Trade Unionsand Migration in the UK:
Equality and Migrant Worker Engagement
without Collective Rights

Heather Connolly, Miguel Martinez Lucio
and Stefania Marino

UNIVERSITY OF MANCHESTER
MANCHESTER BUSINESS SCHOOL

PROJECT FUNDED BY THE LEVERHULME TRUST
Manchester 2012

The University of Manchester The Leverhulme Trust




Resear chers

Heather Connolly has an MA and a PhD in Industrial Relations from thiversity

of Warwick. She has previously worked as a researahthe European Trade Union
Institute (ETUI) in Brussels and at the EuropeanrkVand Employment Research
Centre (EWERC) based in Manchester Business Sdarmablas a teaching fellow at
the University of Warwick. From September 2012 diwds a full-time senior
lectureship at De Montfort University, Leicesteredther has conducted research into
comparative trade union renewal strategies, radigabnism and trade union
responses to migrant workers.

Stefania Marino has a PhD in Labour Studies from the Graduate @dnhoSocial
Economic and Political Studies of the UniversityMilan and a Master Degree in
Social and Political Studies from the University Bdlogna. She has held visiting
positions at the University of Amsterdam (AIAS-Uvdnd IMES-UvA). She has
previously worked as teaching fellow for the Unsigr of Bologna and research
associate at the University of Milan and she igentty a research associate at the
European Work and Employment Research Centre (EWERGhe Manchester
Business School. Stefania has conducted researt¢rad® union strategies towards
vulnerable groups of workers with a specific inggr®r migrant and ethnic minority
workers.

Miguel Martinez Lucio (Director of Project) studied for a BA (Hons.) BEitonomics
and Government and then a SSRC sponsored MA in Batierican Government and
Politics at Essex University (1979-1983). He cortgde his PhD in Industrial
Relations in 1988 at the University of Warwick. li#Ea professor at the University of
Manchester, Manchester Business School. He is abdewf the Fairness at Work
Research Centre and EWERC. He has conducted rhseanc trade union
development, the impact of management change anéguéation at work, new
forms of regulation and the role of the state, #i@dchanging nature of labour market
identities



Acknowledgments

We would like to thank all the individuals we intewed. In terms of our advisors
we have sought advice from Professor Nelarine CGioiheat the University of
Bradford's School of Management who has been usefbklping us frame some of
our understanding of BME groups gain contacts. &té&raig (TUC Tutor and
UCATT project worker) and Deborah Littman (UNISONave been important in
advising and guiding us at key points. With regardsthe three unions we are
gratefully for the dialogue with, and advice froMpohamed Haidor and Manuel
Riesco of the Spanish CCOO union, and Jorge Arajfdhe CCOQ'’s First of May
Foundation. Dirk Kloosterboer in the Dutch FNV Haeen a very useful link-point
and basis for further insight into Dutch union neak strategies. Mustapha Laboui
was a key advisor of the project as the FNV spistiah the area. Whilst the ideas
expressed in this report are ours, and we are megie for them, the advisors have
been a constant source of support and engagementwdMid also like to thank
Andrea Oates for copyediting the report and to 8atham of the Manchester
Business School for supporting us in administratérens.

Leverhulme Trust

The Leverhulme Trust was established in 1925 utde\Will of the First Viscount
Leverhulme with the instruction that its resourcdgsould be used to support
“scholarships for the purposes of research andagduc” Since that time, the Trust
has provided funding for research projects, fellopws, studentships, bursaries and
prizes; it operates across all the academic disep| the ambition being to support
talented individuals as they realise their persatgbn in research and professional
training. With annual funding of some £60 milliadhe Trust is amongst the largest
all-subject providers of research funding in the.UK



CONTENTS

1 .INTRODUCTION

2. BACKGROUND TO MIGRATION AND INDUSTRIAL RELATIONS
3. RESEARCH METHODS

4. THE HISTORICAL CONTEXT OF TRADE UNIONS AND IMRAT ION
5. TRADE UNIONS AND IMMIGRATION

6. CONTRIBUTIONS AND CHALLENGES

7. ANALYSIS, EXPLANATION OF DIFFERENCE AND CHARACTERIS



Trade Unionsand Migration in the UK: Equality and Migrant Worker
Engagement without Collective Rights

Heather Connolly, Miguel Martinez Lucio and StetaMarino
1. Introduction

The aim of this report is to examine the United gdom (UK) union response to
migrant workers and their role in integrating therto both unions and wider society.
The report will begin by contextualising the UKdeaunion movement’s response to
migrant workers and will then look in detail at sewf the responses identified in our
research. The question of union responses is aortang one when it comes to the
areas of migration and social inclusion. The issilia$ migration gives rise to for
immigrants and for the employment relations systeare generally are broad. The
guestions of workers’ rights, human rights, persatevelopment, regulation and
representation are just some of the areas thaafgeted by questions of migration
and the way employers and the state relate to thém.nature of social exclusion is
such that it gives rise to problems for immigrantterms of their working conditions,
their levels of pay, their personal security anghdty and their identity in ethnic and
social terms. Trade unions find that in the currenohtext, where employment
relations are relatively disorganised and the econis more fragmented in terms of
the structure of the firm and the nature of worgamisation, some sections of migrant
communities constitute an increasingly vulnerabtekforce, subject to high levels of
exploitation by employers and difficult social airastances. Hence there is a need to
study how unions address these issues throughedyaf practices and strategies.

It is clear that traditional union work plays aapfor example the role of bargaining
in enhancing the conditions and pay of workersluisiog migrants. However, these
practices work across a collective body of orgahiserkers and consequently affect
workers involved in that bargaining unit, whethegrant or not. Another example is
where trade unions have lobbied for an enhancewfenhiversal welfare services.

Hence, outlining the role of unions in enhancing dtonomic and social conditions
of immigrant communities is difficult because maestablished activities tend to
affect individuals within the constituency repretseh irrespective of their social

background. Given this, we focus on strategies Hrat deliberately targeted at
migrant and black and minority ethnic (BME). Henee focus on a range of

activities in relation to migration: institutionaélations with the state, the role of
learning and training, the development of Living ygacampaigns, the role of
organising as a campaign of revitalisation, theettgyment of self organisation, and
the role of anti-racist activity more generally.f&e looking at these strategies we
present an overview of employment relations inle the background to migration

and outline the methods used for the project. Tegont ends with some broader
reflections and future challenges and presents somsights from practitioners

involved in the project.

2. Background to Migration and to the Industriall&ens System

In the UK we can identify two periods of post-waigmation that are important for
understanding the evolution of trade union respanBestly, during the 1945 post-



war boom many Commonwealth residents were encodreigeome to the UK to fill
jobs that indigenous workers were reluctant to téRastles and Kosack, 1973),
particularly in hospitals and transport. Immigratito Britain, relatively low before
the Second World War, had started to become a @asial political issue by the
1950s, when immigration from the Commonwealth dbtuzegan. In that period, the
government even considered recruiting workers ftbenCommonwealth countries,
especially from the West Indies, to tackle incregslabour shortages (Spencer,
1997). However, the prevalent belief was that Eeams were more suitable workers,
since they would be easier to integrate and e&siegturn when no longer needed.
Hence, while immigration from the West Indies wastricted (Clayton, 2010),
European workers were encouraged to settle in theRdlish workers were among
the first group, followed by immigrants from Italghe Ukraine and Germany
(Migrant Health, 2006). Despite restrictions, imnaigon from the Caribbean
continued to rise, as did immigration from the does known as the
Commonwealth: Australia, Canada, and New Zealahd.patterns of inclusion in the
labour market were very similar to those of othezstérn European countries, with a
prevalence in the manufacturing industry. Howewtkese migrants differed from
other ‘guest workers’ due to their former colonsshtus. In fact they had the same
political and legal rights as the native populatimeluding voting rights in both local
and national elections (Wrench, 2000). This exglawy Britain was the first country
where post-Second World War immigrants, mainly friormer colonies, started to
constitute permanently resident ethnic minoriteshjerupet al, 2006).

