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BRITISH AIRWAYS AND INDUSTRIAL DEMOCRACY

A brief account of the formulative years 
of the British Airv/ays Trades Union Council,

1975 - 1973
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INTRODUCTION

During the mid-1960's the debate that was taking place throughout the 

country on the advantages and drawbacks of industrial democracy began 

to intensify. Closer attention was given to the exact meaning of 

expressions used, and opinions polarised in the spheres of management 

and the trade unions respectively. In the 1970's, a decade that was 

particularly turbulent for industrial relations, discussion on industrial 

democracy continued and resulted in the publication ‘of the Bullock Report 

in January 1977 and a government White Paper in May 1978. At the time 

of writing the economic depression is ac’’te, but the question of workers' 

participation in decision making processes is still in the foreground 

of industrial affairs.

0

Opinions may differ regarding the influence of particular factors in

encouraging such interest. But with the introduction of new technologies

and different forms of economic organisation, it is not surprising that

attention should be given to the greater involvement of the work force as 

%
a possible help in solving the country's economic problems. Nor should 

there be surprise that the trades union uovement, or at least sections of 

it, should see it as being in their interests to demand a different set of 

responsibilities from those of yesteryear.

It is therefore, against a quickly changing macro-situation that this paper 

has been written. But its objectives are limited, for it merely seeks to 

outline the story of what certain sections of the trades union movement 

within British Airways did between mid-1975 to mid--973 in an endeavour to 

implement their version of industrial democracy.
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The first reservation is that only trade union u:.d BATUC documents have 

been used with the exceptions of those management side papers that were 

presented for joint consideration. In other words there has been no 

attempt on my part to seek access to management memoranda regarding its 

assessment of particular developments, nor have I sought interviews 

with appropriate individuals for managerial points of view.

These omissions have in no way arisen from any fear of a lack of co-

operation from the management side. On the contrary, the management 

of British Airways facilitated my appointment to BATUC and have always 

accorded me a high standard of assistance. Therefore, I hasten to make 

the point that a start has to be made somewhere and the telling of the 

story from one side, apart from being less time consuming, can provide 

at least an outline which can be amended later and possibly provide a 

basis for some useful exchanges on matters of principle between the interested 

partie s.

The second reservation is that I have not attempted to obtain an 
*

Amalgamated Union of Engineering Workers' point of view on its refusal 

to join BATUC. Readers of the paper will see that certain assumptions 

have been made, which may or may not be true, and this is a point which 

needs to be made clear. Again, I plead the question of time and the hope 

that any unfair conclusions will be corrected in subsequent papers.

At the time of writing, British Airways is facing serious financial problems 

and fierce competition which can have drastic effects on both the managemenc 

and trade union sides. In offering this paper it is hoped that it will 

prove helpful to the on-going consideration of industrial relations that 

takes place within the airline, even if it stops short of the period when 

many of the present day problems began tc assume their acute form.



It is obvious that without the co-operation of vhe members and the 

Executive Committee of BATUC, who have welcomed me to attend as many of 

their meetings as my duties at Slough College have allowed, this paper 

could net have been written. I should like to express my thanks to 

them. Perhaps I may mention in particular Messrs. Crew, Havill, Wate 

and Young for giving me their time, points of view, and in some cases 

documents invaluable to the telling of the story so far.

In addition, I am most grateful to Miss Susan Bromwich of the British 

Air Line Pilots Association, who not only typed the paper but gave pain-

staking attention to detail and presentation. Naturally I take full 

responsibility for what has been said, but it is clear that without the 

help that was given me nothing could have been said at this point in 

time.

Slough College of 
Higher Education

Peter Richards MSc(Economics) PhD 
July, 1981
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CHAPTER 1

The Background to BATUC

It is generally accepted that until the mid-1960's the trades union 

movement in Britain was hostile to the concepts of industrial democracy. 

Suggestions for "worker-directors" and schemes for "partnership 

in industry" were regarded as mere ploys to blunt the edge of 

collective demands for higher wages and better working conditions.

Once trades union representatives could be induced into the board room, 

it was argued, they could be bribed either consciously or sub-

consciously with a mixture of smooth talk and brandy until they 

became isolated from the workers on whose behalf they were supposed 

to speak. It was therefore logical to oppose any .moves towards 

board room representation and any blurring of the division in the 

field of industrial relations between 'them' and 'us'.

Management side attitudes towards industrial democracy had been more 

varied, for the widely held unit^nan theory of industrial relations 

with its basic idea that 'we are all in the same boat so let's pull 

together', held considerable attraction for executive boards.

However, this idea contained the important proviso that a senior member 

of management had to be at the helm of the boat and be free to alter 

course without being accused of upsetting the 'status quo ante'.

Indeed, some managers were so concerned with the freedom to change 

course that they opposed any extension of trade union negotiations 

beyond the estaolished spheres of wages and conditions on the grounds 

that their managerial prerogati ves would otherwise be seriously

curtailed.



But in the mid-1560's various forces were at. work that were to have a

marked influence upon industrial organisation. They included new 

forms of technology, sophisticated electronic systems resulting from 

space exploration, the wider use of more efficient computers, the 

development of new chemical by-products, different uses of energy 

resources, and the changed terms of trade between the primary products 

of the so-called third world and the established industrial countries. 

Consequently, one saw in Britain a concentration of capital in 

the form of mergers and the growth of multi-national companies.

Somewhat paradoxically while greater power began to be accumulated in 

the board rooms of the large organisations, at the other end of the 

production process the role of the shop steward underwent a change.

Different methods of production from roughly the early 1960's onwards

were necessitating local agreements on wages and plant bargaining on

a wider scale than previously. Although industry based wage levels

were still the subject of national negotiating bodies, the agreements

that were being reached ware becoming to be looked upon as guide lines 
«

rather,,than firmly determined limits. Such agreements were often 

amended considerably by local shift patterns, bonus schemes and 

factors peculiar to a particular place of work. Consequently it was 

a common occurrence for shop stewards to meet managerial representatives 

across the negotiating table, thereby replacing work done previously 

by full time trades union officials.

Major problems '..ere not lacking. In some instances when shop stewards 

were acquiring skills at local plant bargaining the situation would be 

changed by managerial decisions to merge, introduce different forms of
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production, manufacture new products, or bring ’bout a combination of 

all three. This would necessitate a shop steward acquiring further 

negotiating skills and to obtain a wider understanding of his industry 

than his own area of work. Meanwhile, to whom did the shop steward 

owe his first loyalty, the interests of the firm at large or the 

working group who elected him to office?

Although the Health and Safety at Work Act was a product of the 1970's, 

new thinking on the issues involved was in evidence- in the previous 

decade. As a result safety representatives, who were often shop 

stewards, became engaged in negotiations regarding where machinery 

should be placed, when certain machines should be shut down, dust and 

noise levels, which chemicals constituted a health hazard, and what 

new production methods were possible that could obviate the need for 

workers to wear cumbersome protective clothing.

Hardly surprisingly the issues of re-deployment, re-training, and 

redudancies began to loom large in industrial relations. Solutions to 

the problems, which began to assume new forms were often not easy 

to find, and joint shop steward committees would sometimes be split 

as a result of inter-union disputes. Changing jobs and membership 

of appropriate trades unions can prove contentious, and shop stewards 

are not reluctant to express their thoughts when they feel that their 

vital interests are at stake. Hence, concern with company 

organisation was inducing trades unionists to take an interest in 

decision making areas which were hitherto exclusive to management.



While changes in -.-.dustry were creating new opportunities for an 

extension of industrial democracy, there was the major factor that 

from the early 1960's successive.governments became more heavily 

involved in the planning of the country's economy. It can be seer, 

that governments and the treasury extended one of their main functions 

of acting as economic stabilisers in the best Keynesian traditions 

that had prevailed since 1945, to one of overseeing national economic 

strategy. The National Economic Development Council (NEDC) met for 

the first time in March 1962, and other bodies came into being with 

the main aims of stabilising prices, achieving a trade ,balance, 

maintaining full employment, and facilitating a steady increase in 

national production. Consequently income policies assumed a greater 

importance in economic affairs and had a marked influence upon 

concepts of joint co-operalion. (lj

If both government and industry were to attempt not only to iron

out the booms and slumps of the economy, but to aim at steady grcwth

without inflation, was it not therefore necessary to involve ti.c 
«

trades union movement in the required planning? Would the trades union 

respond in a positive fashion? These are wide ranging questions well 

beyond the scope of this paper, but their implications for the newly 

created British Airways in the 1970's were profound. It is to the 

developments within the airline that attention is now directed for it 

will be shown that many of the prcbelms in relation to industrial 

democracy had particular significance for British Airways.

(1) There is fairly extensive lit^'ature on the changes that cook 
place. See for example, Blackaby, FT (Ed), 'British Economic 
Policy, 1960-74' (Cambridge, 1978) and Bailey, R, 'Managing the 
British Economy: a Guide to Economic Planning in Britain since 
1962' (London, 1968).



The Interplay of Ideas within the Airline

Although the Trades Union Congress (TUC) cannot be said to reflect 

the views of every one of its affiliated bodies, it being in advance 

of some and behind others, its statements nevertheless offer a sound 

guide to trades union thinking. During the 1970's the TUC issued a 

number of policy documents concerning industrial democracy. (2)

The first of these documents openly recognised the change in the 

attitude of the TUC from one of hostility towards worker participation 

to that of a willingness to explore the possibilities of terms for 

co-operation, indications of which had already appeared in the 

evidence it had submitted to the Donovan Commission in 1966. However, 

all of the TUC policy statements of the 1970's expressed unequivocal 

opposition to the idea of worker-directors serving as minorities on
9

boards of management and prevented from keeping their trades union 

colleagues informed of developments on the grounds that confidentiality 

would be thereby breached.

It is not proposed to attempt to summarise the derails of the TUC's 

findings on industrial democracy, but reference to the main documents 

is made in order to indicate an important influence upon staff side 

thinking within British Airways and on subsequent trades union 

attitudes that were adopted towards proposals for a form of a joint 

Airways Council. Also, comparisons can then be made with the 

statements of the British Airways Board (BAB) regarding worker 

participation in decision making processes.

(2) In July 1973 the TUC's General Council issued an 'Interim Report on 
Industrial Democracy' which was the basis of 'A Statement of Policy' 
adopted by the Annual Trades Union Congress, September 1974. 
Reference to change of TUC policy is contained in paragraph 24 of 
the Interim Report. See also the bibliography.



One can ascertain that it was in 1973 when exchanges between the BAB 

and the trades unicn side of the National Joint Council (NJC) began 

to attempt to extend the sphere of negotiations from the established 

areas of wages and conditions to wider matters. Indeed, it was in 

the January of that year when the BAB issued an 'Industrial Relations 

Charter' which contained a proposal to set up a 'Joint Manpower 

Advisory Council'. The story of the Joint Manpower Committee (JMC), 

as the proposed Council was eventually called, has been outlined 

elsewhere, but some essential points should be emphasised. (3)

The Charter stated that it was the wish of the BAB to provide

satisfactory career prospects for all of its employees, and the Board

would undertake 'to consult Trade Unions about all major changes in

working practice and organisation'.. An appendix outlined the details

concerning how this consultation was to take place, and it was

explained that management would 'Hear the Union's points and, where

possible, answer them'. Also management would give serious

consideration to any counter proposals that the trades union side might 

«
care to offer.

However, it was clear that no dimunition of management's prerogative 

was envisaged, albeit that the Board's actions would be influenced by 

what the staff side had to say on a greater scale than before. A most 

important paragraph in the Charter stated

(3) Paper 2, Chapter 1 'The Joint Manpower Committee' pp 5-22.
The Industrial Relations Charter was issued on 3 January 1973. 
Appendix 3 of Paper 2 gives the revised terms of reference of 
the JMC as agreed jointly in November, 1973.



'Whilst recognising that it is Management's job to take 
decisions, the Board, being anxious to tap the advice and 
experience of its staff, will set up a Joint Manpower Advisory 
Council. This Council will be chaired by the Group Personnel 
Director with agreed representation from the Unions and from 
Management with the following terms of reference

i) to advise on future manpower policies (except matters 
which would normally be for negotiation within the 
orbit of the NJC) and, to that end, to consider 
manpower trends and all other relevant considerations.

ii) to consider and advise on in-company training (including 
retraining) policies and deployment'.

No doubt the management side of British Airways thought that it was . 

being liberal in its approach to industrial relations, ±>ut it will be 

shown that there was quite a large gap between what it was offering 

and what the TUC was asking.

One may claim with reason that the dMC was a failure. It operated

for less than four years and when it was buried in March 1977 its

accredited battle honours were few. But it was not without its

achievements, one of which was to facilitate the various feasibility

studies coming into being, espe'-i^lly the study concerning Engineering.
«

One could easily spend time discussing whether or not the JMC and the 

subsequent feasibility studies constituted the introduction of industrial 

democracy within British Airways. What is clear, however, was that 

the JMC and the feasibility studies brought about an extension of 

management/trade union bargaining into the areas of who should work 

where, and at what, on a greater scale than beforehand. While it 

may be claimed that in the former EEA-BOAC organisations the 

managements had always been prepared to listen to suggestions from 

the staff regarding improving the running of the airlines, the new



consultative machinery that was created advanced the situation from 

the implementation of the pay deal of i968, and dependence upon good per-

sonal relationships among individual managers and staff side 

representatives, to a more formal seating. (4)

Management could argue that if the JMC had its shortcomings it was 

possible, with a little goodwill on both sides, to overcome at least 

some of its faults. The merger, as the Industrial Relations Charter 

stated, offered great opportunities for joint work, but it has been • 

shown elsewhere that between 1973 until 1975 it was the management 

side of British Airways which was the more anxious to see the 

feasibility studies brought into being. (5) What caused this 

reluctance on the part of the staff side and was it of significance 

for the development of industrial democracy within the airline?

Attention has already been given in other papers to the fears which

the staff side had within British Airways in the 1973-5 period

concerning the merger enhancing the possibility o' redundancies 
«

following the dramatic fall in demand for civil air transport after 

the Middle East War of October 1973. Consideration should now be 

given to the difference in attitudes to industrial democracy that 

existed between BAB and the trades unions.

(4) The Pay Deal of 196B had been a joint BEA/BOAC agreement and 
had brought about greater flexibility and interchange among 
the workers of both airlines. The influence of this pay 
deal upon ..he merger requires further investigation.

(5) Papers 2, 3 and 6. Also Appendix 1 pp 50-5z below reveals
that important joint consideration of the involvement of shop floor 
representatives in a proposed widened JMC took place in the summer 
of 1975. But moves in this direction were superseded by the 
creation of BATUC.
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Reference to the TUC's Interim Report referred uo above shows that 

in relation to the Public sector of the economy there had been a 

change in the immediate post-war philosophy that all trade union 

members of nationalised boards should be appointed from outside the 

industry in question. Henceforth, it was argued such board members 

should be from within, and:-

' (i) Legislation for nationalised industries should be
altered to provide for one half of the board to be 
trade unionists, having some regard to the wider 
public interest;

(ii) The procedure for appointment should be altered to 
provide that Ministers should formally seek 
nominations from the TUC for 'trade union appointments 
to all nationalised boards of statutory status;

(iii) The TUC would normally seek nominations from unions 
within the industry covered by the board.'

Also, and of particular relevance to the feasibility studies within 

British Airways and proposals for joint control were the points that:-

* 'As well as extending the board level representation, it is 
necessary for the nationalised industries to play a leading 
role in the extension of industrial democracy at lower levels 
of managerial authority. Joint control can largely be 
extended through collective bargaining, and through the 
absorption of subjects for consultative machinery into the 
collective bargaining structure. At the same time direct 
involvement in managerial boards at lower levels (eg regional) 
should be provided for. It is important that there should be 
representatives of work people at the point where decisions 
are rarely taken, which in the public sector is often at sub-
committees pf the main board.' (6)

(6) Interim Report paragraphs 96 and 97.



This can be seen, translated into British Airways terms regarding the

structure of organisation which existed between 1974 and 1977, that 

staff side representatives should have been appointed to the Board 

itself, and to Divisional and Departmental Committees.

One may observe that the TUC's policy had swung from the extreme of

no worker participation at all to one of participation on equal

terms, which many members of management considered to be the opposite

extremity. It was against this background that in the summer of

1975 Mr. Ron Crew, an active lay member of the Association of

Scientific, Technical and Managerial Staffs (ASTMS) and a staff side

representative upon the Engineering Review Committee, tabled a paper

which began a train of events that led eventually to the creation of

0

the British Airways Trades Union Council.



CHAPTER 2

BATUC, a By-Product?

Any attempt to identify the origins of an organisation or historical 

trend is usually fraught with the danger of over-emphasising a 

particular action or the role of an individual. Often it is easy to 

minimise the complexity of factors involved in development and the 

interplay of forces which culminate in a change being effected. If 

one seeks to establish the origins of BATUC one can discern some of 

the causes which contributed to its creation in the events which were 

outlined in the last chapter, while others were inherent in the staff 

unrest over both redeployment and a government threat to tax staff 

travel concessions that prevailed in the 1974-76 period. Nevertheless,
9

just as the gun that assassinated the Archduke Ferdinand of Austria 

proved to be the starting pistol for the German army's mad dash into 

Belgium in 1914, so it was the paper which Mr. Crew produced that 

prompted various forces on the s^aff side of British Airways to move 

into' action and bring about the creation of BATUC, albeit that this was 

not one of the author's objectives. (1) Indeed, it will be shown that 

BATUC was basically a by-product of the document.

Luckily the consequences of Mr. Crew's paper, at least to date, have not 

proven so disastrous as the fatal shots fired by the misguided 

Gavrilo Princip at Sarajevo. Cynics mighc say that there is still 

time, and judging from the intensity of some of the debates both within 

and about BATUC, one could be excused for thinking Jiat the cynics may yet

(1) Crew, R, 'Industrial Democracy in British Airways' (July 1975).
This is reproduced in full below as Appendix 2.



be vindicated. O' the other hand it may be that the creation of 

BATUC will prove to have been a vital step towards the achievement of 

industrial democracy within the airline, with complementary staff side 

representation on the BAB accepted by the interested parties.

One may note from a historical point of view that industrial democracy 

had been discussed extensively within certain trades unions and the 

Labour Party during the 1960's, the outcome of which found expression in 

the policy statement of the TUC referred to above. • Such discussions 

ensued in a number of the trades unions concerned with civil air 

transport both at a national and local level. (2) But despite the 

backing of the White Paper of 1969 on civil aviation which had given 

government support to the ideas of worker participation, nothing tangible 

had been achieved by the end of the^decade.

Obviously there could be many reasons why a particular paper could 

prove successful in stimulating action while a host of others on the 

same theme could fail. But it seems reasonable to conclude t’.iat the 

protracted debate on industrial democracy during the first half of 

the 1970's and the changing technological scene combined to effect a 

revision of attitudes by a number of leading shop stewards at Heathrow. 

However, hostility to some of the main concepts remained strong in 

certain quarters and was to exert an influence upon the development of 

BATUC long after its inception.

(2) 'Report of the Labour Party Working Part” on Industrial Democracy' 
(London, 1967).

'Annual Delegate Conference Agenda 1965', Association of Supervisory 
Staffs, Executives and Technicians, (ASSET now ASTM3).

Bakewell, N.C, 'Worker Participation in Management', 1970.



Although it would be interesting to compare some of the papers involved 

this would delay the story of BATUC, and for the sake of brevity only 

Mr. Crew's document is reproduced below. One can see that it is a 

well presented case, and it may be noted that the arguments advanced 

included the basic policy of the TUC that worker directors should 

hold an equal share of board membership. The scope of the paper 

invites comment, but attention is herein restrained mainly to its 

fourth paragraph.

In this paragraph it can be noted that Mr. Crew maintained that the

implementation of industrial democracy was ,' as far away now as it has

ever been'. But this assertion overlooked the extension of the

range of management/trade union negotiations which, by dealing with
#

matters other than pay and conditions of work, had brought industrial 

democracy closer to practical realisation. Indeed, in the penultimate 

paragraph of the paper Mr. Crew referred to developments of this nature, 

and concluded that they presented 'a great opportunity' for the 

introduction of industial democracy '.Mito British Airways1. One may 

judge the latter comments to be more realistic than the earlier and 

more pessimistic assessment.

It was also in his fourth paragraph that Mr. Crew argued that 

’nationalised industries do not exist for private profit1, and con-

sequently it followed that 'democracy in the workplace is both feasible 

and advantageous'. Now while it is indisputable that nationalised 

industries did not, and do not, exist for private profit, it is a pity 

that Mr. Crew's paper did not indicate a recognition of the fact that



the financial basis of the nationalised industries had undergone some 

fundamental changes during the 1960's under both Conservative and 

Labour governments. These changes, it can be argued, had considerable 

significance for the implementation of industrial democracy within the 

public sector, and therefore warrant attention.

During the 1950's increased disquiet had been expressed at the 

financial returns of the nationalised industries. .While it was 

accepted that good service should be provided by the industries, it 

was felt that the prices charged for goods or services were either 

too high or too low, and that inadequate returns were resulting from 

the numbers of staff and capital involved. As the importance of 

the nationalised industries was increasing the need to review the basis 

of their finance became more pressing.

Two government White Papers were introduced, one in 1961 the other in 

1967, in attempts to determine the criteria by which the financial 

performance of the nationalised industries could be judged. This was
"V

not an easy task for some industries were expanding while others were 

declining, some were new and needed much capital, while others were old 

and had different Investment needs.

All of these developments have been described elsewhere and only the 

conclusions reached need to concern us at this point. (3) The first 

White Paper 'emphasised that, although the industries had obligations 

of a national and non-commercial kind, they were not and ought not to be 

regarded as social services absolved from economic and social justification',

(3) See Jones, K, 'Policy towards the Nationalised Industries', in_
'British Economic Policy, 1960-74' op. cit. pp 484-514. The two 
White Papers described by Mr. Jones were 'Financial and Economic 
Obligations of the Nationalised Industries' Cmnd 1337, HMSO, 1961 
and 'Nationalised Industries: a review of economic and financial



whereas the second White Paper 'started from the position that 

nationalised industries should be operated basically as commercial 

concerns and aim at promoting an efficient allocation and use of 

resources'. After examining different criteria it was shown by 

Mr. Jones that 'considerable progress was made in developing 

various techniques of investment appraisal', and that a pre-tax 

return of about 8%-10% on capital invested was, subject to qualification, 

a reasonable norm.

But in the financial year 1974/5, i.e. the period immediately preceeding 

Mr. Crew's paper and the last for which figures were then known,

British Airways incurred a loss of £9.4 million. The short-fall on 

the expected return on capital invested was considerable, and if
9

added to the loss actually incurred illustrates the degree of the 

financial set back that had taken place. (4)

A relevant question was whether or not the BOAC/BEA merger had assisted 

the ne'.'ly created united airline to face the ooor economic situation 

resulting from the Middle East War of 1973 in a better position than 

had two separate airlines ranained. Lord Boyd Carpenter, Chairman of 

the Civil Aiviation Authority (CAA), provided a third party point of 

view in his evidence to the Parliamentary Select Committee in June 1975. 

He thought the merger had had a beneficial financial effect and stated 

that BA had done 'enormously better' than Pan American or TWA in the 

previous two years. (5) If financial benefits were to be obtained

(4) 'First Report from the Select Committee on Nationalised Industries', 
56 PIMSO, December 1975. Quotations are taken from 'BA Reports 
and Accounts 1974-5', and it was stated by the Committee that 
during that year an operating suplus of only £0.7 million and a 1% 
return on mean net assets were achieved, which were insufficient to 
cover otiier costs p xxvii. In the financial year 1975-6 a loss 
of £16 million was incurred.

(5) Ibid, p xxviii



from the merger, and it was the opinion of senior BA management that 

this was so, it seems pertinent to ask what the attitude of BAB was 

regarding whether staff participation in decision making processes 

had helped or hindered integration developments.

The Select Parliamentary Committee report provides the answer, as a 

British Airways memorandum had informed the Committee that the BAB 

had sought:-

'the involvement of staff in the process of decision 
taking in areas which were under review for merger, 
nationalisation or reorganisation. Study teams with 
50 per cent employee representation had been sec up 
to examine Supplies function, Cargo, Personnel, 
Stationery and Printing, Space Control, and Engineering 
and Maintenance. BA acknowledged that participative 
studies of this kind, which they regarded as essentially 
a pioneering venture in industrial relations, had 
slowed down the progress of integration, for example 
in engineering and maintenance.' (6)

Such comments indicate that management felt it had gone a long way,

and been rather bold, in the feasibility studies it had initiated.
«

—V.

A reader of the Select Committee report who is unfamiliar with events 

within British Airways could be excused for thinking that the 

participatory studies in the Engineering departments had been taking 

place for a lengthy period. In fact the first meeting of the Joint 

Engineering Review Committee was not held until 11 June 1975, at 

roughly the same time as management members and full time officers of 

the NJC were givjng evidence to the Parliamentary team. What had

caused delay was the fact that it had taken management approximately a

>
year to persuade the staff at Heathrow to participate in the studies. (7)

(6) Ibid, p xxxtv

(7) Paper 3 outlines the events which took place between June 197< and
first Enc neerincr Review Committee meetir.rT ,-mo



The causes for reluctance ranged from the already noted belief that the 

merger would exacerbate the danger of redundancies to shop floor 

views, previously held by the TUC, that there were serious dis-

advantages in trades unionists becoming involved in board room 

matters. While the feasibility studies fell short of constituting 

industrial democracy it seems reasonable to argue that staff side 

hostility to the studies overlapped with shop floor antipathy to 

board room involvement. Also, it is clear that such feelings 

prevailed in departments other than engineering.

The Wheels Begin to Turn

It was necessary for Mr. Crew's paper to have the backing of the 

trades union movement within British Airways before any positive 

action could be taken to realise its aims. As a first step Mr. Crew 

referred the document to the Airways National Advisory Council (ANAC), 

a subsidiary body of ASTMS, of which he was Chairman.

The ANAC considered the paper and arising from its presentation,

'there was a general discussion which largely centred 
on the wisdom of having Trade Union representatives on 
the BA Board. There was also consideration given to 
wider powers which might be given to worker representatives 
at Local Level.' (8)

It was decided that further thought should be given to the issues 

raised, and it was agreed that any motion that proposed action should 

be presented at the October meeting of ANAC. One is prompted to draw

attention to the immediate evidence that was offered of the dubiety over 

the advisability of having trades union representatives on the BAB.

(8) Minutes of ANAC held on 15th July, 1975 paragraph 81/74(a)



After further discussion at the October meeting of ANAC, a resolution 

was passed which asked the National Executive Committee of ASTMS,

'to give serious consideration to the acceptance of a 
policy for the introduction of industrial democracy in 
British Airways. In this context we recommend the
paper by Ron Crew .....  as a basis for the necessary
organisational changes to facilitate this policy. We 
would particularly emphasise the need for the participation 
of staff in the decision making process at all levels.
To this end the present concepts of management authority 
and management responsibility must be replaced by the 
authority and responsibility of the staff. • It appears 
to us that British Airways, a nationalised industry, is 
ideally suited to move forward to this form of control 
of its operation in the best interests of its staff, the 
industry and society at large.' (9)

Whatever criticism might be levelled at the resolution it was 

unequivocal regarding the kind of industrial democracy that ANAC 

wished to see introduced.

As a result of the October meeting Mr. E. (Ted) Mackenzie, 

Divisional Officer of ASTMS and a leading member of the NJC wrote 

to Mr. Clive Jenkins, General Secretary of ASTMS, conveying the
— V

terms of the ANAC resolution and asking for endorsement that it be 

forwarded to the Trade Un^on side of the NJC. (10) This was given, 

and at the next meeting of this body Mr. Mackenzie spoke on the 

need for a trade union policy relative to industrial democracy.

In arguing his case Mr. Mackenzie,

(9) Minutes of ANAC held on 14th October, 1975 paragraph 6/75 (g)

(10) Mr. Mackenzie wrote to Mr. Jenkins on 28th October, 1975.
The positive response of Mr. Jenkins was reported to the 
next meeting of ANAC held on 13th January, 1976, minute 
41/75 (b)



'stressed the urgency of the TU Side getting co grips 
with the problem and arriving at a unified policy for 
pursuance with British Airways; this particular aspect 
had assumed paramount importance, bearing in mind the 
nature of the new legislation on industrial democracy 
that is likely to be enacted by Parliament in the near 
future.' (11)

When the discussion was concluded it was agreed to refer the matter 

to the General Purposes Committee of the TU side of the NJC 

'for further detailed examination

At this point it can be noted that some five months had elapsed since 

the issue of industrial democracy was first placed before ANAC. 

Obviously it would make tedious reading, and require further research, 

if a blow-by-blow account were presented of all the relevant events 

which took place during 1976. Therefore it is hoped that some leap-

frogging in the story will be acceptable and attention is now 

directed to a special conference that was held early in November of 

that year.

«
*-s.

The November conference was held under the auspices of the Trade Union 

side of the NJC and invitations were issued on the basis of eight 

delegates 'for each Union per seat held by the Union in the National 

Joint Council'. Circulated with the agenda for the conference was 

a most useful paper prepared by Mr. Mackenzie which provided a 

summary of the events or 1976 as well as clarifying issues which 

required either a decision or action. (12)

(11) Minutes of the NJC, TU side, quarterly meeting held 
11th December, 1975, paragraph 8.

(12) Mackenzie, E. 'Conference on Industrial Democracy in 
British Airways' circulated in October 1976. This is 
reproduced below as Appendix 1 , see pp 59-oO below.
The Conference was held on 3rd November, 1976.



It can be ascertained from the paper that the trade union side was

becoming more concerned with policy matters as distinct from the 

customary areas for negotiating. This was hardly surprising for 

apart from the moves towards staff side involvement with policy 

issues as outlined earlier, all workers in civil air transport 

had become increasingly concerned during the 1975/6 period with 

the role of the CAA and the allocation of route licences which had 

been reported upon extensively in the national press. It was 

thought that jobs were at stake, and this was another reason for 

staff side views to be heard at the highest possible lefvel.

However it is clear from Mr. Mackenzie's paper that there was doubt 

on the trades union side regarding the form that worker participation 

in management should take, and in order to try to resolve the 

questions pertinent to the issue a delegate conference held during 

August had,

'decided there should be a British Airways Trade Union
Council and formed a sub-committee to go into how it 

^should be constructed and suggest terms of reference.'
(Para. 8)

Delegates to the November conference were to be asked to adopt the 

terms of reference for this council, BATUC, and agree to the 

composition of its membership. From the paper one can see chat 

great care had been taken to establish a relationship that would 

not clash with the NJC and the panel machinery, but instead become 

a complementary part jf the existing framework. Nevertheless, some 

doubts still remained on the possibility of overlap between the NJC 

and BATUC and at the November conference an amendment to the terms of 

reference' sought to clarify the responsibilities of the two bodies.

(13) See Appendix 3, pP 59-60 below.

(13)



But an important feature of Mr. Mackenzie's paper was the revelation 

of the manner in which BATUC had been decided upon. This can be 

judged to be the devising of a means to an end, namely the securing 

of staff representation at all levels, and not an end in itself.

Mo doubt research would reveal a summary of the November conference 

and of the subsequent conference held in January 1977. Such a 

summary would be interesting for revealing, possibly, the views 

expressed by- shop steward delegates. But it seems reasonable to 

assume that any doubts on the progression of BATUC centred upon the 

continued hesitation over becoming involved in decision making, 

the possible undermining of the NJC, and the question of whether or 

not sectional interests would be affected. However, a summary of 

the decisions taken is presented in a succinct form in a circular 

letter which Mr. Mackenzie produced early in February that gave the 

agreed terms of reference and composition of BATUC. (14)

On the last' day of February the first meeting of BATUC was held. It 

was well attended and got down to work to decide upon the dates for 

elections to various sub-bodies. But apart from procedural matters, 

certain policy issues were decided upon. (15)

The first policy matter was to ask the NJC to inform the management 

side that it would no longer co-cperate with the Joint Manpower 

Committee, and this body was in fact terminated a few weeks later. 

However, of far greater importance was the resolution that was 

passed,

(14) This letter of 2nd February 1977 is reproduced below as 
Appendix 4.

(15) Notes of the Meeting held on 28th February 1977, large Cinema 
Heston Training Centre.



'That this Trade Union Council asks the Executive Committee 
of this body to make early representation to 
British Airways to establish employee representation on 
all functional Management Committees and with this 
objective achieved the Council is to seek membership of 
the Executive Board of Management.'

It may be judged to be rather strange that no specific mention was 

made of the British Airways Board which was, and is, the supreme 

policy making body in the airline, and to which staff side member-

ship was sought in Mr. Crew's original paper. Nevertheless, 

membership of the EBM would have given the trade union side a 

considerable degree of influence.

Some Brief Reflections

The attempts of BATUC to secure staff side representation on 

management bodies at all levels constitute, at the time of writing, 

an on-going story. It was hardly surprising that such a request 

should necessitate a most careful assessment of the implications
i

by the trade union side no less than management. As shown above 

it took the staff side some 18 months t<- set up the machinery to 

examine what was involved, and formulate precise demands regarding 

what should be implemented. This is not to make a criticism of 

the time taken, but to underline the magnitude of the tasks that 

were implicit in securing the introduction of industrial democracy.

It is hoped tha+- it has been established that BATUC came into being 

to fivther certain specific aims. But there is a danger that an 

organisation set up for one purpose car. be used for another, or in a 

manner not intended by its originators. Perhaps in looking at the



next part of the story one should bear in mind whether or not 

3ATUC was being deflected from its original aims, and even if 

it were would this matter if it helped the trades union side,

management, and the airline as a whole?



CHAPTER 3

1977, and the BATUC Baby begins to Toddle

After BATUC was established its activities fell into two main categories. 

One comprised its efforts to obtain staff representation at the highest 

levels of management in preference to the invitations to participate in 

non-executive Company and Departmental Councils. The other category 

concerned involvement in a number of day-to-day issues relative to the 

efficient running of the airline. It will be shown that in the first 

year of its existence BATUC's centre of concentration was upon the 

representation of staff issue, and that it was only by a comparatively 

slow process that it became involved in current problems.

Obviously its first year of its existence was crucial for BATUC to prove 

itself as a viable organisation, but 1977 was particularly turbulent 

for industrial relations within the airline. The progress of BATUC in 

its infancy hdS to be seen against a background of a major re-organisation 

of British Airways and a three-and-a-half weeks strike of AUEW member 

engineers that was particularly bitter in its consequences. The origins 

of the re-organisation lay in the latter months of 1976, an outline of 

which is pertinent to the story and should be considered first.

