Skills for Bargaining

Introduction
(We have seen that collective bargaining can  There are clear stages in the process of )
take place at different levels: collective bargaining:
¢ at department or section 1. Preparation of a claim
- consultation with members
* at the workplace - research
- deciding priorities and strategy
¢ at company level
2, Presentation of the claim
* at national level within an industry. - collective bargaining tactics
- using trade union pressure
So union representatives from local to
national level must be involved in collective 8. Making an agreement
bargaining, to press to advance and defend - making a deal with management
the interests of members, and resolve con- - consulting members
flicts and make agreements, - implementing and enforcing
an agreement,
This unit gives you some guidelines to help you handle bargaining
activities more effectively. )

Preparing for Collective
Bargaining

Collective bargaining is not won just by the
side with the best arguments. It is necessary
to have some power and influence if you want
management to make concessions to the
workers’ demands,

In the old system, power and influence cane
from party connections and individual deals
and obligations. Independent trade unions
get power from the active support of their
members. The source of this power is the
right of workers to strike if they are not
satisfied.

So you must be able to show you have enough
workers in your union, and that they under-
stand and support the union case, Don't try
to bluff management about how members
feel. If you don’t have real support you will
lose credibility.
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Some ideas to help you build support are:

* hold regular meetings to consult work-
ers. Ask them about their problems

and priorities before you draw up a claim
to put to management

* prepare workers carefully if you think it
may be necessary to take action in
support of your claim

* avote to show that members are pre-
pared to take action may help you put
on pressure, even if you don’t take action.

* make sure you prepare and circulate
lea.ﬂets and bulleting explaining the
union case, and telling members why they
should support the union.

It is normal to submit a written claim to

management, with evidence to back up the
union case,
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ACTIVITY
12 | Collective Bargaining Guidelines

Aims
To help you:
. consider key points for bargaining

. share ideas and experience with other participants

Task

Working in a small group, make a list of suggestions and points for union
officers involved in collective bargaining,

Think about what must be done:
a) Before meeting management.
¢} During discussions with management.
d) If agreement cannot be reached.

e) After an agreement has been made with management.
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Skills for Bargaining

There are normally three types of argument
you must use to support a claim for improved
pay and conditions:

a) Prices

Use government figures on inflation to show
how much wages must rise to preserve work-
ers’ living standards. If you don’t have reli-
able figures, do your own research and calcu-
lations to show how much workers have to
pay for essentials,

b) Ability to pay

Try to get figures from the company to show
trends in sales, profits and turnover. If your
company is doing well then workers should
share in the benefits. At the moment it will
not be easy to show this. In the longer term it
will be important to ensure that details of
company performance are published and
madeavailable to workers. Unions will need
to employ researchers to collect such infor-
mation, analyse developments in collective

agreements and to provide technical informa-
tion to negotiators.

8 Planning:

Negotiators need to be clear on the following
points before meeting management:

* Aims
What is the union hoping to achieve?

¢ Priorities
What are the members wishes and priorities
among the different unions’ aims?

* Fallback

What would be the minimum management
offer that the union would be prepared to
accept?

e Arguments
What evidence and arguments will the union
use to back up its claim?

What arguments will management use, and
how can these be countered?
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¢ Sanctions

What sanctions and action is the union pre-
pared to make? Are these credible? Will they
help convince management?

* Tactics -
Decide who will present the case, how the
union team will work, who will come in with
extra arguments, how to keep the initiative
in the discussion. Always have a preparatory
meeting of the union negotiating team.

It is very important that the following points
are kept to by the union side during discus-
sions with management:

¢ United Front

Decide who will be the main spokesperson.
Others must only come in when invited by
him/her,

Never disagree in front of management.

* Notes

Someone on the union side must keep notes
of the main points.

* Adjournments

Ask for a short break if the union needs to
consider a management offer, or sort out a
potential disagreement,

* Control :

Try to keep the discussion on your best argu-
ments and emphasise the strong points of
your case. The management side will try to
expose weaknesses in your arguments and
put you on the defensive,

¢ Settlements

The aim of the discussion is to agree a deal
with management which will be acceptable to
mem]?ers. This will normally mean a com-
promise. You should be clear in advance how
far you are prepared to compromise (the “fall-
back position”), You must also wateh out for
management concessions and offers, They
will often be phrased in a guarded way.
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Be prepared for give-and-take. it will be
easier to get a settlement if neither side
feels they have been completely defeated.

* Put it in writing

Never leave a negotiating meeting without a
clear written record of what has been agreed,
if possible signed by both parties. Keep your
own notes, and don’t rely on management’s
records only.

* Report back

You will need to consult members, and in-
form them of the results of the discussion.
Normally the members should be asked if
they accept the offer. In important negotia-
tions they may be asked to vote on this. You
should get facilities from management to
report back in working time,

Skills for Bargaining

¢ Publicise the agreement

Make sure that copies of the agreement are
available for members, and that local repre-
sentatives are briefed to inform members,
answer questions, and see that the agree-
ment is observed by the management,

* If you don’t get an agreement
You will have to consider the next steps. The
choices will be:

asking for further negotiations

- referring the case to a higher level of
negotiations

- taking some form of industrial action

- referring the case to conciliation,
arbitration or a government tribunal.
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Skills for Bargaining

ACTIVITY

54

13

Collective Bargaining Guidelines

Aims
To help you:
¢  practice the skills needed for collective bargaining

. discuss guidelines for bargaining.

Task

1) You will be asked to work in a group, to prepare for
negotiations, either as a trade union member, manager or
observer. You will be given details of a case or grievance.

2) The groups will meet separately to plan and prepare their
case.

3) The union and management groups will meet to negotiate

on the case or problem. The observers will watch and take
notes.

4) The whole class will meet to consider the main lessons, and
evaluate the roleplay. The observers will be asked to give a

report to start this discussion, and highlight the good and bad
points of the union approach.
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Infroduction

Women and Irade Unions

4 “Women have been an imporiant force in the
emergence of the new democracies in Central
and Eastern Europe.

However, there are signs that the economic and
social situation of women in these countries is
rapidly deteriorating.

Urgent measures must be taken by
governments and trade unions to ensure that
the transition to a market economy does not
disproportionately affect working women and
that social benefits and infrastructure which
allow women to reconcile work with family
responsibilities are maintained.

Measures promoting equality of opportunity and
treatment for working women must be integrated
into economic and structural adjustment
programmes. These emerging economies must
be based on the real equality of women."

ICFTU Conclusions of Women's 5th World

Women's Conference, Ottawa April 1991

. Women need trade unions to fight to im-

prove their pay and conditions of work and
to fight for their rights. For women every-
where, any activity in a trade union means
added work to fit into an already over-
burdened work load. Nevertheless, women
have been working to make low pay, equal
opportunities, sexual harassment,
childcare and health issues a higher prior-
ity in trade unions.

This section will help you to:

* be more aware of the problems facing
women workers at work and in the
union,

+ consider what unions must do to fully
reflect the views and needs of women
members

—/

Although it may be accepted that men should
work more at home,women still bear the
main responsibility for domestic work and
childcare. Most women, whether they have
children or not, have two jobs, one unpaid
and one paid.

Supplies of reasonably priced goods are
scarce. Poor shopping and poor transport
facilities make women’s domestic work more
time-consuming and tiring. How many houys
of unpaid work do women. carry out at home?

Women's domestic work in Poland

Women do: 82.4% of the cooking
78.5% of the washing up
85% of the house cleaning

90.9% of the ironing
Source Solidarnosc 1990

Women are supposed to be the natura] carers
of children and older people and it is
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Problems of women workers

sometimes considered that they should not
work outside the home. Others say that

there is no reason why women should limit
their lives to working at home. In any case,

most women have to work to get enough
income.

