale transplant of the practices and pro-
cesses discussed in chapter 1I; only that the basic inter=-
actions of the process must be reproduced if the beneficial
agpects of the system are to be transferred to the public
sector. Stability can only be achieved in the public
sector through a well structured process of bilateral
negotiations, and since this process was developed in the
private sector within a collective bargaining framework,
with a large measure of success, it stands to reason that
the basic framework of collective bargaining should be put
to work in the public sector. Once this model of bargaining
is transplanted it will develop and foster its own out-
growths and trappings which will be compatible to the
public environment.

In order to show the validity of this thesis, I will
discuss the American and Canadian experiences with bilateral
negotiations in the public sector at the federal level. My
discussion of the experiences of these two countfies in
this field will show that the successes and failures of
these experiments are directly related to the degree that
they have embodied or failed to embody the basic framework
of collective bargaining.

But before I apply the outline developed in chapter I
to the American situation it would be useful to first give

a brief history of staff relations in the American civil
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service to bolster the claim made in chapter II that the
introduction of collective bargaining was an evolutionary
processes

In August, 1912, the Lloyd-La Follette Act was passed
and it established the right of persons employed in the
civil service of the United States, "either individually
or collectively, to petition Congress or any member thereof,
or to furnish information to either House of Congress or
to any committee or member 'thereof".1 This act was relatively
progressive for its day as it provided for both the right
of the federal employee to be heard by his employer and
his right to join employee organizations. It did not,
however, grant the employee organizations any rights of
their own which were distinct from those of individual
employees; consequently, the ability of these organizations
to represent their members did not rest on any rights
granted to them by a legislative body but rather on the
degree of sufferance they received from the various
departmentse.

Meaningful negotiations? were therefore impossible
in this type of environment. As argued above it is impe-
rative that negotiations take place in a bilateral

setting, and as long as the government did not recognize

1 1loyd-La Follette Act, 37 State 555, quoted in Hart,
opecit., pe 33.

Meaningful negotiations is a technical term which implies
that negotiations cover all the important aspects of
employer-employee relations. A discussion of the scope
of the relationships which are incorporated in the
meaning of this term is given in chapter I, pp. 24-29.
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the employee organizations as instruments of negotiation,
regularized patterns of staff relations based on criteria
other than paternalism and unilateralism were not possible.
The employees in the federal civil service realized this,
and as a consequence sought enactment of legislation that
would amend the Lloyd-La Follette Act "in order to provide
more effective statutory recognition of organizations of
federal employees".3 For example, during the period
between 1949 and 1961 approximately eighty bills were
introduced in Congress on the subject of union recognition.”
Although a number of these bills were favourably reported
by the House and Senate committees they were never brought
to a vote in either House of Congress.

The inability of the supporters of these bills to
bring them to a vote was due primarily to a number of
preconceived notions held in the Congress and in the nation
at large. These widespread misconceptions of government
employment were that (1) public employees were so well
taken care of by the governmental parent they served that
they did not need to band together to achieve better
working conditions; (2) collective bargaining was not

shown to be as necessary in public employment as it was in

3 WeBe Vosloo, Collective Bargaining in the United States
Federal Civil Service, Cornell University, Ph.D. 1965,
Univergity Microfilms Inc., p. 80.

4 The two chief exponents in Congress of this drive for
union recognition were Representative George l1. Rhodes
of Pennsylvaniz (D) and Senator 0lin D. Johnston of
South Carolina (D).
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private industrial life because the public environment was
sheltered, to a large degree, from the market influences
that played havoc on employment conditions and standards
in the private sector;® (3) the state was considered to
be a sovereign power, a sort of transcendental unique
foree: that would be threatened by any comparison with
private institutions especially private employment and its
practices.6
However, these notions of government employment were
extremely unrealistic as they ignored the fact that since
the war the government had been faced with an ever increasing
demand load from the civil service. But the increase in
the number of demands was not the only new post-war charac-
teristic of the civil services; the methods by which the
employees sought to achieve their ends, including greater
militancy and persistency, was also new.’ The government,
in order to combat these new demands and techniques, went
on the defensive. Instead of trying to introduce new pro-
grammes and techniques that would dispel the old notions

of government employment and which would establish a new

5 For a discussion of market influences and the public
sector see Gordon T. Nesvig, "The New Dimension of the
Strike Question", Public Administration Review, vol. 28

6 For a discussion of why public employees were excluded
from participation in labour policies that had evolved
in private industry see Ida Klaus, "Past, Present and
Some Prognostications", Pergonnel Report, #662, Public
Personnel Association, editor, Keith Ocheltree, p. 1.

7 For a discussion of the dissatisfaction and restlessness
in the post-war period in the public sector see Rollin
Be. Posey, "The New Militancy of Public Employees", Bublic

Administration Review, vol. 28 (April, 1968), Ppe. 111-117,
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framework that would utilize the militancy and enthusiasm
of the civil servants by bringing them within the systemn,
the government chose to safeguard its traditional approach.
Rather than change their methods of dealing with management-
labour problems the government decided to institutionalize
legal restrictions aimed at curbing the activities of the
employee organizations.

The federal government bolstered the Lloyd~La Follette
Act's implicity elauses banning strike action by eivil
servants with specific clauses in the Taft-Hartley Act of
1947, The government then found it necessary to bolster
this reinforced stance in 1955 by making it a felony for

federal employees to strike.8

But it soon became apparent
that the government could not solve the problem of uneasy
personnel relations in the public sector by legalistic
means which were not embodied in a bargaining framework.?
With this realization the government was stimulated to

seek out better ways to achieve the necessary stability in
this sector. The avenue the executive branch of govern=-
ment chose to pursue towards this end was the one stressing

joint determination of employer-employee relationships

through the process of negotiations and collective bargaining.

8 For a discussion of Public Law 330 see Warner, Hennessey,
OPe cites Pe 76-

9 During the Eisenhower administration the cabinet was split
on the desirability of revising the government's labour-
management policy in the public sector to embody a bi-
lateral approache. But by 1958 the future course of action
had settled itself because by then it was apparent that
some type of bilateral approach was necessary if stability
was going to be maintained. This can be seen in the
fact that the official opposition to employee organi-
zations which had characterized the administrations of
both Truman and Eisenhower was forced to undergo radical

review in 1958. The outcome of this review can be seen
in Rocco Siciliano's memorandum which is discussed below.
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In 1958, the first major sign of the coming realign-
ment in labour-management relations was seen when Rocco
Siciliano, the Special Assistant to President Eisenhower
for Personnel Management, sent a letter to all departments
and agency heads advising each of them to "evaluate the
personnel management activities of his own agency with
respect to employee-management relations, including relations
with employee organizations."10

But by 1960 advisory statements such as the one above
were not sufficient; +the matter of staff relations could
no longer be put off by placating the staff associations
with executive policies that attempted to reform conditions
within the present framework. What was needed by 1960, if
widespread labour discontent and instability were to be
averted, was a whole new framework of labour-management
relations that recognized the utility of the bargaining
process. It is likely that if the Democratic leadership
which came to the White House in 1961 had continued the
policy of official opposition towards the representatives
of the federal employees chaos would have more than likely
resulted in the public sector. But President Kennedy did
not follow the traditional role of opposing the establish-
ment of a new and more realistic set of ground rules
regulating employer-employee relations. He acknowledged

both the problem that existed in this area and the urgency

10 Quoted in Vosloo, ops cite, pe 99,
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of it by appointing a task force in 1961 which was to report
back to the executive no later than November 30 of that
year. The task force was appointed to investigate the
question of "how to improve practices which will assure

the rights and obligations of employees, employee organ-
izations and the Executive Branch in pursuing the objective

of effective labour-management co-operation in the public

11

service.” But even before the task force reported,

President Kennedy in a letter to all departments gave
advance notice of the changes that were to come.