By the end of the 1950s it had become a commorefbtiat there had been a
disproportionate increase in immigrants from them@wnwealth, leading to
successively tighter restrictions on immigratiord an progressive move away from
the broadly conceived citizenship concept (Menz2)0 Britain became the first
country in north-western Europe to introduce rigahtrols on immigration (Schierup
et al, 2006) in an attempt to arrest the flow of immigeafrom the Commonwealth.
This aim was pursued by manipulating citizenshimilglity in the course of
subsequent reform (1962, 1968, 1971, 1981) (Med@92452). The Commonwealth
Immigrants Act of 1962 introduced specific contrdds test the presence of basic
conditions that a Commonwealth citizen would hawesatisfy to gain entry. Only
people who were born in the UK and Ireland or wietdha passport issued by the
government of those countries would not be subjectimmigration control.
Immigration officers were given wide discretionadwers in determining whether
such conditions were satisfied or not, resultingless restrictions on entry for
immigrants from Canada, Australia and New Zeal&Zidyfton, 2010).

One of the unexpected outcomes of the 1962 Actthvasise of the so-called Asian
Africans. Most of these migrants, originally frotmetindian sub-continent, had been
brought into the ex-colonies of East Africa by Biiit before Indian independence and
the creation of Pakistan to work on reconstrucponjects. Following independence
in East African countries (Kenya, Uganda and Tamarand the policy of
Africanisation, which required residents to acquhre new citizenship, most of this
minority population which had UK citizenship imméged to the UK.

Following this new increase in immigration, in 19688 government decided to
establish a new Commonwealth Immigrants Act (SRABQ; Bevan, 1986; Dummett
and Nicol, 1990). According to this Act, British lgacts would be free from



immigration control only if they, or one of theiagents or grandparents, had been
born, adopted, registered or naturalised in the UK.

At the end of the 1970s, it was believed that primaamigration had been brought to
an end and anti-discrimination and equal opporesitlegislation, aimed at
facilitating integration, started to be implementddhe focus of restrictive policies
moved to family settlement and the entry of spouBlesvever, primary immigration
only decreased slightly. During the 1980s a largenimer of Australians, New
Zealanders and South Africans moved to the UK (RhgHealth, 2006).

Legislative initiatives in the 1990s further resteid entry “implementing carrier
sanctions and safe third country provisions, ad aglin-kind provisions of benefits
and regional dispersions.” (Menz, 2009: 156.) Madt these policies were
implemented to respond not to immigration in gehdrat to increased claims for
asylunt.

At the end of the 1990s, the UK was commonly belieto be a multicultural society
where distinct groups could live together peacgfidhd with a high level of
participation from an economic, political and ségmint of view. However, the
presence of integration problems was highlightedrtany indicators including the
low socio-economic status and high rates of uneympémt of many black and Asian
people, high concentrations of ethnic minoritiegpaor neighbourhoods, high levels
of racist violence in many areas, and the prevaesfcracism in the police force
(underlined by the 1997 public enquiry into the derrof black teenager Stephen
Lawrence in 1993) In the summer of 2001 riots in de-industrialisexdthern towns
with large Asian populations like Oldham, Burnl@radford, Leeds and Blackburn,
the events of 11 September 2001 and the allegkd batween al Qaeda and radical
Islamic groups based in the UK resulted in incrdagaeport for the British National
Party in the June 2001 general elections.

In the same period, a new debate on immigration aatbnal identity started,
together with a rise in public concern about theslof jobs as a result of the entry of
workers from Central and Eastern European stateasmgpthe European Union (EU)
in 2004. However, the highly stratified labour metrkand the abundance of low-
skilled, low-paid jobs, as well as the relative dynsm of the British economy, made
the UK a very attractive country for both Easterardpeans and non-Europeans
(Menz, 2009). The accession of a number of Centrd| Eastern European countfies
to the EU in May 2004 brought a significant inflakimmigration to the UK (Scott,
2007; Pemberton and Stevens, 2010).

In more recent years the increasing number of memvigrants has been drawn from a
wider range of countries, although foreign natisrfedm the EU and states with long-
standing ties to the UK tend to dominate. In 200 top ten nationalities were
Polish, Indian, Slovakian, Pakistani, Australianpnfanian, French, Lithuanian,

! The Asylum and Immigration Appeals Act 1993, Asyland Immigration Act 1996, Immigration
and Asylum Act 1999, Nationality Immigration andyism Act 2002, Asylum and Immigration Act
2004 and the Asylum and Nationality Act 2006.

2 The 2000 Race Relations (Amendment) Act was tlyenkeasure designed to reform the police
service and other public institutions (Cabinet &#fUnit of Social Exclusion).

% Including the Czech Republic, Estonia, Hungarytviza Lithuania, Poland, Slovakia and Slovenia.



German and Italian (DWP, 2008).With respect toasyseekers, in 2007 the highest
number of applications came from nationals of Afgktan, Iran, China, Iraq and
Eritrea.

Recent migration policies continue to show a reste character, if differentiated by
types of migrants. Following Menz (2009: 164): “Ret economic migration policy
is influenced by competition state rhetoric andoldgy and strongly shaped by
employer concerns and interests. Embracing thesiigts, labour migration policy
has been rediscovered and liberal provisions fopleyees perceived as adding to
existing sectoral strengths especially informatiechnology, health, finance, natural
science research, and to some extent engineerimgult&8neously recruitment
channels for low-skill migration have been credtedectors such as food processing,
hospitality and agriculture with recent policy chgae aimed at channelling
Romanians and Bulgarians into these two sectdngr#han non-Europeans”.

The current labour migration legislation envisafjes tiers. The first tier is reserved
for highly-skilled professionals and entreprenewt® have permission to enter the
UK to search for a job. The second category isrvesefor applicants who can meet
shortages in specific sectors such as nursing eaxching. The third and fourth tiers
concern nationals of countries which have concluggatriation agreements with the
UK, and consist of short-term limited quota scherfegslow-skilled workers and
students. The points system has been defined paradigmatic example of business-
driven labour recruitment schemes” (Menz, 2009:1gt distinguishes between
‘good’ labour migrants and ‘bad’ asylum seekershased on the competition state
logic and rhetoric and entails a carrot-and-stigpraach towards Third World
countries (Menz, 2009).

Industrial Relations

British industrial relations are widely known fohneir ‘tradition of voluntarism’
(Flanders, 1974). This term indicates a relatively intervention by the state. In fact
this intervention has historically been limited ttee provisions of instruments to
support collective bargaining such as conciliateod arbitration machinery (Ferner
and Hyman, 1998). The support of ‘free collectivggements’ and of industrial
‘autonomy’ was shared by employers and trade unitihemployers considered
legislation as constraining the principlelaissez fairetrade unions tried to avoid the
intervention of the courts, considered hostileaoour, in industrial disputes. Hence,
while many trade unions in Europe demanded a I|&gahework which could
guarantee the trade unions recognition, as wetkgslate the process of collective
negotiations, British trade unions “have recognisieel need to rely on their own
collective strength — ‘industrial muscle’ — rathiban depending on external support;
they have been more concerned vdiénhfactothande jurerights.” (Hyman, 2001: 68.)
As a consequence, instead of positive rights omstichl matters, a set of legal
immunities were created to cover a specific araaaddstrial relations.

Voluntarism has shaped British industrial relatianver the course of time and has
created specific features, some of which still eadWne of these is related to
collective bargaining and consists of the absentearnty formal obligation by
employers to bargain with unions and, second, dleethat collective agreements are
not legally enforceable: “collective agreements ‘bAneding in honour only’, of legal



relevance only to the extent that their terms mayifcorporated (implicitly or

explicitly) into employees’ individual contracts(Hyman, 2001:70.) In principle,
collective bargaining may occur at any lévelndustry-wide, multi-employer
bargaining may be conducted at national or localellebetween employers’
associations and trade unions. Single-employer di@rgg may occur at
establishment, company and divisional or corporateel. At shop-floor level,

collective agreements may coexist with informaésutooted in ‘custom and practice’
(Brown, 1972). However, over the course of timelustrial relations have become
enterprge-specific and the coverage of collectbargaining has continued to
diminisiv.

The second characteristic concerns the voluntacpgmtion of trade unions by
employers. This means there is no general admatiar or legal route that
guarantees recognition to unions independent of thembership. The third feature
is related to the presence of a light frameworktate-provided facilities for disputes
resolutions. The state has no power to order tepesision of an industrial action or
to impose ‘cooling-off’ periods.