In November the BAB had presented an organisational report to Parliament 

which proposed, among other changes, the abolition of the Overseas and 

European Divisions of the airline. (1) The report was accepted and was 

due to take effect from 1 April 1977. It aimed to end the federal 

character of British Airways that had prevailed from its inception and 

make the merger of the former BOAC/BEA airlines more of a reality.

(1) 'Fourth Report or. Organisation' HMSO 722, November 1976. A full
summary of the report was published in 'British Airways News',
12 November 1976.



But the plan was resented by large sections of management and staff, 

especially the engineers of the Overseas Division who felt that they 

were about to lose work as well as status to their opposite numbers in 

the European Division. Also, among the Overseas personnel there was 

a widespread feeling that too many top level managerial positions 

were being allocated to ex-European Divisional executives, which was 

giving the new airline a tilt towards its acquiring BEA characteristics.

For several years members of staff who were members -of the Amalgamated 

Union of Engineering Workers (AUEW) had claimed that their pay differential 

relative to other staff grades were being eroded. An expression of this 

discontent was the withdrawal of the AUEW representatives from the 

airline's Panel Machinery in 1974. It therefore seems reasonable to 

assume a connection between the re-organisation of British Airways coming 

into effect in April 1977 and almost immediately afterwards a dispute 

beginning which involved the majority of AUEW members within the airline. 

The dispute escalated quickly into a full time stoppage of work, that was 

described both as a lock-out and an unofficial strike, and lasted for
i

nearly the whole of April. (2)

It is difficult to make brief comments on the April dispute without 

being unfair to the parties involved. Obviously a separate assessment 

of the intricate claims and counter-claims would be helpful. But of 

importance to BATUC was the fact that during the dispute the other unions 

within the airline were critical of the unilateral action of AUEW members.

(2) The dispute was reported extensively in the national press. In 
addition the main parties issued a series of news-sheets. A 
helpful record of the events leading to the dispute and which covers 
the first half of the conflict was published in diary form in 
'Briti-sh Airways News', 15 April 1977, p.8.



The consequences of the dispute and the cost to the airline and members 

were enormous. A British Airways statement claimed that in the first 

quarter of the 1977-78 financial year, the dispute had 'cost over 

£30 million in revenue and more than £20 million before taxation.' (3)

Added to the dispute were the costs of several more local actions in 

the summer of 1977 regarding engine overhaul 'blacking'. Fears were 

expressed that engineering work contracted to British Airways by other 

airlines would be placed elsewhere, and undoubtedly there was a 

considerable loss of passenger goodwill.

These comments are not made in any sense of judgement but the cost of 

any dispute has to be faced and at this point one may note that the cost 

to BATUC was a souring of industrial relations at the very time it was to

advance its claims for Board representation. Another cost, direct or
• «•

indirect, was that the AUEW failed to participate in the organisational 

machinery of BATUC.

Documentary evidence, if any exists, regarding a conscious decision of the 

AUEW* not to participate in BATUC is i.ot readily available. What seems to 

have happened was that the AUEW's withdrawal from the Panel Machinery implied 

voluntary abstention from its representation on BATUC. The consequences of 

this development were serious, for although the number of AUEW members within 

the airline constituted only some 5%-6% of the total staff, the standing of 

the union within the Heathrow complex and its potential contribution to 

participatory exercises was clearly in excess of its proportional membership. (4)

(3) A British Airways statement claimed that the April dispute had 'cost 
over £30 million in revenue and more than £20 million in profit before 
taxation'. 'British Airways News', 12 August 1977.

(4) No evidence of the exact number of AUEW members engaged in British Airways 
is readily available. It is thought that a figure of 3000 during 1977 
would be a reasonable estimate. The total number of staff .as at
31 March 1977 was 59,410. See 'BA's Repo:. «_ to Employees, 1976-77'.



AUEW absence was to create seme embarrassment for BATUC' s relationship 

with the NJC. Occasions arose when meaningful discussions could not 

take place without an AUEW presence and consequently meetings were to take 

place under a contrived joint NJC/BATUC umbrella that was not envisaged 

originally. However, this is to jump too far ahead and attention should 

be turned back to March 1977 and the early meetings of BATUC.

First Steps

When BATUC met for the second time towards the end of March attention 

was given to some outstanding constitutional and procedural matters.

A previously circulated draft constitution was adopted formally, and 

an Executive Committee was elected which included a number of the leading 

full time trades union officials of the NJC. (5)

Immediately after the full Council's deliberations were concluded, the 

Executive Committee me^ and the first item of policy to be considered 

was that of industrial democracy. Mr. Mackenzie, the newly appointed

i

secretary, reported that British Air;’ays' management had prepared a draft 

statement on participation, and it was agreed that this should be 

circulated to all EC members. This took place early in April, and 

with the draft a paper on industrial democracy within the Post Office was 

included. (6)

It would be outside the scope of this paper to dwell upon the Post Office 

document, but it is relevant to point out that representatives of the 

Council of Post Office Unions (COPU) had 'argued strongly for union 

nominees to occupy 50 per cent of the total Board seats....' This

(5) The .Cv>nstitution is reproduced below as Appendix 5 . The meetings of 
the Council and the Executive Committee were held on 28 March 1977. 
See minutes of these meetings.

(6) The British Airways management draft is reproduced below as Appendix 6



may be seen as a further illustration of the acceptance by individual 

unions of the TUC's policy of demandine equal representation on the 

highest policy making bodies, and was a point that was not missed by 

members of BATUC when they considered the proposals cf BA management 

for a 'British Airways Council’ which they had before them.

BATUC did not meet in full session again until near mid-June, but it would 

seem that when it did convene management's proposals were not discussed 

in any great detail. (7) It was merely noted that the EC would meet with 

management later in the month.

On 22 June, Mr. Howard Phelps, the Personnel Director, and one of his

staff met the EC, but there seems to have been some confusion regarding

what the unions were demanding at this point and what management was

offering. (8) From the summary of the exchanges and the minutes of

the following meeting of the EC it is reasonable to assume th;<t BATUC

had believed that management had wanted to see an evolutionary process

taking place regarding the creat’c.. of Departmental Councils which would 
«

lead up a British Airways Council. But management was in fact seeking 

the direct formation of an Airways Councxl without any preliminary stages, 

albeit it had noted that the absence of the AUEW representatives could 

cause difficulties.

Clarity on a number of these points was achieved at the EC meeting which 

had convened immediately before a second meeting with management was to 

take place. (9) In the discussion which ensued at the EC there was general

(7) Minutes of BATUC, 13 June 1977.

(8) A management side summary of the interview is contained in document 
Pers.D 6.1, 6 July 1977.

(9) Minutes of BT'TUC Executive Committee, 12 July 1977.



agreement that what management was offering was a substitution for 

meaningful participation and that there was a danger that the proposed 

British Airways Council would be 'a mere talking shop'.

It was agreed that the trade union brief for the afternoon meeting would 

be: -

’1) That as we see it, the creation of a BA Council is an 
alternative to TU membership on the Executive Board of 
Management. If this is so, the suggestion is wholly 
unacceptable, but if the BA Council is additional to 
membership of the Executive Board of Management, then 
its creation would be looked upon in a more, favourable 
light.'

'2) To make it clear to the Personnel Director that the TU 
nominees have got to be party to the "decision making" 
process wherever that may be.'

'3) That if the current management structure does not exist 
to allow participation Of this kind, then the structure 
should be altered to make such participation by TU 
nominees possible.’

While the EC believed that these points wc-re reasonable, it was thought

that the Personnel Director migut wish to set up some kind of working 
*

group in order to examine and recommend upon the situation in depth. 

Accordingly it selected six of its memoers to serve if the occasion 

arose.

Whether an agreed summary of the Personnel Director/BATUC meeting exists 

is not certain, but six days after the exchanges had taken place 

Mr. Mackenzie sent a letter to all members of BATUC which gave a 

trades union vr.ruion of what had occurred. (10) As this letter is 

reproduced as an appendix it is not necessary to summarise it, but one

(10) Appendix 7, pp 67-68 below.



may note that the expected working party was set up, although there was 

'a wide gulf between the views of the Trade Unions and the existing 

British Airways Board of Management'.

At the beginning of August on the eve of the first meeting of the joint 

working party, Mr. Phelps produced a paper that aimed at clarifying 

various concepts of management. (11) The paper was lengthy and made 

special reference to the legal obligations of the members of BAB. It 

is difficult to summarise the paper without incurring the risk of omitting 

points mads, but reproduction of it as an appendix would take the 

present work to an extreme length. One important assessment of the 

envisaged Council was that,

'The Council is therefore to Jpe set up specifically to introduce 
and develop participation which is itself an endless task.
It will therefore grow into a larger role as it is felt 
appropriate by the participants without threatening those 
whose support for it is essential.'

Li:ix°d with the idea of growing authority was the elective principle, 

for the members were to be seen as the 'chosen representatives of the 

employees r f  British Airways'.

Mr. Phelp's paper also argued for worker participation 'in the more 

mundane levels of management', and this was a point that was in keeping 

with TUC policy. But it was made clear that it was not expected that 

any argument over the location of a particular piece of workshop machinery 

should be referred to the British Airways Council. However, the creation 

of the Council, and bodies at a lower level, would enable constructive 

exchanges of views to take place on the optimum use of resourses without 

every managerial move being subject to constant debate.

34

(11) H. Phelps, 'The Management of British Airways and Employee 
Participation', August 1977.



Apparently members of BATUC were not over impressed by Mr. Phelp's 

paper nor the arguments of his colleagues for when the EC met afterwards, 

the document was described as one which would 'play down the need for 

worker participation in the Executive Board and extol the virtues of 

the proposed British Airways Council'. Discussion then ensued and it 

was agreed to recommend to the next quarterly meeting of BATUC that 

policy should be,

' i) To obtain a commitment from British Airways agreeing 
to Trade Union nominees becoming members of the 
Executive Board of Management by 1st January 1979 
at the latest'.

1 ii) Given this commitment the TU Council will join a 
BA Council in which a Participation Agreement can 
be settled'.

’iii) That we seek a meeting with the BA Chairman to make 
progress'.

' iv) Failing satisfaction we make representation to the
appropriate Minister at the Department of Trade'. (12)

There could be no doubt that the EC was in a very determined mood and 

prepared to1argue its case at the highest level possible.

At the quarterly meeting of BATUC held five days later most of the ground 

regarding the exchanges with the Personnel Director was gone over again. 

All the four points listed above were accepted by the members with an 

addendum, 'that failing satisfaction from the Chairman of British Airways 

within one month an approach be made to the Minister'. (13) Eoth sides

seemed to be digging in for a protracted struggle.

(12) Minutes of BATUC Executive Committee, 7 September 1977.

(13) Minutes of BATUC, 12 September 1977.



Unfortunately in the late summer of 1977, Sir Frank (later Lord) McFadzean, 

Chairman of British Airways, sustained a heart attack and was therefore 

unable to address the NJC on the state of the airline as planned. His 

place was taken by Mr. Ross Stainton, (later Sir Ross) the Deputy 

Chairman, who spoke to the paper that Sir Frank had prepared and which 

had been circulated to NJC members. (14) The contents of the paper 

made extremely gloomy reading and can be judged as sufficiently grim 

to tax the health of any of the airline's leadership. The influence

of the April dispute of AUEW members, the poor state of industrial 

relations, inadequate levels of efficiency, and the difficulties of 

implementing the government's pay policy were the main matters 

described and examined.

A number of these issues voiced by Mr. Stainton had a clear significance 

for BATUC, and on the question of industrial democracy the Chairman's 

paper had stated,

'I have no hesitation in raying that 1 believe that staff can 
,■ contribute to make the airline more efficient, if the right 

structure of relationships can be obtained and the right 
attitudes engendered. I" believe that the best point to 
begin is by setting up a British Airways Council. The com-
plexities of participation in British Airways, having regard 
to the multi-skill operation we are, and the numbers of 
Unions we have, means that we have to beg:n somewhere and I 
suggest that this shall be the British Airways Council, which 
we should aim to set up this autumn.'

But this was the starting point which BATUC could not, or would not, 

accept.

(14) Minutes of the NJC, 15 September 1977.
'Statement of the Chairman to the NJC'.

The paper was entitled



Any hopes which M^ . Stainton may have had for an autumn start to the 

proposed British Airways Council met a rebuff when he met the sub-

committee of BATUC and headed the appropriate members of the management 

team late in October. At the December quarterly meeting of BATUC a 

report on the October exchanges made the statement that,

'The Management representatives had opposed our request for 
a commitment in principle to seats on the Executive Board.
On being pressed they had expressed a need to report back to 
their Board and had promised a letter by late November or 
early December'. (15)

It was explained that the promised letter had been received by 

Mr. Mackenzie just before the meeting had begun. (16)

i

Discussion of the letter indicated that members felt that it advocated 

a backwards move and had only repeated 'the old arguments against 

worker participation'. It was then decided that an appeal should be 

made to the Secretary of State for Trade, but before this were done a 

further meeting should be sought with management in order to clarifyi
«

'a number of points in the letter'. This line of approach was accepted 

and it was agreed to seek such a meeting before the end of January 19~8, 

'and failing satisfaction, to make an immediate approach to the 

Secretary of State'.

Reflections on 1977

The birth of BATUC in February after the fairly lengthy gestation period 

of at least nineteen months (cynics might say nineteen years) was no doubt

(15) Minutes of BATUC, 19 December 1977.

(16) The better is reproduced as Appendix 8, pp 69-70 below.



seen by supporters of industrial democracy as j. welcome ev:>nt. But 

had it achieved very much in the first ten months of its existence?

A quick and not untruthful answer would be to reply in the negative, 

for it was clear that at the end of the year management had not yielded 

an inch regarding BATUC's demands for representation at the highest 

levels. An examination of the minutes of all the BATUC meetings 

reveals that such representation was the main and sometimes the only 

item on the agenda, and therefore lack of progress towards this end 

could only constitute failure.

But on a more positive note, even if as a by-product, BATUC had begun 

to meet regularly and had set up an administrative machinery. Members 

of different grades of staff, whose, representatives were in separate 

NSPs, were meeting to exchange points of view and fairly close contact 

was being maintained with the full time officials of the NJC. Such 

developments hardly comprised a decisive step towards industrial 

democracy, yet the resilience shown towards the difficulties encounteredt
%

had enabled BATUC to survive and be able to face the year which lay ahead.
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CHAPTER 4

Diversification or Death

It is' fairly obvious that if the ’shall1 - shan’t ’ argument had

persisted between British Airways and BATUC regarding staff representation

at executive level, then the Trade Union Council would have met an

early demise. Management wanted staff co-operation, but it was in a

position where it could continue to operate without s.taf f presence at Board

level. However, if BATUC were making no progress whatsoever towards

achieving the one objective on which it was concentrating its efforts,

then its future would have soon been at stake. But in the first half

of 1978 BATUC changed its approach on the representation question, and

it also became involved with a number of issues pertinent to the running
•

of the airline. These included a scheme to transfer work from Heathrow 

to Gatwick airport, the closing of routes to Liverpool and parts of 

Scotland, and aircraft piocurement policies in relation to new fleet 

plans. This extension of activities may be seen as a curtain ^aiser
i

for évents of a similar character thau were to arise in subsequent years.

In the first quarter of 1978, the sub-committee of BATUC which had been 

set up to progress industrial democracy met, separately, Mr. Ross Stainton 

and Mr. Clinton-Davis, Under Secretary of State at the Department of Trade. 

These interviews made it clear that BATUC’s desiderata would not be met, 

and it was the general belief of members of the sub-committee that the 

main opposition was stemming from Sir B'rank McFadzean, while 

Mr. Edmund Dell, the Secretary of State for Trade and thus responsible 

for all BAB appointments, was not keen on staff side representation at



Board or EMB level. An individual staff side \ iew was that

'Clinton Davis, however, was helpful and urged our delegation 
to take up, as a first step, the question of representation 
on Departmental Committees. He said that he would do what 
he could to help.' (1)

When the Executive Committee of BATUC next convened a full verbal 

report was given on all the sub-committee's exchanges and policy was 

reviewed in depth.

The EC then prepared a draft resolution that summarised the results of 

the interviews that was to be placed before the next quarterly meeting 

of the full Council. This read,

'The Trade Union Council reaffirms its view that British Airways 
should be committed to introducing Trade Union representatives 
on to the British Airways Board within a specified time scale.'

'Nevertheless, and without prejudice to that v.ew the Trade Union 
Council is concerned to make progress at Departmental level in 
British Airways and is anxious to achieve a greater involvement 
of the;Lr members in the organisation and day to day work of 

« their departments. The Trade Union Council is, therefore, 
prepared to take part in a working party with British Airways 
Management on the following basis

1) That a working party be formed with an independent
chairman ana with representatives from the Trade Union 
Council and British Airways to examine the requirements 
needed for setting up Departmental Councils within 
British-Airways. The working party shall report its 
findings within three months and shall include within 
its report its recommendations on the terms of reference, 
powers and constitution of the Departmental Council. 1

(1) Letter from Mr. R. Crew to Mr. Clive Jenkins, General Secretary 
of ASTMS, 15 Mareh 1978. In this letter Mr. Crew referred to 
the misunderstanuings referred to briefly above, p 32 
concerning management's proposals for a British Airways Council 
in contradistinction to Departmental Councils. It would take 
too long to describe this misunderstanding which is only of 
marginal importance to the story.
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2) The wording party shall also examine the more general
implications for the introduction of industrial democracy 
into British Airways as a whole. In particular it will 
investigate the advantages and disadvantages of introducing 
a British Airways Council, including such a Council's 
terms of reference, powers and constitution. This 
examination will be without commitment to the Unions or 
to British Airways Management.'

At the quarterly meeting held a few days later this resolution was 

carried unanimously. (2)

Another item before the EC in March was a proposal to transfer work 

from Heathrow to Gatwick. Involved in the negotiations were the TU 

side of Ground Operations London (GOL), the General Manager of Employee 

Relations of British Airways, Mr. G. Bell, and the Chief Executive,

Mr. Stainton. It was agreed that members from the interested panels ofm

the NJC be elected to form the TU side of the proposed working party, 

that all members of BATUC should attend a special meeting to be convened 

by the Chief Executive on 22 March, and that the calling of a delegate

conference be referred to the TU side of the NJC. Here one may note
(

BATUC's involvement with an issue with an apparent overlap of 

responsibilities with the NJC.

Following BATUC's acceptance of the resolution on participation a meeting 

took place with senior management later in March. (3) Messrs. Stainton 

and Phelps headed the management team and thereby gave some indication of 

the importance that was being accorded to the deliberations. Of the six 

BATUC representatives, two, Messrs. Young and Mackenzie, were full time 

officials of the NJC. 2 3

(2) Minutes of EC of BATUC held 9 March and those of the Council held 
13 March 1978.

(3) 'Notes ot the Meeting on Industrial Democracy' held on 20 March 1978 
in the Board Room of Speedbird House.



Mr. Young, who haa recently been elected the Chairman of BATUC, 

explained his organisation's views on how Departmental Councils could 

constitute an experiment which, if successful, could lead to full 

worker participation. In reply Mr. Stainton stated that he felt 

encouraged by the proposals, but was puzzled by the suggestion for an 

independent chairman. Mr. Phelps expressed his reservation.;. regarding 

the character of the chairman and the possibility of an independent 

person being seen as a cataclyst rather than an arbitrator, which was 

the type of chairman required.

A counter-argument expressed by Mr. Young wqs that there was a need to 

experiment, and that every possible thing should be done to avoid the 

creation of a 'German style' supervisory board that could be regarded 

as a mere talking shop. After further exchanges it was agreed that 

Mr. Phelps would prepare a paper for BAB which would describe the 

new developments and make some specific proposals for a joint working 

party. He would then 'clear the shape of the proposal with Mr. Young', 

thus,facilitating staff side acceptarce if the Board agreed.

As a result of these deliberations a special meeting of BATUC was 

called when the two main items on the agenda were industrial democracy 

and the transfer of work to Gatwick. Circulated with the agenda were 

the proposed terms of reference for the joint working party. (4)

When the meeting began Mr. Mackenzie reported verbally on the exchanges 

with senior management and referred to the serious reservations which 

management had regarding the appointment of an independent chairman.

(4) These terms of reference are reproduced below as Appendix 9. The 
special meeting of BATUC was held 11 Aprix x978, the minutes of 
which have been referred to.



If any member felt that the appointment of an independent chairman 

would be contrary to the spirit of TUC policy of appointments to 

boards coming from within the industry concerned he did not express 

such views. (5) Suffice to say that BATUC accepted the proposals 

for the working party to which management had somewhat surprisingly 

agreed.

When the question of the transfer of work to Gatwick was discussed, 

considerable alarm was expressed that work pertinent to British Airways 

was being lost to sub-contractors, and this was regarded as necessitating 

action. An indication of BATUC's broadening base was the passing of a 

resolution that,

I

'a Joint BA/TU Committee be established to discuss the 
development of BP operations at Gatwick and to recommend an 
effective plan to take full advantage of its commercial 
opportunities commensurate with the agreements commonly in 
operation at Heathrow.'

It was also ,agreed that the representatives on the TU side would be 

elected from within no less than seven NSP's, which is illustrative 

of the scope of the work involved.

In the discussion views were expressed that there should be further 

information made obtainable on the airline's commercial plans, and it 

was agreed to seek a one day meeting with management for this purpose. 

Another view was that a delegate conference should be held. It was 

agreed to ask for this, and, with the purpose cr keeping a wider audience 

informed that,

(5) See p 13 above.



'the TU repiesentation to be, in addition to members of
the NJC and other officials, 10 shop stewards or staff representatives
per seat held by a Union on the NJC.'

In other words, among other matters, the door was open to AUEW rep-

resentatives if they felt like walking through, thus circumventing 

their self-imposed ban.

There was one further development in the story of representation in the

spring period. In late April, Mr. Mackenzie wrote 'to all members of

BATUC that he had been advised that the BAB had serious,doubts about

proceeding with the proposed working party if there were to be an

independent chairman. A counter-proposal was that the chair should

be taken alternatively by a nominee of the airline and by BATUC.

Mr. Mackenzie had consulted members of BATUC who had been at a meeting

to discuss aircraft procurement and all had found this proposal

acceptable. Therefore he was going to advise the Personnel Director

of this agreement and it was hoped that the working party would begin

to operate without delay. (6)
«

Procurement for a Moral Purpose?

Throughout the 1970's, the economic situation within Britain was declining. 

Unemployment levels, inflation rates, and balance of payments were all 

matters that at different times gave cause for concern. A genuine fear 

within the ranks of the trades unionists in British Airways, and no doubt 

in every industry, was that workers would be made redundant, or conditions 

of employment be seriously worsened oy economic recession. The impact

(6) Letter to members of BATUC from Mr. E. Mackenzie, Secretary, 
26 1378.
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of such apprehension as far as the sub-contracting of work outside of 

the airline upon the Engineering feasibility studies has been described 

elsewhere, (7) and it is hardly surprising that when the procurement of 

new aircraft was being discussed in the late 1970's that BATUC should 

have views regarding whether or not British aircraft should be bought.

British Aerospace (BAe) had only come into being as a nationalised 

concern comprising the British Aircraft Corporation, Hawker Siddeley Aviation, 

Hawker Siddeley Dynamics, and Scottish Aviation at the end of April 1977. (8)

Many of the trades unions involved with BAe were also concerned with 

British Airways, and with a revival of the 1930's slogan that it was best 

to 'Buy British', BATUC became interested in what planes should be 

purchased. Just how it became interested is not clear from the 

documents, for it appears suddenly in the deliberations of the EC of 

BATUC. (9)

A few days before the EC meeting in question, its members had had 

discussions Vith managerial representatives of Rolls-Royce, and BATUC's 

report^on the exchanges makes very interesting reading concerning that 

company's policy of aircraft engine production. When the EC convened 

it discussed the meeting with Rolls-Royce, and almost immediately some 

sectional differences arose, for whereas 'the E&M Panel unions were 

supporting British Aerospace and the re-equipment with 1-11's', two

(7) Paper 6.

(8) 'Britain's aerospace industry' in 'Flight International' 21 July 1979, 
gives a history of the developments.

Minutes of Special Meeting of the EC of BATUC 9 May 1978. Attached 
to the minutes was a report of a meeting between EC members and Rolls- 
Royce executives held on 5 May that was written by Mr. A.J. Clarry.

(9)



other members 'spoke cf the need to have an aircraft capable of meeting

BA's growing cargo carrying requirement and in the main the 1-11 does 

not do this whereas the 737 does.' Concern was also expressed regarding 

the route structure of British Airways and its capability of accommodating 

a mix of 1-11's and 737's.

The special meeting of the EC was followed by another one week later, 

and a full meeting of the Council on the same day. (10) At the 

Council meeting full reports of the exchanges with Rolls-Royce and 

the issues involved were given. A summary of the deliberations is, 

perhaps, best offered in the decisions that were taken,

'1) That we accept the invitation of the Secretary of State 
for Trade to discuss with him BA's aircraft procurement 
policy.

2) That this BATUC recommends that the substantial amount
of the BA order for new aircraft in the short term should 
be for Boeiig 737's. We also recommend the purchase of 
a significant number of 1-11's commensurate with the 
commercial and operational requirements of BA.

,3) In respect of longer term collaboration with either 
Europe or the USA the BATUC looks to collaboration 
that is consistent with optimum job creation for BA, R-R 
and BAe,

4) Arising from a view that aircraft procurement in BA should 
be subject to comprehensive and long term planning it was 
AGREED that this BATUC requests the Government to sponsor 
later this year a conference including representatives of 
airlines, manufacturers and trade unions to discuss future 
planning with a view to reconciling the interests of the 
three groups -'

Only two or three members opposed certain sections of the resolution, 

the scope of which makes clear the .’..fluence that a powerful BATUC could 

exert. *

(10) Minutes of a Special EC meeting BATUC, 17 Kay 1978, and minutes of a 
Special Meeting of the Council.
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On this point one can reflect that involvement with such issues was in 

line with TUC policy of worker involvement with those matters that had 

a direct bearing upon the well being of trades unionists. How well 

BATUC met the challenge may be judged by later events.

Mid-Summer and the Loss of Liverpool

The full Council met near to mid-June and it had a new item of business 

which overshadowed the issues of representation and -aircraft procurement, 

for it was reported that British Airways was to withdraw its routes to 

and from the Liverpool airport. Also the transfer of work to Gatwick 

loomed larger than before. (11) These fresh developments could be 

regarded as symptomatic of a healthy organisation in an expanded range 

of activities.

On the issue of representation it was reported that agreement had been 

reached with management regarding the rotation of chairmanship of the 

. working party. But despite strenuous efforts its first meeting could
t

*
not take place until late June.

Mr. Tudor Thomas, a full time official of the Assocaition of Professional, 

Executive, Clerical and Computer Staff (APEX), and the NJC, reported upon 

various developments regarding aircraft procurement. A meeting with the 

Secretary of State for Trade had been arranged towards the end of the month. 

In addition Mr. Thomas spoke at some length on the problems confronting the 

Gatwick working party and he referred specifically to the difficulties of 

communication. He scagested that BATUC should consider the appointment 

of a full time secretary to the working party, and that British Airways

(11) Minutes of BATUC meeting held 12 June 1978. There was resentment 
within BATUC regarding what was considered a fait accompli by 
British Airways.



'should be invited to provide facilities for the secretary to operate.'

It was agreed that this proposal be referred to the next meeting of the 

EC for consideration.

When the Liverpool question was discussed, the Secretary reported that 

the management of British Airways had made it clear that its decision to 

withdraw from Liverpool airport had stemmed from economic considerations. 

Manchester airport was comparatively nearby, and in the opinion of 

management the proximity of alternative sources could not justify the 

continuation of the heavy losses that were occurring in- Liverpool.

Consideration was then given to the possibility of staff, as well as the 

routes, being transferred to British Midland Airways (BMA), but it was 

reported that efforts in this direction had failed. Questions were 

then asked regarding why BMA could contemplate making a profit, but 

British Airways' reply was reported as,

'that ,so far as they were "uncerned, structured as they are,
•' “-hey could not see the possibility of improving the profit-
ability of the Liverpool routes within the next three years ....'

This then led to a discussion on the fate of the Liverpool staff and the 

undesirability from BATUC's point of view of handing over routes to a 

privately owned airline.

r

Apparently all the staff affected were to be offered redeployment within 

British Airways., but it was realised that many such staff were either 

unwilling or unable to transfer their homes to other parts of the country.



Obviously those staff who were to transfer to BMA ana those who chose 

to be deemed redundant needed expert advice on their rights. Officials had 

met the staff, but that it would be necessary for them 'to meet the 

Liverpool shop stewards and staff representatives to discuss the matter 

further.'

Members of BATUC still felt worried over the Liverpool developments and a 

resolution was passed which gave expression to this concern. The same 

resolution instructed its appropriate sub-committee to seek a meeting with 

management in order to discuss route strategy 'and the apparent ease with 

which routes can be transferred to independent airlines'.

I

But as soon as discussion on the Liverpool question was ended, reference
9

was made to similar developments which had occurred regarding some of the 

Scottish routes. It was agreed that as this matter was related to the 

Liverpool issue it should be raised at the proposed meeting with management.-

As ttys month'of June drew towards its close, active members of BATUC must 

have been surpised at the degree of diversification which had been achieved 

since the year began. In view of the long slow development period of 1977, 

and the lengthy gestation period before that, it would be inappropriate to 

describe the first half of 1978 as mushroom growth. Indeed, some may well 

have felt that the long preparation time was being justified by the quick but 

well entrenched developments that were occurring. But could the pace he 

maintained, and could BATUC prove adequate to face the challenges that 

seemed to bo arising in so many different areas.-’



APPENDIX

BRITISH AIRWAYS

SUMMARY OF DISCUSSION ON PARTICIPATION, 15TH AUGUST 1975 

BETWEEN ENGINEERING SHOP STEWARDS 

AND

GROUP PERSONNEL DIRECTOR

In the general context of participation, it was the view that simply 
putting a certain number of employee representatives on the 
British Airways Board was unlikely to lead to substantial changes.
Any new structure must be related to current practice, including the 
position at local level. Continental proposals for separate supervisory 
and management boards were unlikely to be very beneficial. The attached 
diagram illustrates the sort of system which, it was felt, reflected these 
conclusions and which could form the basis for a useful discussion.

Briefly, it was the general view that the Joint Manpower Committee should 
be re-structured to include lay representatives. They would be current 
employees of British Airways and they would comprise at least 50% of the 
staff side of the Council. It would then be the centre of the new 
participative structure for British Airways, involving a close immediate 
liaison with the Executive Board.

Above the Council would be the unified Eritish Airways Board for which in 
future the Staff side of the Council might elect from amongst themselves 
a number of representatives equal in number to the Executive Board members. 
The Chairman of the British Airways Board and the members of the Executive 
Board wouId.continue to be appointed by the Government. There would be an 
"independent" third element on the Board, equivalent in number to each of 
the other two. A detailed description of the role of the Board would have 
to be worked out, but in general its function would be to guide the 
general policies of the firm, and to taxe decisions on major issues such as 
investment, mergers and closure. It,would have the right to certain types 
of information, although members may be required to maintain the 
confidentiality of that information. The employee members would have 
particular responsibilities for communicating with the staff through the 
newly-established structure. Otherwise, they would have the same rights 
and obligations as the Executive Board members to safeguard the interests 
cf the whole of British Airways and not any particular group.

The Council itself and any sub-committees it may care to establish, would be 
the focus for the consideration of those issues which are currently 
considered by either the Joint Manpower Committee or the full British 
Airways Board. It would include representatives elected by the Staff side 
of the proposed divisional councils, for which purpose the Engineering 
Review Committee would operate as though it were an engineering division. 
Assuming than there were two employee representatives on the Boards of 
Management of BACUK and BATL, they would automatically represent their 
organisations.
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In turn below the divisional councils, all the work of the local panels 
in the NJC structure would fall most naturally within the scope of the 
local committees organised on the same basis as the new councils. Each 
council would re-organise the local panel structure within its boundary.

As assessment would need to be made of the operation of the new structure 
after a limited period, say two years. This would need to consider any 
further proposed impact on the existing machinery in the light of that 
operating experience.



APPENDIX 2

INDUSTRIAL DEMOCRACY IN BRITISH AIRWAYS

A Paper by Ron Crew

A society cannot be called truly democratic unless every aspect of that 
society is democratic. This apparently obvious fact is behind every 
call for industrial democracy.

Our society is based upon the assumption that every member of it has a 
share in, and, to a certain extent, is responsible for, the government 
of that society, through the medium of universal suffrage. Thus, it is 
called a democratic society. But that share, and that responsibility 
does not extend to the most important aspect of that society as far as 
the average worker is concerned; the place of work, upon which he relies 
to support himself and his family and at which he spends a major part of 
his life.

The importance of this omission can be gauged from the fact that our whole 
economic system is based on the worker - whether by hand or by brain - 
producing by his skill and effort the goods needed by society. Here, we
have a paradox; a society that embraces fervently the principle of 
democracy except in one respect, in relation to the most important role 
of all; that of a man as a producer. The result is a crystallisation 
of the attitudes of the two sides of industry in permanent opposition: 
the interests of one diametrically opposed to the other.

In private industry, thw task of overcoming this dichotomy of interest 
is enormous, but the nationalised industries, which do not exist for the 
purpose of private profit can show that democracy in the. workplace is 
both feasible and advantageous. Thus it was hoped that when certain 
industries were nationalised by a Labour Government after the war the 
principle of industrial democracy would be built into the organisation 
of these industries. As we all know, it was not - indeed, that principle 
is as far away now as it has ever been. What happened, at least as far
as the Air Corporations were concerned, was that an elaborate system of 
joint consultation committees was set up, but workers were rigidly 
excluded from decision making areas and the control of the industry was 
handed over to representatives of private enterprise.

What then, is industrial democracy? It means many things to many 
people; but at the very least, it must mean the involvement of staff 
in decisions affecting themselves and, ultimately, their dependents.
This., in turn, means staff representation at all policy making levels 
within the firm, including the highest level of all - the Board of 
Directors.

In the formation of the Steel Corporation,- son.° form of democracy was 
attempted, with the appointment of worker directors. Whilst this is a 
great improvement on the system of appointing trade union officers to 
Boards, as happened in BOAC, it does not in any way satisfy the demands 
of industrial democracy, as great pains had been taken to ensure that



the worker directors' ties with their shop floor origins have been 
broken, and the staff of the corporation have had no say at all in 
the appointments. Such a scheme is, at best, a rhetorical exercise 
and does nothing to satisfy the principle of involving staff, as a 
whole, in the decision-making necessary for the running of the industry 
in which they work, since the worker directors were appointed and not 
directly elected by the workers in the industry and the election of 
representatives is basic to true democracy.

