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Home Work 2: Write something about the Labor Union in Bangladesh. Its advantages and disadvantages.
Hints: National trade unions (political/ non political), Union in public and private sector. Strike, fight for salary and benefit etc.

The Structure and Management of Unions

The National Union

The constitution of the national union establishes the rules, policies, and procedures under which the local unions may be chartered and become members. Each national union exercises some control over the local unions. These controls usually deal with collecting dues, admitting new members to the local, and using union funds. The national also provides the local unions with support for organizing campaigns and administering contracts. 

The Local Union

     The grassroots of labor organizations in the United States is the local craft or industrial union. There are about 60,000 local unions. Local unions have direct influence over the membership. Through the local, members exercise their complaints and pay the dues that support the national union.

    Officials elected by the members conduct the activities of locals. The elected officials include a president, vice president, secretary–treasurer, business representative, and committee chairperson. Elected officials of local unions often have full-time jobs in addition to their regular union duties. In many local unions, the business representative is the dominant person. The major responsibilities of the business representative are to negotiate and administer the labor agreement and to settle problems that may arise in connection with the contract. The business representative also collects dues, recruits new members, coordinates social activities, and arranges union meetings. The union steward represents the interests of local union members in their relations with managers on the job. 

In the auto industry, the steward (called a committee person) devotes full time to solving disputes that arise in connection with the union–management labor contract. 

Managing the Union

     The job of managing a union at the national or local level is challenging and time-consuming. Union officials need to be dedicated, willing to work long hours, able to counsel members on personal problems, and skilled in influencing people. This combination of skills and abilities must also be obvious to members; tenure in office, especially at the local level, depends on projecting a favorable impression. Officers must run periodically for reelection. Some of the managerial problems facing union officials are member apathy, financial control, and recruitment of new members.

     It is common knowledge that the majority of union members are apathetic about attending union meetings and voting on contracts or strike decisions. Thus, it is difficult for union officials to encourage members to take their union responsibilities more seriously.

     Unions are financed through dues, fines, and initiation fees collected at the local level. However, union members resist high assessments. Union officials must convince members that, unless the union has a sound financial base, it won't have the power to secure favorable labor agreements.

     The drive to organize more employees always faces union officials. Without new members, unions don't have the strength to carry out tactics to satisfy the needs, preferences, and interests of the membership. Developing effective organizing drives is the responsibility of local and national unions alike.

Who Joins Unions?
Traditionally the typical union member could be described as a young, white male with an eighth grade to high school education who worked in the manufacturing sector of the economy. 

Married workers of all groups are more pro-union. However, those with working spouses are less likely to join. Age is significantly related to the probability of union membership; younger workers are more likely to join. Blue-collar employees and those holding full-time jobs are also more likely to join.
Resistance to Unions
One reason is that many people distrust unions. Some people believe that unions stand against individualism and free enterprise. They feel that people should get ahead on their own skills and merits. They resent the union's position in favor of collectivism and the use of seniority in personnel decisions involving promotions, layoffs, and pay increases.

     Many professionals resist unions because they view them as dominated by blue-collar employees. Doctors, lawyers, and professors assume that they should not be associated with blue-collar tactics and behavior. 

     Some employees resist unions because they choose to identify with management values and practices. Management typically does not support union tactics. These non-managers may consider their aspirations to be a part of management when they resist union organizing efforts. The reasons for resisting union organizing efforts may also be based on historical impressions and beliefs. Some well-known union leaders have been associated with illegal acts. 
Labor Unions and the Public Image

     If labor unions are to remain strong political and social forces, they must stem their recent decline and negative public image. Most people feel that strong unions provide the only way for many workers to get a fair piece of the economic pie. The union is also viewed as a legitimate representative for workers to voice complaints and grievances.

     Perhaps some of the public's growing disapproval of labor unions is directed toward the behavior of labor union leaders rather than the union's objectives. Many people still believe that labor leaders are less likely than business leaders to act in the national interest. 

It is evident that corrupt and autocratic labor leader behavior is given more media publicity than corrupt and autocratic business leader behavior. However, as long as union leader corruption is publicized, the image of the union movement will remain negative. Hopefully, union leaders who are aware of the problems poor image can cause will encourage and promote improved union leader behavior. Unless unions can improve their image, their efforts to remain a major force in society will fail.

Multinationals Union:
     The emergence of the global economy means that many large firms operate in more than one country at the same time. Companies based in the United States have holdings around the world. Companies from Great Britain, Germany, Japan, and many other nations hold property and operate in the United States. Unions have viewed multinational corporations more as enemies than as opportunities. Transplanting local labor relations to foreign soil has not been very fruitful except as an exception to the rule. At this point, union relations within multinationals and at the transnational level are only an information-sharing process.

     Union leaders have tried to use both collective bargaining and lobbying for new legislation to interact with multinationals with mixed results. The Organization for Economic Cooperation and Development in Paris has developed “Guidelines for MNCs”, which is an attempt to guarantee the same social rights for workers around the world as those guaranteed to the members of the European Community. Many barriers remain, including

1. Differences in labor laws.

2. Absence of a central union decision-making authority.

3. Cultural differences.

4. Lack of coordination of activities.

5. Differing national priorities.

6. Employer resistance.

Unfair Employer Labor Practices

· To interfere with, restrain, or coerce employees in the exercise of their rights to organize (threaten employees with loss of job if they vote for a union, grant wage increases deliberately timed to discourage employees from joining a union).

· To dominate or interfere with the affairs of a union (take an active part in the affairs of a union, such as a supervisor actively participating in a union, show favoritism to one union over another in an organization attempt).

· To discriminate in regard to hiring, tenure, or any employment condition for the purpose of encouraging or discouraging membership in any union organization (discharge an employee if he or she urges others to join a union, demote an employee for union activity).

· To discriminate against or discharge an employee because he or she has filed charges or given testimony under the Wagner Act (discriminate against, fire, or demote an employee because he or she gave testimony to the NLRB officials or filed charges against the employer with the NLRB). 

· To refuse to bargain collectively with representatives of the employees; that is, bargain in good faith (refuse to provide financial data, if requested by the union, when the organization pleads losses; refuse to bargain about a mandatory subject, such as hours and wages; refuse to meet with union representatives duly appointed by a certified bargaining unit).

A Diagnostic Approach to Labor Relations

The model of the diagnostic factors that is important in labor relations. The attitudes of employees toward unions influence whether they will join or support a union in the workplace. Managerial attitudes toward unions in general and the union officials they deal with in particular also affect labor relations.

The goals of the controlling interests influence managerial attitudes and behavior toward labor relations. If management is very antiunion, the negotiation and administrative process will not proceed smoothly. The union is the other focal organization in effective collective bargaining relationships. Union officials and management interact daily and at contract time. Union and managerial attitudes toward each other affect the degree of peace and effectiveness that can exist in labor–management relations.

In addition to union requirements, two other environmental factors influence the nature of collective bargaining. Labor market conditions influence both management and the unions in their relationships. If the labor market has a surplus and the demand for goods is soft, management has an advantage. It can sustain a strike and perhaps even benefit economically from one. Under those conditions, union members are less likely to vote for a strike. When the labor market is tight and the demand for goods strong, the union has an advantage. The other factor is government, which creates the legal environment within which labor relations take place. Government boards rule on legal differences in the system, and government mediators and conciliators often help settle disputes.

Labor relations vary by the sector in which the organization operates. As will be described shortly, unions relate to managers in the business world (private sector), in government settings (public sector), and in other settings such as health, education, and voluntary organizations (nonprofit sector).
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