The longstanding tradition of voluntarism, howewdwes not mean that the state has
not intervened in the industrial relations fieldnel Conservative governments in
power between 1979 and 1997 heavily influenceddBriindustrial relations through
several legislative packages, implemented at apmaiely two-year intervals, which
led to a progressive weakening of the institutiofscollective regulation (Purcell,
1993f. As Howell (2006: 158) states: “the role of legtin after 1979, and the
willingness of the police and the judicial brandhhe state to enforce that legislation,
marked a ratcheting up of the level and naturetatfesintervention, compared to
previous efforts to act as midwife to a new sandtistrial relations institutions.” Key
provisions of such measures were aimed at limitingpn bargaining strength and
eradicating the closed shop that became unlawf@BB0. The legislation limited the
ability of unions to organise industrial action,akened union immunities from legal
action by employers and restrained picketing. $oaihtervened directly on union
internal organisation as “the government saw theorunleadership as being
unrepresentative of the views of their (implicithyore ‘moderate’) members, and so
legislated to prescribe the internal democraticcedoire unions should adopt.”
(Ferner and Hyman, 1998:13.) Furthermore, it pustine dismantling of statutory
support for collective bargaining and abolished Wages Council established in
1909 and aimed at providing statutory minimum weageshose workers employed in
sectors where collective bargaining was weak.

The limitation of union power has been flanked bypracess of labour market
deregulation, decentralisation and individualisatiof employment relations and

* Workplace negotiations were widely present inBhi¢ish industrial relations system before
Thatcherism. By 1968 the Donovan Commission stttatithe British had two systems of industrial
relations: one at industry level bargaining whieha framework of terms and conditions; the other o
in workplaces supplemented these formal arrangenmritalso led to deals between local managers
and shop stewards. The formalisation of single eyglbargaining largely contributed to the growth
of these arrangements.

® In 2008, the coverage rate of collective agreeminthe UK was 34.6%. However it differs largely
between public and private sectors (20% and 72%erively in 2008) (EIRO report).

® The Employment Acts of 1980, 1982, 1988 and 18891984 Trade Union Act; The 1986 Wages
Act; and the 1993 Trade Union Reform and Employni&ghts Act.



restructuring of the public sector. Attempts toltha legal framework of employees’
minimum rights, including remedy for unfair dismasgnd redundancy payments for
example, were made by Labour governments in thedsl9Bowever, during the

1980s, Conservative governments curtailed andedlilthis legislation in an opposing
trend to European legislation (Goodneiral, 1998).

These changes have been so influential that sohmdass talk of a ‘new industrial
relations’ (Bassett, 1986) or even of the end dftitntional industrial relations
(Purcell, 1993). The Labour Party returned to gorent in 1997 after 18 years of
Conservative governments and remained in powet @61i0. Although the ‘New
Labour’ administration had an industrial relatioagenda different to that of the
Conservatives, it did not challenge the bulk of €mwmative industrial relations
legislation. New Labour’s industrial relations refs focused on the creation of
individual rights at work, rather than supportirtge tcollective regulation of class
relations (Howell, 2006). Labour governments impdewed a set of minimum
individual work rights, introducing a National Mmum Wage (NMW), limiting
working hours and expanding rights to claim unékémissal and for working women
and parents. However, labour market regulationrita® remained limited.

One of the main outcomes of these changes has theesteady withdrawal from
collective bargaining that constitutes a major tsplith the past since the 1980s.
Although this change has partly resulted from th@ased presence of small firms
located in the service sector and with part-timekfayces that has made union
organisation difficult, it is mainly a consequerafethe removal of union recognition
and bargaining rights in workplaces (Ferner and Biyn1998). The second trend has
been the move away from industry-wide multi-emptolgargaining. As outlined by
Ferner and Hyman (1998), however, this shift begathe 1960s rather than the
1980s due to the gains obtained by linking pay pedormances at decentralised
levels. Britain has a large number of employersoagtions, with similar structure
and organisation to that of other European countridowever, their membership
level is quite low. The main association, the Cdefation of British Industry (CBI),
was formed in 1965 following the merger of threepasate employers’
confederations. It has the highest membership twabprises of around 3,000
individual companies, mostly larger enterpriseshia private sector, and around 150
trade associations. The CBI does not participatecallective bargaining, being
primarily a lobbyist organisation. It is regardeg the government as its main link
with business. However, there are few formal medmas for dialogue between
social partners and the state. Employers and tradens are consulted by the
government on specific issues and are also repezbén a series of committdes
However, the Thatcher government eradicated amgdaf tripartism or corporatism,
and these have not been re-introduced on a forasas b

Trade Unions
According to Hyman (2001: 66) “by comparison witlosh other countries, what is

striking in the British case is historical contityui- the persistence of many long-
established traditions, in some respect specifinétividual unions.” Many of the

’ For instance, in the Low Pay Commission (LPC)inatependent body with the task of formulating
recommendations for increases in the National Mimm\Wage.
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present British unions, in fact, can trace theigiarback to the middle decades of the
nineteenth century when the first national unioheraft workers were formed. In the
following decades, the unionisation of semi-skillad unskilled workers employed
in industries such as coal, cotton, steel and egibycreated the first stable large-scale
unionism among workers without formal craft statmnl laid the foundation of the
‘general unions’ of the twentieth century (Hyma02). Also during the twentieth
century, the unionisation of white collar workengreased substantially. For a long
time, this history was reflected in the distinctiohtrade unions as craft, general,
industrial or white-collar. This distinction, howay has become blurred over the
course of time due to unions’ broadening their mersihip and due to several
mergers (Waddington, 1995) that were also in responm declining membership.

Trade union density, in fact, has fallen markeéigom its peak of 56.3% in 1980 in
recent decades it has fallen to its lowest levaaisund 30%) with a marked difference
between the private and public sectors (16.1% &8d gespectively in 2008). Multi-
unionism is still strong even though, following theergers of recent decades, the
number of trade unions has progressively decre@&addington, 1995) from 347 in
1966 to 167 in 2008. Trade unions are organiseti botizontally and vertically,
representing either occupations, such as teachmrsparticular industries or
companies. This complex pattern, which does nosgmea unitary organisational
logic, reflects the slow historical evolution ofish unionism (Ferner and Hyman,
1998). Currently, the most representative uniores raulti-occupational and multi-
industrial. The largest trade union, with about hilion members, is Unite, formed
in 2007 by the merger of Amicus and the Transpod &eneral Workers’ Union
(TGWU). In the public sector, the largest unionUsison with a membership of
1,344,000. Both are affiliated to the Trades Un@ongress (TUC) which is the only
central confederation in Britain. “This unitary caeteristic reflects the fact that
British unions have never been radically differat@d on ideological grounds and
that unionisation of public employees and whitdarofjrades has largely evolved out
of the traditional union structure.” (Ferner andniin, 1998: 28.) The TUC was
formed in 1868 and had 6,471,030 members (aroun@®o of unionised workers)
in 2008. The TUC’s main role is to lobby governmdnit it does not have any direct
role in collective bargaining and cannot itself dakdustrial action. The lobbying
efficacy of the TUC, which was very strong sooreathe Second World War, has
declined over the years, as has its involvemenenmiral policy making. The link with
politics, however, remains strong compared witheptBuropean countries: many of
the TUC's trade unions are affiliated to the Lab®&arty (although the TUC is not)
which they contributed to establishing in 1906.

In line with the voluntarist tradition, historicglthere are no statutory works councils
in enterprises. Instead, this regulatory space o@sipied early on by union shop
stewards engaged in collective bargaining at pearel.

Since workplace representation is solely guaranbsed trade union presence in the
workplace, it has shrunk over the course of time doa the decline of union
membership and plant size, since the presenceopf slewards is closely linked with
employee numbers within enterprises. In 2008, d@y6% of workplaces had trade
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union representati@nThe result of this process, and the diminishee for stewards
where the union remains, is a ‘representation gdapthe workplace (Ferner and
Hyman, 1998).

3. Research Methods

This report draws on data from a three-year Leveraulrust funded project on the
development of trade union responses in relatiomigrant populations. The project
began in September 2008 and the collection of reBeadata took place from January
2009 until September 2011. As well as looking d@tomal level responses in the UK,

the Netherlands and Spain, the research also aimsderstand to what extent trade
union responses are co-ordinated at European [€&el.methodology is qualitative,

with a focus on semi-structured interviews and ipigdnt and non-participant

observation. The research involved over 140 ingsvsiwith trade union officials and

activists from various levels within the union mowent and a number of interviews
with voluntary sector organisations, particulathpse working in the area of migrant
rights and Black and Minority Ethnic (BME) issuésterviews have also been carried
out with representatives at EU level, includingamiofficials from the European

Trade Union Confederation (ETUC), and several & European Sectoral Level

Federations.