What we know of the system of management in British Airways reads us 
inevitably to the conclusion that worker participation in their 
management is an experiment well worth tyring. Aircraft operation 
and maintenance is an industry which relies perhaps more than any 
other on harmony between staff and management: if the feeling of 
belonging in the industry, the feeling that British'Airways is "ours" 
is lost, all the expertise in the world will not produce a good airline. 
It is our firm opinion that such a relationship is not possible where 
a sharp division exists between a decision-making management and staff.

The scheme . outlined below is an attempt to put forward a practical 
and workable first step toward the principle of industrial democracy 
in British Airways. It is realised that it may not cover all the 
aspirations of those who seek workers' control, but the first step may 
be the hardest, and if the scheme is adopted, at least that step has 
been taken.

To make any system of industrial democracy meaningful, certain points 
of principle must be accepted. These may be summarised as follows:

(a) Worker participation in management is the involvement of staff 
at all levels in the process of decision making.

(b) The Panel system should be used to its full and proper extent.
%

(c) __ There should be direct representation of staff on the Board of
Management of British Airways.

(d) Such representation should be by not less than one half of the 
total Board membership.

(e) The worker directors should be elected by the trade ’onion 
membership in the airlines.

(f) No matter what election process be used, once elected a 
worker director would have responsibility to the whole of the 
airline staff membership.

PROCEDURE FOR THE ELECTION OF WORKER DIRECTORS

Several schemes are possible, all of which have various advantages and 
disadvantages. In the interests c. simplicity and full democracy, the 
following scheme is probably the best, although some defects are 
inherent in it:-



(a) The whole of the staff of the Corporation who are covered by 
National Sectional Panels are arranged into sections by 
Panels. The details of each section can be decided at the 
time.

(b) A Conference of all Panel Representatives be held, at which 
the election would be discussed and the panel of Scrutineers 
and the Chairman of the panel be elected, from and by the 
Conference.

(c) Nominations from each section are then called for by the 
Scrutineers. Each nomination must have a number of 
endorsements - the suggested number is ten, but this can be 
decided - to reduce the possibility of frivolous nominations.
All nominated persons must be members of their appropriate 
Trade Unions, as is the practice with Panel Representatives.

(d) Nominations are then published, and staff in each section 
elect one worker director from that section. Adequate 
distribution and collection of election papers would be essentia 
It is suggested that the possibility of using salary packets
be explored followed by collection either physically or by 
the elector placing in ballot boxes.

(e) Scrutineers then count the v6ces and announce the results.

TERMS OF REFERENCE AND SERVICE OF WORKER DIRECTORS

When a Worker Director has been elected to the Board, he should act as 
a director and play his full part in the management of the Corporation.

This will clearly not be possible if he is disadvantaged in relation to 
the other directors by reason of nis origins. . It is therefore felt 
that* uhe following should apply:

(a) His period of service should be the same as other full time
directors. He would then retire but would be eligible for re- 
election. It has been argued that no representative should 
serve for more than two terms lest he lose contact altogether 
with his workshop floor or office origins and becomes a 
bureaucrat. This may be a real fear, but on balance it is 
better if a ccntinuation of representation by a good rep-
resentative is obtained. A worker director will have a 
difficult job; it will be even more difficult to have to find 
a succession of people to do it.

It is envisaged that in the early stages the employee members 
of the Board would be somewhat out of their depths in the 
rarefied atmosphere of the boardroom and would, practically 
out of necessity, concentrate on matters of more direct 
interest to staff: safety, conditions, welfare, education and 
so on. But as time goes by they would be in a position to 
take a closer interest in the more complex working of the Board. 
This is another reason why the compulsory limitation of service 
on the Board may be inadvisable.



(b) His salary should be the same of other full-time directors.

(c) His job must remain open, and he must lose none of his rights 
as an employee. As far as pension rights are concerned, these 
must operate in the same way as for any other person within 
the Pension Scheme; pension must be calculated on actual 
earnings during the relevant qualifying period.

(d) He must have equal rights with other directors with regard to 
clerical assistance and access to advisors. In addition, he 
will have access to advice from Trade Union and Panel sources.

PROCEDURES FOR REPORTING BACK TO STAFF

The success of any scheme for elected staff representation on a Board 
of Directors depends on continuing contact between worker directors 
and the staff who elected them. Regular reporting back and the ability 
of staff to question their representative is really the most important 
facet of the whole system; without it, the'scheme is valueless. It
would serve as a criterion when the worker director's quality of 
service is considered at election time.

To this end, it is suggested that meetings be held as follows:

PANEL REPRESENTATIVES

Worker directors should attend meetings with all Panel Representatives 
within his section of "faff at least once a quarter.

STAFF

Worker directors should attend meetings with staff generally at least 
one £>er year.

TRADE UNION DEMOCRACY

If the scheme outlined above were adopted, participation of staff in 
the running of the Corporation's affairs would extend throughout the 
different levels of the Corporation from the Board of Management to 
shop floor level, providing that the local and national Panels function 
correctly under the Constitution, which forms the basis for all agree-
ments between Management and Staff.

LOCAL LEVEL

The Memorandum of Agreement on the Constitution and Functions of 
Local Panel Committees states that these Committees "shall be empowered 
to consider and decide matters of local concern within the framework of 
agreements recorded by the appropriate Sectional (National) Panel" but 
cannot alter the agreements. The Constitution particularises certain 
matters, such as efficient use of the maximum number of productive hours;



maximum and most efficient use of vehicles, plant and machinery; 
ventilation; and so on. The only matters which are specifically 
excluded from discussion at local level are those which can only be 
covered at national level. The Constituion lays down that:

'Local Panel Committees may not reach decisions which are:

(i) contrary to national agreements on trade questions, such as 
wages and like subjects, or

(ii) on wide questions of policy going beyond the base concerned.'

It may be seen, therefore, that the range of matters .within the purview 
of Local Panels is very wide indeed. For example, one subject quoted 
above, 'Efficient use of the maximum number of productive hours' may 
be held to cover practically every facet of work within'the laid-down 
hours apart from wages.

The powers of Local Panel Committees therefore assume great importance 
and when the wording of the Constitution is studied the possibilities 
of the use of these Panels in a system which provides for industrial 
democracy become obvious. The Constitution lays down that these Panels 
shall ’consider and decide’. The prerogative of management to take 
decisions on any of the wide range of matters falling within the scope 
of Local Panel Committees is, to put it at its lowest, severely limited. 
The proper place for such decision-making is not the Manager's office 
but the Panel meeting.

The base for industrial democracy within British Airways therefore, 
already exists. Admittedly, up to now the Panels have not been used 
in this manner to any great extent but that is the fault of th« 
operators, not the machinery. The machinery is there: it is up to 
the Unions to make sure it works.

NATIONAL LEVEL

The principle of industrial democracy,--however, would not be fully 
served in the Civil Air Transport industry unless full democracy on the 
staff side of the joint consultative machinery was achieved at the same 
time. To this end, the following proposals are put forward for 
consideration by the trade unions concerned:

(a) Lay members, employed in the industry, should be elected on 
to the Trade Union Side of the National Joint Council for 
Civil Air Transport in the proportion of one lay member to 
one full-time official.

(b) The staff sides of the National Sectional Panels should consist 
of lay members plus full-time officials, as at present on the 
SE & T Panel.



CONCLUSION

A draft document recently issued by ASTMS for discussion by the 
Hawker Siddeley Aircraft and British Aircraft Corporation NACs 
entitled 'Trade Union Involvement in Management of a Nationalised 
Aircraft. Corporation' began:

'The Consultative Document on the public ownership of the aircraft 
industry contains the following paragraph on Industrial Democracy:

"Workers in the aircraft industry have been among the 
leaders in developing the concepts of industrial 
democracy. The Government attaches great importance to 
increasing the democratic participation of workers in 
decision making at all levels of industry. Industrial 
democracy should develop organically from the views and 
proposals put forward by the management, workers and trade 
unions concerned. The Government will consider in the 
light of the present consultations with all parties in the 
industry how this process can best be encouraged."

The Secretary of State is in many senses issuing a challenge to the 
movement to clarify its ideas on this subject. For many years the 
policy of nationalisation of the industry has been adopted at 
conferences of major unions, the CSEU, TUC and Labour Party, and the 
need to involve the workers in the industry has been constantly 
stressed. However, the trade union movement has never clarified in 
concrete terms how this involvement would be carried out.'

The draft document refers, of course, to the nationalisation of the 
aircraft manufacturing industry, but its subject is equally relevant 
to the CAT industry, and this Paper is an attempt to show how such an 
involvement could take place in its nationalised sector.

The interest being taken in the subject of industrial democracy, both 
in this country and abroad, together with the unique Constitution upon 
which all agreements in the industry are based, present a great 
opportunity for its introduction into British Airways.

Its benefits, to the industry, its staff and to the country, I believe 
to be self-evident. The amendment necessary to existing legislation 
would be simple. It is to be hoped that, for reasons which can only 
be sectarian or dogmatic, this opportunity will not be lost.

[JULY 197^

Author's Note: An earlier version of this paper had been written by 
Mr. Crew in the late 1960's.



APPENDIX 3

CONFERENCE ON INDUSTRIAL DEMOCRACY IN BRITISH AIRWAYS

1. At the request of constituent unions the TU Side of the NJC 
has been considering this subject.

2. There are a number of pressures operating at present - 
trade union and Labour Party policy, statements of intent by 
Ministers in the present Government etc.

3. British Airways through the NJC has a formal relationship 
with the Unions on industrial relations and collective 
bargaining matters and a less formal consultative attitude 
on policy matters.

4. The general view expressed is that the employees through 
their unions should be formally party to all decision making 
in BA - in other words there should be worker participation 
in management.

5. The question arises - to what degree? and at what levels?

6. The TU Side takes the view tftat these are matters for debate 
and consultation with staff before entering into discussions 
with the Employer.

7. To this end a small trade union delegate conference was held 
at the beginning of August.

8. This conference decided there should be a British Airways 
Trade Union Council and formed a sub-committee to go into

* how it should be constructed and suggest terms of reference.
'It also recommended a larger delegate conference be held 
later in 1976.

9. As a result of these deliberations the Trade Union Side of 
the NJC recommends this delegate conference to adopt the 
following :-

a) There shall be formed a British Airways Trade Union 
Council.

b) It will operate under the following terms of reference

To be responsible for the joint trade union 
view on matters relating to the operation and 
planning of British Airways and for the 
development of worker participation in 
British Airways management.



The TU Council will be manned by members nominated by 
the TU Side of each National Sectional Panel on the 
following basis:-

The secretary of the TU Side of the NJC to act as 
secretary to the TU Council.

The chairman to be elected annually by the TU Council 
from among its members.

The TU Council should commence operation in January 1977.

Engineering and Maintenance 
Clerical and Clerical. Admin 
Administrative Staff 
Air Cabin Crew
Supervisory Engineering and Technical
Ground Services Staff
Ramp Services Staff
Pilots and Pilot Officers
Senior Staff
Flight Engineers
Technical Engineering Staff

7
6
4
3
2
2
2
2
1
1
1

(signed) E . MACKENZIE
SECRETARY - TU SIDE 
NJCCAT

{circulated October 1976]



APPENDIX 4

A STMS

ANNABELLE HOUSE, 28 STAINES ROAD, HOUNSLOW, MIDDLESEX

2nd February 1977

TO: AIRWAYS CIRCULATION LIST

Dear Colleague,

Re: BRITISH AIRWAYS INDUSTRIAL DEMOCRACY

Following a request from ASTMS, the Trade Union Side of the NJC has 
been considering the extension of industrial democracy (worker 
participation in Management) in British Airways. There are no 
pre-determined views on this but the publication of the Bullock 
Committee's report sharpens up the whole issue.

The Trade Union Side has taken the view that on this important policy 
issue it is essential to involve staff representatives, and to this 
end three conferences have been held, one for the TU Side members in 
August 1976, the others on a wider union membership basis in 
November 1976 and January 1977.

At the conference held on 31st January it was agreed to establish a 
British Airways Trade Union Council with the following terms of 
relerence:-*

" 'To be responsible for the Joint Trade Union View (outside 
of the current negotiating structure on terms and conditions 
of employment), on matters relating to the operation and 
planning of British Airways and for the determination of 
Worker Participation in British Airways Management.'

This Council will comprise the members of the Trade Union Side of 
the NJC (28 in all) plus 38 staff representatives to be appointed 
by the Trade Union Sides of National Sectional Panels on the 
following basis:-



PANEL
NUMBER OF 
REPRESENTATIVES

E & M 8 
Clerical 6 
Administrative 5 
Air Cabin Crew 4 
General Services Staff 4 
Pilots 3 
SE & T 3 
Ramp 2 
Technical Engineering 1 
Senior Staff 1 
Flight Engineers 1*

It will be seen from the terms of reference that it is the 
responsibi]ity of the Trade Union Council to develop a TU Side 
attitude to worker participation in British Airways acceptable 
to the various unions and the staff they represent, in preparation 
for negotiations between the Trade Union Side and British Airways 
on the subject.

Yours sincerely,

E. Mackenzie 
Divisional Officer



APPENDIX 5

BRITISH AIRWAYS TRADE UNION COUNCIL 

CONSTITUTION AND RULES

). TITLE AND TERMS OF REFERENCE

There shall be a body known as the British Airways Trade Union 
Council to operate within the following terms of reference

" To be responsible for the joint Trade 
Union view (outside of the negotiating 
structure on terms and conditions of 
employment), on matters relating to the 
operation and planning of British Airways 
and for the determination of worker 
participation in British Airways Management. "

2. COMPOSITION

The membership will be each member of the Trade Union Side of 
the National Joint Council for Civil Air Transport and members 
appointed by the Trade Union Sides of National Sectional Panels 
on the following basis

Engineering and Maintenance - 8 
Clerical and Clerical Admin. - 6 
Administrative Staff - 5 
Air Cabin Crew - 4 
Ground Services Staff - 4 
Pilot Officers - 3 
Supervisory Engineering and Technical - 3 
Ramp Workers - 2 
Teehncial Engineering - 1 
Senior Staff - 1 
Navigating and Engineer Officers - 1

3. OFFICERS - •

Chairmana)

The Chairman will be elected at the Annual General 
Meeting.



b) Secretary

The Secretary will be the Secretary of the Trade Union 
Side of the National Joint Council for Civil M r  Transport.

c) Vice-Chairman

The Council will elect annually a Vice-Chairman from among 
members of the Executive Committee.

EXECUTIVE COMMITTEE

There shall be an Executive Committee comprising the Chairman, 
Vice-Chairman, the Chairman of the Trade Union Side of the 
National Joint Council (if this office holder'is not the Chairman 
of the Trade Union Council), the Vice-Chairman of the Trade Union 
Side of the NJC, the Secretary and one member from each National 
Sectional Panel grouping.

SUB-COMMITTEES

The Trade Union Council of the Executive Committee may form Sub-
committees for specific purposes, comprising five members.
Sub-Committees have power to co-opt additional persons. Co-opted 
members will not have voting rights.

MEETINGS

The Trade Union Council will meet quarterly on the second Monday 
in March, June, September and December each year. The Marc n 
meeting will be the Annual General Meeting.

The Executive Committee will itself decide the frequency of its 
meetings.

QUORUM

The quorum for meetings of the Trade Union Council shall be 20 
and for the Executive Committee 6.

NEGOTIATION/CONSULTATION

When meetings arc to be held with British Airways the Executive 
Committee will appoint the Trade Union Council's delegation.

No agreement within the terms of reference can be concluded with 
Britidb Mrways without endorsement by or authority from the 
Trade Union Council.
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RIGHTS OF MEMBERS

Each member of the British Airways Trade Union Council is a 
member in his/her own right and is able to initiate business 
through the Secretary.

AMENDMENT TO CONSTITUTION

The Constitution can be amended by any member of the TU Council 
giving notice at or before a statutory quarterly meeting 
detailing his/her proposals. The proposal will be debated and 
decided upon at the quarterly meeting subsequent to the one at 
which the notice of motion has been given.

In emergency situations a member of the TU Counci-1 can give 
notice prior to a statutory quarterly meeting of his/her intention 
to propose an amendment to the Constitution at that quarterly 
meeting. In these circumstances, the proposer of the motion 
will be allowed to address the meeting on why he believes an 
emergency situation exists requiring a change to the Constitution. 
There shall be no deabte on this issue and the Council will 
proceed to decide whether the motion should be considered. In 
these circumtances a two-thirds majority of those voting will be 
required to enable the motion to be considered at the meeting in 
question.

In either case, a decision to amend the Constitution can be agreed 
by a simple majirxty.

{ADOPTED 28 MARCH 1977]



APPENDIX 6

AIDE MEMOIRE

BRITISH AIRWAYS COUNCIL

SUMMARY OF THE PROPOSAL [MANAGEMENT DRAFT]

1. A British Airways Council to plan, introduce and develop 
participation throughout British Airways.

2. All employees to be enabled to contribute to decisions on 
matters not subject to contractual bargaining.

3. First task to conclude a Participation Agreement.

4. A continuing function to assist in formation of main policy 
and strategy decisions.

5. Consist of President plus some 30 members who are 
representatives nominated or elected from British Airways 
employees.

6. About 20 employee representatives chosen through the 
Trade Union machinery.

7. About 10 management representatives to include both nominees of 
the Executive Br-’-d and some elected by their fellow managers.

8. Procedures for election to be approved by JMC in the first 
instance, thereafter the Council itself; the Council will 
write .its own rules and procedures.

*

9. Council member not to serve by reason of his office, but as 
individual representative.

10. No deputies or alternates: quorum of three quarters: six 
meetings a year.

11. President nominated by the British Airways Board.

12. Secretary appointed by Council: secretariat to arrange for 
adequate reporting.

13. Council to be a 'round table'.

14. Financed by British Airways Board who will approve an annual 
budget.

{^Circulated April 1977]



APPENDIX 7

NATIONAL JOINT COUNCIL FOR CIVIL AIR TRANSPORT

TRADE UNION SIDE

Secretary: E. MACKENZIE ASSOCIATION OF SCIENTIFIC,
TECHNICAL AND MANAGERIAL STAFFS, 
28 Staines Road,
Hounslow, Middlesex TW3 3JS.

Telephone: 01-570 2100

18th July, 1977.

TO: MEMBERS OF THE BA TRADE UNION COUNCIL

Dear Colleague,

I am attaching hereto a copy of the Minutes of a meeting of the 
Executive Committee held on 12th July, from which you wail see that 
there has been a meeting with the Personnel Director of British Airways 
on 22nd June and the Executive Committee meeting was followed by a second 
meeting with the Personnel Director and certain colleagues.

I think you will find that the Minutes are self-explanatory, but I 
believe you should know that at the meeting with the Personnel Director 
during the afternoon of 12th July, apart from re-emphasising the views 
he expressed previously, no further progress wa.s made. We stressed our 
opinion that we wanted to be represented wherever it is that the 
decisions are taken and so far as we could see from what was being 
.explained to us, the most effective place to have our representatives 
was on the Executive Board of Management. Mr. Phelps told us that he 
had reported to the Executive Board the nature of the exchanges that 
had taken place on 22nd June and it had been decided that the Engineering 
Director, Mr. K. Wilkinson, and himself should be authorised on behalf 
of the Executive Board of Management to deal with the TU Council in 
pursuance of our aims.

It appears to me that there is some considerable hostility to 
any suggestion of. worker directors on the Board of BA, which in any case 
would have to be agreed with the Secretary of State who makes the 
nomiantions. There is equal hostility to the suggestion that Trade Union 
nominees should be on the Executive Board of Management. We did, 
however, agree to examine each other's points of view in a smaller 
gathering and it was aureed that the small Sub-Committee of the 
Executive Committee mentioned in the Minutes will meet with Messrs. Phelps 
and Wilkinson to probe the matter further.



The Executive Committee takes the view that while the realisation 
of our objectives at the present time is going to be a difficult task 
to fulfil, there is some urgency in getting an agreement with 3A because 
if there was to be a change of Government at a future general election 
the political climate then existing might make the conclusion of such 
arrangements impossible.

The Executive Committee, therefore, is dedicated to proceeding 
with this matter as urgently as possible, but already it is quite 
clearly established that there is a wide gulf between the views of the 
Trade Unions and the existing British Airways Board of Management.

Yours sincerely,

E. MACKENZIE 
Secretary



69

APPENDIX 8

To Members of the BA TU Council British Airways

PO Box 10
Heathrow Airport (London) 
Hounslow TW6 2JA

Telephone: 01-759 5511

B r i t i s h

A i r w a y s

Mr. E. Mackenzie PersD 29.4
Secretary of the TU Side of the NJC
ASTMS
Annabelle House 
28 Staines Road 
HOUNSLOW, Middx. 13 December 1977

Dear Ted,

You left us to consider a number of points which you raised in connection 
with the proposals we have made to you about the setting up of the 
British Airways Council. .

The Boa.rd has given very careful thought to the points you raised. You 
asked for memebrship of the Executive Board Meeting because you said you 
wished to be present when decisions were taken. In our view it would be 
very difficult for managers to discuss certain la^ matters, particularly 
detailed industrial relations affairs, with complete freedom and openness 
if staff representatives were present at such a forum. Such a presence 
would simply act as a severe inhibiting influence on management decision-
making and would slow down the whole process by which the company is 
managed. Further, we are certain that staff representatives would find 
themselves party to decisions about which they would wish to bargain. 
Increasingly they would discover that their role in the collective 
bargaining process was undermined by the knowledge of, and identification 
with, management decisions. We believe that experience in other companies 
shows that such a route to participation is untenable for both managers 
and trade unions. For these reasons we cannot accept your request for 
places at our Executive Board meeting.

However, we fully accept the need for a structure to allow our employees' 
aspirations for-greater influence to be fulfilled, while at the same time 
making necessary’leadership more clearly understood and acceptable. The 
problem is that the day to day activities of managers should not be open for 
debate but there is a pressing need to develop an open participative 
management system where decisions are accepted against a background of 
known policy. We would like, against this background, to propose a forward 
loojcing set of proposals designed to lead us towards the goal of greater 
participation as follows:-



1. British Airways Council

2. Departmental Councils

3. Restructured local panels

4. New direct employee communciations.

We would like to open immediate discussions about these matters but we 
do believe that these proposals should be given wide publicity. It 
seems to us to be important that we should ensure that employees have 
the fullest knowledge of such proposals because it is they who will 
contribute to their effective working.

It follows from this that there will be a changed emphasis on the 
industrial relations machinery. We therefore ask you to join with us 
in making the appropriate changes to the National Joint Council and its 
National Sectional Panels.

These proposals are made in the light of the British Airways Board's 
re-affirmation of its commitment to participation. Further, we wish to 
give you our support for your own inter-unibn machinery. We would like 
you to join us in taking speedy action on the proposals, for we believe 
that it is only by moving in this direction that we can learn together. 
Indeed, the setting up of the British AirwaysCouncil and its contituents 
might well result in significant employee participation on the Board 
itself when we all judge that we have sufficient experience and under-
standing to make such an innovation work well.

Yours sincerely,

HOWARD PHELPS 
Personnel Director

cc Mr. L. Shorter



APPENDIX 9

WORKING PARTY ON THE INTRODUCTION OF DEPARTMENTAL COUNCILS INTO 

BRITISH AIRWAYS

Terms of Reference

1. The Working Party will comprise representatives appointed by 
the British Airways Trade Union Council and by the Board of 
British Airways.

2. The Working Party will agree upon an Independent Chairman who 
will facilitate the proper discussion of the issues referred 
to the Working Party.

3. The Working Party will consider the setting up of Departmental 
Councils within British Airways including the constitution of 
any such Departmental Councilits terms of reference and 
methods of procedure.

4. The Working Party will also consider employee participation in 
the context of s me overall structure and its relationship with 
the Departmental Councils.

5. t The Working Party will report t^ the British Airways Trade Union
Council and to the Chief Execxitive of British Airways.

(APRIL 1978]
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* INTRODUCTION

In an earlier paper on the development of the British Airways Trades 

Union Council (BATUC) an outline was made of the efforts of the airline 

Trades Unionists to secure equal representation upon the British Airways 

Board (BAB) in accordance with the policy of the TUC regarding industrial 

democracy. It was explained that these efforts led to the creation of 

BATUC which fairly quickly became involved with general policy issues, 

as distinct from the long established National Joint Council and its 

complementary panel machinery which handled negotiations on wages and 

working conditions. Such matters as route structures, the utilisation 

of airports, aircraft procurement and industrial relations were some of 

the matters with which BATUC became engaged, sometimes with only a 

'grey area' separating its role from that of the NJC.

During the mid-1970s just before BATUC came into being, worker participation 

in decision making processes was heralded as the panacea for most 

production problems. But the present paper deals with a period, mid-1978 

until the end of 1979, when industrial democracy fell like a lead balloon 

in the IR popularity polls, and its advocates found themselves being 

shunned like the pop stars of yester years.

Obviously not all the trends which were at large throughout the country 

had a proportional influence on BA, but the strong external forces with 

which the BAB had to contend had a marked influence upon its dealings with 

its workforce. Although this paper concentrates upon BATUC's development 

as a Council and its,relations with the airline's Management, the chronological 

account is sometimes disturbed by reference to the national and international 

events which were having an impact on industrial relations. ■»



Readers fauniliar with the present desperate measures which.BA is taking 

in order to survive may regard the events described here as being episodes 

from a golden era of the past. Therefore, one might well ask, can one 

afford the time to reflect upon a situation that has been washed away 

within the space of between 2 - 3  years?

It is hoped that the indications of the speed of change will be of some 

help to interested parties in assessing the present situation in a more 

comprehensive fashion. For example, in recent times I have heard Managers 

and Trades Unionists within the airline blame current misunderstandings upon 

each other for getting yesterday's sums wrong. This account may help to 

illustrate how difficult it was to get one's sums right even with the help 

of micro and main frame computers. Indeed, one may well ask if any 

computer, micro or main frame, could be programmed to answer the type of 

question posed in the final chapter of this paper.

One may also reflect upon the point that the forces which drive a pendulum 

to swing one way have a reverse action. If this analogy is applicable, 

then the-.express.ion industrial democracy should be heard once more in 

Board rooms and TU conferences before the 1980s progress much further.

As indicated in a footnote to the text, from May 1979 onwards, I have been 

recording the work of BATUC from the prvileged position of having been 

invited to its meetings and having access to its documents. This account 

is based upon BATUC sources. Although access to Management material has 

been confined to its public statements and its exchanges with BATUC, I am 

grateful for the assistance which I have received from Management.
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It might be of purpose to state that my connection with BATUC arose 

from my monitoring of the joint Feasibility studies that were set up 

to examine the possibilities of the unification of the separate Engineering 

complexes following the BOAC/BEA merger in 1972. Seven papers on these 

worker participation exercises have been published which have been listed 

separately. They are referred to in this paper in the order in which 

they appeared.

Finally I should like to thank all members of BATUC who have not only 

invited me to their meetings, but have been most patient in their 

explanations of matters of detail. Mr. Colin Varndell, the present 

Chairman, has been most helpful, even if he were responsible for my 

having to get up at 4 am one Sunday morning in order to hear him address 

his own particular work group who were on the early shift. To this day 

my usual trusting wife does not believe my account of where I went to 

that morning.

May I also place on record my thanks and admiration for the work of 

Miss Susan Bromwich of BALPA who has painstakingly typed and collated this 

and the previous paper.

Slough College of 
Higher Education

Peter Richards 
Julv 1982



CHAPTER I

The Pace of Change Begins to Quicken

The second half of 1978 may be assessed as being a period of comparative 

calm before the Management and Staff sides of British Airways were 

confronted with a number of major developments, either in new or sharper 

forms, that were vital to the future of the airline. Problems arising 

from the ever worsening economic situation, and the continuous need to 

keep ahead in the costly area of new technology, were compounded by the 

advent of deregulation which made Civil Air Transport far more competitive 

both nationally and internationally. Its introduction influenced 

industrial relations within British Airways, if not immediately, then 

in growing force as the decade ended.

Deregulation in its contemporary phase originated in the United States in 

the autumn of 1978. One expert described the main constraints that were 

abandoned and then asked, 'Is this anarchy?'. He answered his own query 

by observing that:-

'Although some airlines, mostly those who have been hurt 
by deregulation, say it is, the intent of Congress .... 
is to allow the "unseen hand" of Adam Smith to operate in 
the airline market place'. (1)

Almost immediately, the 'unseen hand' of market force competition spread 

from the United States to Europe. (2) 1 2

(1) Burckhardt, R, 'Two Years of US Deregulation', 'Flight International', 
22 November I960, p. 1982.

(2) See also Rek, B, 'Europe at the Crossroads', Ibid, 26 May 1979, p. 1739 
and Ramsden, J.M, 'No deregulation without "desovereignity"', Ibid,»
27 October 1979, p. 1337.



Indeed, it was as early as October 1978 when BAB gave warning of the 

increased competition to be expected when it announced its plan for action:-

'British Airways will undergo a clear and decisive change of 
course over the next eight years, Chief Executive Ross Stainton 
said .... It will become a far bigger airline as it expands to 
meet the demands of a passenger and cargo market that is 
expected to double in size by 1986'

However, the report continued

'But it will be facing an "icy blast" of unrestrained competition 
from both foreign and British airlines and will have to change 
many long established ways of operating. "In the long run", he
said, "the issue is survival."' (3)

€

If words meant anything this statement was a serious warning to all BA 

personnel of the dangers, as well as an indication of potential growth, 

that were inherent in the developing situation.

Details of BAB's plan appeared in the national press, which were summarised 

in one account as:-

'Fares: a 40 per cent cut short haul and a 25 per cent cut long 
haul. A deep raid by the State airline in the mass-travel 
holiday market. An all first class Tristar 500 as a subsonic 
successor to Concorde. London-Manchester-Paris shuttles, with 
probably Amsterdam and Paris too. New Boeing 745 Jumbos 
carrying 580 "all discount" passengers.' (4)

Change and cautious optimism were undoubtedly the keynotes for the future, 

but one must question to what extent the new situation that was emerging was 

appreciated by both Management and Staff.

(3) Croall, J, 'Changing course for 1986', 'British Airways News', 13 October 1

Wilson, A, 'British Airways: the plan for the 1980's', 'Observer',
15 October 1978, p. 16.

(4 )
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What of BATUC?------------— •

Obviously BAB and senior Management had given much thought and effort in 

the drawing together of the plan. What is less obvious is the degree of 

Staff side involvement in its formulation. It can be ascertained that 

in the early and mid-1970's the Board had been keen on worker consultation 

and had helped to initiate a Joint Manpower Committee and various feasibility 

studies, one of which, Engineering, was still operating. (5) But there is 

little immediate evidence to suggest that the Staff side was involved in 

either the formulation or implementation of the plan, and this raises the 

question of why this was so.

To include a BAB's point of view on this question would require access to 

Managerial archives and interviews with at least some of the principal 

personalities involved. It is hoped that if a request for this purpose is 

presented, agreement will be reached to enable this side of the story to be 

researched. But even without substantive evidence it would not be unreason-

able to draw some conclusions regarding Managerial thinking.

Management was well av/are that BATUC had come into existence only after 

considerable hesitation on the part of the Trade Union movement, both 

nationally and locally,, regarding the extent to which its involvement in 

decision making processes, or some form of industrial democracy, was 

desirable. No doubt Management reviewed BATUC's ability to carry out its 

terms of reference, 'to be responsible for the joint Trade Union view on 

matters relating to the operation and planning of British Airways', in a 

careful fashion after the Amalgamated Union of Engineering Workers (AUEW)

(5) Papers 2 and 3.



failed to co-operate with the new Trades Union body and never took 

up membership. (6)

There is also the point that by 1978, the BAB had before it the evidence of 

the various joint feasibility study groups which had been set up some three 

years earlier to recommend what organisational changes were desirable 

following the BOAC/BEA merger. It was clear that whatever benefits 

stemmed from these studies they were time consuming, and that the decisions 

reached could not always be easily implemented. (7) Therefore, if the 

BAB were facing the main issue of survival it had to feel free to initiate 

lines for immediate action. But like any Management of an airline it 

was not blind to the need to carry the Staff along with its decisions, 

lest poor industrial relations should lead to competitors gaining 

advantage. It is, of course, possible to speculate at greater length 

on Managerial reasoning, but it would be wiser to turn attention to the 

evidence of the BATUC documents.

«

Liaison between Management and BATUC was close during the summer months of 

1978, but discussions centred upon industrial democracy, and not the plan 

referred to above. In May the Government had issued a White Paper which 

outlined its reactions to the Bullock Report published some seventeen 

months earlier. Of particular importance to British Airways was the 

directive that the Government had:-

(6) Paper 8, pp. 29-31 refers to AUEW developments, p. 63 gives terms 
of reference of BATUC.

(7) The Engineering Review Committee, for example, began to operate in 
June 1975. By mid-1978 much of its original impetus had been lost 
although it continued to perform some worthwhile functions. It is 
hoped to present a booklet outlining its story in the near future.
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'.... asked the chairman of the nationalised industries to 
consult with the unions in each industry and make joint proposals 
by August 1978 for further improvements in consultation and 
participation. They might range from employee representation 
at board and lower levels to further developments in consultative 
and participative procedures.' (8)

Hence, the exchanges which had been started between BATUC and Management 

in late spring (9) assumed greater importance when they were continued 

in the new forum of a working party to consider 'The Introduction of 

Departmental Councils'.

An account of the first meeting of the working party reveals that when 

deliberations began attention centred upon defining the meaning of 

participation. It was eventually agreed that the process of giving 

employees the opportunity 'to take part in the development of corporate 

strategy, to contribute to decisions before they are taken and to share 

in the responsibility for their implementation', as specified in the 

White Paper, should be the basis for further discussions. {10)

In conformity with this definition it was agreed in relation to 

British Airways that:-

'in contrast to the NJC machinery, participation should take 
place early in the decision making process and before the stage 
at which issues might become negotiable, it should also occur 
at all levels in the organisation.'

Such subjects as budgeting, monitoring performance, and confidentiality 

were also discussed.

(8) 'Industrial Democracy', Cmnd. 7231 HMSO London May 1978, paragraph 45.

(9) Paper 8, pp. 42-43 and p. 71.

(10) Notes on 'Working Party on the Introduction of Departmental Councils

into British Airways' 27 June 1978. They were prepared by Management 
Side and accepted by BATUC as being an accurate record.