The number of women in paid jobs has been
growing since the 1970’s but in times of
economic crisis, it is women who are the first
to lose their jobs and who suffer most from
cuts in social services and health care.

In Eastern and Central Europe, there is a
high proportion of working women. In Po-
land, women represent 45% of the total
labour force and only 7.6% of women are
“_’Oﬂﬂng in part-time jobs. The transforma-
tion of centrally planned economies into

‘market economies has created a previously

unknown level of unemployment and women
are more affected than men. Many enter-

prises are making women redundant and
have also cut social services.
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Unemployment & Childcare

For every vacancy there are 18 unemployed men
and 46 unemployed wormen. The scarcity of
affordable day care may force more women,

particularly single mothers, out of the labour force. |
Source UNPA Report Poland 1992

It is women who do most of the paid jobs
related to cooking, cleaning, laundering,
childcare, nursing, and teaching children,
which is presumed to be an extension of their
“natural” caring role. These jobs are gener-
ally regarded as low status and so are under-
paid and under-valued.

Women In Romania
In 1980, female workers constituted 42% of the total
workforce.
Women predominate In the following activities:
88% in the clothing industry
62% in commerce
54% in food production
Source UNPA Report Remania 1992

Women’s average earnings are still about two
thirds men’s earnings in most European
countries. Men and women still tend to do
different jobs and often work in different
industries. Where women work in the same
area as men, women tend to be lower paid
and be in lower grades. Many women with
families are reluctant to take on extra re-
sponsibility at work, especially if it means
working overtime.

In many countries, there are now laws com-

pelling employers to pay equal pay for work

of equal value., However, it is often difficult

for women to compare their wages with men
because they are working in jobs performed

only by women. “Job evaluation” can often

be discriminatory and undervalue the skills

and experience of women.

Many adult workers earn so little that their
wages fall below the minimum they need to
live on. Many workers can only make ends
meet by working overtime, or taking extra

jobs. This affects their health and their
social lives. Most of the low paid are women,
because women’s work is low graded and
undervalued.

Some trade unions campaign for a national
minimum wage. Trade unions also have to
ensure that the minimum wage is actually
paid and that is reviewed on a regular basis,
Trade unions can present pay claims which
favour raising the wages of low paid workers
and reducing the differentials in pay between
groups of workers.

Women often prefer part-time work outside
the home because it gives them more time to
carry out their domestic work. Over 80% of
part-time workers are women. As the eco-
nomic crigis bites, more and more employers
are turning to part-time, temporary and
short-term contracts. Such working arrange-
maents are useful for employers who can then
respond more easily to peaks and troughs in
demand. But it can leave the worker with no
job security.

Trade unions need to fight to improve the
pay and working conditions of part-time
workers and other contract workers.

Trade unions can seek to negotiate with
employers to include agreements on:

* written contracts of employment for
temporary and casual workers, which
should give the workers the same rights as
other employees and the same benefits on
a pro-rata basis

* an agreement that wages and condi-
tions of sub-contracting employers should
be no less favourable than those of the
original company

* opportunities for training and
promotion

* job security
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With changing patterns of work, there are
many opportunities for trade unions to im-
prove the position of women workers through
increased training. In particular, women
need access to training in “non-traditional”
areas of work. There are many ways in
which women are indirectly discriminated
against in access to training, through for
example, imiting training opportunities to
persons on particular jobs or grades.

Trade unions need to take up issues which
will make women feel confident about attend-
ing training, such as women only training
courses, and offering adequate childcare
facilities or childcare allowances. Trade
unions need to be involved in planning train-
ing programmes and monitoring women’s
access to them,

Sexual harassment at work should not be
tolerated. Trade unions should seek to ensure
that there are effective and swift procedures
for dealing with harassment cases. In 1990, a
European Council Resolution was passed
which states:

“working conditions or conduct in the workplace
which on grounds of sex adversely affect the
physical and psychological integrity of workers or
thereafter their dignity, privacy or self respect,
constitute discrimination on grounds of sex...”

Sexual harassment of women workers is
frequent in all countries. It is the responsibil-
ity of unions to defend women workers
against this serious problem.

Many women with young children work
because they need the income and would
rather stay at home and be with their chil-
dren. Others would prefer to combine a job
with the care of their children. Both men and
women should be allowed to combine caring
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responsibilities (for the sick, elderly and
disabled, not just children), with a job, in-
cluding training, further training and re-
training.

Publicly funded services are often insufficient
and inadequate. As subsidies for infant and
child day care centres are cut, female unem-
ployment will grow. Trade unions should
seek to campaign for improved quality serv-
ices and for a range of childcare options,
including paid parental leave for both men
and women.

Childcare Facllities in Poland

During 1980-1985, only 48 new creches were
opened in Poland. In 1985, for every 100 children
under the age of 3, only 5.1 children had a place in
a nursery

Source: Solidamose 990

Trade unions should support the right to
childcare provisions and plan for improved
childcare facilities for their members. Trade

unions can seek to negotiate with employers
and press for:

*adequate social security benefits for both
women and men to look after infants and
young children

*parental leave for fathers so that more
value is placed on women as workers and
men as fathers

:provision of low-cost quality childcare,
including creches and nursery schools.

Women’s needs and problems are not always
viewed as priority trade union issues. Women
are under-represented at all levels of

inﬂuence and spheres of life, including trade
unions,

“There are stili many obstacles to the full integration
of women into trade unions - as members, in

leadership, in policy-making, and in collective
bargaining.
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The major ones are:

« lack of free time due to family commitments;
traditional roles and stereotypes

+ negative male attiltudes and unwillingness of men
to give up power

* negative images of unions and unsupportive
environments”

ICFTU Concluslons of Women's 5th World

Women’s Conference, Ottawa April 1991

Women find it hard to get involved in trade
unions for practical reasons. Also trade
unions may not take up issues of concern to
women. Union democracy should mean repre-
senting and involving all members.

Some changes which could
encourage women to get involved
in your trade union are:

Meetings

* access to meetings: meetings in working
hours help women and all members. If these
are not possible, provide a creche or pay
childeare allowances to encourage women
and single parents to attend. Help organise
transport facilities.

* encourage women to attend: explain proce-
dures to women before they attend their first
meeting; make sure that new members are
introduced

¢ less formal meetings: meetings can be off-
putting. Try and make them less formal and
encourage as much participation as possible.

Women Representatives

A woman representative can encourage
greater involvement of other women and it
may make it easier for others to discuss their
difficulties.

Women may then view the trade union as a
more receptive and concerned organisation.

It is easier for a woman to discuss childcare
difficulties or sexual harassment for example
with another woman,

Union Structures

Many unions have considered or set up
special structures and appointed women’s
officers.

These include:

* women’s committees: women’s committees
can ensure that the special interests and
needs of women are taken into account by the
trade union; these committees need to be
adequately serviced and funded and report
to decision-making bodies

* women’s officers: a national elected or
appointed post with responsibility for the
needs of the female membership and to
encourage their involvement in the trade
union

» reserved seats on decision making bodies:
to make sure that women’s’ views are
represented.

Trade Union Education

Women’s issues and equal opportunities
policies should be discussed in all trade union
education programmes. Both men and
women need to understand issues that affect
women at work,

Trade union training for women helps build
confidence and integrate women into negoti-
ating teams and leadership positions. Many
women prefer to start with a “women only”
course and then join a mixed course later on.

Trade unions should encourage more women
to be selected for their mixed trade union
courses. They can also consider setting tar-
gets or quotas for the numbers of women
participating in their trade union education
programmes, :

Training courses need to focus on issues such
as:
¢ negotiating equal opportunities agree-
ments with employers and how to monitor
such agreements

¢ leadership training for women at
different levels

¢ training of women educators and
facilitators

+ training for all full-time officers, both
men and women on equality issues.
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Women and Trade Unions

ACTMITY
14

Women at Home, at Work and in the union

60

Aims

To help you:

| _' . think about the difficulties women face as paid and unpaid

carexrs

*  workout arguments to use when talking to trade union members
about women at work

. considefjil:he steps unions should take to defend the interests of
women members

Task 1

Working in small groups, consider the following statements.