For the research we selected two regions withinliKewhere we focused our data
collection — the North West and the London regioe have conducted interviews
with union officials, activists and representatiasoss a wide range of trade unions
including the TUC, Unison, Unite, the retail unidadSDAW, and the general GMB
union. In both regions we have also interviewedesgntatives from the voluntary
sector and other organisations, including the MigiRights Network (MRN), think
tanks working with BME communities such as BRAP ahd Council of Ethnic
Minority Voluntary Sector Organisations (CEMVO)etiquality and Human Rights
Commission (EHRC) and the Migrant and Refugee SupNetwork. Alongside
interviews we have been able to participate indradion conferences and meetings
relating to issues around migration. This has @excthe interview data and provided
some interesting insights into the politics and cpsses of developing union
responses and how they can be operationalised.s&tigons below draw on this
evidence and other existing studies to build upe cstsidies of the dominant trade
union responses to migration in the UK.

4. The Historical Context of Trade Unions and Immaimpn — From Ambivalence to
the Framework of the Equality Discourse and AntciRian

During the 1960s and 1970s the debate around inatiogr focused on particular
episodes of conflict — namely Mansfield Hosiery {28 Imperial Typewriter (1974)
and Grunwick (1976) — and the ability or willingsesf trade unions to support such
developments (see Holgate, 2005, Wills, 2004, aadiktz Lucio and Perrett, 2009a
for a discussion of that literature). In the 19@0&l 1970s British unions were more
‘exclusive’ and often tolerated racist practicast, uring the 1970s and 1980s, and in

8 However, the UK has implemented the EU Directimdrformation and Consultation (Directive
2002/14/EC) that lays down the procedure for wak&plrepresentation and makes bodies for the
information and consultation of employees in woakgals with over 50 employees mandatory.
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response to these high profile disputes, the debate a qualitative turn with trade
unions beginning to develop anti-racist policied goractices. Another credible
explanation for this turn in the debate is thatltss of power and status of UK trade
unions more generally forced a ‘radicalisationpolicy. As power and involvement
in the collective regulation of work declined, unsorecognised the need for a more
inclusive strategy. In the early 1980s the TUC Imet;a produce educational and
training materials on equal opportunities and racier use in trade union education
courses. The TUC also worked with the CommissiorRfacial Equality (CRE) in the
production of a ‘Code of Practice’ and encourageibns to make use of this code.
However, hostility to ethnic minorities in the 1%8@as still very evident — not so
much in official discrimination, but in the dispmapionate levels of material
advantage experienced (Grint, 1998).

In the 1980s there were moves towards self-orgamisand increasingly individual

unions set up separate committees or structuretead with race relations and/or
equal opportunities issues, and adopted equal apptes policies and anti-racist
statements. Many unions created national officersake responsibility for issues
affecting their black members, for encouraging ipgrdtion and furthering equal

opportunities. Research in the 1990s on 21 tradenarfound that 10 had a national
committee dealing with race equality issues andlyéao-thirds had taken positive

steps such as targeting workplaces, organisingecentes for black members and
producing recruitment literature in minority ethrdanguages (Wrench and Virdee,
1996).

Hence, the debates on immigration and trade unimrse, initially, concerned with
institutionalreadjustmentThat is to say that in the early stages of tHeatkethe focus
was on whether institutions of regulation and repnéation such as trade unions
could adjust to the needs and demands of immigraatsd whether immigrants could
adjust to the organisational and political cultafethe labour movement. In the
second phase of migration, from 1990 to the predenyt there has been a strong
upward trend in immigration from Europe, which mgéied after 1 May 2004, when
the UK opened its borders to nationals of the ei@bhtral and Eastern European
accession countries. During this period we saw dteady evolution of equality
strategies (see Wrench, 1996; Dawesl, 2006), but also a move towards strategies
around organising and learning as a way of accogssigrant workers and integrating
them into the trade union movement. Firstly, uniearning initiatives have been the
primary means for approaching migrants to draw th@mthe union. In 1998 the UK
government established the Union Learning Fund (Jl#hich has funded trade
union engagement with workers in training and etlanalLearning strategies have
included setting up workplace-based learning centii¢gh the aim of helping the most
vulnerable groups of workers to access basic trgirin relation to migrant workers,
access to English for Speakers of Other Langua@O[ courses attracted new
migrant workers into union membership (Martiregzal, 2007). However, as one of
our interviewees from Unison pointed out, migrarmdrkers tend to be interested in
engaging in training, but participation often psteut or is withdrawn. The reason for
this is often that they work in precarious condise- for subcontractors in the public
sector or in workplaces with unsupportive manadersexample. There are other
examples where trade unions, in particular uniongarticular regions, have used
union learning as a way of talking to migrant wasgkabout union membership, but
on the whole the approach has tended to be fragmmiemid piecemeal.
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Secondly, organising campaigns have attempted picesent the interests of and
encourage union involvement of migrant workers -amgles include Unison’s
Migrant Worker Participation Project and Unite’sgviint Worker Support Unit. Both
of these projects were funded by the Union Modatios Fund (UMF). This was a
government-funded grant scheme established in 2@sovide financial assistance
to unions in support of innovative modernisatiorojects that contribute to a
transformational change in the organisational éffeness of a union. Some unions,
notably the GMB, Unison and Unite, have been abtiuesing their organising
campaigns to bring in migrant workers, focusing tbnse sections of the labour
market that have seen the largest rise in migrawkevs over the last decade. Yet
integration into the wider union is, as yet, ondptative. The GMB has faced some
internal debate around the decision to organiséstrelorkers into a Southampton
sub-branch on the basis that they needed thiosgdinising space to get used to the
workings of a union branch before joining with thmainstream branch, although a
more inclusive attitude has emerged around a maidegnagenda. Unite has faced
less opposition, perhaps because there has beengaestablished ‘international
catering branch’ (established in 1972 for migramrkers) and the internal branch
structures work differently in this union — lesogeaphically and more industrially-
based (Turnbull, 2005).

In the UK, there have been a variety of policies@dd by unions and community
organisations to encourage diversity and supportEBifoups. There have been
campaigns to deal with racism and to link up withlB workers. There have been
recruitment and representation campaigns aimed @kess confronted by the
injustices of racism. Increasingly workplace repreatives are trained to deal with
such issues and to broaden the questions theywdeml with the development of
trade union equality representatives, for examples has been supplemented with a
greater amount of attention being paid to the asgdional strategies of firms, and
political campaigning against far-right groups. @&bcinclusion and anti-racist
strategies are steadily being developed by tradenann the UK, and these put trade
unions in a new light within communities and therkpdace. The Living Wage
campaign in London is a key case example of un&rs community organisations
working together to improve working conditions far mainly migrant group of
workers. London has had a Living Wage campaignd-blg¢ London Citizens as a
movement that brings a range of social organisatimgether — since 2001. The
campaign has spread from hospitals, to the findwocses of Canary Wharf and the
City to Universities, art galleries and hotels -#iag a standard rate and level of
payment above the minimum wage. The campaign lsassa@cured agreements that
all the new jobs at the Olympic site will be oninang wage, making sure that the
benefits of investment reach at least some of Loisdeworking poor. The campaign
has begun to spread to other parts of the Unitedgdom albeit with variable success.

While there is clear evidence that the UK union eraent is much more geared up to
working with migrant workers than it has been ia thcent past, most activity is still
at an early stage and is very piecemeal. Alsogtradons in the UK are much more
cautious, indeed wary, of working outside their ostnuctures, and have been
actively opposed to the setting up of ‘alternatiwarker organisations for migrants
like the US workers’ centres. There have beenmadgrolitical tensions within unions
about whether to support organisations like Lon@dizens and what role the union
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should play in these campaigns. The Living Wage pagn seems to reflect

weaknesses in the UK trade union movement in oglato collective rights and

regulation. The lack of involvement and influencas-compared to other European
countries, such as the Netherlands and Spain hencollective regulation of the

employment relationship, has meant that organisatioutside the trade union
movement (such as community groups) have beenrthersl of campaigns like the

Living Wage campaign. The London Living Wage cargpais an attempt towards

greater regulation, and employers and the state leen forced to listen to the
campaign. However, as Howell (2007) has argued|ewthiere is state support for
individual rights in the UK, there is a lack of ggot from the state to develop
collective rights.