Consideration was then given to a suggestion from the BATUC side that 

'participative initiatives be taken at departmental level first', which 

if successful could lead to a 'British Airways Council'. But another 

BATUC representative argued that participation at lower levels could be 

achieved by using the existing local panels machinery. However, 

Management contended that 'it would be more appropriate to relate the 

council structure to the work groups in a department rather than the 

existings NSPs'. This argument was accepted.

Before the first meeting of the working party ended, Mr. Howard Phelps, 

Personnel Director, promised to issue 'guide lines' on the proposed 

British Airways Council. The draft constitution which he produced was 

available to BA.TUC members shortly afterwards. (11) Almost immediately 

Mr. Ron Crew, Vice-Chairman of BATUC, issued a paper which criticised the 

draft for not stating that:-

'departmental councils would take any responsibility for decisions. 
It is obviously intended that these responsibilities would stay 
with BA management. Thus management's prerogatives would be 
unchanged.' (12)

He continued his criticism on the grounds that the draft had fallen far 

short of the terms of the White Paper of May.

Mr. Crew then argued that Departmental Councils could be regarded as a 

first step towards industrial democracy within the airline. But he 

warned that there was a danger that they would be regarded as ends in 

themselves instead of means to an end.

(11) Appendix I, pp. 70-71 below.

(12) Crew Ron, 'BATUC: Departmental Councils', 26 July 1973. Paper 
produced but not published.
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A second meeting of the joint Working Party met in July when Mr. Phelps 

presented a paper on planning and budgeting. (13) It was agreed that 

it was necessary for the Executive Committee of BATUC to consider the 

documents which had been prepared before any further useful exchanges 

could take place. BATUC members accepted the fact that the ball was 

in their court.

Problems rarely come singly, and in the third week of July the late 

Mr. E. (Ted) Mackenzie, then secretary of BATUC, wrote a letter to all its 

members regarding Management's decision to withdraw BA services from 

Liverpool Airport. A meeting had been held with Management and 

Mr. Mackenzie described the steps to effect the re-deployment of displaced 

personnel, and he reported that Management 'were quite positive about 

their plans, always assuming of course that they have control of the 

situation'. He then described the outcome of the meeting by reproducing 

a statement that 'was drafted for consideration by everybody'. The most 

important points may be judged to be:-

'BA Management stated that there are- no plans for further 
cutbacks to its route structure network with the possible 
single exception of two services a day from Southampton to 
Jersey .... This is a matter that Management would be dis-
cussing with the Trade Unions before any decision is made.'

'BA Stated that its policy was to retain all its existing 
routes and seek every-opportunity to expand its route 
network in the future.' (14)

(13) Notes of Working Party of meeting held 19 July 1978.

(14) Letter to 'Members of the i$A Trade Union Council', E. Mackenzie, 
21 July 1978.'



It is not clear‘whether or not this statement was accepted by Management, 

but it was believed that it was, which was to have an important bearing 

upon developments some twelve months later. Indeed, a most positive 

statement of Management's intentions was reported to the BATUC Executive 

Committee. (15)

Industrial Democracy and Departmental Councils

The month of August began on a positive note when a special meeting of 

BATUC accepted, without a division, an EC recommendation:- «

'a) That the BATUC reaffirms its acceptance of the principle 
of the establishment-of Departmental Councils in EA.

b) That we enter into negotiations with BA on Mr. Phelp's 
draft document with a view to having it amended to display
a commitment to achieving a goal of meaningful participation 
by staff in management.

c) That we agree to the establishment of a joint body to co-
ordinate the work of the Departmental Councils on the 
clear understanding that the ultimate goal is the achieve-
ment of staff participation in the management of BA.1 (16)

One can see that BATUC was not losing sight of its aim for seats on BAB, 

and that Departmental Councils were a step in this direction.

BATUC reservations on the proposed constitution for Councils were conveyed 

to the Personnel Director in’mid-August. He had taken note of BATUC's 

v.Tish for more direct references to industrial democracy and a revised draft 

was promised. These facts were reported to the EC when it met at the end

(15) Minutes of BATUC Executive Committee, 1 August 197S, EC 11/78.

(16) BATUC Minutes of Special Meeting, 1 August 1978, 25/78.
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of the month. Management believed in an evolutionary approach to 
%

industrial democracy and was placing emphasis upon the Departmental 

Councils. (17)

What was uppermost in the minds of EC members were such questions as who 

were to be eligible to vote in Departmental Council elections, who were 

to be eligible to stand, and who was to conduct the ballot? One idea 

that was expressed, but rejected, was that BATUC should appoint the 

employee representatives. After lengthy discussion three main options 

were recognised

'a) That each trade union operating under the NJC Agreement
in a department should be entitled to elect a representative ....

b) That representation should be limited to one or more 
representatives from each National Sectional Panel grouping 
in a department, and

c) That where appropriate Panel groupings should be linked 
together to form electoral groups.'

It was recognised that the subject matter was difficult and that further 

consideration should be given to the problems involved.

No mention is made in the minutes of the EC's deliberations regarding the 

BAB's reply to the Government, which was due in August, regarding 'further 

improvements in consultation and participation.' (18)

If a reply were dispatched it does not appear to have been discussed with 

BATUC, and this may be seen to be somewhat strange.

(17) Minutes of BATUC Executive Committee, 30 August 1978, EC 16/78 and Notes 
of the Third Meeting of Working Party held 16 August 1978.

(18) See p. 8 above.



All of the August developments were reported to a full meeting of BATUC 

which v/as held in the second week of September. Members were informed 

that Senior Management had agreed 'to amend the document on Departmental 

Councils to display a commitment to full industrial democracy inside BA', 

and that the amendments were awaited. Reference was then made to some 

of the practicalities involved in the setting up of these Councils, and 

it was felt that it would be sound tactics to await the EC's recommendations 

on the issues in question. (19)

The meeting then considered the topic of aircraft procurement, and it was 

noted that the Government had authorised the airline to purchase Boeing 737's 

and BAe 1-11's, which coincided with BATUC wishes. Interviews had taken 

place with Mr. Kenneth Wilkinson, Engineering Director, and the Personnel 

Director, and some embarrassment had been caused by 'an instruction from the 

Prime Minister on confidentiality'. Also the Under Secretary of State for 

Trade, Mr. Clinton Davis, had been unable to respond to a BATUC request 

for a meeting on the airline's strategy, 'because of the delicate negotiations 

taking place at Government level'.

€

Obviously aircraft procurement was an important matter as far as BATUC was 

concerned for staff had views on what should be purchased arising from 

practical day-to-day working with aircraft. But one can appreciate the 

problems that could have arisen if contending aircraft manufacturers were 

to learn of BAB's intentions to purchase by means of leakages from 

Management/BATUC meetings. Whether such fears were justified or not, the 

problem of confidentiality runs like a thread through most of the documents 

on industrial democracy.

(19) BATUC Minutes of Meeting, 11 September 1978, 32/78.



When the EC of BATUC began to examine Departmental Councils in detail it 

recognised that one pattern would not be suitable to all the Divisions 

within the airline. Consequently it was agreed to set up four sub-groups 

'to consider the matter and report by 31st October, 1978'. The sub-

groups were Engineering, Flight Operations, Commercial Operations, and 

Finance and Planning. (20)

One may note that although nothing definite had emerged from the summer 

deliberations some important preliminary steps had been taken to facilitate 

the creation of Departmental Councils. It is therefore somewhat 

surprising to ascertain, unless the minutes are sadly lacking in information, 

that when the EC met one day before the sub-groups' reports were due, that 

the subject was not mentioned. The only consideration of workers' 

participation was in relation to the English China Clay company and a 

proposal that BATUC members should visit it in order to study the system 

which had been adopted. (21)

What had come into prominence was the issue of industrial relations within 

•British Airways for it was common knowledge that all kinds of petty disputes 

were souring the working situation to the detriment of all concerned. It 

was agreed that a paper should be prepared for future consideration.

Only a week was to lapse before the question of Departmental Councils was 

to come to the forefront again. In a letter to members of the EC,

Mr. Mackenzie made the point that despite the 31st October deadline only 

one sub-group, the Commercial Division had submitted its findings.

(20) Minutes of BATUC Executive Committee, 19 September 1978, 23/78.

(21) Minutes of BATUC Executive Committee, 30 October 1978, 27/78.



The report of this group was attached, and it revealed some of the 

complexities of setting up a Departmental Council if its membership were 

to be restricted to workable numbers. Included in the problems listed 

were geographical spread, the numerous sub-divisions, the different 

grades of staff, and the number of trades unions involved. Nevertheless, 

proposals for only 10 representatives to comprise the Staff Side were 

advanced, with a recommendation 'that members of the BATUC EC should be as 

of right members of their appropriate Departmental Council'. (22)

Industrial democracy and industrial relations seemed to be leap-frogging 

each other, for in the third week of November a full meeting of BATUC was 

convened to consider a paper written by Mr. Crew on the industrial relations 

scene. (23) This paper is reproduced below and readers can form their 

opinions on the case presented. One may note that he was critical of the 

over-staffing among Management members, but not of shop-floor numbers.

Also his criticisms of Management's handling of the BOAC/BEA merger seems 

to pay scant regard to the magnitude of the problems involved and to the 

steps that Management had taken to attempt to overcome them, namely the 

setting up of joint feasibility studies. Mr. Crew was a prominent member 

of one such study, Engineering, and as such was aware of the difficulties 

to be found in inducing both Management and Staff to changes in working 

practices. Also, his paper seemed to pay little regard to the economic 

situation that was developing.

«

No doubt other points could be made, but even if Mr. Crew's comments were 

somewhat biased there was justification for many of his expressions of

(22) Letter from E. Mackenzie, 7 November 1978. The attached report was 
entitled 'Commercial Divisional Council', 1 November 1978.

(23) See Appendix 2, pp.72-75 below. Also, BATUC Minutes of Special Meeting, 
21 November 1978, 37/78.



discontent. Also his paper, which was accepted by BATUC, was invaluable 
%

for reflecting how members of staff saw the situation. Only one small 

amendment was made to the paper at the special meeting of the Council 

which considered and accepted the document.

In late November various members of the EC visited the English China Clay 

company and an enthusiastic report of the occasion was made later. (24) 

There were proposals to return the hospitality and continue exchanges 

of information, but these ideas came to nothing. It would seem that 

individual studies of the working of industrial democracy, as with many 

case studies, have limited value because the circumstances of organisations 

can be so different, thereby making realisitic comparisons impossible.

Also in late November three of the sub-groups who had been asked to 

submit their proposals on Departmental Councils by 31 October, reported 

only that they had agreed to submit papers, while another group, Flight 

Operations, had yet to meet. (25) But the EC agreed to make arrangements 

'to meet BA management early in January 1979 to discuss the establishment 

of Departmental Councils further'. Possibly there were good reasons for 

this delay among the sub-groups, for it must be remembered that most of 

the people involved were lay officials with numerous issues to deal with 

and little back-up facilities provided. Yet when due allowance has been 

made for these problems one must question whether or not deep seated 

sectional interests were the real cause for the delay.

(24) Minutes of BATUC Executive Committee, 27 November 1978, 40/78.

(25) Ibid.



Naturally industrial relations continued to be an on-going matter within 
%

the EC, and it was reported that Mr. Crew's paper had been submitted to 

the Executive Board of Management, (EBM) and a meeting to discuss it 

with BATUC representatives had been set for the second half of December.

No documentary evidence of this meeting is readily available but one may 

reasonably conclude that it had no impact on the situation as it quickly 

disappears from BATUC records. This development must be judged to have 

been unfortunate as industrial relations within British Airways were to 

be beset with new problems in 1979, some of which may have been prevented 

had a better understanding been reached at the end of the old year. But 

one must avoid speculation.

As 1978 neared its end there was one further interesting development. A 

local dispute had arisen in the Longhaul Machine Shop of the airline which, 

at an EC meeting in late November, had been considered as 'relevant to the 

NJC machinery'. But near to mid-December two shop stewards were allowed 

to address a full BATUC meeting on the disagreement that had already resulted 

in members of the Engineering and Maintenance grade being 'off the clock' 

for four-weeks. A special meeting of the NJC had failed to resolve the 

matter, albeit that its officers were to meet again in order to try to find 

a solution.

It was established practice that BATUC would not trespass upon territory 

proper to the NJC. Nevertheless, the December meeting resolved that:-

'BATUC welcomes the proposed meeting of the Officers of the NJC 
to solve the current industrial relations problem. If this 
fails BATUC should use its influence to seek a meeting with the 
EBM to find a solution.' (26)

(26) BATUC: Minutes of Meeting, 11 December 1978, 40/78.
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A solution was found, but what would have happend to relations between 
*

BATUC and the NJC if it had not?

There was also the fact that one of the two E & M shop stewards was a 

member of the AUEW, whose absence from membership of BATUC was most 

weakening to that body. Any student of industrial relations will know 

that when trades unionists are 'off the clock' it is natural for them to 

seek allies, and in this case one can see that BATUC was regarded as some 

type of back-up should the efforts of the NJC officials have failed. But 

when the dispute was over the trade union concerned did not revise its 

position, and no evidence is to hand to suggest that it wished to discuss 

matters with BATUC.

Instead, BATUC's standing was about to be dealt a serious blow by the 

withdrawal of the representatives from the Transport and General Workers 

Union (T&GWU). This episode, however, is proper to the new year and 

warrants detailed attention.

On reflection one can see that the second half of 1978, as well as being a 

period of comparative calm, was also a time of missed opportunities. The 

impetus for Departmental Councils which had been strong in the summer months 

had tended to fizzle out. On this issue much blame must rest with BATUC as, 

despite its declared policy of favouring such bodies, it failed to take the 

steps necessary to achieve them. On the other hand, the airline plan 

announced in October can be judged as a Management failure to involve Staff 

in measures that were to prove vital as competition intensified.
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CHAPTER 2

Not a Good Beginning to the New Year

The Executive Committee of BATUC was well aware of the growing number 

of unofficial stoppages of work within the airline as evidenced by the 

discussions which led to its industrial relations paper of November 1978. (1) 

Also, it had met members of the Executive Board of Management (EBM) to 

discuss industrial relations just before Christmas. Nevertheless, it was 

completely surprised at the beginning of the new year when Management 

announced its intentions to apply a year's ban upon the staff travel 

concessions of employees who took part in any unofficial actions.

An attempt by the EC at the end of January to reach agreement with the

EBM before the sanctions became operative failed. Management then announced

in the airline's press that,

'The decision to withdraw travel concessions from any member 
of staff who took unofficial industrial action after February 1 
was taken against a background of near industrial anarchy in 
some parts of the airline....'

'in October when British Airways had first registered its 
concern at the developing industrial anarchy, management tabled 
a list of 43 stoppages and 30 other forms of industrial action ....'

'Management had asked for help in this matter but although 
good will from some members of BATUC was evident, the engineering 
and maintenance overtime ban had continued until November, causing 
untold damage .... '

(1) Appendix 2, p.' 72-75 below.



'The rot had continued and in the period November to January .... 
there had been a further 23 stoppages and 23 other industrial 
relations incidents. This kind of action had cost the airline 
£10 million in lost revenue ....' (2)

Before attempting to describe the exchanges which took place between BATUC 

and Management, it would be of purpose to reflect upon the period and the 

main causes of industrial unrest which had hit the whole of the country 

as well as British Airways. One hardly needs reminding that this was 

the infamous 'winter of discontent'.

The changes in technology that had taken place in Civil Air Transport (CAT) 

in the 1960's, and which were increasing in scope in the 1970's, were not 

without their near equivalents in many other industries. As with de-

regulation in CAT, the icy blast of competition generally not only 

intensified but assumed new forms. Capital investment began on a large 

scale in the hitherto non-industrial regions of the so-called Third World. 

In these areas labour power was particularly cheap and one consequence was 

that many British products could be undersold. These developments were 

reflected in the monetary crisis of 1975 when inflation in Britain was 

running at approximately 30% and unemployment figures had climbed to 

1.3 million.

Expectations that were commonly held in 1977 and 1978 that unemployment 

would decline as the impact <?f International Monetary Fund measures 

abated were proven optimistic. For the first time following the end of 

the Second World War long term unemployment became a feature of the 

country's economic scene. However, unlike the depresssion of the 1930's 

inflation, albeit at lower levels than 1975, continued.

"British Airways News", 2 February, 1979, p.l. 
9 February.

(2) See also edition



One can easily recollect that the first half of the 1970's was particularly 
*

turbulent following the Industrial Relations Act of 1971 and the coal miners 

strikes of 1972 and 1974. After the return of a Labour Government a 

number of measures were taken that favoured the Trades Union movement, of 

which the Employment Protection Act (Consolidated) 1978, was particularly 

important. Yet there remained considerable unease on the shop floor for 

it was felt by many lay union members that their acceptance of the 'Social 

Contract' in exchange for the surrender of free collective bargaining was 

resulting in a halt to the almost continuous rise in living standards that 

had been customary from about the mid-1950's onwards. I n  the late 1970's, 

as the comparatively large wage increases of 1975/6 began to be eroded by 

inflation and the Labour Government's pay policy of restricting increases 

to 5%, discontent grew as the level of unemployment continued to rise. (3)

For some years it appeared that the spread of unemployment would not reach 

the south eastern region of the country and that the airline workers at 

Heathrow would remain unaffected. But by 1978 several large local enter-

prises in the industrial area of West London had closed and others had 

reduced their staff complements. Even white collared workers in occupations 

hitherto considered 'safe', such as banking and insurance, were faced with 

the reality that micro-electronic equipment could displace staff in the 

field of commerce no less than in manufacturing. Although no BA worker was 

made redundant it became increasingly obvious to airline personnel that 

alternative sources of employment were contracting.

(3) Numerous detailed accounts exist which describe this period. The 
TUC's "Economic Review 1976" is helpful for being a curtain raiser 
for the 1977-9 period.



In addition to these national developments the staff of BA had to adjust 

to the changes arising from the merger, as made clear by the BATUC paper 

of November 1978, and to the further reorganisation of the airline of 

April 1977. Hence, one. many appreciate, even if one does not excuse, 

that the causes of the unrest which had hit the airline at the end of 1978 

were complex and not just due to bloody-mindedness. There was also a 

factor which, although common to industrial unrest generally, had particular 

complications for the BA scene, and that was pay.

An important pay agreement was reached at the National Joint Council in 1969 

which introduced a wide measure of commonality concerning grades and wage 

levels at BOAC and BEA. (4) Following this agreement it was of less purpose 

for staff to alternate between the two organisations as hitherto, when first 

one airline then the other leap-frogged to the fore in the wages race. But 

although common levels were established different practices remained, such 

as the responsibilities of leading tradesmen, shift payment patterns, 

and the 'any five days week' arrangement. These were but a few of the 

issues which had an influence on the take home pay of staff, particularly 

those in the Engineering and Maintenance grade (E&M) who comprised between 

a quarter and a third of total airline personnel.

«

As the effects of the merger began to be felt more keenly, staff who were 

faced with a change in job location were often apprehensive of a drop in take 

home pay and/or the prospect of worsened working conditions. Those who 

were apprehensive tended to be far more vociferous than those who were not.

(4) The terms of the 1968 agreement under the title of "Pay and Productivity 
have been included in the NJC's collation of "Council Agreements".
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A move to iron out the differences between the two former separate 

organisations was made in the 1978 wage settlement, but a more comprehensive 

•  agreement was concluded in the spring of 1979, the complexities of which

were felt to justify a special edition of 'British Airways Engineering News'. 

At the same time the airline's regular paper described the settlement in 

detail. (5) A third party view offered by a well informed authority on 

CAT claimed

'Management and unions .... have, signed an agreement which 
could reconcile the deep differences between the old 30AC and 
BEA engineering departments .... they have been "us and them" 
for more than 30 years ....'

'The problems which the accord aims to resolve are mainly 
the fruits of BOAC/BEA mergeritis and double manning ....'

'The small print of the new agreement is painfully, almost 
pettily, detailed; but when arguments about who opens a hangar 
door can ground a 17 million passenger airline, the spirit has 
at first to give precedence to the letter.'

'The most important change is the creation of a new grade of licensed 
engineer, to be known as lead tradesman. About a 1000 in number, 
he will have direct responsibilities for his own work and hence 
for the safety and reliability of the airline's fleet. He will 
sign for his own work, reducing the over-heavy inspection burden 
and increasing job satisfaction and opportunity.' (6)

These extracts from a lengthy editorial, all in the same vein, emphasise 

the particular problems which had arisen from the BOAC/BEA merger and 

support the notion that discontent had stemmed not only from the levels of 

pay but the question of who was to do what.

(5) 'British Airways Engineering News', April 1979. See also 
'British Airways News', 24 April 1979, p.3

(6) 'Flight International' Editorial column, 19 May 1979.



One may argue that if the wages settlement of spring 1979 went a long way 

towards removing discontent arising from overmanning and a lack of job 

satisfaction, it follows that the causes of such unrest were present during 

the infamous winter of 1978/79. Indeed, it would seem that the 'Flight 

International' editorial tended to endorse a number of the claims advanced 

in the BATUC paper of November 1978 which lay much blame for the prevailing 

industrial problems upon the amalgamation of the former airlines.

Attention must now be turned to what both sides were actually saying.

'.... the Wood for the Trees'

It is well known that when one is party to a dispute, concern with immediate 

issues can obstruct the pursuit of long term objectives. One may judge that 

it is all too easy to refer to the national state of the economy and its 

impact upon industrial relations generally, but overlook the urgency of the 

problems that were confronting the Management of BA in its efforts to keep 

the airline's services operating. It may be argued that what Management 

did and the line of reasoning which it adopted are more important than 

judgements made with the knowledge of hindsight. Fortunately evidence of 

Management's case has survived, and attention is directed to an account of 

the meeting mentioned above between members of the EBM and the EC of BATUC 

held at the end of Janaury. (7)

Mr. Howard Phelps, Personnel Director, began proceedings by referring to the 

meeting between EBM and the EC of BATUC held the previous October that had 

been called to discuss the E&M grade ban on overtime.

(7) 'Meeting between Members of the Executive Board of Management and the
British Airways Trade Union Council Executive' held on 31 January 1979.
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'At that meeting the trade union side had responded to Management's 
request for. assistance in improving the situation and had stated that 
they wished to have "a truce". Nevertheless, the overtime ban had 
continued until 20 November 1978.'

What may be considered strange is that no direct reference to this meeting 

is made in the minutes of the EC of BATUC. Of course the matter may have 

been discussed, but no record was made of the deliberations nor any 

decisions taken. Obviously BATUC had its problems of communication. (8)

Mr. Phelps continued his remarks by reminding the meeting of BATUC's November 

paper and the points it had made regarding 'the inability of management to 

manage' and 'the ineffectiveness of management'. A list of industrial 

disputes of the late part of 1978 was produced and the near state of anarchy 

emphasised. Therefore,

'Following the advice offered in the BATUC working party report, 

management decided that it had to manage, in support of official 

union action, the NJC constitution, the airline and the trade union 

members' jobs and prospects.'

The Personnel Director concluded by stating that Management had deliberately 

not consulted BATUC before deciding upon the ban, 'so as to avoid embarrassing 

the trade union side'. But anybody taking unofficial action after 1 February 

would automatically lose his travel concessions for a year.

(8) Minute 26/78 of the EC Meeting held on 30 October 1978 states: 'This 
matter [industrial relationsj had been referred to the EC from a 
special meeting of BATUC. It was felt that a paper was necessary.'
It does not state that the special meeting was with the EBM.



Critics of BATUC could be forgiven for claiming that the EC had provided 
♦

Management with a stick with which it could beat the Trades Union movement.

But the BATUC paper of November also argues that the confusion arising from 

the merger was deeply rooted and not likely to be solved by 'strong'

Management alone. In brief, it claims, Management had to know where it 

wanted to go and by what steps it intended to get there.

A feature of the airline's story, which was far more obscure in the 1978/9 

period, is that whereas many Staff side members were vociferous in their 

opposition to the merger, similar dissatisfaction among members of Management ^  

was far more muted. Nevertheless, this Managerial opposition had its influence 

upon the day-to-day working of the airline as merger decisions were sometimes 

begrudgingly put into effect. It was only when the airline nose-dived into 

recession that this Managerial opposition hit the press when it was reported 

that high placed but anonymous 'moles' were advocating the return to two 

separate organisations. (9)

Members of the EC of BATUC were not slow in replying to Mr. Phelp's opening 

remarks.'' Mr. Mark Young, who was Chairman of BATUC, claimed that the with-

drawal of Staff travel concessions would undermine Staff confidence in the 

joint exchanges that were taking place with the aim of improving industrial 

relations in the airline. . The threatened ban was, he alleged, counter-

productive, and he asked that its imposition should be delayed by a month in 

order to allow further negotiations to take place. These sentiments were 

repeated by other BATUC members. The late Ted Mackenzie, then secretary 

of BATUC, felt that 'a situation had arisen where it was virtually impossible 

to resolve anything with British Airways Management'. Another member stated 

that BA stood to lose financially if aircraft seats were not filled even at 

discounted Staff travel rates.

(9) 'Split BA -into two divisions, group of managers say', Report in 'The Times' 
3 Auciust 1981, p.3.



27

Management, however, stood firm and implied that BATUC had little power 

to influence the situation for the joint meeting which had taken place in 

October had 'had little effect in improving the situation'. To this point 

Mr. Young replied that 'without the October meeting British Airways would 

have faced an all out strike'. This reply indicates that even if the 

October meeting had not been discussed in detail by the EC it had played an 

important part in informal deliberations and in the overlap discussions among 

BATUC members and representatives on the various National Sectional Panels 

(NSPs).

Obviously no progress was being made and as the arguments began to be 

repeated Management members were asked to convey the disquiet of BATUC to BAB 

and this they promised to do. But before the meeting ended Mr. John Collier, 

full time Civil Air Transport Officer of the Transport and General Workers' 

Union (T&GWU) stated that his union 'would be withdrawing from membership of 

BATUC at the end of this meeting'. In the space of one hour the EC of BATUC 

had failed to move Management and its prestige had suffered a set-back.

To Go or Not to Go?

The T&GWU is a powerful Trade Union within British Airways. It has a

commanding numerical TU representation on several NSPs and its members are

to be found in different departments throughout the airline. Therefore,

the announcement of Mr. Collier at a joint meeting with Management that his

union was withdrawing from BATUC was undoubtedly a blow to that body. This

withdrawal, when combined with the earlier refusal of the Amalgamated Union of

Engineering Workers (AUEW) to participate, seriously reduced BATUC's claims

under its terms of reference, 'To be responsible for a joint Trade Union view .

• %

on matters relating to the operation and planning of British Airways'.

A



However, as shown below, the application of the withdrawal was not so 

shattering to BATUC as it first seemed likely.

Evidence indicates that Mr. Collier was so incensed by the travel ban 

that he felt that some action was necessary in order to give weight to 

his union's views. This reaction might be understandable, but as was pointed 

out at a subsequent EC meeting, it was extraordinary for a Trade Union to 

withdraw from a joint union organisation in protest at sanctions imposed by 

Management. (10) Also, from a BATUC point of view, there was cause for 

criticism of the timing of the T&GV7U's withdrawal. Throughout the joint 

meeting Management had stressed the point that BATUC had not succeeded in 

influencing an adoption by the various Trades Unions of more reasonable 

attitudes towards the prevailing industrial relations problems. Management 

might well have assumed that if BATUC were unable to influence the situation 

when the T&GWU was giving its support, that success was more unlikely in its 

absence.

«

Early in February Mr. Collier wrote to the secretary of BATUC formally giving 

notice of his union's withdrawal, to which the secretary replied that members 

of BATUC were elected to it by their respective NSPs and not by their Trades 

Unions. (11) Hence, although the full time CAT officer of the T&GWU ceased 

to attend BATUC meetings, numerous lay officers continued to play an active 

role both on the EC and the full Council by virtue of their MSP standing.

How well this was understood by members of Management and the shop floor 

one can only speculate, but it may be reasonably assumed that at least some 

confusion prevailed.

(10) Minutes of the EC of BATUC, 7 February 1979.

(11) Ibid. See also Minutes of Special Meeting held in Heston Training Centre, 
7 February 1979.
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Later in the month Mr. Collier wrote to the secretary and fully accepted 
*

the argument that 'representatives to the Eritish Airways Trade Union Council 

are appointed from the Sectional Panels'. (12) He continued a most 

constructive letter by making a number of suggestions that were aimed at 

reducing overlap between the NSPs and BATUC, encouraging BATUC members to 

become involved in more industrial relations projects, and improving liaison 

between full time officers and the shop floor.

This letter was discussed at the Annual General Meeting of BATUC when it was 

agreed,

'to reply to Mr. Collier saying that there is no fundamental 
difference with a number of points he has made but change can 
take place only from within. Mr. Collier's letter is to be 
circulated to members of BATUC, and T&GWU members are asked to 
attend the June meeting to enable the points to be discussed.' (13)

In the meanwhile the rather strange situation that had arisen was to 

continue.

It would be incorrect to conclude that the Staff travel ban and the reactions 

of the. T&GWU were the only items before BATUC in the spring of 1979. Indeed, 

a number of important matters such as aircraft procurement, an address from 

Under Secretary of State Mr. Clinton-Davis, Cargo, BA Helicopters and the 

moves towards Department Councils were discussed and in some cases acted upon. 

But BATUC steadfastly refused to attend a seminar with Management to 

examine the paramount issue of industrial relations which remained a barrier 

between BATUC and the EBM and thwarted real progress.

(12) Mr. Collier to Secretary of BATUC, 23 February.

(13) Minutes of Annual/Quarterly Meeting of BATUC, 12 March 1979.



One may argue that the AGM held in March revealed that BATUC had continued 

to extend its range of activities and the prospect of a British Airways 

Council might be achieved by the evolutionary means of Department Councils. 

But as the spring developed into a summer another major dispute loomed large 

over a Management decision to axe a number of UK and I routes.
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CHAPTER 3

Summertime and the going is ....?

In the summer of 1979 various technological, economic and political 

changes which had been gathering momentum from the middle of the decade 

combined to bring about a new situation for British Airways. Partly 

as a consequence of the earlier nation-wide 'Winter of discontent', a 

Conservative Government was elected in early May, and some ten weeks 

later it announced that it intended to allow a significant amount of 

private capital to be invested in the airline. A Parliamentary Bill 

was to be introduced to achieve this end. Less than one month after 

the election of the new Government, there were changes in the leadership 

of British Airways when Mr. (later Sir) Ross Stainton, Mr. Ken Wilkinson, 

and Mr. Roy Watts became, respectively, Chairman, Deputy Chairman, and 

Chief Executive. One of the first tasks confronting these gentlemen 

was to launch a new Corporate Plan for the airline which contained 

proposals of major importance regarding the composition of the fleet, 

heavy capital investment, targets for returns on capital and marketing 

objectives. As if these changes were not enough, there were indications 

that oil prices, after of period of comparative stability, were once 

again to spiral upwards triggering off further inflation and high interest 

rates. At the same time levels of employment, already low by post-war 

standards, were soon to spiral downwards.

With such changes occurring, or pending, one may ask whether or not the 

Management and Staff Sides at BA changed their attitudes towards each 

other and attempted jointly to overcome some of the main difficulties 

which had soured industrial relations within the airline. In the 

developing situation some new approaches were surely required?



Reactions to the new Government were expressed when the EC of BATUC 
«

met shortly after the general election. (1) The EC felt that the 

return of a Conservative administration would make industrial democracy, 

or any forms of worker participation, more difficult to achieve, and 

that 'pressure will need to be continued by the unions'. Renewed 

attention was given to the possibilities of establishing Departmental 

Councils, which were regarded as being stepping stones leading towards 

industrial democracy within the airline.

After discussion of some of the long standing problems associated with 

Departmental Councils, the EC agreed to recommend to the next full 

meeting of BATUC:-

f

'a) That the maximum number of trade union appointees 
on a Council shall be 12.

b) That the creation of constituencies shall be
determined on the recommendation of the Trade Union 
Sides of the Local Panels concerned.

c) That the qualifications required of a nominee for 
membership of a Departmental Council shall be:-

i) A minimun of one year's employment 
at BA

ii) A paid-up member of an appropriate 
Trade Union

iii) To be employed in the area for which he 
or she is being nominated.

d) That each nomination must be supported by 10 sponsors 
form the area concerned.

e) That the election be conducted by ballot of all staff 
in the particular area.

f) That the elections be conducted under the authority of BATUC.'

(1) Minutes of the Executive Committee of BATUC, 8 May 1979.
Author's Note It was at this meeting that my appointment as contemporary 
historian to BATUC was agreed and that an appropriate recommendation be 
placed before the next quarterly meeting. From this date forward I 
attended as many meetings of BATUC as my other commitments allowed and 
have used notes taken as a source of information for this paper.



Although these recommendations left several issues open to question, for 

example, for how long were elected representatives to hold office and 

what was to happen if a representative resigned from his or her trade 

union, it may be observed that there was no fundamental clash with the 

ideas of Management regarding such Councils as expressed in Appendix 1 

below. The EC also agreed to place two Management papers relating to 

Departmental Councils before the June meeting of BATTJC in a hope to 

expedite matters.

Another reaction of the EC towards the newly elected Government was a 

fear that the Conservative administration would de-nationalise the 

airline by hiving off the readily marketable sections for sale, and 

leave the unprofitable remains to incur increasingly heavy debts. When 

these sections had run into greater difficulties, it was argued, they would 

be wound-up, thus discrediting nationalised industries still further.

This process, it was maintained, would prove harmful to Management of BA 

no less than the Trades Unions, and therefore this common danger could 

encourage joint action.

At the May meeting of the EC it was also reported that Management wished 

to discuss its Corporate Plan with BATUC. Prior indication of the 

direction which BAB wished to follow had been given the previous October 

to which reference has already been made (2), and in the June/July period 

of 1979 details of the proposed changes were given in a series of 

illustrated presentations which all BA staff were encouraged to attend. 2

(2) P. 5 above.



Almost from its inception BATUC had been concerned with the question of 

aircraft procurement. This issue and BA's Corporate Plan were related 

insofar as the types of plane that the airline was to order had a bearing 

upon the national employment levels which were of particular interest to 

the Trades Union movement. In the late 1978 early 1979 period, BA 

placed a large order for American Boeing planes powered by Rolls-Royce 

RB211 engines, while almost at the same time British Aerospace, (BAe) 

renewed Britain's interest in a collective European venture by joining 

the Airbus Industrie partnership. (3)

Many Trades Unionists were of the opinion that BA should order its planes 

from the European consortium and this viewpoint was shared by sections 

of British Management. This European effort was seen as the only hope 

of preventing complete US domination of the manufacture of the 150-220 

seater type of aircraft. But a contrary argument was that more work for 

British industry, and more foreign currency for the country, would be 

obtained from the agreements with American aircraft firms, Boeing and 

Lockheed, to power their planes with RB211 engines for which there was 

a potential international market. Obviously both arguments were tempered 

by guess work and vested interests, but they constituted an important 

part of the backdrop to the Corporate Plan.