How would you respond to each comment if it was made to you by a
trade union member?

“It’s not natural for women to go out to work. They should

be looking after their families. Now that communism is over
they can go home,”

“Womep shouldn’t earn the same ag men, they don’t have a family
to provide for, and their work is normally less skilled”.

“‘Vgl::?n unemployment rises, women should be the first to lose their
jobs”, ‘

Task 2

What should the union be doi

employers, to protect the inte
Make alist of your priorities.

ng to improve agreements with
rests of women workers?

Task 3

What should the union do to ensure that women ar ‘
| e properl
represented at all levels in the union? p o
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___ Hedlth, Safety & the Envionment

Introduction

o )

“Informed commentators and observers of the
centrally “planned” Central and Eastern European
countries have long known that both workplace
and environmental condijtions were disasirous for

- alt concerned -whatever the claims 1o the contrary.

This is a matter of record. The exact nature and
extent of the problem were more difficult io assess
because of the obsessive secrecy of previous
regimes, and it is only recently that the enormity of
the situation has become apparent"

ICFTU, “Occupational Health and Safety and
the Environment.” 1990 - :

The protection of the safety and health of
workers is a priority task for trade unions.

This is particularly important in the con-
“struction and wood industries, which are
among the most dangerous sectors. And it
is doubly important in Central and Eastern
Europe where the legacy of neglect and
secrecy has created a disastrous situation
in workplaces and in the environment.

The role of the trade union must start
where the damage occurs, in and arcund
the workplace. The union must be able to
identify problems and threats to health and
safety, and have the information and influ-

ence necessary to press management to
make improvements,

It is common for vietims of accidents and
disease to be blamed for their problems,
Management often say that carelessness is
the biggest cause of injuries. Trade unions
must resist this analysis, which tries to
make workers responsible for the problem.,

The problem is the dangers which exist in
the workplace, and the responsibility rests
on management and the owners of enter-

is given a high priority.
.

prises to make sure that health and safety -

In the market system, profitability comes
first. There may be a real conflict of inter-

est for the employer when money needs to ‘

be spent to improve health and safety.

So a set of strong laws is needed to ensure
good standards, with enough government
inspectors to see that the lawis obeyed,
and a tough policy to punish those who
break the law.

.. This must be backed up with strong trade

union organisation, with local union repre-
sentatives who are able to spot the prob-
lems, inspect the workplace, raise issues
with management and liaise with the
government inspectors.

So this Unit should help you to:

* understand the importance of health
and safety and environmental questions
for trade unions

. cpnsider the main safety, health and
e.nv1ronmental hazards in the construec-
tion and wood sectors

* have a clear idea of the trade union

approach to tackling health and safety
problems

* consider what needs to be done to
Improve health and safety and environ-

mental policies of employers and the
government

* know more about international
standards for health and safety, inchad-

ing ILO Conventions and IFBWW
policy,
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ACTIVITY
15

Health and Safety

Health and Safety - the problems

IFBWW Education Manual

Aims
To help us:
. consider the main problems for workers and the community

¢ discuss the basic trade union approach to health and safety at
work and in the community

Task 1

Work in a small group to prepare a report. Make a list of the
main health and safety problems in your work.

Think about:
s accident risks and safety problems
* risk to workers' health

¢ damage to the surrounding environment and community

Task 2

Consider the following statements. Indicate whether you agree
or disagree, and explain your reasons:

1 “Most accidents at work occur because workers are careless
and negligent.”

2 “Health and safety at work is a technical questiqn, which
rade unions and local representatives are not qualified to deal
with. It is best left to the experts.”

3. “We would all like to see better provision for health and
safety, but this is a luxury the country can’t afford at the

moment. It will have to wait.”

Task 3

What kind of information do you need about health and s.afety
at work, and environmental questions? Do you have any ideas

about where you could get it?




Health and Safety

KEY
POINTS

Health and Safety - the frade union approach

Unfortunately construction and wood industries are among the most danger-
ous sectors to work in. And often the dangers are hard to control because
people do not work in fixed locations, and worksites are constantly changing,
Some of the main problems you may have identified are listed here:

Hazards and Problems

Physical hazards Environmental Problems

Trips and falls Pollution by dust, chemicals, asbestos
Falling objects Noise from worksites

Machinery Destruction of forests

Vehicles on the worksite Environmental damage of badly planned
Transport arrangements construction projects

Poor lighting

Confined spaces Organisational problems

Earthworks and trenches

Fire

Hoists, lifts and cranes

Defective scaffolding and ladders
Electricity

Defective tools

Inadequate protective equipment

Health Hazards

Vibration

Noise

Chemicals, solvents, fumes
Dusts, asbestos
Temperature
Radiation

Biological agents
Stress and harassment
Long hours

Poverty

Poor accommodation
Poor sanitation

Poor welfare facilities
Poor diet

Poor management

Bad management attitudes

Lack of trade union strength
Lack of education/awareness
Lack of first aid/medical facilities
Lack of maintenance

Lack of information

Poor law and law enforcement
Sub contracting and

poor management control
Workers’ attitudes and expectations
Lack of training and information

All these problems need to be tackled
by the union. But first it is vital to
develop the right approach, and
ensure that unions tackle the right
priorities in the right way.
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Very often when an accident happens, the
victim gets blamed. “He wasn’t paying atten-
tion”, or “She should have been more care-
ful”,

Management often take this approach, be-
cause they want to argue that they are not
responsible, and they don’t want to pay for
improvements. Many workers also take this

simple view because they take the hazards of

the job for granted.

But the real cause of accidents at work is the

dangerous conditions which exist. The way to

make work safe is to “control the hazards at
source”. This means removing or controlling
the dangerous conditions, to ensue that
accidents can’t happen, not relying on work-
ers to take care,

Workers do need to be trained and educated
to make them aware of the dangers at work,
but that doesn’t make them responsible for
the problem. Also many dangers are hidden,
Particularly health damage from dusts and
chemicals. Workers may not be aware of the
danger until it is too late.

Trade unions need to be careful about the use
of protective clothing and equipment worn by

workers as a solution to health and safety
problems,

Very often protective equipment is a cheap
Second-rate solution which is uncomfortable
to wear, and shifts the responsibility for
Protection back on to the worker.

Rel{lember, trade unions want control ai
Souree:~

Noise control  nop earplugs

Dust contyo) not facemasks

Safer cleaners not gloves and masks

Maching guards not warning signs

Sometimes trade unionists are reluctant to
raise health and safety issues because they
feel they are not properly qualified. And
management may prefer to limit trade union
involvement and attack union arguments,

But often the people who know most about
the problems are the workers directly in-
volved, who suffer the accidents and health
problems, Trade unions have a vital role in
giving voice to workers problems, so that
hazards can be identified. Management may
not be keen to do this, it may cost them
money. And normally there are not enough
government inspectors to monitor every
workplace. ’

Experience in Western Europe has shown
that with the right training and support,
workplace representatives supported by their
members can play a vital role in detecting
problems, proposing solutions and making
sure improvements are made, They don’t
have to be scientists or technical experts to
play this role. They need basic information,
common sense, membership support and a
trade union view of the problems.

Workers often feel that an unsafe job is
better than no job. Management may
threaten that proper health and safety ar-
rangements would cost too much and close a

factory down.