The right of all employees of the
Federal government to join and participate
in the activities of employee organizations
and to seek to improve working conditions
and the resolution of grievances should
be recognized by management officials at
all levels in all departments and agencies.

The participation of Federal employees
in the formulation and implementation of
employee policies and procedures affecting
them contributes to the effective conduct
of public business.

I believe this participation should
include consultations by responsible
officials with representation of employees
and Federal employee organizations. 12

Finally, on January 17, 1962 President Kennedy issued
Executive Order 10988 which formalized, for the first time,
a structured form of collective bargaining in the American

public sector. The following discussion of Executive Order

11 WwWhite House Memorandum from President to Heads of
Departments and Agencies, Subject: Employee~Management
Relations in the Federal Service, June 22, 1961,
quoted in ibid., p. 108.

12 Quoted in M. B. Nesbitt, The Civil Service Merit System
and Collective Bargaining, New York University, PheDe

1962, Unilversity Microfilms Inc., p. 125,
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10988 will, as pointed out earlier, centre around its
adaptability to the basic framework of collective bar-
gaining which was developed in chapter I.

Executive Order 10988 granted federal employees the
right to form, join and assist any employee organization,
and conversely it also granted them the right to refrain
from participating in these organizations in any fashion
whatsoever’.‘3 The order then allowed for recognition of
these employee organizations on one of three levelss
exclusive recognition, formal recognition, or informal
recognition. Exclusive recognition is to be given to an
employee organization that satisfies three basic criteria;
one, it has a stable membership of at least 10 per cent in

14

an appropriate unit; two, it has been designated or

13 The right to join and/or to assist an employee organ-
ization is subject to the scrutiny of management, who
can claim that the official duties of an employee
constitutes a conflict of interest with membership in
either an employee organization or its management,
and as a result can bar his membership. There is no
appeal for the employee who is so designated except
to the official who made the original decision. See
Executive Order 10988, Section (6).

14 The question of what constitutes an appropriate bar-
gaining unit is left to the discretion of each depart-
ment and agency. The employee orgenization may ask
the Secretary of Labour to investigate their claims
for recognition as a bargaining unit but his role as
an arbitrator is only an advisory one to the depart-
ment or agency. This is in contrast to the private
sector where the appropriateness of a bargaining unit
is determined by an independent board, usually the
State Labour Relations Board. These independent
boards play an important role in the bargaining pro-
cess as they ensure an existence for each part that is
independent of the other. When one side is dependent
on the other for its formal existence, as is the case
in the American public sector, it cannot help but
weaken the collective bargaining framework.
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selected by a majority of the employees of the unit as their
representative;15 and three, it has submitted to the agency
or department in which it is located a roster of its officers
and representatives, a copy of its constitution and by-laws

and a statement of its objectives.16

Once given exclusive
recognition by the agency or department the employee organi-
zation is entitled for a period of at least twelve months to
act for and negotiate agreements covering all the employees
in the unit.

Formal recognition is granted to organizations that satisfy
all the criteria required for exclusive recognition except the
one requiring a majority of supporters within the bargaining
unit. Informal recognition is given to any employee organization
which does not qualify for exclusive or formal recognition
because of its size or the status of other organized groups
in the unit.

What this tripartite method of recognition means is that
unless exclusive recognition is granted to an employee organi-

zation within a bargaining unit there cannot be any bilateral

15
A majority of members means at least 50 per cent of the
votes cast are in favour of exclusive recognition with
a minimum of 60 per cent of the members within the bar-
gaining unit voting. This is in contrast to the private
sector where only a majority of those voting is required.
16

This information is required because the order stipulates
that organizations that (1) recognize the right to strike,
(2) advocate the overthrow of the government, or (3) discri-
minate with regards to the terms or condition of membership
because of race, colour, creed or national origin, are not
to be recognized. Also the "Standards of Conduct for
Employee Organizations and Code of Fair Labor Practices",
which was a Presidential Memorandum supplementing the
Executive Order, "requires employee organizations to main-
tain standards of conduct that ensure democratic procedures
and practices and requires them to exclude Communists, other
totalitarians and corrupt persons". Warner, Hennessey,

OEoCito, Pe 730
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negotiations that affect the entire unit. In other words,
negotiations between management and labour will have to be
conducted on several different planes with no overall policy
being evolved that will cover all the employees. But not
only is there no written agreement covering all the employees,
there is no written agreement covering any of the employees
in the unit because since no one organization represents
all the employees, management is not required to negotiate
a written agreement. Management is required by law only to
consult with formal organizations and to hear briefs from
them, but nothing concrete as far as binding agreements can
come out of these negotiations. Informal organizations, on
the other hand, do not even enjoy free access to management
for consultation but can only put forth their views "to the
extent (that is) consistent with the efficient and orderly
conduct of public business" .17

It would seem then that the bilateral negotiations
which are a prerequisite for a meaningful bargaining frame-
work are only possible when an employee organizations is
granted exclusive recognition. But even this is not exactly
true because when an employee organization is granted exclu-
sive recognition, bargaining on a strict bilateral basis
can £till not take place. The Executive Order requires
that all negotiated agreements must be approved by the head
of the department or agency in which the bargaining unit

is located or by an official designated by him,18

17 Executive Order 10988, Section 4 (6).

18 Executive Order 10988, Section 7.
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Management negotiators cannot make final and binding agree-
ments at the bargaining table; they must refer all
decisions up to top management.s In the private sector the
role of the negotiator is distinct from the organizational
hierarchy of his firm or department, and this allows him
to engage in responsible and relevant negotiations because
his statements have a fair amount of credibility and
meaning. In the American public sector this is not the
case; the result of the role of the negotiator not being
distinct from the organizational hierarchy of the depart-
ments is that his role as a responsible unit in the bar-
gaining process is negated. The referal of decisions
places a great deal of stress on the concepts of bilateral
and of efficacious negotiations both of which play a vital
role in the bargaining framework developed in chapter I.
This has proven to be a major shortcoming in the American
situation, as the unions have been complaining that "agency
heads are second guessing local officials and are over-
restrictive in delegating sufficient authority to the
local levels to permit meaningful negotiations.“19

The discussion of recognition and the role of manage-
ment showed that in the area of bilateral negotiations the
Executive Order failed to duplicate the basic mechanisms
of the bargaining frameworke. The second place that the
proposals of Executive Order 10988 run into conflict with
the basic framework of collective bargaining is in the

area of pertinent negotiations.

19 Arvid Anderson, "The U. S. Experience in Collective Bar-

gaig%ng in Public Employment", editor Warner, op. cit.,
Pe .
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Meaningful negotiations basically implies two things;
first, that negotiations take place on all the major areas
that affect the relationship between management and labour,
and second, that the negotiations on these topics are con-
ducted in a responsible fashion.

As shown aboveZ0 negotiations in the private sector extend
to all the important matters affecting the relationship between
labour and management. These included wages and wage supple-
ment programmes, working time, seniority and job rights, and
operating rules and industrial jurisprudence.21 In the public
sector in the United States at the federal level the breadth
of negotiable items is not nearly as broad as in the private
sector. The scope of the negotiations depends to a large
degree on the form of union recognition that is afforded to
the employee organization, but since the breadth of negotiable
items broadens from a narrow base at the infdrmal level to an
all-inclusive one at the exclusive level the discussion can
be concentrated on this latter tier.