Some Features of the Plan for 1979-1986

The illustrated oresentation that was made to members of Management and 

Staff began by quantifying the size and scope of the airline. Naturally 

detailed reference was made to the airline’s scheduled flights to most areas

(3) "A Boeing and Rolls-Royce ___ Coup", Flight International Editorial,
9 September 1978. "BAe and Airbus are united" Ibid, 4 November 1978,
p. 1622.



of the world, but attention was not spared from other BA activities which 
%

included helicopters, cargo, hotels, package holidays, air radio, and 

engine overhaul. When the existing situation had been described, the 

presentation outlined the envisaged changes which were required to meet 

the developing situation.

With reference to the fleet plan it was stated that:-

'Whilst our fleet size will increase by about 10%, aircraft 
are on average 50% bigger and we are certainly going to work 
them a little harder. As a consequence we are going to 
produce some 80% or 84% more seats in that time. So in '86 
we shall have more seats, and we shall have more capacity 
generally, for a doubled market, operated by bigger aeroplanes, 
the numbers only fractionally more than at present.1 (4)

One is tempted to speculate what the anticipated consequences would have 

been had it been the intention to work the planes a lot harder rather 

than a little.

It was stressed, however, that an increase in market demand did not 

automatically mean greater prosperity for the airline. As far as BA was 

concerned deregulation meant

'1) that there will be no control of capacity

2) pool agreements as we know them today will disappear

3) there will be nd control of price

4) there will be freedom of entry to markets.'

(4) Commentary relating to Slide 21.



Additional comments were, 'This is happening today in the United States. 

What this means in UK terms and what this means to British Airways more 

than any other group, is that it will give an impetus to the development 

and expansion of the British independent carriers.' (5)

In order that BA could withstand growing competition it was stated that 

a capital investment programme of £2,400 million would be undertaken of 

which the airline hoped to raise £1,500 million by its own efforts.

Of particular importance to BATUC was the statement that,"

'compared to the 57,500 staff we have today, it is planned that 
we should have 55,500 staff in 1986 - a figure we intend to 
keep steady. This represents 0.9% less staff per year right 
through this period, representing an 8^% increase in staff 
productivity per annum up to 1986, significantly more than we 
have had today and with, in all, 2000 less staff.' (6)

These changes were to be achieved without enforced redundancies, albeit 

that the increased productivity presented the Trades Unions with the need 

to define their policies regarding wage demands, conditions of service, 

and the length of holidays.

Other aspects of the plan made it clear that BA intended to be in the 

forefront of changing technology, the airline was to become more cost- 

effective in its operations and all types of passengers and freight were 

to be catered for. Any member of staff who felt bemused by the mass of 

information given, was able to verify points of detail a few weeks later 

when a special supplement, 'Into the Eighties; a plan for prosperity' was 

published in 'British Airways News'. (7)

(5) Commentary relating to Slide 27.

(6) Commentary relating to Slide 23.

(7) "British Airways News", 27 July 1979.



Although BATUC was informed of the plan in early May, and subsequent 
%

discussions took place between its members and Management, it may be noted 

that, as in the autumn of 1978, BATUC was not involved in the formulation 

of the proposals. One may ask why this was so?

No definite answer to this question may be possible at this stage, but 

the story so far indicates a number of possibilities. One was that BATUC 

had not proven itself strong enough to claim involvement in such a large 

scale operation.. If sectional interests could cause lengthy delays in 

formulating proposals for Departmental Councils was it re&sonable to 

expect members of BATUC to review the scale of changes implicit in the 

Corporate Plan in an objective fashion? Would BATUC agree to measures 

of redeployment let alone reductions in staffing levels? Was it possible 

for planning to take place without the full co-operation of the AUEW and 

T&GWU whose relations with BATUC were to say the least, frosty?

On the other hand one must ask whether or not Management would really 

have appreciated a positive alternative set of proposals from a united 

BATUC? Apart from the jealousies associated with any limitations or 

infringements upon Managerial prerogatives, there is also the hard fact 

that collecting the facts and assessing the costs of alternative actions 

can prove expensive in terms of time, money, and effort.. Yet the examination 

of alternative proposals could have possibly led to a sounder long term 

plan being adopted had the Staff been involved.

Whatever the outcome of these speculations, it is well known that within a 

comparatively short space of time the 'plan for prosperity' was superseded 

by 'tough measures for survival' as the deepening depression caused all 

airlines to adopt stringent economies. But the point remains that when
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expansion was expected neither BATUC nor any other representative body 

was involved in the complementary planning. The'-reasons why should 

prove of interest to those concerned with industrial democracy and 

worker participation in major decision processes.

Before attempting to describe other events which concerned BATUC in 

the summer of 1979 further reference must be made to the deliberations 

of the May meeting of the EC, for there were indications which v/ay the 

wind was likely to be blowing in the near future regarding the all- 

important matter of industrial relations. The minutes of the EC on 

this item were quite brief, it being reported 'that attempts to hold a 

joint seminar had been frustrated by management's attack on staff travel 

concessions.' However, various attempts were being undertaken by the 

Full-time TU Officers who served on BATUC to persuade BAB to change its 

policy on the Staff travel ban and further developments were expected 

before long.

Possibly, hopes for changes were encouraged by the senior appointments 

referred to above regarding the Chairmanship, Deputy and Chief Executive 

of the airline. A fairly common view was that the new holders of these 

posts, unlike some previous incumbents, were all 'airline men' and not 

people who, whatever their other qualities may have been, were not familiar 

with BA.

A minor, but important, decision taken at the May meeting of the EC was 

that it and full meetings of BATUC should henceforth be held on a regular 

basis. Dates were given for the rest of the year. This apparent trifling 

matter contrasts with the actions of the Engineering Review Committee which 

never agreed to hold regular meetings and, it may be argued, suffered badly

as a result.



The June Quarterly Meeting

An indication of Management's desires to inform BATUC of the Corporate Plan, 

as distinct from its attitude on participation, is offered by the fact that 

before the June quarterly meeting of BATUC began the assembled members 

witnessed one of the illustrated presentations of the Corporate Plan. 

Supporting documentation was promised for the immediate future and this was 

duly circulated a few days later.

When the quarterly meeting started it was reported that 

Mr. Stanley Clinton-Davis, MP, the ex-Minister for Civil Air Transport 

affairs and recently appointed Shadow Minister, wished to continue his 

association with BATUC. Owing to BATUC's interest in aircraft procurement 

it was not surprising that it was agreed to discuss the Corporate Plan 

and airline strategy with him, and it was arranged for a meeting to be 

held the following month. (8)

In view of the character of the events of May and early June, the quarterly 

meeting was somewhat of an anti-climax. Long standing issues continued 

to dominate the proceedings without any real progress being achieved. On 

the question of industrial relations the impasse remained, for Management 

was not prepared to lift the Staff travel ban and without this BATUC 

was not prepared to attend an industrial relations conference.

There had been some shadow boxing on this issue with hopes being raised 

that Management was about to change its attitude on the one hand, and a 

group of Ramp workers threatening to take legal action against BAB for

(8) Minutes of the Quarterly Meeting of BATUC, 11 June 1979.



the restoration of terms of employment if such concessions were not 
%

renewed on the other. Meanwhile the T&GWU was not participating in 

the 'activities of BATUC, and a T&GWU member, who was present as a 

representative of his NSP, stated that his union's Section Committee 

was unlikely to reverse its decision not to participate while the ban 

remained.

However, some progress on the formation of Departmental Councils seemed 

possible when the EC's recommendations on the size and methods of 

election were endorsed by the quarterly meeting. It was'recognised 

that owing to the complexities of the airline that there would be 

variations in the composition of the different Councils, but this was 

not regarded as a major difficulty.

«

When the EC met a week after the quarterly gathering, it felt that further 

preparation for a full discussion of Departmental Councils was necessary. (9) 

Consequently, the next day the Secretary of BATUC wrote to all EC members, 

for a number had been absent from the meeting, stating that BATUC was 

'continually setting aside consideration' of the paper prepared by 

Mr. Howard Phelps, which is reproduced as Appendix 1 below. This paper, 

he explained, together with the response tabled by Mr. Ron Crew would be 

considered at the next EC meeting in July.

Apart from the issue of Departmental Councils, a number of the issues which 

had been raised at the quarterly meeting were reviewed by the EC during its 

June deliberations. It was reported that a one day conference to discuss

airline strategy, to be addressed by Mr. Clinton-Davis, had been arranged
)

for a Saturday in mid-July. As events were to prove, the timing of this

(9) Minutes of the Executive Committee of BATUC, 18 June 1979. Reference 
to Mr. Crew's paper has been made above p. 9.



conference was unfortunate for it took place just six days before 
%

Mr. John Nott, the Minister for Trade, announced the Government's 

proposals regarding British Airways. (10)

Government Policy Proclaimed

Mr. Nott's opening remarks that 'British Airways has embarked on a 

major programme of fleet replacement and expansion and I believe that 

it has excellent growth prospects', may be judged as an indication 

that the Government was no more prepared for the icy blasts which were 

soon to be felt by Civil Aviation than was the airline. One may note 

that the Minister's statement did not criticise the organisational 

structure of BA, nor express any regret at the reorganisational 

measures that had taken place in April 1977 which had required Government 

approval.

If the new Conservative administration shared any of the criticisms of 

BA regarding over-manning, alleged mis-management, and union bloody- 

mindedness that were to appear in sections of the national press less than 

two years later when the fortunes of the airline were in decline, they 

were not expressed when the Government took office. Of course, it may 

be argued that the new Minister could hardly be expected to have been 

familiar with all aspects of BA in his first few months of office. But 

Ministers have the services of permanent officials and are well briefed 

before making major policy statements.

(10) The announcement was made to the House of Commons on Friday,
20 July 1979. ' The full text of his statement was published the
following Friday in’British Airways News". It is reproduced below as 
Appendix 3. The one day conference with Mr. Clinton-Davis had taken 
place on Saturday 14 July and had apparently been well attended.



Growing competition was anticipated by the Minister, but he seemed to be 

in accord with BAB that the long term solution for the airline was to 

have modern planes, which needed heavy capital investment, and not be so 

placed as to have to face increased rivalry with inefficient technology. 

Hence, the Government was concerned 'to give British Airways the most 

effective form of organisation for carrying out its programme in response 

to the changing demands of the market'. But the changes which the 

Minister was proposing concentrated upon the financial basis of the 

airline and it sought means whereby the airline should be placed under 

the Companies Act so that 'a substantial minority share-holding in the 

enterprise should be offered for sale to the public'. Organisation, 

in its general sense, was not to be altered.

Of considerable interest to BATUC was Mr. Nott's statement that, 'my 

proposal does not involve a separate disposal of any part of British Airways' 

This unequivocal comment made it quite clear that when the necessary 

Civil Aviation Act was introduced to make the proposals effective, which 

was thought to be in about a year's time, there would be no 'hiving off' 

of profitable parts of the airline to the private sector of industry.

In a press conference after his Parliamentary announcement Mr. Nott said 

that he wanted full consultation with the Management and Staff of BA,

'He was inviting trade unions to meet him'. The press conference also 

identified a number of details which had still to be resolved which 

included such matters as what constituted a 'substantial minority' of 

shares for sale, and whether or not foreign as well as private British

airlines would be entitled to buy such shares.



Reactions to the,Government's statement were expressed by the 

Parliamentary Labour Opposition, the TU Side of the National Joint 

Council for Civil Aviation, and the Chairman of BA. The views expressed 

ranged from marked hostility to one of working with the proposals while 

simultaneously trying to make the airline as efficient as possible. It 

was after these initial reactions had been stated before BATUC had the 

opportunity to discuss the Government's plans.

At a hastily specially convened meeting at the beginning of August, 

Ted Mackenzie informed the members that on the day of the Ministerial 

statement, the Chairman of BA had spoken to as many BATUC members as 

could be assembled, and appraised them of what had been said in the 

House of Commons. (11) It was also reported that a few days later, 

the TU officers of the NJC had complimented the Labour spokesman in 

the House on their opposition to the Government's plans. On 27 July, 

the TU Side of the NJC had met and decided that it was:-

’1) .... opposed to the principle of introducing private
equity capital into British Airways and will discuss 
with their Parliamentary colleagues ways of opposing 
the coming legislation during its passage through Parliament.

2) That discussions with the Secretary of State should continue 
in order to safeguard the size, scope and integrity of 
British Airways as presently constituted ....

3) That activity in support of the Trade Unions' opposition 
will be co-ordinated by the TU Side who will keep members 
fully informed, -and consulted through delegate meetings as 
required.'

These proposals were endorsed by the special BATUC meeting.

(11) Minutes of Special Meeting of BATUC, 2 August 1979.



Although the BATUC meeting had expressed its opposition to the Government's 

proposals there was a certain amount ,of relief expressed by members that 

they were not as bad as were at one time feared. To some minds the 

sale of any proportion of shares of a hitherto nationalised enterprise 

was bad enough, but if sections of the airline were hived off this would 

have been infinitely worse. Nobody at the meeting spoke in favour of 

Mr. Nott's statement, and if there were sections of BA staff who were 

keen to buy airline shares on a privileged basis when they became available 

such views were not represented.

Concern was expressed at the continued absence of AUEV7 and T&GV7U 

representatives from the BATUC meeting, and it was felt that this boycott 

would weaken the struggle against the Government's proposals. At the 

same time it was felt by some members that if the Trade Unions were to 

wage too vigorous a campaign, this could cause the Government to become 

spiteful and induce the CAA to deprive BA of a number of key routes.

BATUC had both its hawks and doves.

— v.

Some Reflections

By the beginning of August the mood of many members of BATUC must have 

alternated between optimism and pessimism. According to the Corporate 

Plan the airline was to become leaner, fitter, and more efficient and only 

Luddites would oppose development in this direction provided that Staff 

obtain its share of the benefits derived from greater cost-effectiveness. 

But the fortunes of Civil Air Transport had dipped dramatically in the mid- 

1970's and towards the end of the decade some ominous clouds were gathering
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If the ownership of the airline were to change with a declared aim 

of enhancing profitability, might not a combination of falling revenue, 

increased technology and cost cutting measures result in lower wages, in 

real terms, and enforced redundancies?

What seemed to be upper-most in the minds of BATUC members was not only that 

the jam that was being offered was for tomorrow, but that its quality 

was also suspect. These reservations, it may be argued, helped to obstruct 

greater co-operation between BATUC and the EBM at a time when expansion 

rather than contraction was envisaged.

Unfortunately, Staff side fears seemed to be substantiated when at the begin-

ning of August, before the ink on the Corporate Plan for Prosperity was 

scarcely dry, there loomed the UK and I routes issue which entailed a 

loss of work for the airline. But this matter is proper to the next 

part of the story.



CHAPTER 4

Routes and Industrial Relations

Despite the resolve of’ the EC of BATUC expressed at its June meeting to 

give serious attention to the long standing question of Departmental Councils, 

no substantial progress was achieved in the latter half of 1979, nor has 

it been made to date. Exchanges took place between the EC and the EBM, 

and at one time it looked as if a breakthrough was about to occur in the 

Commercial Division, but this proved illusory for no Council resulted.

It would make tedious reading if the memoranda on the subject were summarised, 

especially as so little materialised, but the proposals that were made 

illustrate a range of matters pertinent to industrial democracy. Had 

Departmental Councils come into being, Trades Unionists within the airline 

would presumably have been better informed and a better level of understanding 

reached.

Whether or not Departmental Councils would have prevented some of the mis-

understandings which occurred is a matter for speculation. What happened 

was that as the economic situation sharpened in the last quarter of the year, 

the EBM announced its plans to counter ever growing problems and BATUC reacted 

to the decisions taken. This reaction often took the form of outright 

opposition and sometimes resulted in both sides claiming that the other was 

pursuing the wrong policies. . Had consultation taken place before decisions 

were reached the affect upon industrial relations might have been considerable. 

While history may encourage such speculation, which is not necessarily a 

useless by-product, it is nevertheless concerned with what actually transpired 

rather than what might have been.



If the issue of Departmental Councils is therefore placed to one side, 

one may observe that in the late summer and autumn, BATUC was concerned 

with two major problems. These were the continuing delay to a joint 

industrial relations conference arising from the Staff travel ban impasse, 

and a Management announcement that it intended to axe 26 United Kingdom 

and Ireland routes.

When BAB announced its Corporate Plan in the summer of 1979 it w a s careful 

to emphasise the increasing influence of deregulation and fiercer competition. 

Indeed, an important aspect of the plan was the aim of improving cost 

effectiveness. However, the sub-title 'A Plan for Prosperity' stressed 

expansion, while the description of the heavy capital investment involved 

led many BA workers to believe that grovrth, rather than contraction, was 

to happen. It was therefore a shock when leading members of BATUC were 

informed in early August of Management's intentions to reduce the number of 

UK and I routes.

4

Subsequently a special meeting of BATUC was convened and Mr. Tudor Thomas, a 

Full Time Official of APEX and a leading member of the NJC, reported upon 

the exchanges with Management. (1) He stated that BATUC had objected to 

the absence of consultation before Management had announced its proposals to 

cut the routes and had told Management accordingly. Mr. Thomas claimed that 

at least a joint working party should have been given the chance to examine 

all the data in order to ascertain whether or not there were any practicable 

options that warranted further examination, but this was not to be.

(1) Minutes of Special Meeting of BATUC, 20 August 1979.
Leading members of BATUC had met Management on 8 August.
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Of importance to the character of BATUC was Mr. Thomas' statement that,

'One of the purposes of calling a full BATUC meeting was that 
it was felt that as the organisation responsible for management 
policy making matters, this should be a BATUC issue. This 
would become an NJC matter when the issue referred to members 
of staff's jobs .... this was an occasion when both BATUC and 
the NJC, working together, could perform a useful function.'

To further this joint endeavour it was agreed to convene a special conference 

of all Panel representatives within the UK & I Division of the airline, 

the TU side of the NJC, and members of BATUC.

The meeting continued by expressing criticism of the Civil Aviation 

Authority which was felt to be hostile towards BA. It was argued that if 

BA were to surrender any of its routes, these would be reallocated by the 

CAA to the airline's rivals without any loss of time. BA would 

consequently be that much weaker and its competitors stronger.

It was recognised that the proposed route cuts would not directly affect 

the airline's workforce at London, Heathrow, and this would make centralised 

resistance to BAB's plans more difficult to organise. An overall review of 

the cost structure of the airline was required, it was claimed, and with 

this purpose in mind Mr. Anthony Clarry, a member of BALPA and the BATUC EC, 

tabled a paper. (2)

The paper argued that more harm would be done to the implementation of the 

Corporate Plan than any good derived from the savings to be acquired by 

cutting the routes. It maintained that the targets set for 1986 would not 

be achieved by 'Pulling out of difficult routes' and 'Losing a few hundred 2

(2) Clarry, A.J, 'UK and Ireland Network: A discussion paper towards a 
BATUC Policy', 12 August 1979.
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staff and lowering the morale of the rest'. What was proposed as an 

alternative was that there should be a restructuring of BA's second tier 

shorthaul operation, 'to match up to the keenest competition capable of 

offering the same service'.

In the ensuing discussion it was realised that BATUC's commitment to 

retaining the routes involved measures of re-deployment and the introduction 

of different work practices. These might have been seen as being too high 

a price to pay, or if the EC agreed to such measures would it have been in 

a position to deliver in the face of strong opposition from the rank-and-file 

TU members?

The Exchanges Begin

On 30 August 1979 members of the NJC and BATUC met representatives of the 

EBM in order to discuss the UK & I routes situation. Before the full 

meeting began the Trades Union side reviewed the situation and the possible 

tactics to be employed. (3)

Mr. Tudor Thomas reported that according to Management, the UK & I routes 

were costing too much money (£7-£9m) and were proving unprofitable.

Management wanted to cut those routes which were incurring a deficit and a 

careful examination of yields had taken place. But it was maintained that 

it was questionable whether or not the correct system of accountancy had 

been employed, and the costs attributed accurately.

(3) Substantiation' of what transpired on 30 August is based upon my own 
notes of the meetings.



In the ensuing discussion an opinion was expressed that Management had 

already made up its mind and was determined to impose the cuts. This 

argument was supported by a claim that the Government was exerting pressure 

to reduce the size of the airline. If this were the case, asked a member, 

should Trade Union opposition be in the form of outright confrontation or 

other methods be adopted?

It was claimed that disintegration of the airline's domestic services was 

already taking place, and that the UK & I closures were merely the first shots 

in the battles that were to come. This led to various charges, which did 

not appear substantiated, that Management was acting deviously. What 

appeared to be a more serious question was why Management was feeding 

information to the Staff piecemeal instead of making a comprehensive 

statement.

At the end of the Trades Union sectional meeting it was agreed that 

Management be challenged to produce evidence of positive thinking. The 

general tone of the meeting was that the shop floor was prepared for change but
"v.

not contraction.

When the two sides met in joint session, the differences in the approach to 

the UK & I routes problem were made obvious with Management's production of 

a paper. (4) Mr. Gerry Draper, Director of Commercial Operations, opened 

proceedings by emphasising parts of the paper and stating that the fuel bill 

for BA in the financial year would be £125m heavier than anticipated, that 

other costs were rising, and competition was increasing. If BA were to 

remain a profitable airline it had to increase its efficiency, and a 

strategic review of routes was essential for the implementation of the 

Corporate Plan.

(4) Director Commercial Operations, 'UK & Ireland Route Network: Problem Routes
________ -i_ 1 m o  ml_ _• ______________ n n  -7 r\ «



Managerial colleagues supported Mr. Draper and drew attention to the 
%

criticism that was being levelled at the airline by groups of consumers.

The influence of the CAA was being felt on an increasing scale, for only 

the previous March the Authority had refused to sanction fare increases 

to allow a number of routes to break even. There was a need to replace 

the 20 Viscount aircraft that were still in service as these were noisy 

and expensive regarding fuel. While the price of fuel was going up, fares 

in real terms had declined by 3% in recent years.

Mr. Draper added to the discussion by stating that planning requirements 

called for BA to make decisions by 1 October 1979. He argued that it 

would be wrong to throw good money after bad, and by giving up the problem 

routes £20m per year could be saved. That it was wrong to let unprofitable 

routes go to competitors was, Mr. Draper maintained, a fallacious argument. 

Instead all energies should be directed at saving the sound routes.

«

Whatever the quality of Management's case, extreme bitterness was expressed 

by a number of representatives from the outstations. They stated that 

decisions had been reached without any TU involvement, there had been a lack 

of information although rumours had been widespread, and that denials had 

been made regarding the Managerial decisions which had ultimately surfaced. 

Some 430 Staff were affected, and those in Jersey and Guernsey would be facing 

the decision of leaving the airline's employ or moving house to the mainland.

At this point Mr. John Collier of the TGWU gave notice of his union's 

opposition to the plans of Management, and stated 'We intend to fight'. To 

this Mr. Draper replied that such opposition would only exacerbate the problems 

of the airline and could lead to its ultimate collapse. On this somewhat 

bitter note members of Management withdrew and the Trades Union Side began a 

separate assessment of what had transpired.



In the ensuing di«cussion numerous tactical points were made. It was 

pointed out that neither the T&GWU nor the AUEW were represented on BATUC 

and a complaint was expressed that shop floor members were not aware of 

BATUC's actions. But what was more important were the lines of action 

that were agreed upon.

Somewhat naturally the meeting criticised Management for its failure to 

set up joint working parties to examine the route structures. Therefore 

the NJC and BATUC would recommend that no routes be closed, 'but joint 

discussion with Management take place in efforts to resolve the problem'.

This meant that no immediate industrial action was contemplated.

A question from the floor queried whether or not this approach was strong 

enough and what of the immediate future? It was recommended that the 

Officers of the NJC and BATUC should set up committees with representatives 

from the stations affected and Management be asked for the status quo to 

prevail regarding the routes until the situation had been fully explored.

This recommendation was carried overwhelmingly.

One may note, however, that there had been no indications from Management 

that this line of action would be acceptable. Indeed, if the above account 

of the joint meeting is reasonably accurate the closing of the routes seemed 

certain as made clear by Mr. Draper’s paper. In seeking to set up ad hoc 

committees, one is tempted to ask if this was merely wishful thinking.

September Stocktaking

J

The decision of BATUC to hold regular meetings began to pay dividends in the 

turbulent period into which the organisation had now entered. It seems. % 

reasonable to claim that with the numerous and contentious meetings that members



had attended during August, a full meeting of the Council would not 
♦

have taken place in September unless it had been decided upon before 

hand as a matter of principle. One can appreciate that the quarterly- 

meeting held in the second week of the month afforded an opportunity to 

review the situation. (5)

Although members had the UK and I routes closures to the forefront of 

their minds they were well aware of the need to improve the industrial 

relations situation. If relations had been better, it was thought, an 

issue like the route closures would not have arisen in the form which it 

had, or better still not occurred at all. Not every member thought this 

way, for some believed that Management was hell-bent on getting its own 

way. Such members tended to subscribe to the view that within the 

industrial scene throughout the country (increased de-industrialisation, 

rising unemployment, and greater need for re-deployment of staff labour and 

resources) the initiative had passed to Management who could now act in 

a far more determined fashion than hitherto. In this developing situation, 

it was contended, the EBM would go ahead and take any measures it thought 

necessary to improve cost effectiveness irrespective of the affect of such 

measures upon industrial relations. (6)

I

In many ways the proposed joint conference on industrial relations reflected 

the difficult state of affairs within the airline, and the lifting of the ban 

on Staff travel continued to be seen as a crucial pre-requisite for the 

holding of joint deliberations. The minutes of the BATUC meeting record that 

Mr. Ted Mackenzie read the latest letter on the subject which had been received

(5) Minutes of BATUC Meeting, 10 September, 1979.

(6) Readers who are conversant with the theories regarding industrial relations 
may be tempted to assess which theory was assuming greater significance.
On this matter see 'Macho Managers and the New Industrial Relations’*,
John Purcell in 'Employee Relations' Vol. 4 No. 1 MCB Publications,
April 1982.
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from Mr. Roy Watts%, Chief Executive. This stated that,

'as the ban had been effective during 1979 Management is not 
inclined to lift it, but would hope to be in a position to 
hold the joint industrial relations conference which was planned 
for the beginning of the year and on the basis of any practical 
results coming from that, review its decision.1

Members reactions to Mr. Watts' letter were not favourable and it was 

alleged that the TU side of the NJC was dragging its feet. One

contribution from the floor was that a further 60 members of Staff had 

lost their travel concession and unless there were some improvement in 

the situation 'there was likely to be some serious repercussions so far 

as BA is concerned'.

However, the meeting was reminded that the matter was still in the hands of the 

TU side of the NJC and that any contemplated action by BATUC would be 

inappropriate. As the NJC was to discuss the issue further at a meeting to 

be held later that week it was decided to await future developments.

BATUC then recognised that it had been defeated over aircraft procurement and 

its hopes that BA would order the European Air Bus. Mr. Mackenzie reported 

that BA had explained its reasons for ordering Boeing 757s and that a contract 

had been concluded. It was agreed that nothing more could be done on this 

matter.

Before the meeting heard the latest situation relating to the UK & I routes 

issue, it was stated that disquiet had been expressed regarding the airline's 

alleged under-utilisation of Manchester Airport. The Secretary and Mr. Thomas 

had met the UK & I Division Management and as a result it was hoped that there 

would be permanent liaison between the Local Joint Panel and UK & I Management.



A full report was given on the joint meeting held at the end of August 

to discuss the UK & I proposed route closures. The main development that 

had occurred in the interim period was that a special committee was being 

established comprising Management and one representative from each UK & I 

station. Management had been informed that the Trades Unions opposed its 

plans for closures; but 'wished to turn their opposition into constructive 

channels'. Whether or not the Trades Unions were to achieve anything 

constructive was to be proven in the immediate future.

The stocktaking process continued when the EC convened a week after the 

quarterly meeting of BATUC. (7) A considerable amount of time was 

expended on Departmental Councils before attention was switched to the 

proposed UK & I routes closures. Any hopes for an improvement in the 

situation which the special committee might have achieved received a 

marked set-back when it was reported that Management was determined to 

enforce its original decision. The committee had met, but the deliberations 

'had been fruitless as the only matter the management were prepared to 

discuss was the possible future of two routes out of Jersey'.

«

It was proposed to raise the question of the route closures at the special 

Delegate Conference for which a date near to mid-October had been agreed by 

the TU side of the NJC. Various plans for publicising the TU point of view 

were discussed, which included a letter to 'British Airways News', a mass 

petition for Staff signatures, and the preparation of a leaflet. While the 

closures threatened, it was agreed that it would be inappropriate for BATUC to 

become involved in detailed discussion of the implementation of the Corporate 

Plan.

(7) Minutes of the EC, 17 September 1979.



An explanation of the situation was then made concerning the proposed 
*

industrial relations conference and the attitude of the TU side of the 

NJC. After carefully considering all aspects of the matter the TU side 

had come to the conclusion that the impasse should be broken and despite 

the continuation of the Staff travel ban the joint industrial relations 

conference should take place. A factor which had worried the TU side 

was the degree of Staff support for Management's imposition and continuation 

of the ban, and in these circumstances it would be better if a dialogue 

with Management were to begin. These points were to be put to the Delegate 

Conference, and the EC merely took note of the reported situation.

Into Action?

Before the Delegate Conference took place, a collective EBM/BATUC/NJC meeting 

was held in the first week of October. (8) Mr. Roy Watts, who chaired 

the meeting, began by stating that in the current financial year there had 

been a short-fall of £80m despite growth in traffic. The losses were due 

mainly to rising oil prices, high interest rates, and inflation. It 

appeared that this pattern would continue for at least a year. Within 

that period some 30 new aircraft were expected. Mr. Watts continued by 

arguing that low fares were here to stay which made it clear that if the 

airline were to achieve profitability, costs would have to be reduced.

To this immediate end BAB had confirmed the closure of the designated 26 

UK & I routes.

Mr. Mark Young, Chairman of BATUC, thanked Mr. Watts for the information he 

had imparted which was 'the only positive aspect of the meeting'. But, he 

claimed, the Staff Side's case had been totally disregarded and this did not

(8) Substantiation of what occurred at this meeting, held on 5 October 1979, 
is based on my own notes.



auger well for future relations. Indeed, the lack of consultation 
♦

was deplorable. He stated that, 'We are convinced of the soundness of 

our case, we do not wish to take hasty actions but lack of consideration 

is serious'. Mr. Young continued by saying that the Staff side had 

consulted the Parliamentary Labour Party regarding what should be done.

Trust was necessary between the BAB and the Staff side but what was the 

future of joint consultation? These opening exchanges made it clear 

that the meeting was unlikely to prove harmonious.

In a: brief reply Mr. Watts asked for wise reflection. He stated that 

all the arguments had been considered by BAB, including the influence of 

the route cutting decision upon industrial relations. But, 'We are concerned 

with BA in its entirety'.

Somewhat naturally, Messrs. Thomas and Mackenzie, supported the line of 

argument advanced by Mr. Young. Both stressed the harm that was being 

done to industrial relations and to the joint feasibility exercises that 

w’ere still taking place within the airline.

A further argument put forward by BATUC concerned the proposed sale of 

aircraft to other airlines. It was thought that competitors could then use 

such aircraft to compete with BA. In reply Mr. Watts stated that older 

types of craft tended to be more noisy and consumed more fuel than the 

modern planes which BA was expecting. Nevertheless, he continued, the 

question of the sale of planes would be kept under constant review.

When the meeting was thrown open to discussion some bitter comments were 

voiced. The general line of complaint was that there had been a lack of 

information to the Staff, the public had learned of the route closures before



members, and there was a serious lack of alternative employment in the 
%

outstations for Staff who did not wish to change their home location.

After several more sharp remarks it was felt that an adjournment would be 

helpful and members of the EBM withdrew to allow a separate Staff side 

meeting to take place.

An immediate question that confronted the Staff side was what was to be 

done, and for the first time some form of industrial action was considered

as a serious option. While there was no doubt of the anger of the

representatives who were present, there was dubiety regarding the reactions 

of the shop floor. It was emphasised that the interests of the London, 

Heathrow workers were not being endangered, and it was doubtful if the 

vast majority of Staff would see the long term dangers which the TU leader-

ship felt were threatening all airline personnel if the route closures 

were to be proceeded with as planned. On this gloomy note it was decided 

not to resume the dialogue with the EBM that day, but await the outcome of 

a special BATUC meeting planned to be held the following week.

At very short notice a special meeting of BATUC was held in the second week

in October, four days before the Delegate Conference was due to convene.

The only item on the agenda was the UK & I route closures. (9)

Mr. Mark Young reported on the joint meeting with the EBM and the fact that 

the BAB had agreed -to withdraw 26 routes with effect from April 1980. This 

decision, it was emphasised, was the reason why the special meeting of BATUC 

had been called, for the EC wanted clear guidance from members regarding future 

action.

(9) Minutes of Special Meeting of BATUC, 8 October 1979.



Reactions from the floor were not long awaited. Nearly all speakers 
%

condemned the way that Management had reached its decisions which, it was 

contended, boded ill for any worker participation schemes within BA.

It was stressed that the routes issue concerned the whole of the airline 

and that 'all BA staff must be alerted to the dangers of Management's 

current thinking'.

It was reported that the T&GWU section committee had decided that the only 

way to defend the TU position was to organise a series of 24 hour strikes, 

which are known to be particularly damaging as far as Civil Air Transport 

is concerned. But the main question in the minds of those contemplating 

this action was, 'will the other unions join us?'

«

Attention was drawn to the fact that the Delegate Conference would also be 

discussing the routes issue, but the BATUC meeting decided upon a number of 

lines for action. Several mass meetings of Staff were planned, the first 

to be informative, the second to ask for any action that might be thought 

necessary, with 24 hour strikes a strong possible recommendation. It was 

agreed to seek the support 'of Government Ministers, the TUC, the Labour 

Party and Labour MPs'. In addition the meeting elected a campaign committee 

of all Full Time NJC Officials who served on BATUC and six lay members who were 

charged with mounting a major propaganda campaign.