Trade unions cannot accept this approach.
For a start, the argument could always be
used to postpone improvements. Seconfily
health and the right to live are just as tmpor-

tant as the pay packet. _

investment and equipment will be‘
lr::;flég to modernise and xpake mdus!;nes
more competitive intemat1on?lly. Umonst
should demand that new equipment rﬁee :art
international safety sta:gdards from the start.
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Health and Safety

Not tackling problems now will cause more
problems and expense later. Control of pollu-
tion is an urgent necessity for the long term
health of the people and the economy,

Lastly, if there is a conflict of interest be-
tween. profit and health and safety, it is the
Job of the union to speak up for the workers,
and make sure that their interests are not
disregarded. This will also mean pressing the
government to take action when it would
prefer to do nothing,

One frequent problem is that unions need
information about the precautions needed to
ensure proper health and safety arrange-
ments. They need to know what laws and
rights exist to make sure that employers
design and manage work in a safe way. There
are many different sources of information

and standards, which can answer questions
such as:

* how much noise will damage your
hearing?

* how often should a crane he inspected?
* how should a scaffold be constructed?

* how should a saw be guarded?

There are many sources of answers to these
kind of questions, and unions will need to
ensure that they can get access to the infor-
mation they need. Often the information will
not be available in simple easily understood
language, and so unions may have to take
responsibility to summarise and pregent the
information for workers in a usefu} way.

Some of the sources to consider are:
Government
Your government will have departments

responsible for health and safety at work and
environmental questions. Very often they
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may lack resources. But it makes sense to
identify relevant departments and individu-
als, and to try to get information from them
and to press them to provide relevant infor-
mation to unions.

You will need also to get hold of relevant
national laws relating to these questions. It
is common that such laws may look good on
paper, but be totally unenforced in reality.
Unions nationally will need to study these
laws, compare them to international stand-
ards, identify improvements that are needed,
and press for adequate enforcement arrange-
ments to see that these laws are obeyed.

Academic organisations

There may be university departments with
specialists in health and safety. If possible,
unions should approach them, and try to
identify sympathetic individuals who can
help and offer advice, There is a danger that
overdependence on academics will reinforce
the belief that health and safety is for ex-
perts only. They need to be pressed to make

sure that their advice is provided in simple
non-technical language.

Employers

Most employers and employers’ organisations
will not be well informed on working environ-
ment questions. But they must be pressed to
emp}oy relevant specialists, to compile infor-
mation and to make it available to trade
unions, Without some trade union pressure
they are unlikely to see this as a priority.

International union links

One'most important source of information is
thc.a International trade union network which
exists through the IPBWW. IFBWW affiliates
In many cases have long experience of these
problems and have developed effective poli-
cies, "l‘hese policies and experience also
f:ontnbgte to the work of IFBWW, through
1ts role in pressing for better international
standards, and in the formulation of IFBWW
policy, such as the IFBWW Bern Manifesto

which calls for a worldwide ban on the use of
all ashestos in construction, '
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Health and Safefy

JFBWW is increasingly developing health
and safety publications, and more work must
be done to make translations of key sources
available in relevant languages for Central
and Eastern Europe.

The International Labour Organisation -
ILO '

The ILO is the arm of the United Nations
responsible for employment issues including
health and safety. It is a tripartite body,
representing governments, employers’ asso-
ciations and unions.

It publishes extensive information on health
and safety, and also works to improve‘ the_
standard of national health and safety legislation.

This is done by the creation of Conventions,
Recommendations and Codes of Practice
which set standards for national laws, and
provide guidance on good practice. It is up to
governments to “ratify” (say they accept)
these Conventions, and then to ensure that
national laws reflect the ILO Standards.

There are many ILO standards relevant to

the construction and wood industry, and
trade unions must study these and develop
campaigns to get these accepted and applied
in their own countries. IFBWW is repre-
sented on the ILO committees that develop
these standards, and has been able to play an
important role in developing standards for
health and safety.
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Health and Safety

ACTIVITY
16
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Health and Safety Action plan

Aims

To help us:

. identify priority issues for union action on health and safety
*  consider the next steps that unions must take.

Task

Working in a small group, consider the following questions and
prepare a report to the class:

1) What do you feel are the most important health and safety issues

for the union to take up? What should the union be aiming to achieve.

2) Make a list of action points for your union on health and safety and
environmental issues.

Think about:
* getting information
* trade union education and training
* strengthening union organisation at workplace and national levels
* demands to put to government
* demands to put to employers

* increasing the awareness of trade union members,

IFBWW Education Manual



—__ Trade Union Finance

Ini‘roduciﬁdn _

'I_‘rade Uni.ox_;s;a_rg-irnt.iepéndent organisa-  To attract members, unions must have

| t_mnls, relymg fg_r_ ‘the}r strength on the . enough money to provide good services to
_v_clilliunt_a.ry participation _of their members. =~ - them. To have power in negotiations, unions

J :‘r Ennc'lple also apphes_to how unions =~ must have the ability to put on press’ure.
are. | “‘ancec.l‘.-‘ e : 'lI‘his };neans not only the right to strike in the

U N aw, but also the financial means t '

To achiéve a strong unién, it is vital that strikin g TEort
Toa : , work i

mg{:}bershlp contributions are enough to § workers through strike funds.

. pay for the activities of the union, and are This unit looks i

. pay & of the union, at how unions can organise .
_(l;gllg.t_:_ted regularly and .e’fﬁmently_. . their finances, and ensure that they ire able

L 7‘ ~ o to operate effectively, y

—Union Finances

Unions need to able to function independ- -
ently of government and emiployers, and to be
seen to be independent of outside influences,
The_y‘ also need enough money to carry out .
their functions, and provide a good service to
mempers. So they need a secure income and -
to build up funds such as strike funds \a;hich

The most common system now is the “check-
off” system, where employers take the money
- from wages, and pay it direct to the union.
- The alternative is where local union repre-
" sentatives collect the money by hand. - |

Ki_ll dglive thgm the resources they need to _ :‘ie r:xdvap.i;;ae,ge;1 of the check-off is that it
handle conflicts, and the credibility to put | ures a steady flow of money to the union. .
pressure on employers when this ig ne(I;ded. It saves the time of local representatives, and.

i}lts down on any possibility of local corrup-
lon. Payments are automatically increased if

union subscriptions rise,
Workers need to pay what is requi P o
] equired to On th - Yy .
enable the ) ~ On the other hand, it
Corplions s s porite, But the sub-  betoieen representatives and workers, nd
a serious deterrent to winni ordable, andnot  can make workers feel that thei io d
In Westérn European COUn;II’lii ;lew ;‘uembers.- are like a kind of tax. With the I:hl;::liogff e
. b y SU Scrip- g - e .o
o ot ml? e 1 it o ot e
killed and professic; I:Ia icularly those for cases. Also the emplo a 1;1170 he power
In uc nal workers collect more.  off the union ; ployer hag the power to cut
o }Imolifk where there are many competing mion Income in a dispute.
umons { e G y sy s Lo . .
union c’iues do]j.uvsre:;:g'»3 II:E:TI; COJ:Epiatltmn keeps  Despite these disadvanta nost unio
£ o > ! an half a perceng balane ges, most unions on
of workers’ income, @ prefer the check-off system. -

3 o i . Where workers’ . |
S unons et s s s, St 2o e ighes and s
: : _ ates for o » 1418 possible for union
different ' ' ~ subscriptio
t fen_ gt {;;i.e_s Of:WOrker. Other have a flat transfefs‘f o b COH-?Cted..by regular bank
rate fee, with special lower rates for rom workers" accounts, This over-

| 0
people and unemployed people, y ulng zﬁ’;el:" I?TOSt of the disadvantages of the
S : -oifsystem. = .
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Trade Union Finance

ACTMITY

Trade Union Finance

IFBWW Education Manual

Aims
To help you: -
. think about how union subscriptions should be collected

. look at how union finance should be managed

Task
Prepare answers to the following questions:

1) Collection of subscriptions

How much should workers pay in union subscriptions?
Should everyone pay the same amount?