Exclusive recognition means that one employee organization
serves as the spokesman to management for all employees included
in the unit; consequently, management must negotiate and reach
an agreement only with it. But the areas which this exclusive
organization can negotiate on are fairly limited. The
Executive Order states explicitly that negotiable matters shall
not extend "to such areas of discretion and policy as the

mission of an agency, its budget, its organization and the

20 Chapter 1, ppe 24-29.

21
Supra,
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assignment of its personnel, or the technology of performing
its work".<? This means that the employee organizations are
not permitted "to negotiate on wages, retirement, insurance,
annual and sick leave, and holidays because these decisions
are made by Congress?.ZB The employees, then, have no say
on the matters which are considered to be the core of vital
ones in the private sector; +they are restricted to negotiation
on secondary matters such as grievances, personnel policy and
practiees, and matters affecting working conditions such as
overtime distribution, car allowance, call in and wash-up
time, apprentice shop councils and the like.zu
But not only are the employee organizations required

to bargain in a limited field of activity, they are also
forced to operate under the further restriction that

eeein the administration of all matters

covered by the agreement officials and

employees are governed by the provisions

of any existing or future laws and regu-

lations, including policies set forth

in the Federal Personnel Manual and

agency regulations which may be applic=-

able, and the agreement shall at all

times be applied subject 5% such laws,

regulations and policies.

In transplanting the framework of collective bargaining

from the private sector to the public sector the area of
negotiable items underwent a severe transformation, as it

was both narrowed and put on a very unsteady foundation. The

22 Eyxecutive Order 10988, Section 6 (6).
23
24

Warner, Hennessey, op.cit., p. 80.
Ibido 2 Do 800
25 pxecutive Order 10988, Section 7 (1).
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result is a great deal of discontent, as the employee organi-
zations feel that in order to have responsible negotiations,
and hence a stable relationship, the scope of negotiable items
must be expanded.

The second meaning implicit in the phrase meaningful
negotiations is that negotiations are conducted in a respon-
sible fashion. Similar to the private sector attempts to o
safeguard the responsibility criteria of negotiations are .
made through legislative means. In the private sector
standards of negotiations are safeguarded through various
legislative acts; these include the Wagner Act of 1935,
the Taft-Hartley Act of 1947, and the Landrum-Griffin Act of
1959 If one of the two parties engaged in the bargaining
process breaks one of the regulations embodies in one of
these acts the other has recourse to the courts. In the
public sector an attempt was made in 1963 to inculcate a
similar framework of responsibility with the passage of
the Standards of Conduct for Employee Organizations and,

Code of Fair Labour Practices in the Federal Service, by
executive order. The Standards are designed to impose

upon union and management in the federal sphere the same
responsibilities required of similar structures in the

private sector. ZILabour is required to work within a given "U
framework which includes the maintenance of democratic
procedures and practices, the exclusion from union office )
of communists or corrupt persons, the prohibition of con-
flict of interest on the part of union officials, and the

maintenance of fiscal integrity. Management on the other
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hand is prohibited from interfering with employee rights
under the Order, including the encouragement or discourage-
ment of union membership by discrimination; the provision
of assistance to union; the discrimination against
employees for having filed a grievance; refusal to grant

to the employee organizations the recognition which they
qualify for; and refusal to negotiate, consult or bargain
with a union as required by Executive Order 10988.

On paper it appears is if the legislative guidelines
which safeguard responsible negotiations in the private
sector have been transplanted to the public sector. But
this is not really the case. In the public sector there
is no effective means the employee organizations can use
to force an agency or department to comply to these

standards.

An employee organization which feels an
agency has violated the Code of Fair
Labour Practices may file a charge against
the agency. The agency does not have to
conduct a hearing on the charge unless
it finds there is a "substantial basis
for complaint”. If the agency decides
to hold a hearing, it must name an im-
partial hearing officer, who may be one
of the agency's own employees. Manage-
ment acts as defendant, judge and jury
all at the same time.

If management is found to have vio=-
lated the Code, Section 34 of the Code
directs the agency to immediately take
necessary action in accordance with the
decision to remedy the violation. If
the agency refuses to take corrective
action, the Code allows no recggrse
for the employee organization.

26 Warner, Hennessey, opscit., p. 83.
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On the other hand if the employee organization violates
the Code, management can suspend or revoke the recognition
of the organization.27

This is not an equitable arrangement, nor is it one
which is conducive to responsible negotiations. Therefore,
the introduction of a collective bargaining framework into
the American public sector can be seen to be lacking an-
other basic mechanism which is essential to its operation.

The third major area where the model of collective
bargaining is thwarted in the American public sector is in
the area of conciliating differences between management and
labour. In the private sector impasses between the two
are solved through a variety of means which may include
mediation, conciliation, arbitration, indugtrial welfare,
or any combination of these. In the American public sec-
tor however, there are no procedural rules or processes

28 1f

such as these to resolve impasses in bargaining.
there is an issue that cannot be agreed upon by management
and labour then there is no agreement. Management in the
bargaining process has the final say; if it approves the
agreement it is signed, if it does not then it has to go

back to bargaining until an agreement is submitted which

is conducive to the wishes of management.

27 For a thorough discussion of the Code see Vosloo,
ODe cit., PPe 149-152.

28 Although there is no structured method to solve impasses
in the public sector generally, a number of departments
and agencies have voluntarily agreed to submit to a
process of mediation. Anderson claims that approximately
10 per cent of the current collective agreements in the
federal service provide for mediation. Anderson, op.cit.,
p. 27. However, it must be remembered that management
still has the final say as it can disregard any previous
commitment made if it is in conflict with its °'mission’.
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No agreements are valid unless approved
by top management and they are to be made
with the understanding that in emergency
situations a government activity must be
free to take whatever actions are neces-
sary to carry out its mission, regardless
of prior commitments. To the same effect,
all arbitration decisions are advisory.
There is no provision for the arbitration
of negotiation impasses.29

The prerogative of not signing an agreement is not
unique to the public sector; in the private sector an
agreement does not become enforceable until both the
representatives of management and the bargaining unit have
signed it. But if management refuses to sign the agreement
in the private sector the union has recourse to a number
of weapons which can be used to apply pressure and make it
either too costly for management not to sign, or necessary
through a process of binding arbitration. In the public
sector in the United States at the federal level no such
pressure can be exerted on management, and as a consequence
it is not under any real pressure to make concessions.

The fourth place where the application of the frame-
work of collective bargaining to the public sector breaks
down is in the area of contract adjudication. In the pri-
vate sector a fairly standardized grievance procedure has
evolved which allows for binding arbitration by an impartial
arbitrator on all questions that arise through the inter-

pretation or application of the collective agreement.30 The

29 Vosloo, OPe Cito’ Pe 132-
30 Supra, pp.(’)
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Executive Order attempted to borrow this procedure from
the private sector, but like much of the transplanting of
the basic framework of collective bargaining it was a
twisted and an abortive attempt. Like most of the other
clauses in the order the proposal dealing with the grievance
procedure is weighted too much on the management side.
The procedure, similar to the private sector, provides for
an arbitration of differences than extend from the inter-
pretation or application of agreements, but it then states
that "such arbitration shall be advisory in nature with
any decision or recommendation subject to the approval of
the agency head.“31

The objective of Executive Order 10988 was stability
in the public sector; +the means it provided in order that
this could be achieved was the introduction of collective
bargaining into the public sector. But in introducing
collective bargaining to this sector the Order did not
take into account the basic framework of this process as
it had developed in the private sector. The Executive
Branch of government attempted to adapt this framework to
meet their own special needs; in doing so they only adop-
ted a partial framework of bargaining and then attempted
to mix this with the old method of public employee relations
which was based on paternalism and unilateral decision-
making. The end result was that it failed to achieve its’

objectives,

31 Executive Order 10988, Section 8 (6).
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The failure of Executive Order 10988 becomes very
evident when one reads the profusion of current literature
which is emanating from this sector.32 The current dis-
satisfaction and unrest can also be seen in the activities
of the huge postal Unions. Both the Postal Clerks®' Union
and Letter Carriers' Union recently (1969) dropped the no
strike clause from their constitution in direct violation
of the Executive Order and are presently on a collision
course with the administration.

Therefore, collective bargaining as it was introduced
into the American public sector appears to have been a
failure; but before any arguments are put forth as to
why it was a failure and what can be done to make the pro-
cess a more viable one, I will review the Canadian

experiences in this field.