Our research shows that the trade union movemeani#e some success in engaging
with migrant workers in the workplace, through onging and learning strategies,
and has also engaged in campaigns around forwatigengghts and position of BME
workers within trade unions and in the workplacewdver, much of the activity is
reliant on particular sets of circumstances — sagla strong regional union branch,
committed union officers sometimes working on thewn volition, or external
funding. Without broader co-ordinated action, ldegn strategies towards greater
collective regulation and greater support from skete, much of the work done by
trade unions, which is often more progressive thdrer countries, remains small-
scale, fragmented and rests on precarious foundatio

5. Trade Union Strategies towards Immigrants
a) The Institutional Dimension of Labour Relations

When discussing the question of trade union regmis the question of migration
and social inclusion, it is unusual to have inchiday discussion on how the trade
union approaches the state and national level grepb associations on these
subjects. Most studies tend to focus on companyarskplace level responses — and
on occasions, responses in relation to the commuonitocal authorities. It is rare to
see any discussion on how labour organisationsnaigdant bodies actually engage
with state institutions, especially at national devQuestions of regulation are
addressed in so far as unions do raise issuegddiatequality and social rights with
respect to immigrant communities. However, how ¢hese directly pursued in
relation to the state is not such a focus of irstler@art of the challenge is that many
rights or services related to immigrant communitias be quite generic (for example
equality at work, the development of learning segsiand access to housing) so it is
difficult to extrapolate the relevant aspects Hratrelated to migration.
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The State as Legislator and Service Provider

The main vehicle for the regulation of workers’ hig in relation to minority
communities — including immigrant communities — hasded to be the pursuit of
legal rights. These obviously encompass a rangelafions between trade unionists
and sympathetic politicians. They may take a dimetationship, as with gender
networks and committees of trade union officialgl drabour Party Members of
Parliament (MPs). Through these networks (formatl anformal) equality is
supported within governmental circles. There argo astrong lobbies involving
immigrant representatives within political parti¢s.g. Pakistani representatives
within the local state, especially local city amivh councils, and broader political
networks, as seen with the development of legtatin religious tolerance). Hence,
these relationships can be quite significant in mth@nner in which questions of
equality and inclusion are framed. The politicall aepresentative spheres of the state
are important in the manner in which they consteudtalogue across time and within
various organisations and institutions. To takes thirther, we need to appreciate
Jessop’s (1982, 1990) thesis on the state, whieb is@s an institutional ensemble of
forms of representation and intervention — witifed#nt dimensions relating to each
other in different ways (see also Hyman, 2009).

Within the UK there are, however, doubts over thesistency of such relationships
within the sphere of representation. The formsiafogue remain structured around
specific established migrant groups within dominpatties — especially the Labour
Party — and these are normally representative dfgfathe immigrant community.
These tend to formalise themselves around netwaitksn a selection of geographic
areas. In addition, newly-arrived communities temtde under-represented with these
dominant social democratic circles. This means thhilst specific unions have
specific sections with internal systems of reprées@n for ‘black workers’, their
relation with the Labour Party and other dominaattips are inconsistent and not
directly related to any political or parliamentalgrums. In many respects such
internal trade union bodies appear to have beecownigected from the broader
discussions on immigration. In some cases thisus t the manner in which the
guestion of immigration, in terms of new constitcies of immigration, have been
addressed by the state through different servimtad avenues.

The State as Facilitator

The state is also a vehicle for supporting innmraand change. Through networking
and knowledge sharing (providing forums or fundifagy forums), developing
benchmarks or facilitating the development of bematks (funding ‘best practice’
projects and innovation) and through setting targatd objectives (by setting
guidelines and informal reference points) the state indirectly intervene (Martinez
Lucio and Stuart, 2012). This role has become nmp®rtant as the classical role of
the state has been restricted (ibid).

In terms of social inclusion, one major area oftestatervention under the New
Labour government was the UMF, which provided resesito unions to enhance and
modernise on questions of internal managementegfample, communication and
equality representation (see Stuattal, 2009). As the UMF developed across its
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three rounds of funding, from 2005 to 2011, the lasxs moved from general
modernisation through to equality, and then therasgntation and support of
vulnerable workers. This linked to the work of tbebour government on vulnerable
workers through a range of commissions. The neadden the agenda of migration
and ethnicity into a broader tapestry that involage and other factors was seen by
some as a way of ‘bringing a broader constituentyeaople into the inclusion
agenda. It had been perceived — so went the argurebeing related mainly to the
guestion of BME workers. This line of argument wed uncommon in some of the
interviews at more official levels, as ‘vulneratylias a concept appeared to offer
opportunities for widening the agenda of intervemtand avoiding being focused on
specific groups. The authors would argue that thés partly a response to the
migration agenda set by the tabloid press and gpwislamophobia”. However,
many initiatives that we encountered in terms afregearch were actually funded by
the UMF, for example Unison’s work on migrant regmetation and the construction
union UCATT’s Vulnerable Workers Unit. These iniiees were able to use funds to
train individuals, establish information networksidaservices, and to develop
representatives in relation to the challenges tfenability. They were constrained by
the amount and time limits of the funding, but thegre able to produce a network of
individuals focused on linking trade unions intognaint communities (and other
groups of workers). However, one of the challengas moving the initiatives onto a
more stable footing once the funding terminatedothar challenge — which we
discuss later in this section — is that the maidybaf BME worker networks was for
various reasons disconnected from this phenomend@velopment.

The State as Representative Arena

National bipartite (labour—state) and tripartitabpur—state—employers) relations on
guestions of immigration in the UK have been unusBart of the problem in this
respect is that neo-corporatist modes between talama the state have been
historically uneven at best and non-existent atswvcehmbruch, 1984; Howells,
2008). In the 1970s there were initiatives during Labour government to open
policy-making to trade unionists, but these weng/veuch a corporatism of crisis and
not growth (ibid) and ultimately an unsuccessfulitmal experiment. The 1980s
through to the current time (the Thatcher/Major Smwmative and Blair/Brown
Labour governments) saw no systematic return tmébmand structured state—labour
dialogue and representation.

Within this context, migration issues (at best sagrsecondary within policy circles)

have therefore not been debated between the ‘speidhers’ in any serious or

formalised manner. Interviews with leading figurekated to equality, migration and

international relations inside the TUC confirmedatththere were no real

developments, as such, in terms of ongoing dial®gared structures. Migration-

related issues in terms of rights and social sesviare very much linked

institutionally as a secondary set of themes withebroader questions of culture and
equality. Trade unions such as Unite, Unison, tiMBGnd others do not have any
direct relationship with state committees on suchjects as migration. Hence the
dominant response has been through lobbying faficgsy and rights in relation to

housing and employment rights on an ad hoc basis.
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Interviews with BME organisations at national leweinfirmed that their relations
with the state worked through meetings that weravened by specific state
departments (for example the Department for Wowk Ransions (DWP)) on certain
topics. There was no permanent forum. There haea b&empts to set up regional
forums linked to the Regional Development Agenci@@DAs) which the
Conservative and Liberal coalition government eldah 2010 dismantled, but these
proved to have a chequered history (see Perrett Madinez Lucio, 2009).
Voice4Change England, which brings together a ranfjeBME organisations,
confirmed that there were informal support comrest¢hey would attend, but there
was no permanent forum or structure across and eestwspecific government
departments. In this respect, the dialogue withstiade would emerge around calls
from specific departments for focused consultationsnew policies: although these
were minimal as a mode of consultation. Howevegstjons of equality and welfare
services at governmental level do consist of aayaof policy arenas and feedback
mechanisms, but the research did not find theszaeted in many of the interviews
with national officers within trade unions and BMiEganisations. In addition, the
national relationships between migrant and ethyio#tsed organisations were very
poor regardless of the attempts in 2010 onwardhé&yUC to develop more formal
relations with such bodies.