Make a list of the advantages and disadvantages of:
i) Collection of union subscriptions by hand

#1) Collection of subscriptions by employers from pay (check-off)

2) Allocation of union income

How should trade union income be shared between
national, regional and local structures?

What safeguards are needed to make sure that union finances
are properly handled?

8) Strike funds :

Do you think your union should have strike fund?
How should it be financed and controlled?

4) Other income

Should your union take money from other sources than the
members, such as government funds for training?
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Trade Union Finance

There are three main possible patterns for
where the monies and dues are paid:

« to local structures
These then pass on a proportion to the
union regional and national structures. This
normally means that the bulk of the money
stays at local level, and power in the organi-
sation is decentralised. It also means that
local organisations with strong membership
have good finances, but those in weaker
_areas have big money problems.

. to the union's national cenire

This then allocates a proportion to lower
structures. This normally means that more of
the money is spent centrally, which can be
appropriate if the bargaining system is also
centralised. Professional management of the
‘money is usually easier in such cases,

... to the national union centre

This then allocates resources to national
federations for different industries. This can
lead to under-financing of industrial and
workplace structures, and places a lot of
control in the centre of the organisation. It
does allow for cross-subsidybetween strong
sectors, such as metal workers, to weaker
sectors such as agriculture.

Se), Safégu’q

S

Workers need to have confidence that their
money is looked after, and is being well

spent. Unions need to account for all income

and expenditure, and should have financial
procedures to ensure this is done, Regular
financial reports to members must be made.
Most countries have laws which require
trade unions to keep annual accounts, and
have them checked by the Government,

9

Most unions have a separate strike fun& as a
reserve to help when they are in conflict,
Normally the strike fund is used to alleviate
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hardship of strikers and their families if they
are deprived of income, and is used only for
strikes which are properly authorised under
union rules. Some unions make additional
levies for the strike fund, others collect
money for the fund as part of normal union
subscriptions.

Having a strong strike fund adds to the
credibility of the union, even if the money is
not used!

Ofther sources of incorng

Unions have to safeguard their independ-
ence, so they have to be careful about asking
for money from outside sources. For example
it would be difficult to take money from
employers without being compromised. Some
unions feel the same way about taking money
from their Governments, On the other hand
unions in some countries take money for
specific purposes, for example trade union
education or overseas aid. This can be a
useful supplement to dues income.

Many argue that workers are taxpayers too,
so why shouldn’t the unions benefit also from
government funding, as employers do. One
problem is that the money may not be secure,
and could be withdrawn if a government
changes. This happened recently to the
Swedish unions, who lost their support for
trade union education activities.

One of the most pressing issues in Central
and Eastern European unions is the disposal
of property controlled by the unions under
the previous government. In some cases the
new government has claimed buildings and
other assets as state property. In other cases
there are disputes about how the property
should be shared between different trade
union forces. In the long run, the issue of -
self-reliance is relevant. Unions should be
seen to exist on their own resources, and
should be capable of maintaining their assets

on the basis of the income they get from theix
members, '
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International Trade Unionism

In-ffoducﬁon

~

| . bring unions in different countries
_.together, to support each other, and to
. ]share ideas, information and experience

e prov1de sohdanty asmstance to :

- workers and unions facing particular
' problems, and involved in disputes or
.. attacks on trade umon and human )

. "nghts

v "_'° represent and defend the interests of
- ..-workers before international
* organisations such as the International
" Labour Organisation, or the Eurcpean
'Commumty

" The iﬁternai_iional trade union movement exists to:

)

* defend the right to organise into

trade unions in particular trade unions
in countries where economie, social

and legal conditions are less favourable

B campaign for the establishment and
implementation of mtematlonal labour
standards

* provide a channel for economicand
education assistance to support the
development of trade unionism in all
countries.

The I?ole of the Infernational
- Movemenf

: \_._.

Wlth the increasing regmnal and 1nterna—
tiorial integration of economles, the role of

the international trade union movement has»

become ‘more vital.

Trad_e unlons at international level have
formed two types of associations:

» for National Centres of trade union

movements, for example the international

Confederation of Free Trade Unions
(ICFTU)

* for national unions from the same

industry or sector, such as the Interna-

tional Federation of Building and Wood
- Workers,(IFBWW),

Until recently, the international trade union
movement has reflected the political, eco-
nomic and social divisions created aﬂ:er
Second World War.,

T4

There are three 1nternat10na1 confederatlons

of trade unions.
- They are;

1) the International Confederatmn of
~Free Trade Unions

Communist orientation

3) the World Confederation of Labour -
Christian Orientation

There are similar groupmgs of international

- federations by industrial sectors.

Following the second world war, it was hoped

~ to create 2 united international trade union

movement but political differences resulted
in a division.

With the recent political transformatlons,

there are renewed possibilities of creating a -

- single united. international force for the trade

unions in the world.
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2) the World Federation of Trade Umons =
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International Trade Unionism

What is the IFBWW?

The IFBWW is one of a group of Interna-
tional Trade Secretariats (ITS), which organ-
ise trade unions on an industrial or trade
basis at international level. The IFBWW is
associated with the International Confedera-
tion of Free Trade Unions (ICFTU) and
shares the same principles.

The IFBWW includes within its scope the
organisation of building, forestry and wood
workers. At the end of 1991, there were 153
member organisations in 75 countries. Total
membership stood at 5.5 million workers.
Unions which affiliate to the IFBWW remain
autonomous in their activities,while at the
same time subscribing to the fundamental
principles of the Federation. With the devel-
opment of a new world order, there are in-
creasing numbers of organisations in Central
and Eastern Europe which are making con-
tact with IFBWW and becoming affiliates.

The IFBWW seeks to promote better living
and working conditions for workers in the
building, wood, and forestry sectors world
wide. It defends the right of workers to or-
ganise into trade unions, elect their own
representatives and enter into collective
bargaining. It seeks to further fundamental
human rights, including social and economic
rights.

The IFBWW works to build a strong interna-
tional trade union movement, capable of
effectively representing and promoting work-
ers’ interests against a background of grow-
ing national and world-wide concentration of
capital and the regional integration of econo-
mies.

The IFBWW is an autonomous body and
independent from governments and employ-
ers. Itis financed through the regular sub-
scriptions of its member organisations. It also
receives some additional funding from trade
unions in Europe and other donor organisa-
tions for its education programmes.

—— Whatis the IFBWW structure?

The IFBWW has a democratic structure,
similar to many other trade unions, The
highest authority is the World Congress,
which meets every four years, and which is
composed of delegates from all affiliate trade
unions.

Between Congresses, the IPBWW is governed
by an Executive Committee of 21 members,
elected on a regional basis. The World Con-
gress also elects the President and the Gen-
eral Secretary. IFBWW celebrates its 100th
Anniversary Congress in 1993,

The Executive Committee meets on an an-
nual basis and is responsible for over-seeing
the implementation of policies and making
decisions concerning the running of the
organisation. The Management Committee
meets twice a year and has the responsibility
of supervising the detailed work of the
IFBWW Secretariat. There are also specific
Industrial Committees for building and wood.

Regional conferences of all affiliate trade
unions have elected regional executive com-
mittees with between 14-20 members in each
region.

These Executive Committees meet once or
twice yearly. There are also regional offices
in Africa (Lomé), Latin America (Panama)
and Asia (Kuala Lumpur). IFBWW appoints
regional representatives to take responsibil-
ity for coordinating activities, who are as-
sisted by a team of education staff.