32 -Articles which bring out the point that the present
structure of collective bargaining in the American
public service is inadequate include: Marvin J.
Levine, "Dealing with Inadequacies in Collective
Bargaining in the Federal Government", Public
Personnel Review, vol., 30 (July, 1969), pp. 164-=168.
"New Directions in Bargaining", American Federationist,
vols. 70, ppe 18-21. J. He Foegen, "The Partial Strike:
A Solution in Public Employment:, Public Personnel
Review, vol. 30 (April,1969), pp. B83-87. Robert E.
Catlin, "Should Public Employees Have the Right to
Strike", Public Personnel Review, vol. 29 (January,
1968), pp. 2=6. Posey, Op. Cite, ppe 111-117,
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Chapter IV

Collective Bargaining in the Canadian Public Sector

The application of the framework of collective bar-
gaining to the structured form of bargaining that exists
in the American public sector showed that the two did not
correspond. It was apparent throughout chapter III that
the executive in the United States was not really intent
on replacing the old method of unilateral decision making
for one based on relevant bilateral negotiations. The
concept of sovereign supremacy is apparent throughout the
new approach; +the government did not relinguish any of
its ultimate authority. The result, as was seen, was an
abortive type of collective bargaining which merely
attempted to placate the public servants. The model of
collective bargaining was not adhered to; consequently
the Executive Order did not, and could not, fulfil its
primary aid, which was to generate a more stable civil
service.

Canadian legislation in this area also had the
ultimate aim of establishing stability in the public
sector.1 The means it chose to pursue this end was also a
form of collective bargaining. This chapter will concern
itself with a comparison of the structured form of col-

lective bargaining which was introduced into the Canadian

1 The objective of the government in introducing this
legislation was "to preserve the capacity of the public
service to function effectively in serving the people
of gaﬂzda“. Lester Pearson, Debates, April 25, 1966,
Pe 2 .

A
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public sector with the outline developed in chapter I.
This will be done in order to see if there is a relation-
ship between the degree of conformity and the degree of
stability.

The Canadian legislation on the subject of staff
relations in the public sector,2 unlike the American,
attempted to embody into its framework of collective bar-
gaining the principle of bilateral negotiations. Bill

C=-182 which became An Act to Amend the Financial Adminis-

tration Act was designed primarily for this purpose. This

act provided for the expansion of the functions of Treasury
Board which enabled it to assume the role of employer in
negotiations with representatives of the employees. This
was achieved by revising sections 5 and 7 of the Financial
Administration Act.

The revision of Section 5 allowed Treasury Board +to
assume the responsibilities associated with personnel manage-
ment in the public service. Section 7 provided for a num-
ber of new functions to be placed under the jurisdiction
of Treasury Board which would enhance its role as director
of personnel management. These functions included the
responsibility for the determination of manpower require-

ments, for establishing guidelines for training and

2 Canadian legislation on the subject of Collective Bar-
gaining in the public sector consisted of three Acts,
"The Public Service Staff Relations Act", An Act

Representing Employee Relations in the Public Service
of Canada, SeCeys l¥9675, Ce 723 "The Publlc Service
Employment Act”, An Act Respecting Employment in the
Public Service of Canada, S.C., 319375, c. 71; and An
Act to Amend the Financial Administration Act, S.C.,
(19677, c. 75,
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development of personnel, for the classification system,

for the disciplinary standards, for work standards, for

pay rates, and for hours of work. It was necessary to con-
 solidate these functions under one central agency because

collective bargaining is basically a two-party relationship.

Congequently, it was considered imperative to have authority

and responsibility in all essential matters invested in one

agency in order that it could negotiate with the employee

organizations in a responsible fashion.

The concentration of responsibility in the Treasury
Board, in my assessment, has worked out very well. It has
assumed much the same role as the negotiating team for
management has in the private sector. The acceptance and
effectiveness of this "steely eyed team of negotiators"3
can be seen in a statement by J. F. Maguire, the Research
Director of the Public Service Alliance of Canadas

The road travelled so far under collective
bargaining has not been an easy one. Bar-
gaining with the Treasury Board has nearly
always been hards At times, it has been a
lengthy, stubborn process. This has been
particularly true in areas where the Treasury
Board has been reluctant to yield, through
the collective bargaining process, rights
which management has traditionally in the
past kept as its own, i.e. the right to
make the final decision with respect to

implementing and changing conditions of
employmente. L

3 Clive Baxter, "No Holds are Barred in this Diplomacy",
The Financial Post, December 27, 1969, pe 3.

4L J. F. Maguire, Development and Experience of Collective
Bargaining to Qaie, an unpublished paper delivered to

the Technical Inspection Group, May, 1969, p. 8.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



- 81 -

By placing authority for management decisions in the
hands of Treasury Board the Canadian Government was recog-
nizing the need for bilateral negotiations. But as was
brought out in the example of the United States it is es-
sential that the employee organizations have an independent
existence before it can be said that a significant two
party relationship exists. The Canadian legislation
attempted to ensure this condition by establishing an
independent board, the Public Service Staff Relations
Board (P+S«SeRsB.)e This board was set up, along the
lines of the Labour Relations Boards that exisgt in the
private sector, to administer the Public Service Staff
Relations Act (P.S.S.R.A.).

The P+.S«S«R.Bes is an independent board which is com-
posed of a Chairman, a Vice-Chairman and not less than
four, nor more than eight other members appointed in equal
numbers to represent the employer and the employees respec-
tively.5 The Chairman and the Vice Chairman are appointed
by the Governor in Council and they hold office during good
behaviour for a period not exceeding ten years. Each of
the other members of the Board are also appointed by the

Governor in Council and they are appointed for terms of up

5 The Board as it is presently constituted consists of a
Chairman, a Vice Chairman, and eight other members;
four representing the employer and four representing
the employees. It also has a full time secretariat
to carry out the administrative work.
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to seven years. The responsibilities of this Board include
determining the appropriateness of a bargaining unité,
certifying bargaining units, and investigating complaints
made by either the employer or the representative of the
employees regarding any activities on the part of the other
that are contrary to any of the provisions set forth in

the Act. The Board also has the authority to order redress
in so far as its investigation demonstrated that such action
is warranted.

When the P.S.S.R.B. receives an application from an
employee organization requesting certification as a bar-
gaining agent, it must determine three things; first,
whether the bargaining agent represents a properly defined
bargaining unit; second, whether the majority of the
employees in the unit want the employee organization to
represent them as their bargaining agent;7 and third,
whether the employee organization is competent to organize
and conduct meaningful negotiations. The Board may chal-

lenge an employee organization on any of the above factors

6 In determining the appropriateness of a unit the Board
considers "the duties and classification of the employees
in the proposed bargaining unit in relation to any other
plan of classification as it may apply to the employees
in the proposed bargaining unit". Also the Board ensures
that the proposed bargaining unit includes only employees
of one occupational category, fee appendix A), since
workers of more than one category are not allowed to be
grouped into the same unit. See the Public Service Staff
Relations Act, Section 32.

s

7 A majority of employees, unlike the American case, means
a plurality of those votinge
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by investigating the appropriateness of the bargaining
unit, by ordering a representative vote to ensure that the
ma jority of the employees do, in fact, want the employee
organization to represent them, or by examining evidence,
records and other documents respecting the organization's
constitution, election practices, and character of its
officials to ensure their competence.