On the day that the TU Delegate Conference met, the airline's weekly paper 

carried a lengthy article on the route closures, details of which routes were 

to go, the losses they were incurring, and the general financial situation of 

BA. (10) Most of the main arguments which had been put forward by Mr. Watts 

at the EBM/BATUC/NJC meeting were summarised. The article also stated that

(10) 'Loss-making routes will close in April' 
12 October 1979 p.8.

'British Airways News',
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representations made by the Staff and Trades Unions had been carefully 

%
considered but, 'it has been clearly established that these proposals 

could not make the routes profitable'.

The same issue of the paper, indeed on the same page as the routes 

closure article, contained the information that, 'Four British independent 

airlines have asked the Civil Aviation Authority for permission to take 

over the 26 UK & I routes British Airways is giving up .... ' This 

information aroused fears in the minds of the Staff, whether justified or 

not, that work was 'going out of the gate', and raised the question of 

why if the independent airlines could make a profit from the routes could 

not BA do likewise? (11)

When the Delegate Conference convened, attention was first given to the 

long standing problem of the proposed industrial relations conference and 

the Staff travel ban. The Chairman of BATUC, Mr. Young, outlined the case 

in favour of attending such a conference without the prior condition that 

the travel ban be lifted:-

'Refusal to discuss problems can prolong the embargo on 
individual members of staff. Unless industrial relations 
discussions take place a calamity will occur. It is 
essential that industrial relations within BA should be free 
from a plague of fragmented disputes. The Government is 
out to hit the airline and the relevant TUs. Are we to go 
to war over this issue?' (12)

(11) 'BA route cuts: independents gather', 'Flight International',
20 October 1979 p. 1264. This article gave indications of the 
way the independent airlines hoped to make a profit. They included 
the use of smaller aircraft than BA's and a smaller infrastructure.

%  It is hoped to trace the fate of these routes in future papers.

Extracts taken from my own notes of the meeting, held 12 October 1979, 
which are the source of reference for the Conference.

(1 2 )



These cryptic comments perhaps summarise the case for dropping the pre-

requisite lifting of the travel ban, but few speakers supported this line 

of reasoning.

Instead, most speakers thought that to discuss industrial relations under 

what they termed duress was impossible. Although some spoke of Staff 

support for the ban, others described it as 'an affront to human dignity'.

One member from the T&GWU stated that 200 drivers were on unofficial strike 

and in danger of losing their travel concessions. If they were to learn

that the TU side was to sit down with Management in an effort to improve 

industrial relations before the ban were lifted there would be hell to pay.

The proposal for an industrial conference to be held without the travel ban 

being lifted beforehand was then put to the vote and rejected decisively.

Discussion then centred upon the Government's proposals to allow injections 

of private capital into the airline. It was reported that the BAB was not 

in opposition to the Government's plans, whereas the TU movement was hostile. 

Obviously, much depended upon the terms of the Civil Aviation Bill which was 

due to be published in November. What concerned the TU movement meanwhile 

was the envisaged role of the CAA. Would this authority act like a hatchet 

man on BA's route structure and hand large amputated sections to independent 

airlines?

The Chairman then spoke on the UK & I routes issue but hardly surprisingly 

very little new matter of substance was introduced. Most members present were 

all too familiar with both the Management and TU points of view. No doubt 

the most important decision taken at the Conference was that if the cuts were 

implemented then industrial action would be taken.
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At the end of October, Mr. Watts' comments featured prominently in the 

airline's weekly paper which carried a main headline, 'Expansion programme 

goes oh, says Chief Executive'. (13) Inside the paper a column written 

by Mr. Watts gave details of the latest financial developments concerning 

Civil Air Transport and BA in particular. Under the main headline was 

the statement that,

'New European route applications from British independent 
airlines would not divert British Airways from the greatest 
expansion programme in its history ____'

'Predicting a growth between five and six per cent in 
British Airways traffic in 1980-81, Mr. Watts reiterated his 
belief in the airline's plans to double its business over 
the next decade'.

On the same front page, indeed it was the lead story, was an account of BA's 

opposition to Laker's application to the CAA for licenses for scheduled 

services on 36 routes into Europe.

Staff who read the paper were no doubt encouraged by the prospects for growth 

and the stand that Management was making against rivals. Perhaps somewhat

ironically on the same day as the paper appeared there was a further 

EBM/NJC/BATUC meeting which was presided over by Mr. Watts. (14)

As before, the Chief Executive opened the meeting by bringing the financial 

state of the airline up-to-date and there could be no doubt left in anybody's 

mind over the seriousness of the situation. Mr. Watts stated that the 

airline had made a profit of £6Cm in the previous financial year but this was

(13) 'British Airways News', 26 October 1979, pp. 1-3.

(14) Again, I have used my own notes to substantiate this part of the story. 
The meeting was held in the afternoon of Friday, 26 October 1979.



a poor return on capital and did not allow for sufficient re-investment. 

Present trends indicated a deteriorating profit return situation and that 

only half the expected gains would be realised at the end of the 1979-80 

financial year. Owing to soaring oil prices, spot fuel was being bought 

and all fuel costs represented 25% of operating costs in contrast to 9% 

a year or two earlier. The strong pound was adversely affecting the 

purchases of the airline.

Mr. Watts continued by stating that the moves towards low fares and a 

greater liberalisation of route regulations had increased competition 

considerably. But he warned if there were a price war then competitors 

'had better watch out'. A number of measures were then specified to 

indicate BA's greater efficiency.

Mr. Watts said that efficiency measures had already achieved a saving of £7m, 

and £40m had been lopped off"capital expenditure. 6000 staff changes had 

already taken place, and efforts were being made to reduce comparative 

labour costs. New fares and tariff structures were to be introduced.

The standardisation of equipment and vehicles was imperative.

Turning to the UK & I route closures Mr. Watts argued that the issue had 

become emotive because it involves people and the outstations. But the 

main issue was the fight for life in the market place. To this end all 

Viscount aircraft would be withdrawn by 1981 and rationalisation was taking 

shape with the fleet comprising 5 main types of planes.

Mr. Watts then turned his attention to BATUC and criticised it for being non-

productive. Reliability was something that had to be achieved and on this

point BATUC could make a contribution. But, claimed Mr. Watts, BATUC seemed
* *

to be dragging its feet. Productivity was another area where BATUC could

play a role.
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The first person,to speak from the TU side was Mr. Young who rejected the 

idea that BATUC had been dragging its feet. He pointed to BATUC's genuine

#  concern that route closures would harm the airline and all offers to 

collectively review the situation had been spurned by Management. He 

pointed to the issue of the acquisition of 737s and the positive role the 

Staff had played. Hopes for the lifting of the ban on Staff travel and 

the possibilities of an industrial relations conference ensuing had been 

increased by virtue of the TU s ide recognising the problems which had 

confronted Management. Industrial relations within the airline had a 

chequered history, there being good and bad aspects.

•
Another BATUC member emphasised that Staff opposed the route closures as 

it was felt that the routes could have been rendered profitable. But the 

unilateral decision of Management had prevented the Staff from making any 

positive contribution. All BATUC was being asked to do was to accept a 

decision which it felt was harmful to both BA and its Staff.

Obviously feelings were running high and at this point matters became bogged 

down over the precise state of affairs regarding the lifting of the Staff 

travel ban and the proposed industrial relations conference. A decision was 

made to adjourn to allow separate meetings to take place.

When the NJC/BATUC group assembled Mr. Crew contended that the fate of between 

400-500 Staff either losing their jobs or having to move house was more 

important than the Staff travel issue. He strongly defended BATUC's record 

and stated that he was in total opposition to BATUC being used as a sounding 

board for Managerial ideas.

• %



Serious criticisms of the EBM were made, especially over the lack of 
%

consultation. However, the question that loomed large in everybody's 

mind v/as what was the TU side to do? Was it to accept the route closures 

and an invitation to an industrial conference without the lifting of the 

travel ban, or was it to resist on one or both issues? The line accepted 

was that it would resist the closures and seek further clarification of 

the Staff travel ban, if necessary 24 hour strikes would be called.

On the resumption of the joint meeting, Mr. Watts stressed the importance 

of reliability and the improvement of relations. To facilitate the 

convening of the proposed industrial relations conference he was prepared 

to freeze the ban that was in operation. On being questioned as to what 

precisely did this freeze mean he stated that he was not prepared to lift 

the ban on existing offenders. But the terms offered were not accepted 

by the TU side, which led Mr. Watts to state that he was very disappointed as 

he felt there was not a lot of difference between the two sides over the 

industrial relations conference question. On the UK & I routes closures 

the Chief Executive felt that it was far too late for any meaningful 

discussions to take place as the decisions had been taken.

Mr. Young then raised the matter of possible monthly meetings between BATUC 

and the EBM when some positive exhanges could take place. But Mr. Watts

replied that he could not talk about productivity while he was busy in 

'putting out fires1 in the various areas of industrial relations.

The joint meeting then ended on a sour note. Nothing positive was achieved 

and the marked differences between the two sides was perhaps epitomised in a
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in a BATUC spokesman declaring at the conclusion of the deliberations

'If 400-600 people go down the road we'll never forget it.'

It seemed that the course was set for the first of the industrial 

stoppages.



CHAPTER 5

The Crunch that never Came

The campaign committee which had been set up in early October had not 

been idle. Within days rather than weeks it produced a glossy leaflet 

with a title, 'For Whom the Bell Tolls - a Trade Union solution to 

British Airways problems', which was dramatic and eye-catching. (1)

A petition designed for staff signatures was prefaced with a humorous 

cartoon with the serious message 'Stop the Chop, Sign NowIJ' Hence, 

when the ill-fated EBM/NJC/BATUC meeting concluded on 26 October there
I

had already been a circulation of TU material and numerous meetings had 

been held to appraise rank-and-file members of the case against route 

closures.

Events were now to move fairly quickly for on the Monday (29 October) 

following the Friday meeting v/ith the EBM, a letter was sent from 

Mr. Mackenzie to all members of BATUC which summarised the outcome of the 

deliberations.-- Members were informed that consequently the mass meeting 

of Staff proposed for 9 November had been brought forward and was now 

planned for the afternoon of 1 November. Mr. Mackenzie also stated that 

le had been asked,

'to write to the General Secretaries of affiliated unions seeking 
Executive authority for the calling of a 24 hour strike to protest 
against the BA Board's decision. I have therefore written to 
General Secretaries as per the attached letter from which you will 
see that the TU side is to meet on 9th November, hopefully to set 
the date for the day of action.'

(1) This leaflet is reproduced in full as Appendix 5, pp. 80-82 below.



Everything now depended upon rank-and-file support.

Mass meetings are always difficult to assess regarding the actual size 

of attendance, and when votes are recorded by a show of hands there is 

often dubiety of the result if opinions are nearly evenly divided. Just 

how many members of Staff attended the mass meeting convened on 1 November 

would be a problem to say, but after listening to the recommendation put 

in support of a 24 hour strike there was no doubt about the Staff's 

decision. It was an overwhelming rejection cf the call for industrial 

action.

Undoubtedly the TU side of the NJC and BATUC had sustained a defeat.

How BATUC reacted to this set back must await a further paper, nevertheless 

it is hoped that the above account will cause those interested in the 

state of industrial relations within the airline, and possibly elsewhere, 

to ponder upon a number of questions. For the sake of simplicity these 

are listed, but not in any order of importance.

—

1) If the TU side/BATUC had not tried to take industrial action 

would it not have been accused of betraying the Staff in the 

outstations?

2) Having sought to organise industrial action was BATUC, which had 

a membership dominated by lay shop-stewards, out of touch with 

the shop floor? If so, why?

3) Was the case of Management so strong concerning not only the route 

closure question, but also the Staff travel ban issue, that rank-and- 

file members were convinced of the soundness of the arguments of

Management?-



4) Were rank-and-file members so influenced by rising unemployment,
%

inflation, and sharpening competition that they saw the need for 

1 strong Management'?

5) What were the consequences of the UK & I routes closure question 

upon the future of BA and the state of industrial relations within 

the airline? What are the new prospects for worker participation 

schemes and industrial democracy?

Such are some of the questions which this attempt to outline a phase in 

BATUC's history reveal, the answers to which could provide interesting 

reading.
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APPENDIX 1

B R I T I S H  A I R W A Y S  

BRITISH AIRWAYS TRADE UNION COUNCIL 

DRAFT OUTLINE CONSTITUTION FOR DEPARTMENTAL COUNCILS

1.

2.

3.

The management and employees of British Airways have a common 
objective to ensure the continued provision and development of 
profitable air transport services in the interests of the owners, 
the customers, themselves and the community at large.

The Board of British Airways and the British Airways Trade Union 
Council recognise the need for the fullest possible commitment 
by the staff to the operation and well-being of the airline and its 
employees. British Airways accepts for its part that significant 
decisions ought to take into account the views of the workforce.
To these ends they agree that:-

(i) staff will be involved in the processes leading to
decision taking on matters that affect their working 
lives

(ii) staff taking part in such processes do so as representatives 
exercising their judgement on behalf of the staff they 
represent

(iii) a formal Council structure will be set up within which 
Directors, management and staff of British Airways 
will take part in the processes referred to in (i) and (ii)

(iv) such deliberations will occur prior to the stage at which 
they might in whole or part become subject to contractual 
bargaining. The Council structure deals only with non-
contractual matters and neither diminishes nor alters 
the established role of the National Joint Council.

(v) Constituencies will be agreed to provide for Councils of not 
greater than 20 in membership and will be chaired by the 
Head of Department concerned.

Notwithstanding this, management must possess authority to make 
decisions which are necessary for the efficient operation of the 
airline. The responsibilities of the Board of British Airways, 
whose members are accountable by law to the Secretary of State 
is unaffected by the Council structure. Those to whom the Board 
has delegated authority remain accountable for their decisions.

The Council structure will enable staff to contribute to decisions 
through representatives. Those representatives will render 
account to those who have chosen them.



FUNCTIONS

It shall be the function of each Council to:-

a. Give its views on, and in this way assist in the
formulation of significant aspects of British Airways' 
policy.

(i) Receive from the management members a periodic
report on airline and departmental affairs covering 
such matters as financial, operational and manpower 
performance and how these compare with established 
targets.

(ii) Receive from the management members plans relating 
to work requirements, organisation, the deployment 
of resources, the introduction of new equipment or 
work practices and changes in location.

b. Consider any matters placed on the agenda in due form 
by members of the Councils except

(i) Matters which are subject to collective bargaining.

(ii) Matters which are not of sufficient general concern
to warrant discussion at departmental level and which 
seem capable of resolution at lower levels of the 
organisation.

but issued July 1978



APPENDIX 2

BRITISH AIRWAYS INDUSTRIAL RELATIONS

1. Introduction - The Problem

The trades unions within British Airways are fully aware that 
there is a severe Industrial Relations problem within the Company. 
The aim of this paper is to show that the fundamental causes of 
the problem lie partly with the difficulty of trade union 
representatives and officials to co-ordinate and influence their 
members but mainly with the inability of management to 'manage'. 
This inability is manifest in the apparent refusal of management 
to take decisions and to negotiate. Decisions that are eventually 
made tend to be taken without true consultation and inevitably 
generate a lack of respect and confidence within the trade unions 
and the workforce. This in turn results in employees taking 
industrial action first and talking to management afterwards.
This paper will provide illustrations of this and will then suggest 
causes and remedies.

2. The Problems

It must be said at the outset that the various departments and 
sections of the Company experience different problems, but it is 
maintained that the root cause of all the difficulties is the same.

The current situation is that all those involved in running the 
Company - the Board, Personnel, Industrial Relations and line 
management - either sit on problems hoping that they will eventually 
disappear or else give bald refusals to requests by unions. 
Negotiation seldom takes place. It has been the experience of 
national panels that at meetings with the Company management is 
frequently over-represented in numbers but under-represented in 
authority. Decisions are usually not taken and issues are fudged. 
Where decisions are taken middle management often intervenes to 
prevent agreed action from being implemented.

The result is that problems are left unresolved for months and are 
often lost or forgotten by management. The union representatives 
are continually having to remind the Company of outstanding matters 
and repeatedly ask for action.

This behaviour by management would seem to be in no way unique to 
British Airways and does seem to stem from the overstaffing of 
management, the numerous levels of hierarchy and the lack of 
authority vested in individual managers. It has led to a situation
where management no longer has any respect for the staff and the 
staff none for management.



The merger between BEA and BOAC caused anxiety amongst both 
management and staff but unless management is seen to be strong 
the staff become imbued with feelings of ineffectiveness and 
consequently frustrated. The difficulties experienced by 
unions and the workforce in getting decisions from middle- 
management (who are forced to consult upwards before entering 
into any commitments) and in arranging meetings between management 
and staff do not reflect a shortage of management but rather their 
ineffectual use. The phenomenon has been described as the 'fog 
factor'. What is needed is not an increase in personnel, 
industrial relations staff etc. but the granting to line managers 
of real power to weigh up situations and after consultation to 
make decisions. The functions of personnel and industrial 
relations departments should be to give advice and not to exercise 
the power of veto over decisions of line managers-. If this is 
coupled with strong direction from the top staff would feel that 
they were working for an organisation which knew where it was going, 
what it was doing and that their own needs and ideas were playing a 
real part in the business.

At the moment one of the most significant things that is lacking 
from the workforce is loyalty and pride towards British Airways.
The Company is seen as an amorphous mass uncaring towards its 
staff. Various incidents can be cited which seem to indicate to 
staff that management does not have their interests at heart.

When the merger took place neither managers nor staff were 
given clear explanations of their role within the new structure, 
instead much noise was made about the over-staffing and the need 
for redundancies. Naturally, this made people feel apprehensive 
about their jobs and to form entrenched positions about their work 
duties. The subsequent and continuous re-organisation of the 
'management structure simply reinforced the staff's feelings about 
the need for self-preservation. The use of so much energy in 
looking after themselves has meant that the workforce has not put 
as much effort into the Company as is necessary for its continued 
viability.

To some extent this could be overcome by the Company putting more 
stress on the need and role of the workforce than in its dispersal. 
The old feelings of loyalty and pride which staff had previously 
held towards either BEA or BOAC has not been transferred to the new 
single Company. Nothing has been done by management to retain those 
commitments and focus them on British Airways. More emphasis needs 
to be put into defining departments and their role. Loyalty to 
departments should be fostered by the investing of authority and 
decision making ability in departmental heads. Heads or Managers 
of departments need to become closer to their staff and to become 
identified with those with whom they work. Managers should cease 
to be so remote from their workforce and become more knowledgeable 
about the day to day tasks and problems of their staff. They should 
be concerned less with administration than with actual end product 
of their departments.
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Trade unions and their members have a large part to play in 
fostering loyalty to both individual departments and to British 
Airways as a whole. Such loyalty is essential if the airline 
is to operate effectively for the benefit of both staff and the 
public.

The chaos caused by the shortage of aircraft is yet another 
instance of lack of understanding by management. The actual 
shortage may not have been the fault of the Company but the lack 
of responsibility towards the consequencies is. The general 
public is naturally very upset when after paying for a service it 
does not materialise or does so only after delays and confusion.
The aggravation felt is taken out on the staff nearest to the 
public who are in no way at fault. The Managers themselves 
should appear and explain the situation to the public and accept 
the bad feeling generated. The general staff should be exonerated.

A further example of the breakdown in relations between management 
and the staff is evidenced by the Company's attitude over police 
intervention in the Central area. As the police are causing 
considerable harassment but only catching the perpetrators of the 
most trifling misdemeanors their presence is defeating the object 
of their intervention. Far more faith and trust in the Company 
vrould be generated and a better working environment created if steps 
were taken to ensure that the presence of the police was minimised 
and more emphasis placed on crime prevention.

3. The Causes

Continuous urging of the staff 'to do better' does not create good 
will. Staff, already feeling helpless and victimised need more 
^than perpetual warnings to do better. At one time British Airways 

•  was one of the highest paying employers in the country, but this
no longer is the case. The fault here does not rest primarily 
with the Company but with the Government. In a period of pay 
restraint there is even more need for management to be seen to treat 
its employees fairly and reasonably. Even if the Company stressed 
to its workers that it would pay more if it could it is doubtful 
whether now it would be believed. This is especially so when, at 
the same time, there is talk of overstaffing. The organisational 
structure of a Company must be seen to be correct before staff will 
accept that too many people may be doing one job.

Communication is appallingly bad within British Airways. This is 
not only the case between management and the unions/workforce but 
also within management itself. The situation is partly due to the 
size and hierarchical structure of management and partly due to the 

^  insecurity of the staff involved. If managers are aware that they
are overstaffed they, like the workforce, become concerned to make 
their position appear invaluable to the Company. If they are seen 
to be superfluous then their own job is in jeopardy. This, of 
course, affects the morale of the workforce who realise that what 
may have been agreed with one section of management is not 
implemented or conveyed to the 'powers that be'.



4.

Trades Unions are also at fault here as their own communication 
network tends to be poor. Within all three factions lines of 
communication need to be vastly improved and made effective and 
swift.

Emphasis must be placed on consultation and effective participation. 
Members of the workforce are often in possession of real knowledge 
which should never be under-estimated. If people have been doing 
a job for several years they are usually aware of defects in the 
system and of improvements that could be made. This information 
must be tapped and staff made aware of the usefulness of their 
input. It is only when staff feel they are truly contributing 
that they feel they have a stake in the business. Loyalty and 
pride are built up in this way and are essential to the success 
of a concern.

The trades union side has also a part to play in bringing this 
about and this is realised and accepted. The proposed departmental 
councils need to be established and unions need to do more to 
foster involvement amongst members. The impetus for participation 
and exhange of information must come from both sides. Methods 
of resolving local disputes quickly and effectively also need to 
be devised. One such attempt is described in Appendix 1. Such 
agreements should be more widely encouraged.

«

Conclusions

Undoubtedly the merger between BOAC and BEA has caused some of the more 
deep rooted problems in management to become more apparent.
However, the merger has taken place and is now a fact of life and 
is here to stay. The aim is to establish a single Company with a 
single workforce with a single aim. At the moment the industrial 
'relations problems stem from the ineffectiveness of management. 
Management cannot opt out of its responsibilities by refusing to 
make decisions, consult or negotiate as at present. This leads 
to staff taking unilateral action out of frustration and an 
unnecessarily abrasive situation is created which leads only to 
destruction and not to construction. The Company will simply dis-
integrate. The 'fog factor' must be removed. Authority to make 
decisions and settle must be given to line management, departmental 
loyalties must be fostered and a two way process of consultation 
must be established. A clear definition of the role of line 
management, personnel management and industrial relations is also 
vital.

^Paper prepared by Mr. R. Crew and accepted by BATUC, 21 November 1978^
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APPENDIX 3

THE FULL STATEMENT OF MR. JOHN NOTT, MINISTER FOR TRADE, MADE IN THE 
HOUSE OF COMMONS ON FRIDAY, 20TH JULY 1979 AND REPORTED IN 
"BRITISH AIRWAYS NEWS" ONE WEEK LATER

"British Airways has embarked on a major programme of fleet replacement 
and expansion and I believe that it has excellent growth prospects.

As our principal national carrier, it is operating in an increasingly 
competitive market and, while the world energy situation creates 
considerable uncertainties. I am nonetheless confident that the 
airline with the Government's full encouragement will face these 
challenges successfully.

Clearly there must be some flexibility about the rate of expansion in 
the face of these uncertainties. Nevertheless, the present appraisal 
is that British Airways will require a substantial increase in capital 
investment from both internal and external sources over the next few 
years in order to meet its objectives. For this reason I have been 
looking at its capital structure and financial requirements, and I should 
like to let the House have my views and proposals.

First, the Government are concerned to give British Airways the most 
effective form of organisation for carrying out its programme in response 
to the changing demands of the market rather than on the basis of 
Government targets and support.

Second, I propose therefore that the framework of the Companies Act 
should be used to provide British Airways with a new capital structure 
and that a substantial minority shareholding in the enterprise should be 
offered for sale to the public.

Third, the Government will give up control, for example, over 
British Airways' investment programme and it will in future satisfy its 
financial requirements from capital markets both at home and overseas.

Fourth, my proposal does not involve a separate disposal of any part of 
British Airways.

Fifth, special arrangements will be made to enable employees of British Airways 
to take up shares in the enterprise should they wish to participate in 
its future and share in its1 growth.

Sixth, I envisage the fullest possible process of consultation with the 
airline's management and employees.

Seventh, I will put forward proposals later in the year for the legislation 
which will be required. The timing of any issue of shares will depend on 
market and other circumstances.

Eighth, I will also set out the Government's thinking on the licensing 
provisions administered by the Civil Aviation Authority. I can say now, 
however, that there will be no arbitrary reallocation of routes.'



APPENDIX 4

UK & IRELAND ROUTE NETWORK 

PROBLEM ROUTES

1. The Current Environment

Our routes are under attack on two fronts. We face heavy 
criticism from Parliament, the CAA and our customers about the 
level of fares and our recent performance. Our competitors 
are eager to take over our lucrative routes and this has 
prompted them to file a number of applications for licences.

In addition, we have to meet tough financial targets in order 
to pay dividends and to replace our older aircraft.

Against this background, our aim for domestic services is to 
produce a network which is viable in the long term and which will 
meet our financial objectives. It is clear that UK & Ireland 
Division's European and Major Trunk Routes are profitable or 
pontentially profitable and essential to the long term strategic 
development of the airline. The financial benefits of these 
services are, however, increasingly undermined by the poor 
results of a number of routes. These routes as a group lost 
money when they were operated by the regional airlines and, with 
two exceptions*, show no prospect of becoming profitable in the 
foreseeable future.

2. The Problem Routes

Birmingham - London Jersey - London*
Leeds/Bradford - London Jersey - Manchester*
Leeds/Bradford - Dublin Jersey - Birmingham
Leeds/Bradford - Belfast Jersey - Bristol
Newcastle - Dublin Jersey - Cardiff
Newcastle - Belfast Jersey - Edinburgh
Edinburgh - Belfast Jersey - Glasgow
Cardiff/Bristol - Belfast Jersey - Leeds/Bradford
Cardiff/Bristol - Paris Jersey - Newcastle
Cardiff - Dublin Jersey - Southampton
Isle of Man - London Guernsey - London
Isle of Man - Manchester Guernsey - Birmingham

Guernsey - Bristol
Guernsey - Cardiff
Guernsey - Leeds/Bradford
Guernsey - Manchester

Stations wholly dependent on these problems routes are:

Cardiff Guernsey
Bristol - Isle of Man
Southampton Leeds/Bradford
Jersey



In 1979/80 the current estimated loss for UK & Ireland Division 
is £4.5nf. This hides the fact that except for the 28 problem 
routes, the remaining network is profitable. The 1980/81 fore-
cast results show increasing losses to the extent that the 28 
problem routes lose £7.3m even before taking account of further 
increases in fuel costs.

The Routes in the Eighties

With increased pressure for lower fares - revenue yeilds will 
deteriorate even further. Our unit costs are currently too high 
and we intend to reduce them. However, after allowing for an 
overall reduction of 24% in unit cost levels, the problem routes 
will still lose at best £4.8m in 1986 - and that is at 1978 prices.

It has been suggested that the problem could be solved by forming 
a separate company on the lines of Airtours. This has been 
carefully examined by management. However, the following 
illustrates quite simply that it is not the overhead burden that 
is the major cause of poor profits from this group of routes.
If all administrative costs were regarded as overheads and wholly 
avoidable (clearly untrue), then the 28-route result for 1986 
would - in 1978 values - improve from a loss of £4.8m to a loss of 
£3.8m. (The 1986 evaluations had already assumed considerable 
reductions in all cost levels, including overheads and productivity).

«

Consequently, reorganising as a separate company would in no way 
solve our problems. Therefore, the Management conclusion is that 
there is no alternative to discontinuing these routes with effect 
from 1st April 1980. Immediate action plus improved productivity 
will enable us to strengthen the large remaining network - still 88% 
of the UK & I business. We can then finance the replacement of the 
remaining Viscounts with jets as well as pay for the B737 and 3757 
aircraft presently planned for the expansion of our UK & I traffic.

Staff Implications

Staff will naturally be concerned about the way in which any closure 
of stations and reduction in routes would affect them personally.
BA would honour in full the Redeployment Agreement of 1975, i.e. that 
those staff who wish to stay with BA would be offered and found 
alternative employment within BA and where retraining were necessary, 
this would be given. Special arrangements for re-location expenses 
will be put in hand for application to staff who may be required to 
move house because of the UK & I route rationalisation. Where 
redeployment proved impracticable or unacceptable, those staff who 
chose not to be redeployed would be able to pick up the option of 
voluntary severance. Early retirement could apply to those staff 
who are 50 or over and have more than 10 years of service.

Future Action

Arrangements will now be made for Management to visit all the stations 
concerned to explain and discuss the problems in more detail. 
Furthermore it is hoped that staff will participate at local panel 
level in discussing ways and means of making the remaining network more 
profitable.



6 . What it a*ll means

If action is taken now, the result will be:

1. UK & I route results will be improved by over £20m 
between now and 1986. That is in 1978 prices. It 
will be even more in 1986 prices.

2. We will have an efficient and strong network that is 
able to meet competitive pressures.

3. £75m capital requirement will be freed for use on 
those routes that give a good economic return.

Director Commercial Operations 
30th August 1979
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APPENDIX 5

FOR WHOM THE BELL TOLLS - A TRADE UNION SOLUTION TO BRITISH AIRWAYS PROBLEMS

On 31st August ( l 9 7 B A  News published the British Airways case outlining 
why it is believed necessary to cut 28 routes and retire a large number of 
Viscount Aircraft.

The Trade Unions have studied the BA view and consider it wrong simply to 
cut the routes in question. Because we believe it is a matter of fundamental 
importance to the future of BA and a matter that involves the security of 
every employee, we have requested the opportunity to respond with an 
alternative proposal.

In its future, British Airways has one large and overriding problem. How 
is the Corporate Plan to be achieved? A new aircraft fleet, 2h billion 
pounds of investment, a ninety per cent increase in passengers handled by 
two thousand fewer staff, by 1986.

The ability of BA to implement its plan will have a direct effect on every 
employee. Unless the airline succeeds in improving its performance it will 
reduce its ability to buy the new aircraft fleet on which the future of the 
airline and its employees depends.

How is this plan going to be achieved? Certainly it can be achieved with 
the full co-operation and involvement of the staff in a major re-organisation 
of how work is done now and how it will need to be done by 1986.

The vast majority of BA employees are aware of the problem. They want the 
Company to succeed, but they are powerless to help unless they know how.

We urgently need a People Plan that will make the Corporate Plan a reality.
Or even a possibility.

It is against this background that one must view the proposal to cut 28 
UK and I routes. The routes, BA says, earn about £22.5 million, but cost 
some £28 million to operate. A loss of £5.5 million.

Why should the costs be so high? BA has admitted that even if all the 
Station Staff affected worked for nothing the routes would still lose money. 
The problem is clearly BA's internally generated costs.

Of the total route costs about half would be saved if the operation stopped 
because they are directly associated expenses. But what about the other 
half? No practical man would claim that they can all be saved, except 
perhaps as a paper exercise. So what is the point of closing all these
routes? What in the end is the contribution towards our future?

In truth the load factors on many of the 28 routes are higher than BA's 
average and it is well accepted that the financial results are improved 
with the use of jet equipment in most cases. Currently too the network 
enjoys aircraft and crew utilisation on revenue flying that is abysmal by any 
standards.



Whose fault is, it that our costs are so high? The answer is probably 
that it has just happened. It happened as a consequence of merging 
many different organisations, setting up a whole structure which has lost 
sight of the task we all perform at the end of the day: transporting 
passengers from A to B, safely and happily and as cheaply as possible.

In moving forward, what are the factors we must consider?

(i) If BA is to succeed it must be better than its competitors
in every respect of its business by the target date of 1986.
We will not achieve that by ducking the challenge on the 
worst routes before the real problem of effectiveness throughout 
the airline has been met.

(ii) It is strategically unsound to concede routes to competitors 
who grow larger and more formidable as a result and so 
strengthen their case for even more routes. Since the BA 
announcement, Dan-Air, British Island, Air Anglia and 
British Midland are all indicating their willingness to take 
over any routes we may discontinue and have suggested that 
additional routes be handed over as well.

«

(iii) BA's courageous Corporate Plan to improve and expand the
operation will require the full co-operation and active involvement 
of the staff if it is to succeed. To commence the plan with a 
retreat, axeing staff and routes, will lower morale and create 
a climate of retrenchment and restriction. This year the whole 
staff of the airline have contributed large productivity 
improvements. This productivity was not given to put their own 
colleagues out of work, but on the assumption that the airline 
needs it for growth.

We have two opposing views. Two starkly different roads to travel.
One we have proceeded down before.

In 1978, Liverpool was closed. In answer to the question posed at the 
time "what other routes would follow" we were told "none" with the possible 
single exception of one other route under review, Southampton - Jersey.

In 1979, we have been told that 28 further routes should go but nobody asks 
the question anymore. Who would believe the answer? In fact everyone 
knows that it is a further step along the same road. Fixed costs allocated 
to the 28 routes will inevitably be loaded into other routes and some of 
those will become unviable and the process repeated. Again and again 
until the real problem is tackled.

Why not face the real challenge now before further routes and jobs are 
threatened?

The road we prefer to go down has not been travelled before. Let us 
jointly try to save the routes and, through our efforts on them, the whole 
airline. The staff have agreed to. make the necessary changes to improve 
performance and efficiency. Let us create a new and separate organisation, 
tailor-made and relevant to the job, and allow our staff the opportunity of 
doing what our competitors claim they can do. Let us all learn the lessons 
of this experiment and use it as the catalyst in the re-organisation 
necessary in the rest of the airline.



That is a constructive way to achieve the bridge necessary between 
now and 1986.

The cynics will say, we have heard all that before, but it will never 
happen. If we try it together and should we fail how much worse off 
should we be? Five, or ten, million in a turnover of £1600 million 
is a small stake to put on our future.

If we succeed, however, -in this small area of our operation, the 
learning value for the rest of the airline will be high. In turn the 
pride of achieving a success that all BA staff want will even further 
strengthen our commitment, resolve, success. The sound base in turn 
guarantees our new aircraft for the eighties and out of this virtuous 
circle our productivity will equal the best in Europe which in turn 
underwrites salaries and conditions to match.

CHECKLIST FOR ACTION 

Short Term

1 Retain all routes
2 Review critically cost allocations for immediate improvement
3 Reschedule aircraft and crew cycles to maximise utilisation
4 Examine each station in relation to its task and match up

Longer Term

Design and build a separate organisation specifically for the 
needs of UK and I Operation 1980.

Long Term

Re-organise BA on strictly functional lines. Consider 
relevancy of each function in respect of say: safety and 
-cost effectiveness. Timescale: two to five years.