IFBWW Sfructures in Europe

The IFBWW Committee for Europe was
launched at a Conference in Berlin in No-
vember 1990, which was attended by over
200 trade union representatives. The Com-
mittee is open to all affiliates in Europe and
neighbouring countries to act as a forum for
discussion, cooperation and coordinated

action.
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Infernational Trade Unionism

International Trade Unionism

The IFBWW Committee on Europe should:

unions in Eastern and Ceniral Europe;

Europe;

unions in these two groups of countries:

e

e

The IFBWW's main

e

Among the main tasks carried out by the
IFBWW are:

Solidarity:

* assistance to trade unions facing
conflicts with employers or governments

* exchange of information concerning the

problems and campaigns of member
unions.

Human and Trade Union Rights:

* protests to governments and the ILO
about attacks on trade unionists and their
organisations

* humanitarian assistance to victims of
repression.

Education:

* funding of education programmes,
particularly in developing countries

* technical support to ensure the quality

and effectiveness of trade union education
programmes
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Terms of Reference of IFBWW Committee on Europe:

1) promote the exchange of information, coordination of contacts and cooperation with trade

2) carefully monitor developments with regard to establishment of the internal market in Europe in
1993 which have implications for all countries in Europe and for all trade unions. Consultations
therefore are needed between unions in all European countries and some countries outside

3) follow the negotiations between EEC-EFTA, which make necessary consultations between

The Committee on Europe works in close cooperation with the European Federation of Building
and Wood Workers (EFBWW) and the Nordic Federation of Building and Wood Workers (NBTF).

fasks
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* organisation of trainers, visiting speak-
ers and study visits.

Research and publications:

* investigation intoissues of concern to
building and wood workers

* organisation of conferences and semi-
nars on key issues

* publication of booklets and information
papers

* regular bulletins and news service.

Influencing International Labour
Standards and Policies

* regular participation on appropriate
ILO committees

* work to influence relevant labour
standards

* close links with the ICFTU and the
EFBWW to influence relevant bodies.
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Multinational Companies:

¢ monitoring activities of multinational
companies in the sector

* assistance with exchange of information
between unions dealing with the same
multinational companies.

Equal Opportunities:

* activities to promote the involvement of
women workers in trade unions and to

* gecure equal treatment by employers

* action to protect the interests of
minority groups and migrant workers.

- The International Labour Office

History

The International Labour Office was founded
in 1919, as an outcome of the Peace Confer-
ence following the First World War.

Part XIIT of the Treaty of Versailles estab-
lishes the ILO, The Preamble to the Consti-
tution of the ILO declares that universal and
lasting peace can be founded only on the
basis of social justice.

Between the two World Wars, the ILO was
an autonomous part of the League of Na-
tions. In 1946, the ILO became the first

‘Specialised agency of the United Natl:OI}?,
- recognised as having special responsibility

for social and labour questions,

Structures
The ILO is composed of a general assembly,

_the International Labour Conference, which
‘meets every year, an executive council, the

Governing Body, and a permanent secre-

tariat, the International Labour Office.

' The organisation also has oﬁher.structqres,
including regional conferences, industrial

committees and panels of experts.

At present there are 150 member States
compared to 45 at its foundation in 1919,

The International Labour Conference elects
the Governing Body, adopts the ILO’s annual
budget, financed by contributions from Mem-
ber States; sets international labour stand-
ards; passes resolutions which provide guide-
lines for the ILO’s general policy and future
activities, decides to admit new member
States and acts as a world forum for the
discussion of social and labour questions,

Each national delegation to the Conference is
composed of two government delegates, one
Employers’ delegate and one Workers’ del-
egate, accompanied as necessary by technical
advisers. The ILO is therefore known as a
tripartite organisation in which govern-
ments, employers and workers are repre-
sented. .

Four international trade union organisations
have full consultative status with the ILO.

These are:

¢ the International Confederation of
Free Trade Unions (ICFTU)

 the Organisation of African
Trade Union Unity (OATUU)

» the World Confederation of Labour
(WCL)

e the World Federation of Trade Unions
(WFTU).

he r te
They have the right to attgnd but not to vo
at the conferences or meetings of the ILQ and
have an important advisory role to play in all
ILO bodies, in particular th;‘ough the Work-

ers’ Groups.

IFBWW is recognised by the ILO as a spe-
cialised body representing the interests of _
construction and wood workers on appropri-
ate ILO committees. IFBWW helped to cre:ate
ILO Convention 167 on Health and safety in

~ the Construction Industry.
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International Trade Unionism

The work of the ILO consists of international
standard-setting and monitoring of the appli-
cation of International Labour Standards.
These conventions are then “ratified” or
accepted by governments.

This process is not compulsory, and many
important conventions remain unratified in
many countries. States which have ratified
ILO conventions must report regularly on
measures taken to ensure they are imple-
mented.

These reports are reviewed by the Committee
of Experts on the Application of Conventions
and Recommendations. Problems identified
by the Experts are discussed each year by a
special tripartite commiftee of the conference.

Important ILO Conventions

Special ILO procedures exist for examining
freedom of association complaints. The
Committee on Freedom of Association is
composed of an independent chairperson, and
three government, three employers’ and
three workers’ representatives,

Complaints may be submitted to this Com-
mittee whether or not a State has ratified the
Conventions No. 87 and 98 relating to Free-
dom of Association and Collective Bargain-
ing.

Major cases of non-compliance with these two
conventions may be referred to Fact-finding
and Conciliation Commissions,

ILO Convention No. 87

Freedom of Association and Protection of the
Right to Organise Convention 1948

Establishes the right of all workers and
employers to form and join organisations of their
own choosing without prior authorisation, and
lays down a series of guaranteas for the free
functioning of organisations without interference
by the public authorities.

ILO Conventlon No. 98

Right to Organise and Collective Bargaining
Convention

Provides for protection. agains! anti-union
discrirmination, for protection of workers' and
employers' organisations against acts of
interference by each other, and for measures to
promote collective bargaining.

ILO Convention No 29

Forced Labour Convention 1930

Requires the suppression of forced or
compulsory fabour in all its forms. Certain
exceptions are permitted, such as military
service, convict labour properly supervised,
emergencies such as wars, fires, eathquakes
etc,

ILO Convention No. 105 A

Abolition of Forced Labour Convention 1957
Prohibits the use of any form of forced or
compulsory labour as a means of political coercion
or education, punishment for the expression of
political or ideological views, workforce
mobilisation, labour discipline, punishment for
participation in strikes or discrimination.

iLO Convention 111

Discrimination (Employment and QOccupation)
Convention 1958

Qalls for a national policy to eliminate
discrimination in training, access to employment
and working conditions, on grounds of race,

colour,_sex, religion, political opinion, national
extraction or social origin.