The main forum for discussion on dealing with migma from non-EU countries and

the link between skills and qualifications gapshivitthe UK and the skills and

qualification levels of migrants, has been one ¢ few ongoing commissions

involving relevant state level experts, employ@sademics and trade unions. This
commission attempts to map national economic angl@ment skills needs and

potential migrant contributions. This has had vbitye trade union influence and

interest in and knowledge about this on the pattaxfe unionists is low. In fact, the

committee in question tends to view migration iniastrumental manner in relation

to ‘needs’ as determined by the home nation. Otlagibnal structures that deal with
resourcing additional housing and educational castecal authority level through

local government structures have been invisibléeerms of the research, and trade
union presence appears to be non-existent or nigglig

The implications of this absence of formalised eststiructures and institutions has
meant that trade unions have not had a directenfie on policy and have not been
able to articulate a common policy and systemataméwork on questions of
migration. In addition it has not been possibledise advantages of regulation and
inspection, with regard to the question of immigmatand labour market change, in a
formalised manner. In fact, this has also contadub the fact that trade unions have
not been compelled to formulate positions and pEgion migration beyond generic
references to the right to good employment conastiand equal and fair treatment by
the state. Specifics have not always been cleariyilated and developed. Neither
have employers been confronted through such fomitls counter-positions, due to
their absence in the structures. The UK examplevsh@ much more fragmented,
informal and network-based approach to such mattensch relate mainly to the
trade union—migrant relationship. If anything, paot the research detected that this
was not always lamented by trade unionists, givenpterceived tensions that some
could see emerging as a consequence of the systeataboration of migration
policy. In one interview a senior national officexgued that the question of migration
(especially Eastern European migration to the Uld)sed difficult and even
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xenophobic responses from sections of the memigerhis was repeated in relation
to the North West of England, where a senior Unisffitial informed of us the
complaints and communications he received from nsmldue to the equality
related-work of the trade unions. This sensititdythe alarmist aspects of migration
(much elevated by the right-wing tabloid press) mi¢hat questions of equality and
inclusion were elevated within union discourse imare general manner that did not
highlight migration. This shows how structures atidtegies intertwine, and how in
this case the lack of these can sustain themsélsis ironic, given — as we discuss
later — the importance of anti-racist activity aati-fascist activity by the British
trade union movement, which is much more apparedealing with anti-immigration
discourse within the far right of the political sp@im.

b) The Dimension of Learning

The subject of learning and the role of union styEs as a vehicle for social
inclusion has become one of the principal debatiésirwthe British and European
academic industrial relations tradition (Rainbet al, 2004; Stuart, 2007). The
literature on this is vast, with a range of indivads engaging with the changing
nature of learning and the role of unions in deprg learning and training strategies
through Union Learning Representatives (ULRS) i wWorkplace (Stuart 2007) and
the role of learning centres and local strategi&sme of this literature has been
concerned with the reliance on the state in terimglevant funding (Mcllroy, 2008)

and the failure of the trade unions to combineneay strategies with a community-
and locally-based approach in a systematic way€éRemd Martinez Lucio, 2008).

The research in this particular project has onceenconfirmed the finding that the
role of learning centres and ULRs form an integrait of the response of trade
unions to the question of migration and socialus@n. The importance of learning
centres as run by unions such as UCATT in siteh sagc the Olympic Stadium
construction site appear to be validated as thgywerkers on the site access various
short courses and training schemes. In additioamphoyed workers’ centres in the
North West (which now appear to be fewer in nunddenational level compared to
the 1980s) also provide elements of training ammeésxto courses. The project located
a range of initiatives. In the North West one UCAIDEal project worker was able to
draw the attention of individuals he met, when ting construction sites, to the
services and centres the union had in relatioreéoning. Language courses, basic
computing courses and others were established @@ mccessible through various
means. UCATT very much had a strategy of seekingifig for learning facilities in
specific areas and new building sites. The objectvas to link learning into the
workplace on an ongoing basis. Various employerth i longer-term and more
union-friendly view tended to support such initvas, although they were not always
the main funders. In a local council in the north.ondon a Unison branch developed
a Living Wage campaign as the basis for a migrasker inclusion campaign based
around the cleaners in a local school. They alskeli this to the development of a
parallel learning strategy with the aim of assiptthe development of workers and
maintaining a link with them on a range of employtissues.

However, the research confirmed findings from ottvjects that the challenge with

the learning agenda was linking it into the dailpriv and activism of the union
(Moore, 2009). Organising strategies, for examplee rarely linked to learning
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strategies. There tends to be a level of segmentati the way the union strategies
are elaborated. In addition to this problem, weehalso confirmed that learning
appears to be geographically uneven in terms o$énéices being offered in specific
workplaces, or in learning centres that are noagraccessible or on an enclosed site
(see Perrett and Martinez Lucio, 2009). There sésms to be a lack of co-ordination
between unions, although the TUC appears to attempprovide an umbrella
structure for learning initiatives to network byirog a major link to the funding. Yet
the initiatives taken around learning through tradens, through representation and
service provision, have become a major initiatige Iinking to vulnerable workers
and especially migrant workers. The continuatiokey elements of funding related
to this area under the post-2010 Conservative—alli@emocrat coalition government
— whilst many other streams were reduced and eeemirated — reflected the
extensive lobbying and pressure the TUC has madndare that this dimension of
union activity was sustained. This in turn suggésas strategically this has become a
central part of the portfolio of union activity andganisation.

c) The Living Wage Debate and Community Unionisont@bution and Reality

The role of community groups has largely been asimgs factor in mainstream
industrial relations and race and ethnicity debdtesheir research in Yorkshire and
the Humber (north-east England) Perrett and Martingcio found that there was
little contact between community organisations amade unions: ‘despite the
presence of a large number of BME organisationsretdiorks based within BME
communities, trade unions appear to have donelitdeyin terms of forging alliances
or building partnerships although there are exomgti (Perrett and Martinez Lucio
2006: 14.) Fitzgerald and Stirling (2004) conductsoime similar research in
Northumbria (north-east England) in order to gaube extent of community
engagement with unions. The authors found thaetiware a number of obstacles for
black and minority groups in engaging with tradéouas. Firstly, there was a lack of
knowledge about trade unions (from the communitugs) and lack of knowledge
about BME groups (from trade unions). Secondlyregheere issues around language
and culture where BME groups felt that unions dbdwenough to engage with BME
communities or in fact understand the differenttum@l and language of different
communities.

The Living Wage campaign in London is a key casenmgde of unions and
community organisations working together to imprawverking conditions for a
mainly migrant group of workers. London has hadwang Wage campaign — led by
London Citizens — since 2001. The organising pples of London Citizens are
designed to foster an engagement with civil sogibtinging together people who
have a common stake in their local communities. Triaedel adopted by London
Citizens is to organise people where they are @yremganised — in their churches,
community centres, schools and trade unions — blyebgoadening the base from
which to build strength. The majority of people whave become members of
London Citizens are migrant workers — many of whdrave formed tight
communities that are used as social and cultuggd@t networks. The campaign has
spread from hospitals, to the finance houses ofaGaWharf and the City to
universities, art galleries and hotels. The camp#igs also secured agreements that
all the new jobs at the Olympic site will be on i@ihg Wage, making sure that the
benefits of investment reach at least some of Loisdavorking poor. London
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Citizens’ mobilisation of thousands of migrant werk — mainly overlooked by
unions when the campaign began eight years agpeses the fact that unions were
ill-equipped to recruit and organise among theseigs of workers, many of whom
were working at the margins of the economy. Asvd sbciety organisation without a
history of labour organising, it has often comeiobnflict with the unions, who have
objected to the ‘occupation’ of their ‘turf’ (seeldate, 2009 for a detailed discussion
on this). As one of the activists said in relattonhow the union perceived London
Citizens:

It's territory...How dare these people come andsithe line somehow. Let them do their own
community stuff but this is our territory...Contrifs about jealousy...when London Citizens

organised the Olympics deal it was like, “we sholddle done that.” Yeah they should have
except they didn’t. And then rather than saying tirioup is really good, we should work with

them, they bad mouth it because it shows them WereTis a lot of that. There is a real

dinosaur mentality about some of the unions bstativays about “we.” “It should be us, not

them.” It should be ....rather than seeing it as pootunity they see it as a threat. So what it
is ultimately saying is, yeah there is the Londatiz€ns type approach but then we can do it
ourselves.