Mark Young . Tudor Thomas
Chairman, BA Trade Union Council Chairman, TU Side National Joint Council

^Issued October 1979^
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tha proforonco of tha chop floor scoff for lem-ostabliehsu routina and 

custom tha strongar approach to di.ooi giir.a adopted by Mr. Quigley could 

violl have led cany of then to believe that thoy could not crpact fair 

treatment from bin. Tho Cormttea_r~ceri_rpt believe that nuch an acassmant 

would bo correct,

Tho Ccnmlteo forced the opinion t! at tho situation at chop floor lovel 

itaa ( t f i t o r io r s t c d  c t o a u i l y  ov -r : o c  . a i  y Fin-a and f a i r  discipline

tempered with natural justice reuse bo rointrccucod but it i s  necessary to" 

build this up gradually if confrontation with tho st.f is to ba avoided.

Tha Committee boliGveo that tha great majority of r’ ’loor staff will 

voice roe the re-establishment of good discipline buc unco'ordinated attempts 

to tighten discipline suddenly can only hinder a czco h restoration of 

sound industrial relations.

Although this Enquiry a r o u o  from a specific incident tha Torm3 of 

Raforanco are so drawn as to or.aole the Coreiitteo to oaka core ganeral 

observations and the iiopa has bean expressed that it would do so. Tha 

Committee, therefore, observes a.; follows»-

3. Shop floor ceaif c.ro, now, prcdc.-uuuntly Asian in origin and the 

CccriittoQ baliovo that c number of problems erica for attention by Management 

arid tho Trade Unionst

.x a) tho noed to understand tlio riobloms arising from tho interaction 

a of tho traditional Asian living arid working community with tho 

j British industrial relations outlook and tho conflicts of an 

industrial eocioty.

b) tho nood for Management to raccgnisa tho change and adapt its 

actions accordingly.



v /• ( 
c) /_tha need for tho Trado Union concerned to encourage British traps

r \

union traditions end rasponsibiiitico 

origin.

ends-

ng staff cf non-British

\

S

Tho Caaaitteo rocon 

q  (i) that Staff Hoprecan enter a training course3 should can lain, as 

a specific major item, % ccasicn(o) specifically directed to 

educating non-British scarf in ha rolo and rospcncibilities of 

a staff rcnrasnr;tn.uy.i i n  the " . ’ i t i r h  working environment. It 

il- has boon cuggoaiod -hat enei.i • cuiu ta opacific source» for 

non-British staff rope . n e n t n t i v a s  cut th o  Cemittco is not in 

favour of theca. Such segregation r.ppeara »mdaairahlo and tharo 

cro {positive advantagoo in attendance a t  coursea in company with 

Eritich staff roprooeniaiivea.

(ii) that tho Trado Union concerned rooks ovary effort to ensure that 

thoir staff representatives attend tho agreed courses.

(iii) that tho Trade Union arid hr.nu.gcr:nc jointly agroo guidolir.es vhich 

cot out clearly tho rights end obiig Miens cf staff roproscntntiveo 

end chop stewards.

(iv) that tho Trado Union end nonages on t jointly agree a method of

educating staff - cs distinct frees staff rarrosenfativoo end chop 

ctowards - into their righto nnd rasponsibilitios as Britishs
workoro. Possibly this could toko tho fores of a periodic ccsinar» 

in wo riling tine.

Tho Ccssaittco draw attention to the fact that tho industrial 

action taken was entiraly unconstitutional end in conflict with agreed 

procedure». Attention to tho following points eight lascan tho likelihood 

of a racurronca»-

»(i) Tho Cemaittoo boliovco, in tliio ire can ce, that tho staff represents 

involved acted precipitately real redo no offociivo attempt to 

contact thoir Trado Union toiore industrial action veo taken.

Tho Coreaittos recommend that tho Trade Union enquire into this 

end introduce vie. cave.- oeaneroa are necessary.

(ii) tho Conuaittce do nose believe that tico shop floor staff havo a

sufficient understanding oi' tne national So cticnai Panel Agreement 

entorod into on thoir bohalf and tho righto and obligations 

thereby involvod. It would seen sensiblo to remedy this situation 

and tho ooainar reforrod to in 3 (iv) tvbovo night provo a suitable 

oaons.

5. Tho Ca=aittoe found no ovidcnca of racial projudico at suporvicory

0
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levels. Indeed, highaj* fkxnagcr.cn t appear to have go no to eztrcno lsngths 

to avoid any suspicion cf thin.

At tha lower lovol of cuporvicicn - and it must be bo m o  in mind that 

cany Supervisors aro non-British in origin - there is evidcnco of difficulties 

arising which stems from frustration at the belief that the origin of an 

offender cay dissuade highor i’anagenant from taking effective disciplinary 

action.

At chop floor level it appears that colour and racial differences 

tend to ba utilised by staff in certain sir cure 3 tan cos z a fores of abuse 

and means of protection. This, in turn, exacerbates tha frustration 

raforred to above and increases tha likelihood cf incidents.

6. Tha Committea is concerned t 11 Cl i Cl negations were cade that, 

during tha recent dispute, there was intimidation of s t a f f  to prevent 

a  return to work. It oust be borne in n in d  t h a t  cany cf the  chop floor

staff live in close contact :icn m.,.ss tax: -e o- :ticn ;ier to

•mount. Tho problem of intimidation is net aomo tiling which either British

Airways or the Trade Union can solve.

7. Tho Committee appreciate that the bull: of chop floor work is r.ot

chilled and is repetitive but them is r.o evidence that staff as a whole

dislike it. It is likely, however, that it doa3 contribute to outbreaks —̂ ______
of indicciplino, etc. A certain emount of rotation of staff duties 

takes placo end there is a conflict of evidence as to whether or not staff 

regard thin as a good thing. Tho Committee recommend that this point be 

diccuacod locally as a matter of .corns urgency.

The Commit tea wore told that the Staff Vacancy .Votics procedure is 

regarded with suspicion and it would appear that many staff joined the unit

as a  way in to British Airways and are of higher qualification, either

academically or by previous cmperienco, than their current jobs require. 

Cn the other hand, many staff aro of long service in the unit and include 

Supervisors who have bean promoted from the shop floor. Tha Ccrmnittoo 

did not pre-bo this situation in - stall but recamond that Management 

should look into tho promotion r;.d tranof“>r procedures and ensure that 

staff understand them and that they work fairly.

8. Tha Ccmaittoa is of tho opinion t;xat the present situation is, 

to q largo oxtent, attributable to lack of clear direction on tha part 

of Management in tho areas of cuporvision, discipline and communication.

The Committee draw attention to the "following pointss-

(i) Tho Committee found it difficult to understand clearly the different 

spheres of responsibility. Although it was stated that tha Duty



Officer acts for the I'-.nrgar, Plight Catering uni';, ;uo ir»ui>:_jaw

of the ¡Section Fond in f iv e ¡ ¡ .o l iv a r y  natters wouid s s o a  to icpiy 

tv split of authority which c -y lead to confusion. Ihs Ccaaittss 

undarctand that Management is currently raviowing t'.o organisation

and tha Ccrmitcoo i  c o l  e e ls •.ion . .houid proev:

In Farr.graph 2 rsx’orc: ; : O '

.corvxcxcn. In© Cvr.cih-  „ .». .

of supervisory staff 

to each cattora as r

• r* »*, * . " r:: 9 sy

. i the contrast in methods cf 

a/v; .at inconsistency cn th© part 

'.„■ace of diseen;ant. Attitudes 

n .i jix. t-.’C rs ̂ a — i • • ̂ ™ up .oc j ̂-M

ccnsumcblo ’coins* v.:a*:.» viholy. v n variations in personal 

attitude end roannor c.rs cades is ;. _s - and 'ahoy appear ts differ

widely - the staff hoc vs car...v~ou .i call discontents era

easily oecalated end p e r s o n a l  ¡.sou .

Tea Cemitteo consider i a'a; ...1 Duty Officers should work 

to tho car’.o 

car. ni etc

o i esc:

r c r j i ' v

i s  t an s a r .i s .V'J M  ■ V / . . o re  v s u i t  .e  a*.:_j to  achieve

a d i c e  ah a ' • .v-i: o vo. The icc. .. face m e

.e coyyucca'...4 "' ' ’.‘L C ~ •- . . - . vv with c a s e in 1 responsibility

.per cliould ; i  c* ,.;u a. baa c .o  co-crui:a.:. -ang a .aa c a a on ,

:g T id  e m i t : 1 oi' O'ir ....arde onu ir.3 s c . .m y  in p i s a a e n ia t i c n

;s eve  j they •on

em ittc- j  or. a 7 ■*; ’ o o . . : •-—. t h a t  tho  a u lh ority of the

.ro c o a l s  ' j ' : Or J 0.1 •• * m o g n ic o d  and so core

¡speed i f  t.. .•7 or  - : . 0 / 1 ' . j . with unifrms to rofiact

nsibility. T o C j i  ;vo i s  aware t h a t  ihaaaagamsnt laava

: '.-a saliova that the position of 

.r.a-irg Unit is sufficiently

j

previously r o f u s e d  t h i s  a v.v 

the  Duty Officer ;.:i ah s f i i -  

"unusual" as to ¿usaify aha . ..a; rca free pravion- policy.

Tho ross&ricB regarding c ;.;oi:a r . r  ay , e t c ,  by Duty Cfficors, end 

training, apply with c g u e i  a c r e s  to  ike shop floor duporvisicn.

Tho Cemaittoo heard c » ; . i  :nco o f  v id e  variations in standards of 

Supervision which in theaif v/ 1 avo bean contributory to tho 

discontent. Tho Co uviaioo c.:> rot suggest that liana gemant should 

automatically support the iicariicaro end this const*.eat in itself 

r a v  suggest se n s  rsvic;/ i s  nooses a r y .

Kovoriholcsn, tho Supervisors have grounds for their complaint 

hat their warnings of a deteriorating situation have been ignored
k

by higher Mananvmant. Tho roconi does appear to shot/ a need for 

a core direct end active involvement by higher Msnagament.

It is incumbent upon Management to datorraino a corporate 

approach to discipline, cotnuunications and standards. It is 

important that Management thinking should be clear to tho lowor
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1

)
(iv)

(v)

(vi)

I
ti

lovala or supervision. Above oil, Management should act, or 

tnako lenoxn its conclusions, more speadily than has been apparent 

in the past.

It io believed that tha only training course dealing with 

can-canaqornent in one entitled ’’Introduction to Z>:eervision".

The word l'Il^ fcre^u cticn :, im p lie s  1 i r i  tod in f o r m a t ic s  and the 

Commit to a suggest that annagcaant ravies/ tha course syllabus 

to doternino if it clean neat the raouireason13 of a  unit which 

presents cpocial problems of supervision.

The Cornaittoo consider that benefits would derive from a more 

active involvement of the Personnel function with the chop 

floor staff. At present the approach to Farnormal has to bo 

made through the irnesdiate Cucervi nr. Tue Cornaittco suggest 

that the Percoanol branch chaulé he made more easily accossiblo 

cn the gro'uido that it in \ or. her for - menions to to oppressed 

in an interview than for thz:~t ta oooalaoo to dispu ;a level 

through lack of someone in r.scnrxty to listen.

The Cccaittoa accepts that • the disciplinary coda of Haitich 

Airways is right to afford canir.ua protection to any ccabar 

of staff against possible unjust treatment by core cenior staff, 

havortholcsa, this position cun be interpreted a.3 v/erdenoss by 

staff if disciplina breaks down and there aro signs that this 

lias occurred in tho Flight Catering Unit.

It appears that txiprinar.dn and threats to withold increments 

cay havo very littio effect at chop floor level. In consequence 

tîioro C58R8 to havo bear» a resort to threats o f auspsnsicn as 

a fora of punishment end t’.'.aro io evidence that suspension is 

so regarded oven v/hon pay in not withold. The Ccnaittca consider 

that tho circucotancaa in which suspension io used should be 

reviewed with the aim of speeding up disciplinary enquiries.

Tho Corsaittoa ara of tho opinion that the ultimata sanction 

of dismissal is rightly reserved to tho Ponager although if an 

Officer with a co-ordinating function io appointed (cea Paragraph 

8 (ii) ) it io rccGamended that ho should hays 3inilar pewors, 

subject to all normal righto of appeal.

Tho Cocnittco propose that in roapoct of disciplinary cattoro 

tho following should bo consideredj- j

a) ranervad efforts ba rnada to explain to staff tha disciplinary 

codo of British Airways, poeaibly as tha seminar roforrod to

in Paragraph 3 (iv).



11 -ibi disciplinary pro co aura a uo continua as at proucac up to tua point 

whan suspension is ccntcaplstad. At thio paint a coons of holding 

i an insediato enquiry ehould bo caught as a profarablo co ureo 

^ providing tho staff center can ba roprocontod if ha ca wichaa. 

c) whoro tha gravity of tho offanco(o) is such no to caccoaitata 

it, usa should bo nodo of tho typo of sanction suggested in 

Paragraph 7 0  of Oritish Airwaya Staff nsgulaticn ib. 33» * 2 3

r.— rn ry r,f flntn F'nr.erzr'r.'?

j 1) Tho disciplinary enquiry into tha casa of Mr. ’J» Allen should 

prccoad (Paragraph 1)

2) Kathode» of training end-comuni cotica for staff representatives, 

shop stewards end staff should ho ieprovad (Paragraphs 3 and 4)

3) Mansgscant should review it3 organisation, cathcda of supervision, 

essano of cessimi cat icn end application of disciplina (Paragraph 3 )

In caking this Report, tha Cesaittea Iiavo reflected coco of tha 

criticises cado in tha course of tha Enquiry* This daas cot icply, 

however, that tha essential ingredients of good industrial rolaticna do 

r.at cciot. Tim Cessai ttca bolic/a, given real goodwill and effort cn 

tha part cl all ccncorcad, that thara is ovary raason for success in tha 

ro-ootablichsont of a good working cl irsi a end relationships.

\J. P. Dloir

25th April, 1975



Appendix 3



CCS — Industrial Grades Promotional System.

1. CCS promotions into Industrial grades are based on the following facts:

a) An up to date seniority list of all operators (male and female) in 
each grade.

b) Management's assessment of each operator's capability to carry out 
all the tasks required of a higher grade.

2. The promotional sequence will be as follows:

Note a) Transfer requests between sections as outlined above will be 
considered by Management prior to promotions being actioned.
The initiative mast, however, come from individuals wishing to 
transfer prior to any vacancies occuring.

b) The promotional sequence is subject to changes at the time of changes 
to the grading structure (i.e. Job &. Pay.)

-  1 - Continued./
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c/o ¿l a _^ ¿ K J ^ u a ^ U -

dPpA
^ M .  ' - JF i

/o
» . . . %

-  , ■ ^  -5 »

'  #  . f "  *  . *  à ? ;  J

^JuiA^çJ.CX^

&>

.... ^  ;| .

--------------------- " \  ^  ~ ~  _  - ÿ  - '

t > ' * ^ i - - - ‘  ■. " '» , .  V /

■ ït^
* i f  ■ 4i  s >  >- V  ^ v '

. f > v ____ ( à ^ e _____
t * ; ‘:

< i\ .** r"- f * ' A  •■■■.•■

I ?  r -  fiV -.* . -  '7wJ , Î '  •¿C -X '.1

. ' ' V  ’ * $ . / . .

9

■ n :

3

Â_c

¿K 'j-«?-~l-

~ t ^ -*. ^ A_Uv o S v Á ?  _  ^ / C x e . ♦w
t "v;‘'S-

■«~5à i:

.................................... ........  “ “ ' 7  ;

—------------'  A -  — - r u _ ^ r .  « ^  ¿ , . T j . ' f o ¿j l , » .  , „

» .  ’ I f l i l ä Ä
- -  i .  r " . V .  . . ';  - / “ .

/ o  Á m S O ^ j l ^ ' - « _ < c y  ¿ A y i t é M c ú J t E
! y i l

> »  ■ ■ '-’C' 1 .

. , ........... ...

■4 ï̂ j iVï ’?•■•!&. .jf̂h

•- ■5'f..
s P lllil



/ •

T y o ~ K

i - -£i-, ' -,
\  -**.. V .
ü Ï
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?. BLOCKAGE OF PROMOTION

In the Day stores operate round the clock. Supervisory grades are only seen 
from 9a.m.'and the rest of the time the storemen and loading hands cover the

stores. On nights there is only one loading- hand and when he is awava lower

#  grade covers.

Why do we not need supervisor at other times?

(

OOp LOADERS

' Each team of loaders has its own supervisors whereas the other 8 Sections 

which are covered by immigrants have only one supervisor on each shift.

There are at least 250 people on all sections together.

RUG SECTION

In the early 60's there were 2 leading hands on rug sections, now there is 

one even though the section has been expanded and when that one is off his job 

is covered by a lower grade.

BULK STORE

Used to be 2 loading hands in 1962, with the expansion there is now 1 

loading hand. ' "v"’

WASH UP

In wash up there was 1 loading hand to a shift consisting of only 10 

people. Now the shift has about 50 people. These are mostly immigrants.

One supervisor from Bonded Stores is already disabled, has had a serious leg 

injury and will be out for an indefinite period, amd his job is not being 

filled because in line for promotion are Immigrants.

There is one lady leading hand on washing up section the night shift and

when she is away there is no-one to cover her.

MENU STORES

This job has been a loading hand job and there is now only one
t  / f t

loading hand and two storemen. Again covered by storemen when at&grs away.

KITCHEN
f t /

The job of cook has been handed over to Immigrant Ladies who were the

catering attendants. Some of them are upgraded to cooks. They only received



"more tha n  Lhc~uuLL'i inu attendants

Retire ~of -the calming attendants have been'-warkini;— for- ^0 ve-arar-doing the-

same iob as cook with the waere. 
of

? In some areas the kitchen female head cook draws T10 more than the female 

the female cooks is beingdoing; By a catering attendant anf female cook.

This is the blockage which we see today.

j



MOST IMPORTANT

3. AGREEMENTS 

NJC

These agreements have never been given to all the workers and have also been 

kept away from Shop Stewards.

It was only in 1973 that the agreement of 1970 came to light . Then we 

learnt that the entire airport with the exception of the catering units 

were paid meal breaks. Which made the: Overseas Division take industrial action 

and it was only then in November 1973 that we were able to make the Management 

recognize the Agreement and pay us for the meal breaks from the end of that year.



UTATC P 7 *n'TV/' ADDiH/TPUITWI'P

Isian Workers are given 100% frozen foods, and we demanded a common standard 

for all, the technicians and non-technicians.



5. ELECTION OF BREACH OFFICIALS

Immigrants and C1000 in the union.

Check the rules of elections TGWU with regard to the election
b

branch officials.

Agreement m in u tes o f  any m eetin g  n ever  been one





STATEMENT FROM MR S S GILL, MR AS BRAR, MR BR SENDHU, MR D S LAIL 
AND MR B BHATTI, OF THE AIRCRAFT CATERING(OVERSEAS) DIVISION

NOV 10 1975

There six sections in this division,

A) Kitchen

1 Sue_-chef
2 Chef
3 Head Cooks 3 grades

4 Cooks

5 Catering Attendants

6 Labourers

B) Wash Up

1 Catering Officer 

W Leading Hands 

3 Labourers

About 2/3 native people came some two monthsado, after the industrial acton

f ¿2- / £

C) Equipment Section

This secton supplies cutlery and cutlery) for the aircraft.

1 Catering Officer

2 Leading Hands

3 Storesmen

4 Labourers

D) Dry Stores

1 CAtering Officer

2 Leading Hands

3 Storesmen
^Labourers



This section packs the meals for the various flights

S) Bonded Stores

1 Catering Officer

2 Supervisor

3 Head Leader" ■ Leading Hands

k Leaders-- Storesmen 5 Labourers

£hi»-eeedei*-£ra»sjBeFte-£he-m©ft±6-a»d-eihe#»-»00066i£ie6-ie-ih0-aip0pa£isw

Oniy-£we-peeple-i»£§ie-s©e£ieR-ai>e-blaektr

F) Loading Section 

1 Catering Officer

2 Supprvosor

3 Head Loader 

k Loaders

This section transports meals and other necessities to t&e aircrafts.



    



The food we receive is atrocious. It is prepared by BRL another department.

Sometimes this food is so inedible that no- one can eat it. Only because of

repeatedly complaimts has an improvement been made. $nd even then it has only

been a fraction better, and then the improvements only last/ a short time.

I say that th it is inedible because because the main meals are freaugntly 

burnt, and sometimes the vegetables are not properly washed.

On one occasion nearl y three weeks ago the food was so badly burnt/ that no-one

could eat.:/ That same night I flook a four pound rolkvthene beg full of the 

burnt food to the duty cont ol officer of the BRL. It has improved only a

little since then



ÎTAIXÜMJÜNT Of ilAKUfi-fiiP f.AUK BAXIMb,” UP OO' ï'OWW&fiWU KOAU SOUXniUiij OIM WOV KjWDCiK'Î

I have worked for five vears in the inside kitchen.

It is not difficult to get a iob in the inside-kitchen, 

there three Indian cooks in the Production denartment. Vd Indian women

working in this secton as Catering attendants..

There are also 7-8 Indian cooks in the larder out of 2P-PS workers.

The inside kitchen consists of the larder, the bakery, the -production, and the 

breakfasts sections.

•'hen T first went to work at the airriort I worked in the Wash uo section for 

one year after which time I asked a white leading hand failed Tina for a transfer 

inside kitchen. Tina then approached the Head Chef who agreed. I have always

worked as a catering atteendant. I have never applied for Promotion.

White women are always emploved as cooks—  at leasr since I have been there,

but th.dre are no catering attendantsnow and there have never been since I worked

:here. Indians are promoted,bt only those favoured by the production manager

’nd chef. 311 Indians come in as catering attendants. When 1 first went to

work in the inside kitchen there v/ere many Indians but now thwre are more.

nhe section has expanded. And mv iob is exactlv the same as it was before.

The cooks who are all Indian women do the same work as us but get f.1.SO more that 

we do. T er ®e- is 10 hours guaranteed overtime in thei section, for us as well 

as the cooks.

■MISBEHAVIOUR

One day at the end of August Mr Schneider.the head chef who was on duty came over
/ L j i 'U j  J ( J ^ \

to me and Mrs Salhotra whom I was working with at the time, that we were working '
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^old me to leave Br Airways and elsewhere.! renlied that if he coulnot sneak 

-olitely
eeeee»4v he should leave himself. He told me that I had better yet out, and caueht 

my hand and tried to throw me out. Mrs Salhotra told him not to touch me, and we 

went to Mr Grouse the head chef. He then called Schneider who was in a temner. 

Grouse then said that since we were both in atemner he woild talk to Schneider the

next day and then give a decision.. I then went to Mr Bhatti and told him. The 

next day Grouse called me and said that Schneider was preoated to anoloeise. I 

said that I wasnot nrenared to accent as the Union was dealing with the case 

The day after Schneider went on holiday. T didnot do anythin? futther as the

Union was dealing with the matter.

' r 'l^ '

We never got maternity leave until last year. Now we get three months. Before that 

we had to leave and then try to be re-emploved. This was always very difficult.

Since I first started to work there my holidazy has been three weeks and increased 

according to seniority. Now I eet four eeeks.

r went to India for four weeeks. This was unpaid leave. We get 10% off the normal 

fare for ourselves, our husbasnds, and our children. Parents .sisters, and brothers 

,T,e not allowed. I ?o every year.

Prevously we used to tske food from homeas we had we no canteeen / or rather it was 

too far.

In the kitchen the white oeople oen eat as much they like, but we cannot have a

v thing
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nfirmed tthls Contract of Employment;!* then sub ject^t 
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/o ra n d o li behalf of BRITISH EUROPEAN AIRWAYS CORPORATION

» i
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'■' ; ; Procedure for dealing with.redundancy '  /  *' ?*; ■*';
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F ACC£PTArtCF*Cnrt)FFEK—
I have read and understood the foregoing terms and conditions and accept employment

»'•A.¿S.' 3
with BEA in accordance with them.

Signature ... iii lo . 1 . .... fe.uy..... Rasa??/ D ate ,

.„■v.

k 'v < H : 
# :

TERMINATION OF EMPLOYMENT * r '•

When your appointment has been confirmed this Contract of Employment is then subject to 

following minimum periods of written notice on eitner siae, wunout prejuaice uj  ocn> • •£«*«. 

terminate employment summarily for misconduct. All entitlements and concessions available to you

whilst employed by BEA will cease on termination of your employment except as otherwise
\ i i

Hourly- and weekly-rated staff
Minimum period of notice to be given on ycjr part: one week. %

Minimum period of notice to be given on the part pf BEA:

. Up to  2 years1 continuous service . - J _ ..  — one week’s

Over 2 but less than 5 years’ continuous service — two weeks’ notice

Over 5 years’ continuous service , — four weeks’

(Note:— ’’ Continuous Service ” has the meaning set out in the Contracts of Employment Act. 

for the computation of the periods of continuous employment).

Monthly rated staff
Minimum period of notice to be given on either side:......................... .................. month(s).

Signature. Da te2 7  th ..O c te t» :. .1967

Designation ........  ........................... . . .Ü .

for and on behalf of BRITISH EUROPEAN AIRWAYS CORPORATION

D

G NJC AGREEMENTS APPLICABLE TO  THIS EMPLOYMENT*
Constitution and Rules— Local Committees (UK) »

Procedure for dealing with redundancy 

Termination of Service

Agreements of the National Sectional Panel for. l / l i 2 4 3 i . . n A i i 2 » 6 | 7 | 1 4 s 3 8 » 4 D »

V l / 2 6 , 2 7 * 2 6 , 2 9 ,3 0 .

H SPECIAL CON DITIO N S (IF ANY) APPLICABLE TO  THIS EMPLOYMENT

• D e h u  a n y  n o t  a p p r o p r i a  to .

P  1 8 »  O r ò )
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A P F T E E D I X  'A*

Ccmitteo of Enquiry

CD FLIGHT CATERING DISPUTE

In order to achieve an immediate return to work, rocolvo the dicpute

end in the interests of our cervico to the customer, it is agreed thats-

1. An enquiry into tho circumstances leading up to and surrounding 

the industrial dispute in the ED Flight Catoring Centro cn 

Sunday l6th March, will commence immediately and will cake 

recommendations for resolving the icouo. It will ba chaired by 

Sir Leslie Williams (Independent Chairman of tho NJC Conciliation 

Committee).

2. < The staff member concomad will remain on paid suspension until

the committee cakoa its roccccendations and approriate action 

will bo taken in tho light of those reccemendations.

3. Without accepting that the Duty Officer ccncomsd acted in othar 

than a propar cannon Management egroo that in tho meantime ha 

will not bo employed in an area in contact with the staff involvod 

in the dispute until the Committee has cade its recommendations.

1.3.75
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to Report cf 

Committee of Ennuiry

' SEQUENCE OF EVENTS ;.rM3-‘'2 '.'P TO 7 'n  SUSPENSION

OF !'*». '1. ALLEN

Ohiirsriav 13th March, 1975«

a) allegation of absence from duty in romir.g

b) allegation of refusal to carry out instructions in afternoon

Friday l^th March, 1975»

a ) late for work and alloged to be abusive when questioned regarding this

b) alleged to have obstructed other staff in performance of duties
>

fetur-doy 15th March, 1075»

a) alleged to havo rofuccd to clear blocked drain

Sunday 16th March, 1975«

a) alleged to havo been singing in provocative manner, following 

reprimand on earlier issu3s

b) alloged to have been abusivo whan told to desist



ft 1

E X H I B I T



s
' Trn C

j !  />r: î : ; ’ •

O ih iL  \  v -le. y tj1 2 3 * * 6

Staff re cri? iati en Wo 3 3
A uthority : G ro up  Personnel Services Manager

DISCIPLINARY COD" AND APPEALS

Serial no: U9
uuieoi îsiuu; i SETTlì-iSER 197h
Cancelling serial no:
Date:

1. Introduction

Disciplinary action, including dismissal, may be taken by British Airways 
against any member of the staff for a variety of offences. Every offence will 
be considered in -the light of its own circumstances and disciplinary action 
decided upon according to the merits of the case.

2. I'Sritish Airways_ Policy

It is British Airways policy to:

0  2.1 accord equitable treatment

2.2 give staff adequate rights and means of representation in all 
disciplinary matters

2.3 provide staff with a right of appeal

3. Probationarv Period

'i'his procedure will not be applicable to staff during the probationary period.

. Precautionary fusncr.sion with Pay

teen the senior official on duty believes that following an alleged offence, 
wduld be undesirable for a staff member to remain at work, he may as a 

precautionary measure sv s ; md him from duty with pay pending formal investigation 
by the appropriate autr.c. '.ty, which must be held at the earliest opportunity.

0  It may also be used where an offence has been committed, but the senior official
> on duty is not authorised to deal with it. Pay during suspension is basic pay 
and does not include 3hift pay or overtime

Air f.cf

/.Oticn in connection with any incident under investigation by the Air Safety 
{¡ranch, shall be limited to suspension with pay pending publication of the 
findings of the Air Safety Committee. Disciplinary action already taken, 
the subject of which becomes a matter ‘"or Air Cafety Branch investigation, 
shall be suspended temporarily while investigation proceeds.

6. C fI Ai i n a 1 Offences

V.ncrc a criminal offence is involved either on or off duty and an employee is 
charged with this and thereafter remanded on bail, and where the responsible 
British Airways official believes it would be prejudicil to britisn Airways 
interest for the employe- to continue at work, precautionary suspension with 
pay should be imposed until the court case is completed.

If, however, a breach of British Airways Regulations has been committed, the 
disciplinary procedure will be invoked and ray involve aism.i nr.ai,
If remanded in custody, the employe- is thus unable.to perform his contract of 
employment which, must be deemed terminated, '«hen an employee has been found 
guilty of a criminal offence, the question of his continued employment will be 
decided, having regard to the nature of the offence in relation to the 
resj»‘>nr.: bid i ties and characteristics of the employee's Job and whether he 
i'tmdinn able to fulfil his contract of employment.
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Serial n o :  U9

In the event of an employee vho has > 
not guilty (or not proven) he nay apv.' 
of his termination and the case will : 
his termination. This review will ir.: 
including whether or not a breach of 
This reconsideration does not preclude 
official considers this to be appropr;

-emanded in custody being found 
o Eritish Airways for reconsideration 
^viewed by the official vho initiated 
* all relevant circumstances 
ish Airways Reguiations has been committed, 
ir.statencnt where the responsible 

• ' ♦

7. Disciplinary Action

The following list of possible discip.l̂  

Admonishment 

Reprimand

:y action is in order of severity.

Reprimand involving cans'. •

Dismissal

Summary dismissal

1 ; - .S

It is necessary to inform employees ir. • 
against them, with the exception of an

7.1 Admonishment

-iting of any disciplinary action taken 
. monishment.

This is essentially a verbal r.-: 
personal file. An admonishment 
supervisory capacity. This she-: 
be on a formal or informal basin. 
an admonishment can result in m.;

not normally recorded on the 
be given by any person in a 

:.1 be an immediate action and can 
Repetition of the offence after 

■c severe disciplinary action.

7.2 Reprimand

This is a more formal admonishr.:. ; which is recorded on the
personal file. «

7-3 Reprimand Involving Sanctions

Where the gravity of the offence 
addition to a reprimand is nece . 
may be imposed include the foil.

Reduction in grade

■s such that some sanction in 
ry, the type of sanction which 
-ngs:

Withholding/withdraving c.1 

Withdrawing of concccnic: : 

Suspension without pay

increments

7.1* Dismissal

Dismissal is Iroimal4y reserved f 
repetition of less serious offe. 
be dismissed for a first offence

-- the more serious offences or the "P 
s. Qmployees will not normally 1 
xccpt in cases of gross misconduct.

t
‘ i . ’
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Examples of gross misconduct could be:

Criminal offences

Incapacity on duty due to the effect of intoxicating 
liquor or drugs.

Habitual neglect of duty or neglect resulting in 
serious consequences.

Conduct prejudicial to safety

Wilful misconduct or disobedience of lawful and 
reasonable orders.

Conduct prejudicial to the interests of British Airways 

Breach of British Airways Regulations.

This list is not exhaustive, nor is it intended to be.

7• 5 Summary Dismissal j

If the circumstances surrounding a case appear to be such as to constitute 
a threat to the well being of the organisation or to members of staff, 
and the most appropriate course of action would be the summary dismissal 
of the staff ¡nember(s) concerned then the appropriate Personnel Director, 
or other nominated personnel official, may sanction departure from the 
following procedure. 1

I

Disciplinary Procedure

8.1 Representation

During all stages pf procedure the individual may be accompanied 
by his TU representative or by a person who works with him.

8.2 Delegation

In order to avoid delays that nay occur through the absence or 
non-availability of the appropriate authority any such person may 
delegate his duties under this procedure to his deputy.

8.3 Hearings

8.3.1 This procedure will apply to all cases of disciplinary 
action except in the special circumstances outlined in 
proceeding paragraphs and where an admonishment is 
administered as described in para 7.1 of this regulation.

8.3.2 The appropriate authority must first satisfy himself that
there is a case to answer. Providing circumstances permit, 
the employee must be seen before this decision is taken and 
be given the opportunity to explain his involvement to the 
investigating official. f

8.3.3 When, on the basis of the preliminary investigation, the 
appropriate authority believes there is^a case to be 
answered the employee must be notified in writing of the 
alleged offence and a hearing shall be held within seven 
dayn of this notification.
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8.3.1* Either party may call witnesses, submit evidence and
question the parties present. Copies of written evidence 
or reports should normally be Riven to the other party at 
least forty-eight hours before the hearing.

8.3.5 After the hearing the appropriate authority cay tell the 
employee of his decision, the reasons for it and any 
disciplinary action to be taken. In any event this will be 
confirmed in writing within seven days of the conclusion 
of the hearing and a copy will be placed on the employee's 
personal file.

• 8.1* Appeals

An employee shall have the right to appeal against the original 
disciplinary action taken against him, and against the decision of 
the first stage appeal authority. Appeals must be submitted in 
writing within seven days after the decision has been notified to him.

8.U.1 The appeal authority shall have the power to confirm, 
increase, decrease or otherwise vary a penalty.

8.1*.2 The appeal authority will be accompanied at the appeal 
hearing by the appropriate personnel official.

8-1*.3 First Stage

The appeal will be heard within seven days of the employee 
exercising his right of appeal by the next appropriate 
level of authority above the original disciplinary authority.
The appellant and his representative will be informed in 
writing of the result of the appeal within seven days of the 
conclusion of the hearing.