ILO Convention 100
Equal Remuneration Convention 100

Calls for equal pay for men and women for work of
equal value,

ILO Convention 167
Health and Safely in the Construction Industry
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ACTVITY

Infernafional Trade Unionism

Your union's international links

TR Xy )

Aims:

To help you:

. consider the aims of the internaticnal trade union movement

. think about the international activities and links of your union

Task

Working in small group, consider the statements below and prepare
a brief group report, saying if you agree or disagree, and summarising

your discussion:

1. “Our problems are unique, and we have to find our own solutions.
Trade unions in other countries can’t do much to help us”

2. “Belonging to an international trade union orgapisation \Yill
undermine our independence, and allow others to interfere in our

affairs, and divide us”

3. “International trade unionism is just a travel _club for union ,
leaders. It doesn’t help ordinary workers much, it's a luxury we can't

afford”

4. “In an international economic system, we can’t affox:d &ot to have
strong international links with unions in other countries

Conventions, as they are an
5. “We should know all about ILO Co e wertors’

important source of standards for basic tra
rights”




Appendix

Summary of ILO Standards on
Occupational Health and Safety

C.13 White Lead (Painting)

The use of white lead, sulphate of lead and’
all products containing these substances is
forbidden in the internal painting of build-
ings. The employment of young persons
under 18 years of age and of all women in
painting work of an industrial character
involving the use of these products is prohib-.
ited. Permitted uses are regulated in accord-
ance with principles provided for by the
Convention, which enumerates various N
hygiene measures to be taken in such cases. -

C.81/R.81 Labour Inspection

This Convention provides for a system of
labour inspection to secure the enforcement
of the legal provisions relating to conditions
of work and the protection of workers in

industrial workplaces (Mining and transport

may be exempted) as well as in commercial
workplaces if the ratifying state accepts this
extension, It deals with the organisation and
functioning of inspection services, the respon-
sibilities of a central authority, their coopera-
tion with other public and private services
and with employers and workers or their
organisations, the recruitment of qualified
staff in sufficient numbers (including women)
and with appropriate status, material means
and facilities (office and transport), the
thorough regular inspection of workplaces,
and the publication of reports and annual
statistics on the work of the inspection sery-

ices. The Convention defines the function and

powers of labour inspectors.

Inspectors are required to respect certain
obligations: they are prohibited from having
any direct or indirect interest in the under-
taking under their supervision and shall not
reveal manufacturing or commercial secrets
of the workplaces they inspect or the source
of any complaint.
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C.89 Night Work of Women employed .
in Industry (and the Protocol of 1990 to
the Night Work (Women) Convention)
Women without distinction of age shall not
be employed during the night in any public or
private industrial undertaking. The Conven-
tion does not apply to women holding respon-
sible positions of a managerial or technical
character (or to women employed in health

~ and welfare services).

The 1990 Protocol has enlarged the flexibil-
ity of the Convention. Thus national laws or
regulations may introduce exemption. from
the prohibition within certain limits after
consulting the organisations of employers
and workers. During a period of eight weeks
before and after childbirth, as well as during
pregnancy and a specified period afterwards
exemptions are prohibited,

C.90 Night Work of Young Persons
(Inclustry) (revised)
Young persons under eighteen years shall

. not be employed or work during the night in

any public or private industrial undertaking
(including the building and civil engineering
sector and repair, maintenance and demoli-

~ tion work). Every employer is required to

keep available official records, showing the
names and dates of birth of all persons under

 eighteen years they employ.

C.115/R.114 Radiation Protection

No worker under the age of 16 shall be en-
gaged in work involving ionising radiations;
nor shall any worker be employed where he

- or she could be exposed toionising radiations

contrary to qualified medical advice, Effec-
tive protection for all other workers shall be
ensured in the light of current knowledge.
Every effort shall be made to reduce to the
}ow.est practicable level thejr exposure {o
lonising radiations, and any unnecessary

exposure shall be avoided.
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The Convention sets out various provisions
concerning measures to be taken by the
state, the fixing of maximum permissible
doses of radiation, warning of hazards, the
instruction of workers in the precautions to
be taken, the notification of work involving
exposure, monitoring of workers and the
workplace, and the appropriate medical
examinations,

C.119/R 118 Guarding of Machinery
The Convention applies to all power-driven
machines, new or second-hand. It prescribes
that the sale or hire of these machines shall
be prohibited if specified dangerous parts of
them are without appropriate guards, The
obligation to ensure protection, regarding the
sale and hire of machinery, rests on the
vendor or person letting out on hire, or their
agents. Responsibility during use rests on the
employer. The Convention also determines
the obligations of employers regarding infor-
mation of workers about the danger arising
in the use of machinery. No worker shall use
or be required to use any machinery without
the guards provided being in position or

where such guards have been made inopera-
tive,

C.121/R.121 Benefils in the Case of
Employment Injury
Each ratifying country shall prescribe a
dei?nition of “industrial accidents” and pre-
Scribe a list of occupational diseases. The
Convention outlines the medical care and
ofher (financial) benefits in case of such
accidents and diseages.
¢ Convention covers the following contin-
gencies due to an employment injury:
*  amorbid condition
Suspension of earning due to incapacity
for work
total or partial loss of earning capacity
~ likely to be permanent
the loss of support suffered as the
- Tesult of the death of the breadwinner.

*
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C.127/R128 Maximum Weight

The Convention lays down the general rule
that no worker shall be required or permitted
toengage in the manual transport of a load
which, by reason of itg weight, is liable to
cause injury. For women and young workers,
their assignment to manual transport of
loads other than light loads shall be limited
and the maximum weight shall be substan-
tially less than permitted for adult male
workers, While the Convention does not
mention any concrete weight limit the Ree- -
ommendation requests that where the maxi-
mum permissible weight which may be trans-
ported manually by one adult male person is
more than 55 kg, measures should be taken
as speedily as possible to reduce it to that
level.

C.135/R.143 Workers' Representdiives
This Convention is not directly linked to OSH
but is basic for any trade union activity.
Effects may be caused by the Convention
through national laws or regulations, collec-
tive agreements or in any other manner.
Workers’ representatives shall be protected -
against any prejudicial act, including dis-
missal, based on their status, They shall be
afforded facilities in the undertaking to
enable them to carry out their functions.

C.136 /R.144 Benzene

The Convention applies to all activities
involving the exposure of workers to benzene
and to products whose benzene content
exceeds 1 per cent by volume. It provides
that, whenever harmless or less harmful
substitute products are available, they shall
be used instead of benzene (with the excep-
tion of motor fuel). The use of benzene and
products containing benzene.shall be prohib-
ited in certain work processes.

If this cannot be done, occupational hygien_e
and technical measures and adequa’_ce moni-
toring (such as inspection) shall be imple-
mented to ensure effective protectlpn of
workers exposed to benzene, espemally to
prevent the escape of benzene vapour 1_1%1:0
the workplace air. The Convention specifies a

pumber of these measures.
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Pregnant women, nursing mothers and
young people under 18 years of age shall not
be employed in work processes involving
exposure to benzene or products containing
benzene.

The Recommendation says in addition that
benzene or products containing benzene
should not be used by workers for cleaning
their hands or their work clothes. It also says
that no food should.be eaten (or stored) in
areas where benzene or products containing
benzene are handled or used.

C.139/R. 147 Occupational Cancer
The Convention obliges the ratifying state to
determine periodically the carcinogenic
substances and agents to which occupational
exposure shall be prohibited or regulated and
to make every effort to have carcinogenic
substances and agents replaced by non-
carcinogenic ones, to prescribe protective
measuyres, supervisory measures (such as
through labour inspection), information
requirements and the necessary medical
examinations, tests or investigations. The
Recommendation requests competent au-
thorities to draw up educational guides for
both employers and workers on substances
and agents that may cause cancer.

C.148 / R.156 Working Environment
(Pollution, Noise and Vibration)

This Convention applies to all branches of
economic activity. It stipulates that the
working environment shall be kept free of
any hazard due to air pollution, noise or
vibration. To achieve this, technical meas-
ures shall be applied to new plant or proc-
esses, or added to existing plant or processes.
Where this is not possible, supplementary
organisational measures shall be taken
instead.

To this end, national laws or regulations
shall prescribe that measures be taken for
the prevention and control of, and protection
against, occupational hazards in the working
environment due to air pollution, noise and
vibration.

Provisions concerning the practical imple-
mentation of these measures may be adopted
through technical standards, codes of prac-
tice, and so on. The Convention provides for
associating representatives of employers and
workers in this task and for consultation
with their respective organisations generally.

Employers are responsible for compliance
with the prescribed measures. Workers shall
be required to comply with safety procedures.
Supervision shall be ensured by inspection
services.