Unlike the American situation in collective bargaining,
the Canadian employee organizations can be seen to have an
existence that is independent of the whims of management.
This autonomy enhances the two party relationship which is
so essential to the bargaining process. Thus collective
bargaining as it is structured in the Canadian public ser-
vice duplicates to a large degree the bilateral relationship
that exists in the private sector. The one significant
difference is the requirement that the employee organization
be considered competent to carry out the processes involved
in collective bargaining before it is granted recognition.
However, this requirement, which has never been invoked,
does not directly affect the basic framework of bargaining
and as such can be considered as an outgrowth of it which
is peculiar to the public environment.8

The next important part of the model of collective
bargaining is the concept of meaningful negotiations. It

was pointed out in chapter III that there are two important

8 This requirement can be seen to have some justification
in the public sector because of its political nature.
The government is ultimately responsible for all policies
and as such needs to ensure that it is dealing with a
responsible party.
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aspects to this concept. First, the ability of each side
to bargain in a responsible and a binding fashion, and
second, the scope of negotiations. The first aspect has
already been dealt with earlier in this chapter.9 It was
pointed out that Treasury Board has assumed the role of
management negotiator which means that it can make binding
decisions. Also, as it was pointed out earlier, the
P.S.S.R.Bs can investigate a complaint by either side that
bargaining is not being conducted in accordance with the
procedures outlined in the Public Service Staff Relations
Act. The, in light of its investigation, it can order a
party that is not bargaining faithfully to correct its
wayse. If the party refuses to do so, the Board can lay a
report before Parliament,:®
The second important aspect of meaningful negotiations,
the scope of bargaining, is the first place that the struc-
tured form of collective bargaining in Canada does not cor-
respond directly with the framework developed in chapter I.
This is because there are three important areas that remain
outside the bargaining process. The first area is defined

in the Public Service Employment Act; the second in section

7 of the P.S.S.R.A.; and the third in section 56 of the

same act.

The Public Service Employment Act removed all those
matters from the bargaining process "which are clearly

related to the preservation of the merit system",11 and

,‘3\‘
j
7/

9 supra, ppé(A
10 See the Public Service Staff Relations Act, section 21.

11 Warner, Hennessey, ops cites, pe 336.
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vested them in the Public Service Commission. These in-
cluded initial appointments, promotions, transfers, demotions,
lay-offs, and the determination of the qualifications which
are required for employment and advancement.
It was felt that in order to maintain the merit system,

a system which has been accepted in modern western societies
as the most desirable type on which to structure a bureau-
cracy, it would be necessary to have an impartial commission
continue to regulate employment standards. However, the
Government realized that it would not be feasible to have
the Commission setting up employment standards in an
arbitrary fashion when the rest of the activities con-
cerning staff relations were governed by a bargaining pro-
cess., Consequently some provision had to be made to allow
for consultations between the Public Service Commission and
the representatives of both the employer and the employeee
This was done by incorporating in the Act a clause which
stated that

The Commission shall from time to time

consult with representatives of any

employee organization certified as a

bargaining agent under the Public Ser-

vice Staff Relations Act or with any

employer as defined in that Act, with

respect to the selection standards that

may be prescribed under subsection (1)

or the principles governing the appraisal,

promotion, demotion, transfer, lay-off

or release of employees, at the request

of such representatives or of the

employer or where in the opinion of

the Commission such consultation is
necessary or desirable.l2

12 Public Service Employment Act, Part II, section 12 (3).
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However consultation is not the same as negotiation; con-
sultation only implies dialogue; it does not necessarily
mean that an agreement will be reached.

Section 7 of the Public Service Staff Relations Act
defines the seconid- area of employer-employee relations that
is outside the bargaining process. It establishes the
managerial rights of the employer and states that "nothing
in this Act shall be construed to effect the right or
authority of the employer, to determine the organization
of the Public Service and to assign duties and to classify
positions therein".13 This establishes very clearly

that the areas of job organization,
technological change, assignment of
work and classification of positions,
is a right of the employer and, if
the employer desires, is not bargain-
ables The experience with bargaining
so far confirms that the employer is
definitely not prepared to negotiate
any of these matters.

Section 56 of the Act outlines a further limitation on
the scope of collective bargaining in the public sector.

No collective agreement shall provide,
directly or indirectly, for the alter-
ation or elimination of any existing
term or condition of employment or the
establishment of any term or condition
of employment, the alteration or eli-
mination of which or the establishment
of which, as the case may be, would re-
quire or have the effect of requiring
the enactment or amendment of any legis-
lation by Parliament except for the pur-
poses of appropriating money required
for its implementation.l

13 Public Service Staff Relationg Act, section (7).

14 Robert Giroux, Notes for Talk to the Ottawa-Hull Area
Council Seminar, October 30, 1969, an unpublished paper.

15 ZPRublic Service Staff Relations Act, section 56.
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This in effect means that the Government is hanging onto
the concept of sovereignty. In one area, the monetary
realm, it agreed to limit its sovereignty; in all other
areas it maintains the final say by forcing bargaining to
operate within the context of existing legislation. This
is not to say that there is not a great deal of flexibility
involved in negotiations in the public sector; it is only
an assertion of the fact that negotiations are required to
operate within - broad parameters, and if one of the parties
wants to go beyond these boundaries they cannot do so
through the bargaining process but must concentrate on
initiating legislative changes.

The deviation from the basic framework of bargaining
in the area of the scope of the bargaining process, is not,
however, as serious as in the American situation. The
employee organizations in Canada are able to negotiate
rates of pay, hours of work, leave entitlement, standards
of discipline, and general conditions of employment. These
are the important areas as far as the employees are con-
cerned and consequently the amount of instability generated
by the limitations on negotiations which were discussed
above is not great. However, the areas that are presently
outside the scope of collective bargaining have not been
accepted as final by the employee organizations. They are
constantly trying to get management to voluntarily give up
the prerogatives outlined in section 7 at the bargaining
table and are directing their efforts towards the legis-

lative process to get section 56 modified.
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The next important area of the outline of collective
bargaining that has to be applied to the Canadian situation
is the structured framework in which impasses between
management and labour are resolved. The Americans did not
transplant this aspect of the model into their public sec-
tor, and its absence has contributed to the generation of
an unstable environment due to the preponderance of power
that has been left in the hands of management. The
Canadian Government did not want the same situation to
exist in their public sector and consequently leaned to-
wards the example q@}ablished in the private sector.

In the Canadian public sector there are two methods of
dispute settlement incorporated in the structure of collective
bargaining, and before an employee organization is allowed to
bargain collectively it must specify which one it prefers.

Two dispute settlement options are provided
in the bill...cne providing for a procedure
requiring a reference to a conciliation board
and permitting strike action, except in the
case of employees whose services are consi-

dered essen%%al to the safety or security of
the public.

16 Excerpt from Current Report on Legislation Affecting

Labour, Number 3, June 27, 1966. Prepared by Legislation
Branch, Department of Labour, Ottawa, Canada. The

employer under the Public Service Staff Relations Act

has the right to designate employees in any Occupational
Group whom it feels should be prohibited from striking

due to their importance to the safety and the security

of the State. This is a unilateral decision on the part

of the employer. However, on the request of the bargaining
agent, the employer must furnish the P.S.S.R.B. with a

list of those employees or classes of employees which it
considers to be essential. If the bargaining agent dis-
agrees with the list, it can appeal to the P«S.S.R«.B. which
has the power to make the ultimate decision in the matter.
As of January, 1968, only 86 out of 30,000 employees who
had opted for conciliation had been designated. See Jacob
Finkleman, "The Public Service Staff Relations Act", Public
Personnel Reviews Public Service Alliance of Canada, vol. Bl,
(December, 1968), p. 30.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



- 89 =

If the bargaining unit decides to submit to arbitration it
loses its recourse to the strike.l? It must be content to
request the services of the Public Service Arbitration
Tribunal to arbitrate disputes arising out of the nego-
tiation process. This Tribunal consists of a chairman
appointed by the Governor in Council on the recommendation
of the PeSeSsReBe, and

two panels of other members, one panel

to consist of at least three persons

appointed by the Board as being rep-

resentative of the interests of the

employer and the other to consist of

at least three persons appointed by

the Board as being represenfgtive of

the interests of employees.

Awards by the Arbitration Tribunal are binding on both
the Government and the employees in the bargaining unit
concerneds19 The scope of the Tribunal in making its awards
is only as broad as the subject matter of negotiable items;
the Arbitration Tribunal cannot make awards on questions
that are "not a subject of negotiation between the parties
during the period before arbitration was requested‘?.20 This
means that the award cannot contain provisions requiring
legislative implementation "nor can it deal with the stan-

dards, procedures or processes governing the appointment,

appraisal, promotion, demotion, transfer, lay-off or

17 The method of settlement, however, can be changed prior

to another round of bargaining.