Nonetheless, the broad-based organising of Londtre@s has been successful in
bringing new migrant workers into union membersiolgate, 2009; Holgate and
Wills, 2007; Wills, 2004a). Early successes in theing Wage campaign saw
hundreds of migrant hospital workers organised ison. At the beginning of the
campaign in 2001, seven local Unison branches werelved, and by 2003 the
campaign had succeeded, following a number of edriknd demonstrations, in
increasing pay and conditions for these workerspide these early successes, union
involvement with London Citizens has been limitedtthat of a few local branches
from different unions. In our research we found &ture of responses and
perspectives on community engagement and the Lofitirens’ movement. There
has been a reluctance of unions to work in conjancwith London Citizens in
organising migrant workers using the London Citezapproach. We also found that
in some unions, there were individual branches amodn leaders who were very
active in the London Citizens movement, but sonteviats stated that at a national
and regional level there was little support fortiget involved for ‘political’ reasons.
There is criticism from unions that London Citizeiss undemocratic. Decision-
making in this community-based organisation diffsmsn unions in that it is based
around a process of negotiation, consensus, comgeoand on-going reflection.
Trade unions, however, are unused to working is thay, and instead have a
different idea of the democratic process that isedaaround that of formal
representative democracy. There is also suspicioound working with an
organisation that is made up of faith organisatiand the use of ‘moral authority’ as
a campaign tactic, whereby faith leaders will stapdo pronounce the lack of social
justice and morality in companies who exploit theinployees. This has been used to
great effect, but troubles many trade unionistsp \ehe used to dealing with more
‘rational’ economic arguments.
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d) Organising: The Re-engagement with Mobilisatioheory and in Practice

In 2002, the TUC published a booklet entitMdyrant workers: a TUC guid€TUC,
2002). The aim of this publication was to assitlér unions ‘at all levels’ to meet the
challenge of bringing migrant workers into union miership. Prompted by the
enlargement of the EU and new government initisti@ened at easing access to the
British labour market, the TUC was concerned thaibmns were not equipped to
challenge the negative perceptions of migrant wsrks portrayed in sections of the
national press. Many UK unions have now adoptedtigsl on the recruitment and
organisation of migrant workers, and there havenlm®me membership gains as a
result. Our research shows that there have beeariaty of different strategies
adopted around organising. Some strategies havetbpedown, both at regional and
national level, with the aim of creating organissegtions and developing sustainable
infrastructures for organising. This was the casdJnison North West where the
union has changed the way it organises under thedoagMeeting the Organising
Challenge’ (Meetoc) by developing a career pathoiganisers and moving from a
servicing to an organising approach. Whilst thissweot specifically related to
organising migrant workers, part of the approacts w@ make the union more
accessible to migrant workers, promote good practiod raise awareness around
migrant workers for both members and non-members.

Other top-down organising campaigns have attemizte@present the interests and
encourage union involvement of migrant workers -amnegles include Unison’s
national level Migrant Worker Participation Projemhd Unite’s Migrant Worker
Support Unit. Both of these projects were fundedheyUMF. Some unions, notably
the GMB and Unite, have been actively using thegaaising campaigns to bring in
migrant workers into the union, focusing on thosetisns of the labour market that
have seen the largest rise in migrant workers ¢iverlast decade (see section 4.
above). Yet, integration into the wider union isyasonly tentative.

Unite’s organising strategy has been to targebsectr sub-sectors of the economy. It
begins with a five-year economy map in sectors wibere are large numbers of
precarious (or vulnerable) workers. It focuses oeas with precarious workers
generally rather than particular groups such asanigworkers. One Unite official
said that it needed to adopt a sector approachtarget bargaining units rather than
groups. The organisers first ask: “What does alaak like?” One activist used the
example of the meat packing sector, where the uhas had a campaign for five
years. This sector predominantly consists of migmamd agency workers. These
workers are used to undercut directly-employed iaddyenous workers — migrants
are generally exploited. But she said it is not aimut comparing migrants with non-
migrants, and that issues facing migrant workees @so facing the indigenous
workers. The union gathers evidence and runs a &igmpln the meat packing sector,
it looked at discrimination against migrant workef$ie strategy for a sector is a
long-term strategy and to invest five years in mgaign — it improves membership
conditions through a strategy around ‘parity andr@aency’.

Other types of organising where there are manyanigworkers include the cleaners’

campaign in Canary Wharf in east London. Here aghim strategy was to ask the
guestion: “What does a win look like?” Here therer& people doing two or three
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jobs to make ends meet, so the outcome the unioedavas a pay increase. The
leverage for the union was embarrassing compatti@sganised around key issues
and an industrial strategy — workers are worketsther they are undocumented or
migrant. The union looked for what the win would éed put together a plan to
achieve it. Union activists felt that organisingnes should reflect the make-up of the
workers and this has been acted on in unions ssitbnége. In the GMB, Unite and
Unison the unions also thought community organiswgs important and had
strategies to map and organise by community to dmdwho the leaders are, the aim
being to empower workers through different accesstg.

In all of the unions in the research we found tthetre were both top-down and
bottom-up responses to organising migrant workbts, it did not add up to an
integrated strategy.

e) Self Organisation, Direct Representation and-Ratcism

One of the hallmarks of the British trade union @ment’s response to racism in the
labour market and society has been the developofecammittees and conferences
organised around and by BME workers within tradeons since the 1970s. These
have varied according to the trade union in questit over time there has been an
array of black worker conferences and sections ftben TUC downwards. These
have played a major role in the trade unions inueng that issues of race and
ethnicity have been articulated and developed withé policy-making processes and
organisational structure of the unions in questierg. Unison, the public and
commercial services union PCS and Unite. They haveome cases managed to
audit, formally and informally, the activities die union in relation to the equality
agenda. They act as a quasi-autonomous voice awe sgound and through which
debates develop that are not easily bypassed lpynuwstructures and interests. In
addition, they provide a space within which tradéonists from these constituencies
can develop confidence and mutual support netwarid links. They provide an
opportunity for mentoring within such constituerscie® take place. They allow for
activist and leadership development to emerge ami@velop both formally and more
importantly informally. Such networks and sectiara form a part of the policy-
making process of trade unions where they are alliolw submit a number of annual
conference resolutions and engage with the poliaiing process in general. Many
trade union black worker sections link into the T&I/€quivalent structures, forming a
national level of interest. Many of these strucsuaee linked together around broader
external-facing networks such as BARAC (Black Adtis Rising Against Cuts)
which have focused attention within the labour mmogat on the racial and ethnic
impact of government spending cuts over the pasty&ars.

However, our research with individuals involvedtirese networks has shown that
there is an emerging set of issues which has nteahtmuch of these historically
important structures and initiatives have beenrcesent marginalised in the new
debates on migration. One black trade unionist imsth stated: ‘I believe in self
organisation as a means to an end and not a me#sslf ... for it to succeed people
have to get involved in the mainstream of the uniBolicy-making lies in the
mainstream of the union. What frustrates me ikef4ame people attend meetings but
don’t seem to make any progress ... [they] have garade union perspective, they
go and sit and have a moan but they’re not veatesgic and don’t do anything. And |
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think they could be a force to be reckoned withet]Yjust because you're black or
you’re gay or you’re a woman or you've got a difigbdoesn’t necessarily mean you
have political understanding of what the issues. aréhere was a sense that trade
unions have not always continued to nourish thigomiaitiative and innovation in
their equality politics. There are ongoing demafaissuch groups to have a deeper
role and say. What is more, black worker sectiand themselves balancing an
inclusive role towards marginalised and oppressedpgs generally, on the one hand,
and those who are from a black racial minority iorignd who feel more exploited as
a consequence of their background on the other.

Some also appear to argue that equality sectiotisinnvithe unions appear to be
disconnected from new migration issues. In pars timay be due to the ethnic
background of new migrants (many being north-eadiiropean migrants and so do
not identify with the BME discourse and identityligos). The question of race and
anti-racism sits more uncomfortably — or is made-taithin the new politics of
migration and social inclusion. Hence there appdarde a disconnect between
different activities within the trade union. Thewnactivities in relation to learning or
new forms of equality initiatives are delivered nigithrough white trade unionists
and through a process — and mentality — of sed@tiery. Initiatives in terms of the
ULF and the UMF appear to be separate from maimstrequality initiatives. Within
the TUC there appear to be different departmentandr questions of vulnerability
and union responses to it, social inclusion ancelbgment, and equality, and this
appears to be reproduced in various unions. Irtgpjcamaller unions tend to have
these slightly more integrated into their widerigiels and activities due to their size.
In some ways the question of inclusion, equality @mployment rights for non-
organised workers provides an organisational chgéen terms of structure and how
those from a BME background are empowered, orindéérms of these processes.