The Convention describes various measures
for prevention, co-operation at all levels, the
information of all concerned, the notification
of authorities and supervision of the health of
workers. It gives workers or their representa-
tives the right to present proposals, to obtain
information and training and to appeal to
appropriate bodies so as to ensure protection
against occupational hazards due to air
pollution, noise and vibration in the working
environment,

The Recc?mmendation requests in addition
the provision of medical examinations of

workers exposed to air pollution, noise and
vibration.

C.155 / R.164 Occupational Safety and
Health

The Convention, which applies to all
bf-anches of activity and to all workers, pro-
vides that each ratifying state shall, in con-
sultgtion with the most representative or-
ganisations of employers and workers, formu-
late, implement and periodically review a
coherent, national policy on occupational

safe'ty, occupational health and the working
environment,

The aim of the policy shall be to prevent
gccldents and injury to health ariging out of,
linked with, or occurring in, the course of
work, by minimising the causes of hazards
inherent in the working environment.

Tht_a Convention defines the main spheres of
action of such a policy. It lays down a series
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of quite detailed provisions concerning action
at the national level, and at the level of the
undertaking.

In this context, it provides in particular for
the adoption of laws or regulations or any
other appropriate method (including train-
ing), for the operation of a system of inspec-
tion and for measures to be taken from the
design stage onwards, that is even prior to
the introduction into cccupational use of
machinery, substances, and so on,

It specifies, among other things, that employ-
ers shall be required to supply protective
clothing and protective equipment and to
ensure that the workplaces, machinery,
equipment, processes, substances, and so on,
under their control, are safe and without risk
to health.

Furthermore, it stipulates that co-operation
between management and workers and their
representatives in the undertaking is essen-
tial in order to pursue the aim of this Con-
vention.

Some of the additional provisions made by
the Recommendation cover the work organi-
sation (such as hours of work and rest
breaks) that should eliminate excessive
Physical and mental fatigue which are an
important factor for unsafe and unhealthy
work, It also protects workers’ representa-
tives or worker members of safety and healt]‘:l
committees from dismissal and other prejudi-
cial measures while exercising that function.

C.160/R170 Labour Statistics |
The governments should regularly publish
labour statistics covering following issues:
*  economically active population, .
employment, unemployment,
underemployment :
structure and distribution of the
economically active population
labour costs, wages, average . .
earnings,wage rates, hours of work
tonsumer price indices .
household or family expenditure,
and income :

Appendix

*  occupational injuries and diseases
*  industrial disputes.

The Convention provides for close coopera-
tion with the ILO and with employers’ and
workers’ organisations,

C.161 /R 171
Services .
Occupational health services with essentially
preventive and advisory functions shall be
developed (by laws and regulations or collec-
tive agreements) progressively for all work-
ers, as part of a national OSH policy and in
consultation with the most representative
organisations of employers and of workers.
The authority responsible for supervising
and advising occupational health services
shall be designated by national laws or regu-
lations. Their personnel shall enjoy full
professional independence and be properly
qualified.

Occupational Health

The services may be arranged by a single or
several organisations, by public authorities .
or social security institutions, or by any other
competent body. Employers, workers and' .
their representatives co-operate and part.xcl-
pate in their implementation. The surveil-
lance of workers’ health in relation to work
shall be free of charge and shall involve no
loss of earnings for workers.

The task of the services shall be to ide.ntify ‘
and assess risks from health hazards in the
workplace by surveillance of thg working
environment and working practices, as well
as workers’ health in relation to worl_:. They
give advice and promote the adgptahon .oi:‘
work to the workers as well as information,
training and education. They' organise first
aid, participate in the analygls of occupa-
tional accidents and occupational dl?eases
and contribute to measures of vocatmnal_
rehabilitation, Occupational health services
shall be informed of any l_r.nown factors and
any suspected factors wh}cll_ may aﬂ'efzt the
workers’ health, such as incidents of il
health among workers and absence from N
work for health reasons, but they shall not be

required to verify reasons for absence.
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The Recommendation stipulates in addition
that personnel providing cccupational health
services should have free access to all
workplaces and installations and have access
to information concerning work processes
and materials and substances used. They
should also be allowed to take samples of
products, materials and substances for the
purpose of analysis.,

C.162/R.172 Asbesios

The Convention applies to all activities
involving the exposure of workers to asbestos
in the course of work. National laws or regu-
lations shall prescribe the measures to be
taken for the prevention and control of, and
the protection of workers against, health
hazards due to exposure to asbestos. The
employer is responsible for compliance, and
enforcement is ensured by inspection.

The Convention specifies various detailed
measures for protection and prevention, as
well as for monitoring of the workplace and
of the workers’ health.

Certain types of asbestos (such as crocidolite
or blue asbestos) and certain uses of asbestos
(such as spraying all forms of asbestos)
should be prohibited by the governments.
Demolition of buildings containing ashestos
should only be undertaken by companies
recognised by the competent authorities as
qualified and providing all necessary protec-
tion to workers.

All workers who are or have been exposed to
asbestos shall be provided with medical
examination. The competent authorities shall
monitor a notification system of occupational
diseases caused by asbestos.

The Recommendation provides for consulta-
tion and co-operation between employers and
workers through workers’ safety delegates,
workers’ safety and health committees, joint
safety and health committees or other work-
ers’ representatives.
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C. 167/R. 175 Saofety and Health in
Construction

Vital set of standards, including detailed
Code of Practice, laying down extensive
guidelines for all aspects of health and safety
in construction. Unions need to get hold of
the documents from ILO, and IFBWW has
published a simple guide to these standards.

C.170/R. 177 Chemicals

The Convention applies to all industries in
which chemicals are used. The state shall
formulate, implement and periodically review
a coherent policy in this field. Employers’ and
workers’ organisations concerned shall be
consulted.

The Convention provides for detailed regula-
tions concerning the classification systems of
chemicals, their labelling and marking,
chemical data sheets, the responsibilities of
suppliers and those of employers (identifica-
tion of chemicals; the exposure of workers, as
well as information, training and cooperation
with workers).

The duties (notably cooperation and precau-
tions) and the rights of the workers (notably
to information and to remove themselves
from danger) are also stipulated.

When in an exporting country, all or some
uses of hazardous chemicals are prohibited
for reasons of safety and health, this has to
be communicated by the exporting member
country to any importing state.

C.171/R178 Night Work

This Convention lays down that specific
measures shall be taken for night workers in
order to protect their health and safety,
assist them to meet their family and social
responsibilities, provide opportunities for
occupational advancement, compensate them
appropriately and protect maternity. Work-
ers have the right to health assessments
(without charge) before assignment to night
work, at regular intervals and in cage of
probl-ems afterwards, Workers who are unfit
fgr 1.11gh_t work shall be transferred to another
similar job. Special measures of protection
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are provided for in case of maternity. Com-
pensations are granted to night workers as
well as special services in their favour. sentatives.

Appendix

Before introducing night work schedules the
employer shall consult the workers’ repre-

Other ILO documents on OSH fo be recommended:

ILO Training Manual on Safety and Health in Construction
1987

ILO/UNDP Training Manual on Safety, Hgglth and Welfare
on Construction Sites (Asian Regional Edition)
1990

ILO Code of Practice on Safety and Health in Construction
1991

ILO Code of practice on Safety in the Use of Chemicals at Work
1992 (will be published End of 1992)

ILO publications can be obtained through ILO regional or local
offices, or directly from:

ILO Publications
International Labour Office
CH-1211 Geneva 22
Switzerland

IFBWw Education Manual

87




	Seite 1 
	Seite 2 
	Seite 3 
	Seite 4 
	Seite 5 
	Seite 6 
	Seite 7 
	Seite 8 
	Seite 9 
	Seite 10 
	Seite 11 
	Seite 12 
	Seite 13 
	Seite 14 
	Seite 15 
	Seite 16 
	Seite 17 
	Seite 18 