18 Public Service Staff Relations Act, section 60.

19 Lester Pearson, then the Prime Minister of Canada, stressed
the binding nature of arbitration on both parties when
he introduced Bill C-170s “"Arbitration will be equally
binding on the employer, the government, and the employee,
the public servante" Debates, April 25, 1966, p. 4246,

20 1pid., section 70 (3).
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release of employees".21

If the bargaining unit does not choose to use the binding
arbitration approach to resolve their differences they have to
opt for the conciliation and strike approach. This approach
is very similar to the one which is present in the private
sector.s A strike in the public sector is only legal seven
days after the receipt, by the chairman of the P.S.S.R.B.,
of a conciliation report, or after he has notified the parties
that he is not going to appoint a conciliation board.

In the private sector all industries retain the right
to strike if their negotiations with management fail; strike
action is the ultimate weapon and is guarded jealously.
The approach in the Canadian public sector differs from
this, as was shown above, but this does not mean that the
Canadian approach contradicts the basic framework of col-
lective bargaininge. The framework simply indicates that a
structured form of conflict resolution must exist which is
capable of solving impasses between management and labour.
It has already been said that a structure exists in which
conflicts can be resolved; what needs to be done to verify
conformity with the basic framework is to demonstrate that
the structure is capable of fulfilling its task.

In Canada, as of December 1969, there were 104 bar-
gaining units comprising 183,500 employeese. Thus far in
the first round of negotiations over half of the bargaining
units have already signed their first agreement and their

signed contracts cover over 80 per cent of the eligible

21 1pid., section 70 (3).
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public ﬁserva.n'&:s.z2 This is quite an accomplishment when
it is taken into account that there are "first agreements
and the bargaining process usually takes much longer than
with renewed agreements, where the number of issues that
are raised at the bargaining table is much smaller."23
The number of contracts signed in the last two and a half
years (1967-69), under the added burden of being first
agreements, demonstrates that the structured method of
conflict resolution is capable of performing the task it
was created to do.zu
Thus far it has been shown that execept in the area of
the scope of bargaining, the Canadian structure of collec-
tive bargaining has conformed with the model developed in
chapter I. This conformity also extends to that area of
the framework which suggested that a written agreement which
is designed to regulate the activities of both parties over

a given period of time must be the outcome of negotiations.

22 As of December 1969, there were approximately 185,000
employees who could conceivably be included in a
collective agreement..Out of this number approximately
136,000 employees represented by the Public Service
Alliance of Canada (P.S.A.C.) were covered by contracts
and about another 25,000 employees, represented by the
Council of Postal Workers and other small unions were
also covered. These figures were arrived at from data
given by Jacob Finkleman, "Public Service Staff Relations
Board", Argus Journal, vol. 4 (December, 1969), p. 3,..
and "Where We Stand on Certification", Argus Journal,
vol. 4 (November, 1969).

23 Finkleman, Argus Journal, op. Cite, pe 3.

24 It can be argued that the first round of bargaining was
the honeymoon period of public service staff relations
which would mean that the process could become bogged
down in subsequent rounds.. I would suggest, however,
that such is not the case as the precedent has been
established for conflict resolution. The validity of
either hypothesis, however, can only be ascertained by

further developments.
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Management and labour in the Canadian public sector conform
to this requirement as they are bound by the terms of
collective agreement which they have negotiated. If they
are unable to reach an agreement and the matter has to be
referred to binding arbitration, then both sides are bound
by the arbitral award.Z>

The last important segment of the basic framework of
collective bargaining that remains to be applied to the
Canadian situation is the one which is concerned with the
resolution of conflicts that arise out of the interpretation
and application of the collective agreement. As was seen
in chapter III the American Government established a struc-
ture to perform this function. This structure was not,
however, a viable one because it favoured one of the parties.
The other party, as a result, gradually lost confidence in
the structure. To get away from this type of situation
the Canadian Government decided to adopt with minor modifi-
cations the structure which had evolved in the private
sector to perform this function.

The function of contract interpretation, therefore,is
performed in the Canadian structure by the grievance pro-
cedure. Grievances concerning the application and inter-

pretation of the contract have to go through three primary

25 The collective agreement or arbitral award must be
honoured by both parties. This is modified, however,
in one instance; the collective agreement is subject
to the appropriations by or under the authority of
Parliament of any monies that may be required by the
employere See P.S.S.R.A., section 56 (1).
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stages. These stages exist within the organizational
hierarchy of management and labour. If a settlement can-
not be reached at these levels then the matter leaves the
organizational hierarchy and goes to binding arbitration
by a neutral third party. Arbitration is performed by an
ad judicator whose function it is to interpret the collective
agreement or arbital award.26 His decision is final and
binding on both parties.
Where a decision on any grievance
referred to adjudication requires any
action by or on the part of the emp-

loyer, the employer shall take such
action.

Where a decision on any grievance
requires any action by or on the part
of an employee or bargaining agent or
both of them, the employee or bargaining
agent or both, as the case may be,
shall take action..

The discussion of collective bargaining in the Canadian
public service at the federal level has demonstrated that,
except for the area of negotiable items, it has incorporated
the basic outline of collective bargaining. This should
mean, if the hypothesis concerning the relationship between
stability and the degree of implementation of the model is
correct, that there should be a fair degree of stability

in the Canadian public sector.

26 Adjudicators are appointed by the Governor in Council,
on the recommendation of the P.S.S.R.B.,

27 Pe+S.S.R.A., section 96 (&) (5).
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The degree of stability that exists in the Canadian
public sector can best be seen by looking at the degree of
friction that exists between the employee organizations
and Treasury Board. The easiest way to measure this is to
look at the number of times that these two parties have
been unable to resolve their own differences in contract
negotiations. The bargaining process has only broken down
three times. The strike has been used once and binding
arbitration twice.28 This is an exiremely good record
when one considers that over 60 contracts have been
negotiated, by December, 1969.

The framework of collective bargaining has only been
operable for two and a half years and as such it is hard
to predict whether the stability that has been generated
thus far will continue. The employee organizations are
confident, however, that if the collective bargaining pro-
cess remains as it is, it will become an even more viable
instrument of stability in the future.

It is obvious, however, that given
time to learn to adjust to and live
with this new system of employer-
employee relations, collective

bargaining will provide a benefit
to us all in the years ahead.29

28 The strike has been used by the Council of Postal
Workers and binding arbitration by the Communications
and Education Groups.

29 Maguire, "Development and Experience of Collective
Bargaining to Date", Ops-.Cite, p. 10,
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The danger of instability arising in the future does
not lie in the structure of collective bargaining, but
rather in the failure on the part of the government to
continue to recognize that its responsibilities as an
employer are separate from its role as government.30
This, of course, would mean an abnegation of the basic

framework of bargaining, as the two party relationship

would be placed in jeopardy.

30 This warning was given by Claude Edwards, the president
of the P.S.A.C. in an editorial in the Argus Journal,
vols. 4 (December, 1969), p. 2.
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CONCLUSION

The discussion of the Canadian and American legislation
on collective bargaining in the public sector in regards to their
adaptability to the framework of collective bargaining demon=-
strated that the former represented the model fairly closely
while the latter had very little resemblance to it at all. My
hypothesis, at the beginning of this paper, was that stability
could only be achieved in the public sector through a well
structured process of bilateral negotiations modelled after the
framework of collective bargaining as it has developed in the
private sector. This hypothesis I feel was borne out; Canadian
legislation conformed to the model of collective bargaining
and the conformity has resulted, in my opinion, in a fair
amount of stabilitye. American legislation, on the other hand,
did not provide for a structured form of collective bargaining
which incorporated the basic variables embodied in a meaningful
bargaining framework and this shortcoming has enhanced the
instability in this sector. The present (lMarch, 1970) unrest
in the American public sector generated by the postal strike
reflects the widespread feelings of insecurity and instability
which are present.