However, regardless of these internal debatedrade union movement has used this
variety of structures and networks to confront saciin highly innovative and
political ways. The research has been able totecdaange of data on the activities
of the British trade union movement on anti-Fasagtvities. The emergence of the
Far Right in recent years in the form of the BhtiNational Party (BNP) and the
English Defence League (EDL) have led to trade mmiguch as Unison, and
especially regional TUC structures in affected syeasponding in a range of ways.
New forms of migration have been the subject ofaage of tabloid newspaper
attention which has equated ‘migration’ with crimlity and a ‘drain’ on jobs and
public services. This has a long history withinteests of the British press, and was
the subject of a range of research initiativeshi@ 1970s and 1980s regarding the
depiction of Afro-Caribbeans with regards to socidisorder (Centre for
Contemporary Studies, 1982). The presence of themad Front in the 1970s and
1980s as a far right organisation brought a sydiemmasponse from the labour
movement and the British left in the form of vasoanti-Nazi and anti-racist
organisations. Since the mid-1990s the Far Rigist heeemerged with a focus on
Islam and Eastern European migration, in particular

The concern for the trade union movement has bleefold, from what our data
suggests. Firstly, the likelihood and reality ofaaks on immigrants and visible
minorities has resulted in a series of meetingscamlpaigns organised to counter the
impact of racist and xenophobic trends. These havelved leafleting and local
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meetings, as well as involvement in community calresand social inclusion
structures within the local state (e.g. local authes). Secondly, given the strains on
local communities in a range of areas in termsotiesion and inter-cultural relations,
the focus has been on emphasising the fascistriemdeand trends within many of
the new far right groups. This legacy goes backh&1970s and even the 1930s in
terms of the left's mobilisation against the Bhtiginion of Fascists led by Oswald
Mosley. The third reason relates to the fact tldés for parties such as the BNP can
be at the expense of the left and the Labour Rargeneral. Given this, the presence
of trade union campaigns and materials developedifoulation is extensive in areas
such as the North West and London. In additionhiwithis set of activities there has
been a range of cultural interventions in the fariocal festivals and events. This
has usually been driven by activists and localesgntatives. However, trade unions
have developed a range of materials related to aatiities and local committees,
drawing individuals from across various unionsha tase of the regional TUC. This
feature of the British labour movement’s resporseacism and social exclusion is
rarely studied.

6. Contributions and Challenges

In the UK, there has been a variety of policiespeld by unions and community
organisations to encourage diversity and supportEBifoups. There have been
campaigns to challenge racism and to link up wiMEBworkers. There have been
recruitment and representation campaigns aimed @kess confronted by the
injustices of racism. Increasingly workplace repreatives are trained to deal with
such issues and to broaden the questions theywdeml with the development of
trade union equality representatives, for examples has been supplemented with a
greater amount of attention being paid to the dsgaional strategies of firms and
political campaigning against far-right groups.

Our research shows that the trade union movemeni#s some success in engaging
with migrant workers in the workplace, through onigang and learning strategies,
and has also engaged in campaigns around prombngghts and position of BME
workers within trade unions and in the workplacewdver, much of the activity is
reliant on a particular set of circumstances — fagla strong regional union branch,
committed union officers, or external funding. With broader co-ordinated action,
long-term strategies towards greater collectivellagn and greater support from the
state, much of the work done by trade unions, wigabften more progressive than in
other countries, remains small-scale, fragmentedrasts on precarious foundations.
The role of local activists and regional officergking an interest in specific
campaigns is an important factor (see Martinez cuand Perrett, 2009b). The
importance of the emergent equality paradigm sthee1970s (e.g. Wrench, 1987;
1992; 2004) has been significant in shaping mangrustrategies towards migration,
especially in relation to workplace representatod politics. Where the trade union
presence is uneven or non-existent (an unfortuaatk increasing occurrence) the
‘external’ strategies of trade unions have hadiép & and fill these gaps. However,
trade union structures that are externally facimg weaker when compared to
countries such as the Netherlands or Spain.

While there is clear evidence that the UK union smoent is much more geared up to
working with migrant workers that it was in the eat past, most activity is still at an
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early stage and is piecemeal. Also, trade uniorthenUK are much more cautious,
indeed wary, of working outside their own structuaed have been ambivalent to the
setting up of ‘alternative’ worker organisationg fmigrants like the US workers’
centres. There have been internal political terssmithin unions about whether to
support organisations such as London Citizens dmat vole the union should play in
these campaigns. The Living Wage campaign seemeflext weaknesses in the UK
trade union movement in relation to collective tgyland regulation. The lack of
involvement and influence — as compared to othepjg@an countries, such as the
Netherlands and Spain — in the collective reguhatibthe employment relationship,
has meant that organisations outside the tradenumiavement (community groups
for example) have been the significant drivers ampaigns such as the London
Living Wage campaign. This campaign has been aemait towards greater
regulation from the community, and employers arel dtate have been increasingly
forced to listen to the campaign in the city. Hoeevas Howell (2007) has argued,
whilst there is state support for individual rigivisthe UK, there is a lack of support
from the state to develop collective rights.

7. Analysis, Explanation of Differences and Charadtirs: Fragmented Responses
within a Context of an Equality Union Framework

How do we explain this dynamic of change couplethwingoing limitations on the
role of organised labour? There is a strange paradwvhat we have studied. What
we have seen is that unions have, in the main,dlbyrengaged and innovated across
a range of practices in relation to migrant comrtiesi This has been propelled by
the increasingly dominant role of equality as adisse and reference point within
trade union policy and structures. The impact ofiamigration in the 1950s and
1960s, coupled with a strong shift to gender riglitas, since the late 1970s,
developed a greater sensitivity to the direct odlérade unions in terms of inclusion.
These have not always developed uniformly and withiaternal contradictions.
However, these initiatives have framed the intelaafjuage of trade unions in terms
of direct representation, specialist equality se¥si and officers and political
commitment. The changing nature of the workforces hgeinforced such
developments.

Trade unions have therefore been focused aroundl samred ethnicity issues in a
broad manner, and this has facilitated more reioevations and changes. The other
driver has been the way union renewal or revitabsa(the language appears to
change over time) has become a significant featfithe trade union agenda. The
apparent limitations and absence in many casesobds@r partnership relationship
with employers and managers, and the presencdesest, since the early 1990s, in
alternative ways of seeking recognition, has ledrater investment in organising
strategies. This has propelled leading unions ssclbnite, for example, into a new
way of linking the union into unorganised clustefsworkers — many of whom are
migrants. This second development has therefoleedinequality and organising
paradigms forging a local and worker-facing stratej change. That there are
guestion marks over the success of these initmiiv¢he subject of much discussion
(see Holgate and Simms, 2011). Yet we find thatratign-related initiatives are
configured through these to elements of trade umiction. In some cases, such as
Usdaw, organising has been defined in a more utistital manner in terms of
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membership recruitment and in relation to partnprsiigreements with certain
companies. Care is needed in viewing organisirgeasy opposed to partnership.

Yet one of the drivers of this organising and eiuapproach has been a limitation
that unions face, a unique obstacle compared touwsakVestern European countries.
This is the uneven presence of the state withinstréhl relations in terms of strong
collective rights, significant resourcing of traagieion activity, and a failure to provide
national and regional trade union spaces withinstate. These have meant that trade
unions need to be constantly innovative and engaguith regards to their
membership and workforce. The presence of the Uid-the UMF has not reversed
these causal influences. That is not to say thadetunions have not used these funds
to modernise and develop greater links with theroomication and learning needs of
the workforce — quite the contrary. Yet, the tragd@on movement has had to
seriously balance these softer and low-key appemglith a constant investment in
organising and equality politics. Innovation hasoahad to link with combining these
two with a learning agenda in a flexible manner.

Hence, regulation and how it is structured in th€ h&lps us to understand the way
unions have embraced the question of inclusionnaiggation. In this respect a path-
dependent approach has some uses. Trade uniongt gahnon the state and have
had to seek alternative approaches. Many of thggwoaches are sometimes
institutionally fragmented and/or decentralised tluthe pattern of representation and
union structures within the UK, which are a refiectof the historical context of
weak regulation. Yet curiously, this lack of reli@on the state configures a need for
innovation and a need for new forms of represemtatthich our study has outlined.
The problem is that a failure of locally-based amminmunity-based relations and
external alliances has meant that such innovatasirot always been supported in
terms of consistent structures at local level antiwcivil society.
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