Of course many examples can be given that appear,
on the surface to contradict my hypothesis, or a profusion of
arguments can be put forward demonstrating that separate methods
must be employed in the separate sectors to deal with staff
relations due to the distinct character of each. However, I
do not feel that these examples or arguments will stand up in

the long run.
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Tor the examples that are given 1o contradict my
hypothesisg T would argue that in these cases the evolutionary
stage of development of the public service has not vet reached
the etage where a gtructured Torm of hargaining would be
beneficial to boﬁg rartiegs For the Arguments stating that
the private and the public sectors are different and, Ttherefore,
mist be dealt with differently, I would counter with examploes
from the private sector showing that collective bharczining hae
been effectively used in industries and services which closely

repregent if not actually nerform the same functions as those

that exist in the public sector., Further, T would suggeat that

L]

in a soclety based on gpecialization and differentiation all
indugtries and services ultimately work towards the henefit of
the populace and thus must be considered to be public in nature.
Thus a differentiation of labour practices based on whether an
industry or service is public or not has no relevances

Stability and conformity to the model of collective
bargaining are intricately woven. When 2ny civil service hag
matured to the extent that it is ready and able to accent the
responsibility of participating in decisiong concerning their
pay and working conditions, they must be given this responsi=-
bilitys TIf they are not, instability and agitation will result,
Thig is what has happened in the American civil sgervice, and the
progpects for a stable nublic environment in that country are
only ag bright ag the chanceg of the introduction of meaningful
bilateral negotiations. Threats, Torce, brihery or nersuasion
are not suitable alternatives to an active role in activities

which are congidered essential to ones beino,
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APPENDTX A

The terms of vreference for the Preparatory Gomrittenr
on Collective Bargaining included the task of develoning an
orderly system of classification that would be conducive to
the introduction of collective bargaining into the public
gervice. A new classificatior was neceasitated due to the
fact that the system that existed nrior to 1967 was muﬁh tToo
cumbersome and awkward to be effective in any type of collective
bargaining situvation. The system that was in effect prior to
the Public Service Staff Relations Act of 1967 ceontained a
total of 700 classes which were gubdivided into 1700 grades
and then divided gti11l further into 138,000 clagsified positions.

In order to pursue its fasgk of vpdating the clasasi-
fication system, the Preparatory Committee had the Civil Service

Commission create the Bureau of Classification Revision in

1964, Thie Bureau was responsible to the Civil Service
Commiseion until 1967 when the authority for reclassification

was trangferred to the Treasury Board, rather than the Civil
Service Commission,

The Bureau was subdivided right from the beginning
into three main branches to facilitate its task; they were
the Planning Branch, the Operations Branch, and the Structurcs
Aand Standards Branch.l The Planning Branch was vesponsible

for the general planning of approaches to classification for

1 7he information on reclassification was obtained primarily
from a speech given by J.F. Maguire, Research Director of
the Public Service Alliance of Canada to a Technical
Tnspection Group in May 1969, and from an unpublished paper
prepared by R. Giroux, Assistant Resesrch Director of the
Civil Service Federation of Canada in 19H6,
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ench occupational Caterory before any wark was done in writing
the standards. It was also resaponsible for determining the
allocation of classes to categories and occupational groups,
and for making recommendations 28 to the appronriate system of
clessification that should be used to revise the classes,”
The Operations Branch of the Burean of Classification Revision
was responsible for gathering information on jobs in order to
facilitate the classification process; they performed this
function through position guestionnaires that concentrated

on a content analysis of Jjobg that existed in the Public
Service. These questionnaires were designed to probe into the
duties, the responsibilities, the qualifieation requirements,

and other pertinent data associated with the various positions

in order to facilitate the task of the Structures and Standards

Branch's task which was to develop classification standards,.
The Operations Branch was also responaible for training and
developing classification officers in order that comwpetent
men would be available to interpret and to apnly the
classification standards at the departmentzl level. The
Structure and Standards Branch, besgides developing clasgi-
fication setandards, was also responsgible for formulating nay

plans for each occupatlional group, and for converting positions

N

The method that was {inally adopted was one haged on a point
rating systeme This svstem was explaired very adequately
by J«F. Maguire and his explanation is reproduced in
Appendix B
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from the old clasgsification system to the naw.’

The result of thig monumental hut neces=ary under-
taking hy the Bureau of Classification Revigion, was an
entirely new gystem of clasgification that adopted an occu-
national aporoach. The Public Service was divided into six
occupational categories, each of which contained a number
of occupational grouvns. These six categories along with
their job description, minimum qualifications, and cccupational

groups, are listed below.

CATEGORIES AND GROUPS

EXECUTIVE CATEGORY

Description: This category is comnosed of positions in which
genior r@qponQ]b131T1os for govnrhm@nt TunotwoWP are agsiened,
and positiong in which there is a requirement for exceptionally
hihh standards of perf@rmanop in the devo1onmenf and eXOOUTIOh

Minimum Qualifications:

Demongtrated and outstanding executive ablilities.

Qecupational Grounpg:

Senior Executive CGroup
General Executive Group

SCIENTIETC AND PROFESSIONAL CATEGORY

Description: This category is composed of grouns of a scien=-
tific or profesgional character in which there ig a regquirement
for a hiﬁhl] developed or epecialized body of knovTodwe normally
acquired through unlvprs1tj edvcation or lhrﬁuoh the completion
of extensive post-secondary school training,.

b,
Two basic problems were encountered in this transformation; onrno
was when reclassification resulted in the same Jjob taking on
a higher pay ocale, and the second wag when the same job was
devaluated to a lower pay scale. In the first cagse, an
emplovee that was affected by an upward evalustion would be
"oreen-circled”; this means that his pay would be elevated to
a. corresnonding pay rate within the higher category; in the
latter case, the emnloyee would be "red-cireled”,which meang
that his pay would be frozen until the salary maximum of his
new classification surpassed his current maximum.
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Minimum Qualificationg:

University eradvation, or membership in a recognned
professional association,

Qccunational Groung:

Actuarial Science
Agriculture

Architecture

Archival and Library Sciences
Auditing

Biology and Bacteriology
Chemigtry and Physics
Commerce

Dentistry

Fconomics and Statistics
Education

Engineering

Foreign Service

Forestry

feolog;

Home FEconomics

Taw

Medicine

Meteorology

Nursing

Ocecupational and Physical Theraonv
Pharmacy

Pesychology and Social Work
Scientific Regulation
Scientific Research
Translation

Veterinary Science

ADMINISTRATIVE AND FOREIGN SERVICE CATHEGORY

NDeacription: Thig category is composed of groups engaged in
the conduct, administration and direction of oovevnmpnf
nrogrammes, 1nolud1ng internal management and service programmes
in which there ig 2 significant reqU]rpmenr for 9nn1vL3rn1
ability, judgement, human relations and organizational skills
and supervisory ability or potential.

Minimum Qualificationsg:

Bither university graduation or demonstrated copacity
for adminigtrative work and knowWdeo equivalent to that nnrmWWWv
attained through completion of secondary school education.
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Qececunational (Grouns:

Administrative Serviceg
Administrative Training
Computer Systems Adninistration
Financial Adminietration
Information Services
Organization and listhods
Personnel Administration
Programme Administration
Purchasing and Supply

Welfare Programmes

THCHNTCAYL CATEGORY

Description:s This category is composed of grouns in which
specialized techniques requirelng highly developed gkills are
performed; it excludes those groups for which university
graduation or equivalent qualifications are normally required.

Minimur Qualifications:

Completion of four years of secondary school.

Qcecupational Groups

Alrcraft Pilots

Draf+ting and Design
Electronics

General Technical
Photography

Primary Products Inspection
Radio Operation

Scientific and Taboratory Technician
Ships' Pilots

Ships' Officers

Technical Inspection

Air Traffic Controller

ADMINISTRATIVE SUPPORT CATEGORY

Description: This category is composed of groups in which the
preparation, trenscribing, transferring, svstematizing and
maintenance of records, reports and communication 1s performed
aither by manual or machine process. It inclundes positions in
which there is a respongibility for suvervision and for the
divect application of rules and regulatione,

Minimum Qualifications:

Completion of two years of secondary achool.
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Oceupational Groups

Communications

Data Processing

Clerical and Regulatory

Office Equipment Operation
Secretarial, Stenographic, Typing
Telephone Operation

OPERATTIONAL CATEGORY

Descrintiont This category ig composged of groups in which
manual and related work of an unskilled, semi-skilled or
akilled nature is performed and supervised.

Occupational Groung:

Correctional Group
Firefighters

General Tabour and Trades
General Services
Heating, Power, a
Hospital Services
Tiightkeepers
Postal Operations
Printing Trades

Revenue Postal Operations
Ships Repair

Ships' Crews

nd Stationary Plant

2

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



APPENDIX B

STEPS TO BE TAKEN IN PREPARING THE POINT RATING PLAN

First Step
Determining the Types of Jobsg to Evaluate

This involves deciding on whether the point rating

plan will cover factory jobs only or both factory and office
jobs, or office jobs only. Plans which are designed for jobs
of a relatively narrow type such as factory or Operational,
Clerical, or Supervisory, will result in a more accurate
classification of the jobs. Plans that cover a wide range of
jobs will tend to include a large number of factors and will
not be as adequate as plans which cover a small range of jobs.
It is conceivable that a point rating plan which covers both
office and factory type jobs will include factors which are
not important for office jobs, is.e« Working Conditions and
Physical Demands, and will include factors which are not

important for factory type jobs, e.ges Contacts Factor.

Second _Step
Collection of Job Information

This step involves the job analysis. The job analysis
schedule or questionnaires must gather all the necessary infor-

mation on the factors to be rated.

Third Step
Selection of Factors

There are many factors which can be selected for point

rating jobs. These factors vary whether the jobs to be point
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rated will be factory type or clerical type. Given a certain

type of jobs, certain rules should be followed in selecting

the factors to be rated:

(a)

(b)

(e)

The factors chosen must be ratable; that is
significant differences in degrees of each
factor can be defined and distinguished in

the jobs. For example, a factor such as super-
vision should vary from the supervision of no
workers to responsibility for the supervision
of all the employees in the work group. If,
for example, supervision is not a characte-
ristic of the jobs under study, then super-

vision should not be chosen as a factor.

The factors chosen must be important, that is,
they must cover the major characteristics

which are common to all jobs. In other words,
the factors chosen must be present in all jobs
and be useful in differentiating between jobs.
The most important factors are education,

experience, complexity, supervision, contacts,

errors, working conditions, etec.

The factors must not overlap in meaning. Each
factor should be a measure of one and only one

aspect of the job. For example, the factor of
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"accuracy" is almost the same as "effect of
errors”, If the definitions show that they
overlap in meaning, then they will receive

a double weighte.

(d) The Factors should meet both employer and
worker standards. The practicability of a
point rating plan is based on the acceptance
of its value by both management and workers.
The same principle should hold in the selection

of job factors.

It should be remembered that the factors chosen
do not describe all aspects of the jobs under
study. It would be impossible to achieve such
an objective. The factors chosen deal with
those characteristics which are useful in
differentiating between jobs or determining
their relative valuese In the Clerical and
Regulatory Group, the Bureau of Classification
Revision has chosen 5 main factors which they
felt were common to all jobs and would bring
in differences between jobs. These factors
are, Knowledge (made up of experience and
education) Complexity, Consequence of Error,

Responsibility for Contacts, and Supervision.
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Fourth Step

Definition of Factors

The meaning of the factors selected must be clear
to those who use theme The definition of the factor usually
attempts to limit us to outlining the exact meaning of the
factor. We have stated before that each factor selected should
represent one aspect of the total job value, and they should
not overlape In order to measure job values accurately, the
raters must have an understanding of each factor, so that
they will all measure one and the same aspect of the total
job value. For example, the definition of the Knowledge Factor
in the Clerical and Regulatory Group Point Rating Plan is as
follows: “This factor is used to measure the amount of
experience and education required to perform the duties of
the position effectively". The definition does not, however,
stop there. Experience and Education are also defined as
follows: "Experience refers to the minimum level of academic,
technical or equivalent formal training required to provide
the basis for the development of the skill and knowledge needed

in the position."

Fifth Step
Defining Degrees for Each Factor

The point rating plan involves evaluating the job on
each of the selected factors. This is done by using a series
of degrees within each factor, each degree having a different

point value. For example, the Experience Factor is sometimes
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composed of the following degrees:

1. Up to 1 month

2 Over 1 month

e Over 3 months to 1 year
L, Over 1 year up to 3 years
5e Over 3 years

The factors selected are usually divided into degrees before

the relative point values of the factors are determined. This
is because the importance of each factor is somewhat easier to
determine if the degrees have been established than with just
the factor definition alone. The following rules are designed

to aid in defining degrees for each factor in a rating scale:

(2) The number of degrees selected should be no
more than are needed to differentiate adequately

and fairly between all the jobs being rated.

(b) Degrees should be selected so that jobs fall
at each levels It is unwise to have a degree
at such a low level or such a high level that

no job can be placed into it.

(¢) Each degree should be clearly defined in terms

which the worker can understand.

(d) Ambiguous terms should be avoided so that any

misinterpretation will be eliminated.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



- 109 -

(e) Degrees should be written in objective terms.
For example, the gentence "...must lift a
heavy load" is subjective, whereas "...must

1ift 75 1lbs." is objective.

(f) Examples should be used as much as possible.
This is one of the reasons why bench-mark job
descriptions were provided as part of the
standards prepared by the Bureau of Classi-
fication Revision. These bench-marks are
helpful in that they exemplify the degrees of
each factor and form points of reference for
the rater to check his rating on a particular
factor with a similar rating on the same

factor for the bench-mark job.

Sixth Step

Determining the Relative Values of Job Factors

The job factors should not all have the same weight
or be considered equally important in measuring the value of
a jobe If, for example, the total possible number of points
for a job is to be 1,000, the distribution of these points
to each factor will depend on the relative importance of the
factors in measuring the value of the jobe In judging the
relative value of each factor, it must be kept in mind that
their relative values are to be judged as they contribute to

the difficulty and worth of all jobs. The relative value of
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each factor is usually determined by a panel of job evaluation
experts who are knowledgeable in the jobs being point rated
and know the importance of each factor. The Bureau of Classi-
fication Revision, in the Clerical and Regulatory Group, has
assigned the following point values to each factor on the basis

of its importance:

Knowledge Maxs 350 points
Complexity Max. 300 points
Consequence of

Errors Max. 100 points
Responsibility

for Contacts Maxe 100 points
Supervision Maxe 150 points

The total number of points a job can obtain is, thus, 1,000.

Seventh Step
Assigning Point Values to Factor Degrees

Once the relative value of each Jjob factor has been

obtained, the next step is to assign points to the degrees in
each factor. These point values can be assigned by an arith-
metic progression, or a geometric progression. The arithmetic
progression involves keeping the difference between each degree
the same, e¢ge 0, 15, 30, 45, etce The geometric progression
ig based on the premis that each degree increases a given
percentage above the preceding one, e.ge. 5, 10, 20, 40, 80,
where each degree is double that of the preceding one. The

Bureau of Classification Revision, in the point rating plan
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for the Clerical and Regulatory Group, has used the following
method of assigning point values to degrees: the point values
increase arithmetically as the degree of each factor increaseo.
The minimum point value for supervision is one-tenth of the

maximum point value.
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