8.1*. 1* Final Sta* e

This will ^  heard by the next appropriate level of authority 
above the first stage appeal authority. All time limits 
shall be as for the first stage appeal.

8.5 If the staff member is acquitted of the offence either at the initial
hearing or on appeal, then all references to the alleged offence will be 
removed from his personal file.

9. Time Limits

9.1 Time limits referred to above should be adhered to wherever possible. 
Variations may, however, be permitted where agreed by the appropriate 
official and the employee concerned.

9.2 All time limits are exclusive of statutory holidays.

I
{
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10. Payments to Staff Attending Hearing and' Anpeals

OH DUTY OFF DUTY
/

To be Flat tine for
• released hours spent not

during exceeding nornal
hearing working hours

A. APPELLANT

1. Appeal against 

dismissal

Dismissal upheld -

Reduced punishment - X

#  Exonerated X X

‘ 2. Appeal against

other than 

dismissal

Punishment upheld 

Reduced punishment 

Exonerated

B. STAFF OTHER THAN

APPELLANT X X  X

X

X X •

X X  X

Reimbursement Payment to 
of public be directed
transport by Hearing
fares Authority

■ 9 P

i f
0

0  11. 'Disciplinary and Appeal Authorities

Penalty
Minimum Level of 
appropriate 
authority*

Immediate
Appeal

authority
Final Appeal

Reprimand; suspension 
up to 3 days; With-
hold ing/Vithdrawina 
of increment; Reduction 
in grade.

Section Head Manager General Manager

Suspension more than 
3 days; Dismissal. Manager General Manager Div. Director

* Equivalent appointments are understood vhere appropriate.

12. Industrial Tribunal

Nothing in thin procedure inhibits or restricts the right of an'individual who 

considers he has been unfairly dismissed from seeking redress before an 

Industrial Tribunal as provided for in current legislation.

CANCELLING BOAC SN 18
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KKORANDVM OF AG?JEE?-3?.T

doted lit 1'srch £r'7Q

The Employer1?; and Employees' Sides (hereinafter 
referred to as "the Employer1' tand "the Employeae" 
respectively) of the Grouna Services Staff national 
Sectional Fanel

in respect of 

GROUND CATERING STAFF

employed by

E3ITXSH t r- .ys ccnrciMicri

Thin Agreement snail be restricted in its application to the Catering 
Staff, enumerated in Schedule ’A* attached hereto, employed *07 .end 
working in premices operated by the Employer in the United Kingdom.

s. overriding existing /.■s'iser'ents

Thio Agreement snail supersede all existing arrangements which conflict 
with the provisions of this Agreement.

. TERMINATION OF /.GREET'Z '7?

Thio Agreement shall remain in force until jl August 1972 and thereafter 
until the expiry of 6 calendar months' notica given by one party in writing 
to the other party of the intention to terminate the Agreement.

A. DISPUTES

The Employer on tlie one hand and the Employees on the other hand 
undertake that no l o o k - o u t ,  or other disruption of normal
working shall take place. In the event of a dispute occurring, 
whether arising in connection with thin Agreement or otherwisa, 
the matter shall be dealt with as provided for in the Constitution 
of the National Joint Council for Civil Air Transport.

It is understood that any matters of dispute or differenco will bo 
dealt with in accordance with the constitutional procedures. Uhl1 st
the problems are tallied out, work will continue without resort to 
unconstitutional action. It is recognised that tha maintenance of 
the Corporation's cervices and activities is fundamental to its 
prosperity, end that if unconstitutional action should arise, 
either or both parties will deal with it and place any item they

?
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consider requires attention within the constitutional procedures,
»■ -I ensure that normal working continues.

Normal working is working in accordance with practices and 
rosters, including overtime normally worked, in operation 
before the disagreement arose.

RATES o f  pa y  a n d  in c r e m e n t s

Rates of pay shall be in accordance with the scales laid down in 
Schedule ’A' attached hereto and in accordance with the conditions 
rtotod therein.

k’eGULATIONS

V *

The. Regulations of the Employer shall he deemed to he incorpor-
ated in this Agreement. Such Regulations may he amended by the 
Employer from time to tine to provide for changing conditions, 
but no Regulation shall he amended to the detriment of the staff 
vorr.out prior consultation with the Employees.

W3RKTNG hours

Ca| • The standard working week to which the basic rates of pay 
«jpply, consists of 40 working hours.

The standard working week may include any permutation of 5 
cot of 7 days and any permutation of agreed shift times, always 
providing that the average per week over a period is 40 hours.

Split rest days will be avoided wherever possible. When 
operational conditions require it, staff shall he called upon to 
Wjrk overtime, and to work when rostered on customary holidays as • 
pofC- of the normal shift cycle. Refusal to do so without reasonable 
explanation shall constitute misconduct.

(b) Morning shifts shall be those shifts which do not commence 
Cruller than 04.00 hours or later than 06.59 hours and finish not 
¡¿ ¡to r than 15.30 hours. Afternoon shifts shall be those shifts 

|.-.h do not commence before 12.00 hours and finish not later than 
P-t+.GO hours.

(c.) Double-day shifts shall be those shifts which ere rostered to 
provide for 2 shifts (morning shift and an afternoon shift as defined 
«•n (b) above) to be worked between the hours of 04.00 and 24.00.

fp) r̂ .y work shall not commence earlier than 07.00 hours and finish 
iuot later than 18.30 hours.

(■£’> Night work shall not commence earlier than 18 .3 0 hours and 
fjntPh not later than 08.00 hours.
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(f) Continuous 3-shift system shall be where arrangements are made to 
provide for continuous working where the day is divided into 3 equal
or approximately equal parts (i.e. morning, afternoon and night shifts) 
as defined above, whereby staff change from one shift to another in 
rotation at pre-determined intervals.

(g) Staff rostered to work on Double-Day Shifts, or Night Shift
or any combination thereof, shall be paid at the premium rates laid 
down in Schedule 'A' hereto. Day working shall not attract any 
premium payment, and where n worker remains constantly on morning 
or afternoon shift without provision for rotation, whether as part 
of double-day shift or not, and the hours of such shift, fall 
between 0 7.0 0 hours and 18 .3 0 hours shift premium payment in respect 
of such shift will not apply.

(h) Hours of work of all staff coming within the scope of this 
Agreement shall he exclusive of meal breaks.

8. ROSTERS

(a) It is the function of Management to decide the total number of 
staff required for its operational commitments and to allocate staff 
as necessary between working areas and working patterns and shifts. 
Staff are in no way precluded from making representation on these 
matters, which shall be the subject of local consultation, although 
within the terms of the Agreement the final decision will rest with 
Management.

(b) Shift rostere shall be prepared by Management, and will be the 
subject of local consultation with staff representatives. Staff 
will normally be given 7 days' notice of changes in shift patterns.

(c) Employees allocated to a shift pattern who are required to 
change to a day shift or vice-versa or who are required to change 
from one shift pattern to another will normally be given 7 days' 
notice.

(d) Roster changes shall not be made without 3 days' notice, 
although staff shall operate roster changes at shorter notice in 
case of emergencies, e.g. fon. diversion, sickness, etc.

(e) Starting and finishing times of shifts shall be determined
by Management and can be staggered within the shift hours as defined 
in Paragraph 7(h), (c), (d), (e), (f).

9. HOLIDAYS

Holiday entitlement shall be on the scale and in accordance with 
the conditions set forth in Schedule *B' hereto.

t
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to. M E A L  I N T E R V A L S

Heal times shall ho arranged to suit work requirements, it being 
understood that staff may be required to work through their meal 
times. In such circumstances an alternative meal interval nay 
be allowed immediately before or immediately after the time of the 
pormal meal interval.

1 1 PENSION SCHEME AND STAFF INSURANCE SCHEME

Ìf so required by the Employer, staff covered by this Agreement 
Shall contribute to the Airways Corporations Joint Pension Scheme.

PAYMENT DURING ABSENCE DUE TO SICKNESS OR ACCIDENT

li) Payment during absence due to sickness or accident shall be in 
accordance with the provisions of the National Joint Council Agreement 
dated l6th August, }.948 (Section I page 32).

Ci i) Employees absent from duty, except as specially provided, shall 
not He ontitle<l to payment for time lost.

»3. UNIFORM, PROTECTIVE CLOTHING AND EQUTFT^NT

(f so required by the Employer, staff shall when on duty wear such 
uniform and protective clothing provided by the Employer on loan, 
replaceable from time to time as may be necessary as a result of 
fqip wear and tear. Such uniform and protective clothing will be 
v<orn on duty and left in good condition by staff so provided and 
ferì aced by them when necessary other than as a result of fair 
waar and tear. Staff issued with equipment on loan shall return 
Cuch equipment to the issuing office on leaving a station on 
porting or on the termination of employment. The Employer shall 
He ve the right to recover from salary and other payments due to 
th’ staff the value of such loaned issues not returned to the 
Employer on demand.

tv LOCAL REPRESENTATION

Local Committees shall be set up and operated in accordance with the 
procedure laid down in the National Joint Council Memorandum of 
Agreement dated 20th September, 1948 on the Constitution, Functions 
grul Pules of Procedure of Local Committees - U.K. Establishments.

j. ' "FERENC ES

Any difference arising from the implementation of the Agreement shall 
Lt referred to the National Sectional Panel. Both Management and 
Tfade Union Officials have stated their resolve to settle the 
differences without delay, it being understood and accepted by both 
parties that during such a reference, work shall continue normally. 
VLnere differences arise from rosters, normal working shall continue 
u.vtilr »he difference is cleared.



16. WORK STUDY - EMBRACING METHOD STUDY AND WORK MEASUREMENT

(a) Work will be examined using the techniques of Work Study.

(b) A selective programme of work measurement will be carried 
out using the appropriate techniques and recording methods.
This may include the observation and timing of work in progress 
(using such timing devices as necessary) so that work con be more 
effectively programmed in sequence.

(c) The examination, planning and measurement of work will be 
carried out by the Corporation's staff or consultants as determined 
by Management.

(d) The methods of working require that time spent on productive 
and unproductive work can be recorded by staff themselves, or their 
Supervisors,by manual or automatic means.

(e) The results of vork measurement shall be implemented follcrwing 
consultations with the Trade Union.

7. CO-OPERATION AND FLEXIBILITY

(a) The right of personal search by Security is a condition of 
employment.

(b) It shall be a condition of employment that (when required 
by Management) staff handling consumable items and catering 
equipment shall have current anti-typhoid inoculations.

(c) Interchange of staff on similar grades of work is accepted 
and undertaken, at Management discretion, to meet operational 
requirements.

(d) Acceptance in principle that:

Catering Porters will load and off-load Catering vehicles 
at Aircraft Catering Unit as required.

1. SUSPENSION, DISMISSAL AND TERMINATION' OF EMPLOYMENT

(a) The Employer may dismiss from his service, or suspend from 
duty without payment and allowances,any member of their staff who 
shal1 :

(i) wilfully neglect the interest of the Employer; or

(ii) drink spirituous or intoxicating liquors or take or 
use drugs to such an extent as the Employer may deem 
excessive and as incapacitating, or as being likely to 
incapacitate him from properly performing his duties; or

(iii) be guilty of disobodience or other misconduct or any 
conduct which is likely to be prejudicial to the 
interests of the Employer; or
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(iv) be absent from duty without leave or other valid cause.

19, In the event of any employee being suspended or dismissed, he/she 
Jjhf.ll have the right to make representations against the decision 
in accordance with the Corporation's regulations.

30. PROVISION FOR REVIEW

The parties to the Agreement shall have the right to request at 
any time a meeting of the Panel to consider any matter arising 
under the Agreement or the variation of any part of it. Vhether 
or not requests have been made for such meetings, there shall be 
a meeting of the Panel not less frequently than once each quarter. 
No alteration or variation of this Agreement shall take effect 
uithout the consent in writing of both parties hereto.

Signed: W.F.C. HILL, Signed: JOHN COUSINS,
Secretary, Employers' Side, Secretary, Employees' Side,
Ground Services Staff Ground Services Staff
National Sectional Panel National Sectional Panel

!
I
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SCHEDULE 'A'

ta Agreement dated l'St March lhTO

2. JOB DESCRIPTIONS

2.1 HEAD COOK 

Flight Catering

Working conk in charge of a section of a large kitchen e.g. bakery, 
butchery, hot meal preparation, including the supervision of the 
staff in that section.

Staff Catering

Working cook in charge of a section of a large kitchen o.g. bakery, 
butchery, hot meal preparation, including the supervision of the 
staff in that section.

2.2 CATERING SUPERVISOR 1

Flight Catering

Working Supervisor in charge of a Group involved with the preparation 
of aircraft meals. Ensures efficient operation and completion of 
oubin equipment, packing and servicing.

Staff Catering

Responsible for administration of consumable materials used in Catering 
units, and for administration duties relating to control, payment and. 
utilisation of staff. Is responsible for employing supervising and 
work allocation of staff, to provide an efficient service, in catering 
unit concerned. Control and authorise shift patterns and overtime 
working.

2.1 COOK I

Flight Catering

Fully skilled and interchangeable in all aspects of preparation and 
cooking of food. Capable of taking charge of a section in a large 
flight kitchen on a day or shift basis.

Staff Catering

Fully skilled and interchangeable in the preparation and cooking of 
food. Hay be required to be in charge of a kitchen on a day or 
shift basis. Responsible for cleaning their own equipment and 
immediate working areas between and at the end of specific duties.

2.i* COOK II

mm it Catering
Skilled and partially interchangeable within certain sections of a 
Jorge flight kitchen (e.g. Sandwich preparation, enrape preparation, 
cold meal snkc-up) in the preparation ami looking of food carried out 
in such flections. |

5
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Sta if Catering

Fully skilled and interchangeable in the preparation and cooking 
oi food. Responsible lor cleaning their own equipment and working 
areas between and at the end of, specific duties.

2,5 LEADING HAND STORESMAN

Flight Catering

Responsible for the assembly of aircraft kits (i.e. cabin servira 
equipment) to Configuration requirements.

l . f o  EÇDIPHENT STORESMAN (Paid according to salary scale for Storesman)

Flight Catering

Responsible for the making up of sets of equipment and amenities 
to laid down Schedules and configuration requirements. Preparing 
dry stores to laid down schedules and configuration requirements.

X 7 CATERING STORESHAN (Paid according to salary scale for Storesnan)

Staff Catering

Responsible for the receipt and issue of catering atoreo and equipment 
and the maintenance of associated records. Load, unload and otack 
g-sadu and equipment nnaocioted with receipt and issue of stores. 
Responsible for maintaining a clean and tidy store.

FLight Catering

Responsible for the receipt and issue of catering stores (including if 
rqatCQSsary liquor as well as food) or all items of equipment and 
amenities with the maintenance of associated records.

X  2 ASSISTANT COOK

Flight Catering

Epipltyod in the preparation of hot beverages to scheduled requirements. 
May bo required to carry out other basic simple cookery operations 
under the guidance of a Cook I.

Staff Catering

Wholly or mainly employed in preparing and cooking food under guidance 
©f a Senior Cook grade. Responsible for cleaning their own equipment 
and working areas between and at the ond of, specific duties.

\
(
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1.9 CATERIN'. Si - PER V I SOU II 

Sin CJ-tpr i ng

Re.spoiiu i h I e Coi i-1 ficicnt op.-rnt ion of a cht ft in catering unit roncern̂ 'l, 
Supcrvi.Hi ii riniiiii| r oom prf-pnrnt ion (whore nppropr 1 ate) . Ensures
adequate jo b  rotation and work allocation taking into account leave, 
sickness and nhsenco. Recommends overtime working for authorisation 
by Supervisor.

CANTEEN SUPERVISOR

Staff C a t e r i n g

Providing general Supervision of a group of staff involved in entering 
ticrvic*a. May be required to be in charge of the whole operation 
including m*n| preparation, cooking and service at a specified location 
during rostered working hours.

2.11 CATERING PORTER

Fl i ciht Cater i ng

Stripping and cleaning trays, operating washing machines and other 
pieces of cleaning equipment, washing and cleaning premises including 
equipment and pot washing. General duties. l-oading and unloading 
all typ-.s of .supplies .and raw materials and moving these as instructed. 
Vegetable preparation. As required will be completely flexible and 
interchangeable between any of the aforementioned tasks in a large 
flight entering unit.

Staff Catering

Cleaning of equipment end premises including vending machines, plates, 
pots and cut 1 f ry. i-o&d and unload as necessary in the movement of 
goods. Vegetable preparation; attendance as required at tea-points * 
also provide counter and trolley service. Will be completely inter- 

) changeable between these tasks throughout any Staff Catering Unit».

* when Cat.ei ing Attendant not available.

2 . ‘2 STOREKEEPER

Staff Catering

Responsible for th© receipt and issue of catering stores and equipment 
and the maintenance of associated records.

a- i3 CASHJER/VF.NnTNG MACHINE OPERATOR

Staff C«tajf03

Responsible at defined times for t n k in y  cash end c i t in g  chnncc for 

0 a fu l l  m*a 1 s e r v ic e .  .Remainder o l  duty time w i l l  lie spent on duties  
SS d r i t n e l  f o r  C^t^rins Attendant, or on se rv ic in g  vending machines 
and rep len ish in g  copient» so ld , >nd being r d p o c t i N a  for cash 
proceeds. r

t
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V V^TTHSSS (SILVE3 SERVICE)

Staff Catering & Flight Catering 

Waitress duties at specified dining rcjms. 

2.. 15“ CAT.~PIT?G ATTCNDAifT

Plight Caterina •

General kitchen duties; preparation of food/veeatables, washing up, 
Cleaning and provisioning vending machines, tea-point and tròlley 
CS+Vies, service at counter and taking each, waitress duties (not 
including Silver Service), re-constitutlssg previously prepared 
.-emmoditiés.

• Catering

CsRcrnl kitchen duties; preparation of food/vegatabloo; washing up;
eicaning and provisioning vending machines; tea-point and trolley 
ikrvi.ee; service at counter and taking each at other than main moal 
CiTVice; waitress duties (r.ot including silver service) cleaning o f  
counters, floors and their working areas at all points of cervice.

2.. Vw ÌT -V 2 Z A SSI STAI ?T

Hfcift Catering

General cleaning, polishing, tidying end duties associated with
accomodation - bedrooms, showers, corridors, etc.

S>* Pr~>7-Ti;n ETiPLOYHES

employees are those employees whose normal hours do not 
errcced thirty per week.

fkgy will be paid for all hours worked up to 40 hours per weak on the 
C-ccis of one fortieth of the quoted weekly rate for tha appropriate 
category in which they are employed.

Only hours worked in excess of ¿i0 hours per woek will ho paid at tho 
p̂ CTiiiwm rate for overtina as detailed in Schedule 'A1 para. 6(b).

h  • I

Increments are awarded for efficiency and are subject to satisfactory 
Service and conduct. They are payable from the incremental date 
(lab January, 1st April, 1st July or 1st ©ctober) nearest tho anniversary 
of the date of appointment in the grade until the maximum salary 
appropriate to the employee's grade is attained.

I-12ALS WHEN ON DUTY

fai remunerai ion shown in this schedule are payable to workers employe^ 
in U»c. circumstance« that they are provided fcy tho Employer with such 
tteaLfr a« are available during the tin© the vbrlcer is on duty.

r

I
c
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Catering Supervisor II

Canteen Srporvisor 
(special chnn.70 in to 
nru. cafeteria nupv. 1

Cnterin" Attendant 
House Assistant • 
Waitress '

Cashier
Store!:oepor
’.ïnitress (Silver Scrvico)
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involves operation, maintenance and sterilisation of machines, 
supsrvision of catering services and stock taking. The nature 
of thé above services is completely different to what is done 

^  by the workers in the catering i’* istry.

Therefore, basic grades of the. workers in the Aircraft 
Catering Unit, handling different jo^s, should be fixed at par 
with the staff of British Airways in other units.

We are pained to point cut that the management had been 
refusing to concede to this demand because of the fact that the 
Unit consists of mainly coloured workers, The percentage of 
White workers in the Unit is minor, hardly half percent. We 
feel that the attitude of the management would have been 
different if there was a large number of White workers in 
the Unit. Management’s insistence to refuse to review the 
wage-structures of the staff of the Catering staff is based 
on racial discrimination.

SAFETY SHOES should be provided to every member of the 
*  staff of the Catering Unit or, a policy based on equality and 

justice.

At present the coloured workers of the Unit are 
discriminated against in the matter of making them safety shoes 
available by the management.

Only the White workers have been considered eligible to got 
the safety shoes free of cost from the management whereas the 
coloured workers are to make part payment for them.

The management had for a lor,g time been refusing to concede 
the right of the coloured workers to have, as their white 
fe11ow-workers, safety shoes free of cost.- Only recently it 
changed its previous policy and agreed to provide the coloured 

q  workers safety shoes if they make half payment for them.

&  (3) TEMPORARY STAFF •: Period of probation for the staff in the 
Catering Unit should be similar to that of staff in other units.

The temporary staff is recruited only in the Catering Unit 
Temporary workers are kept on probation for years together, somèt 
three years, and not made permanent; whereas in ether units a 
worker is made permanent after a certain limit of period, i.e., 
six months or so.

Period of probation should be fixed for the catering staff. 
We feel that it is not being" done for the simple reason that 
majority of the staff in the Catering Unit is coloured and 
by keeping them temporary for years together the management 

^  wants to use them as cheap labour.

. . . .  3



The temporary staff has no security of job. They are 
dismissed from the service summarily. In seme cases workers 
with three years service have beta dismissed without any 
proper reason.

(4) -AMENITIES : There is complete lock of basic amenities
for the staff working in the- Catering Unit. There is no provision
for the mental cr physical recreation. Even the cloak
room where the workers have to change clothes before and
after their duty is so congested that one finds .
himself locked up in suffocating place.

The staff in ether units and even in the lockers room 
of the Unit, white workers have been provided with considerable 
•facilities and amenities. Other Units have been provided with 
television sets, refrigerators, billiards tables, cards.
They have comfortable retiring rooms. No such facility 
exists in the Catering Unit.

(5) MEALS ALLOWANCE : Discrimination in the matter of meals 
should be stopped.

Although wc 
available to *• ho 
British Airways, 
our meals just a 
different to the

are working in the Catering 
passengers and ether fellow 
we ai'a the worst sufferers

Unit, making food 
workers of the 
in the matter

cause of the colour of our skin happens to be 
of the 'White workers.

The White staff in the Unit is entitled to enjoy free 
meals, whereas the coloured workers ’A ' ,
have“to ray f r.~ the meals.

The management, of course, gives a nominal Meals Allowance .. 
of 13p per day. I his amount is subject to tax deductions arter 
which the worker i~ left with only 3p for taking his meals.

All workers in the Catering Unit, irrespective of colour 
or creed, shoul- be brought under a uniform policy.

BACKGROUND :

The staff in the Catering Unit had been pressing for the 
above demands since 1053. The Transport & General Workers' Union, 
to which she staff belongs, agreed to take them up with the 
management and negotiations between the two had been going on 
since 1069 without yielding any result.

Before resorting tc the present action the workers made 
their utmost effort to resolve the situation through mutual 
discussion.

They servec a notice cn the Management through their 
Shop Stewards cn 5tn July that industrial action would/^.;-^ 
be started if the demands were not: met within 24 years. The 
management did not take any notice cf it.

Even after the expiry cf the notice period, t^ey 
the Union officiels to negotiate with the management 
regard. The workers were very much disappointed ever 
the lack cf interest shown by the union officials.

" *'• . 4 .

approached 
in this



On 7th July they decided not .to do overtime till 12th July 
that the management could be pressurised. This did hove some 
effect and a meeting took place between the management, shop 
stewards and district secretary of the tinier)/ The management 
outT/ightly rejected the demands and refused to even enter *’ 
into further negotiation on them.

With the permission of the management, the shop stewards 
convened a meeting of the workers. The mooting unanimously 
decided to start industrial action from 13th July if the 
I -ra-^ted its stubborn attitude.

so ' i *

/on
.V

m t m m

- ' *fe-:
- ''H

j- * •.' •'-V

'•C'-n-i-

The workers noted with regret that the Distt. Secretary 
of the TGWU failed to attend the meeting, although the situation 
was grave and demanded of the Union officials not only to 
participate in the meeting but also to give proper lead 
to its members.

Still the workers gave cne mere day to the management 
and to the Union officials tc find some agreeable solution 
to avert the situation take the present turn. They requested 
the Union officials tc holo talks with the management 
lut no action was taken.

The workers were left with no other alternative but 
to go on strike as from 13th July.

Since then more than 450 workers have been on industrial 
action. But still wish Lc make it known that they era prepared 
to resume work provided the management agrees-to accept 
their demands which hove been overlooked for years together.

At the same time we appeal to the Union and 
workers in other departments of the British Airways to 
foil every attempt of the management to create division

o

among cur ranks on the basis of colour or creed. Our fight 
is against injustice and fer legitimate rights. This is not 
the question of one or the other section of the workers.
This is a common cause and we appeal tc every worker cf 
the British Airways to. show their solidarity with our 
i  ’■’'•nggie. .

CHARAN PAL SINGH .
BAKSHI RAM SANDHU {
BASHIR AHMED 8HATTI
DIDAR SINGH Shop Stewards
MOHINUER SINGH
BALJIT SINGH J

ISSUED BY

BRITISH AIRWAYS OVERSEAS DIVISION

'h'v,'

Aircraft Catering Unit 
ACTION COMMITTEE

. . m
' -V! ■ * :■ M

165, Western Read, 
Southall. Middx.

r.-yV-*?* ??qpl
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This Agreement is supplemental
to the Agreement dated 13th July, 1975.

NATIONAL JOINT COUNCIL FOR CIVIL AIR TRANSPORT 

BRITISH AIRWAYS OD AIRCRAFT CATERING UNIT

It is agreed that the Employers, British Airways and the Unions will 
use their best endeavours jointly to conclude a Job and Pay Restructuring 
Exercise for the Ground Service National Sectional Panel which will take 
into account, when producing a new structure, general comparisons with 
other British Airways industrial structures involving similar work.
The outcome of the Job and Pay Restructuring Exercise will be implemented 
as soon as Government Pay Policy permits,

In the intervening time, negotiations will start immediately to produce 
a new agreed grading structure for the new ACU by October 1975.

The claim for EC10 allowance will be programmed within the Coucilliation 
procedures of the NJC within 14 days.

As to the local claims on working conditions submitted by the shop stewards, 
these will be discussed at a meeting to be held tomorrow.

17.7.75



OD AIRCRAFT CATERING UNIT

At a meeting held today 13th July 19/5 between Howard Phelps 

Group Personnel Director, British Airways, and John Cousins 

National Secretary of Transport & General Workers Union it was 

acknowledged that any settlement out of the present Flight 

Catering Dispute could not breach the Government's Pay Policy 

announced by the Prime Minister on Friday 11th July.

British Airways agreed:

x) That the Job and Pay Restructuring Exercise will continue 

in relation to the Ground Services Staff NSP, and that any new 

jobs arising out of tne changed agreement both in the context ot 

the new A C U and any other changes in work content will be 

included in that restructuring. The outcome the Job and Pay 

Restructuring will be implemented as soon as Government Pay 

Policy permits.

2) That the Meal Allowances currently paid tc the Aircraft Catering 

Staff ought to be reassessed, and will make representation jointly 

with the Union to the TUC and the CBI to establish whether or r.ot 

this can be done.

3) To reassess the issue of safety clothing with a view to their 

improvement.
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JOB AND PAY SCHEME

Approximately nine years ago a dispute took place concernIng 

Apron Services, the MT Section gnd Catering Loading and the 

Overseas division. This dispute basically stemed from • 

situation where Apron Services staff would not work overtlae 

a; the weekends.

A deal was done by the local management with the support service 

department (now disbanded) and the Apron Service staff, which to 

1 iv.te.VwS an~ purposes meant that tne Apron ‘■'¿»'vu.cei, Jouf - <«-.* 

:njoying a higher rate of pay at the weekends. This led to a 

situation where the MT Section, Catering Loading would not work 

overtime at the weekends. An agreement to solve this situation, 

".as that there would be a type of evaluation study between the 

three ¿roup* to solve the differences surrounding the dispute.

All the Shop Stewards were called to a meeting at the Heathrow 

Hotel in the early part of 1974 where John Cousins, the then 

National Officer and Howard Phelps (then Personnel Director) 

presented a jot evaluation scheme based on a bench mark systew. 

a .»as quite surprising as now that the committment for the 

gr-oups Crr. Catering Loading) had beer . ... up to 1 ...»

and u"*- complete GSS Agreement.
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Union sides, co-ordinating committee (the forerunner of the 

briefing committee) which had a representative from each 

local panel of the Ground Services throughout the United 

Kingdom, as it was believed that the membership need to be 

communicated with on a regular basis; there was approximately 

a co-ordinating committee once a month. Once the manual had 

been approved by the co-ordinating committee,1 a communications 

exercise was begun to that each member of the Ground Services 

staff throughout the United Kingdom could be aware of the scheme. 

W* also developed a slide presentation on the scr.eme for this 

purpose. Once the communication exercise was finished with, we 

believed that the issue was so important that it should be left 

to the membership of the Ground Services staff in total to vote on 

the situation and not be left to the NSP whether the scheme was 

acceptable or n o t . To this end, a b a l lo t  took p lace  in  May 1077 
where the vote to acoept was 4-1«

Once the decision had been made to accept the scheme we developed 

project teams made up of one management and one staff representative 

and a Job analyst to check Job descriptions for consistency and 

accuracy. They first took twenty-one Jobs which covered all aspects 

o'! Ground Services functions; these were used on a trial and erroi* 

basis to see if the manual was operating properly and also to 

develop the break points in the grading structure. This was an 

Immense task as we discovered there were 300 id e n tify a b le  Job  

d e scrip tio n s  co verin g  00 pay s c a le s *
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INDUSTRIAL DEMOCRACY IN BRITISH AIRWAYS

A Paper by Ron Crew

0

A society cannot be called truly democratic unless every aspect of that 
society is democratic. This apparently obvious fact is behind every 
call for industrial democracy.

Our society is based upon the assumption that every member of it has a 
share in, and, to a certain extent, is responsible for, the government 
of that society, through the medium of universal suffrage. Thus, it is 
called a democratic society. But that share, and t-hat responsibility 
does not extend to the most important aspect of that society as far as 
the average worker is concerned; the place of work, upon which he relies 
to support himself and his family and at which he spends a major part of 
his life.

The importance of this emission can be gauged from the fact that our whole 
economic system is based on the worker - whether by hand or by brain - 
producing by his skill and effort the goods needed by society. Here, we
have a paradox; a society that embraces fervently the principle of 
democracy except in one respect, in relation to the most important role 
of all; that of a man as a producer. The result is a crystallisation 
of the attitudes of the two sides of industry in permanent opposition: 
the interests of one diametrically opposed to the other.

In private industry, thw task of overcoming this dichotomy of interest 
is enormous, but the nationalised industries, which do not exist for the 
purpose of private profit can show that democracy in the workplace is 

t both feasible and advantageous. Thus it was hoped that when certain 
industries were nationalised by a Labour Government after the war the 
principle of industrial democracy would be built into the organisation 
of these industries. As we all know, it was not - indeed, that principle 
is as far away now as it has ever been. What happened, at least as far
as the Air Corporations were concerned, was that an elaborate system of 
joint consultation committees was set up, but workers were rigidly 
excluded from decision making areas and the control of the industry was 
handed over to representatives of private enterprise.

What then, is industrial democracy? It means many things to many 
people; but at the very least, it must mean the involvement of staff 
in decisions affecting themselves and, ultimately, their dependents.
This., in turn, means staff representation at all policy making levels 
within the firm, including the highest level of all - the Board of 
Directors.

In the formation of the Steel Corporation,- son.® form of democracy was 
attempted, with the appointment of worker directors. Whilst this is a 
great improvement on the system of appointing trade union officers to 
Boards, as happened in BOAC, it does not in any way satisfy the demands 
of industrial democracy, as great pains had been taken to ensure that



the worker directors' ties with their shop floor origins have been 
broken, and the staff of the corporation have had no say at all in 
the appointments. Such a scheme is, at best, a rhetorical exercise 
and does nothing to satisfy the principle of involving staff, as a 
whole, in the decision-making necessary for the running of the industry 
in which they work, since the worker directors were appointed and not 
directly elected by the workers in the industry and the election of 
representatives is basic to true democracy.

What we know of the system of management in British Airways leads us 
inevitably to the conclusion that worker participation in their 
management is an experiment well worth tyring. Aircraft operation 
and maintenance is an industry which relies perhaps more than any 
other on harmony between staff and management: if the feeling of 
belonging in the industry, the feeling that British'Airways is "ours" 
is lost, all the expertise in the world will not produce a good airline. 
It is our firm opinion that such a relationship is not possible where 
a sharp division exists between a decision-making management and staff.

The scheme . outlined below is an attempt to put forward a practical 
and workable first step toward the principle of industrial democracy 
in British Airways. It is realised that it may not cover all the 
aspirations of those who seek workers' control, but the first step may 
be the hardest, and if the scheme is adopted, at least that step has 
been taken. .

To make any system of industrial democracy meaningful, certain points 
of principle must be accepted. These may be summarised as follows:

(a) Worker participation in management is the involvement of staff 
at all levels in the process of decision making.

(b) The Panel system should be used to its full and proper extent.

(c) ^There should be direct representation of staff on the Board of
Management of British Airways.

(d) Such representation should be by not less than one half of the 
total Board membership.

(e) The worker directors should be elected by the trade union 
membership in the airlines.

(f) No matter what election process be used, once elected a 
worker director vould have responsibility to the whole of the 
airline staff membership.

PROCEDURE FOR THE ELECTION OF WORKER DIRECTORS

Several schemes are possible, all of which have various advantages and 
disadvantages. In the interests c. simplicity and full democracy, the 
following scheme is probably the best, although some defects are 
inherent in it:- '



(a) The whole of the staff of the Corporation who are covered by 
National Sectional Panels are arranged into sections by 
Panels. The details of each section can be decided at the 
time.

(b) A Conference of all Panel Representatives be held, at which 
the election would be discussed arid the panel of Scrutineers 
and the Chairman of the panel be elected, from and by the 
Conference.

(c) Nominations from each section are then called for by the 
Scrutineers. Each nomination must have a number of 
endorsements - the suggested number is ten, but this can be 
decided - to reduce the possibility of frivolous nominations.
All nominated persons must be members of their appropriate 
Trade Unions, as is the practice with Panel Representatives.

(d) Nominations are then published, and staff in each section 
elect one worker director from that section. Adequate 
distribution and collection of election papers would be essentia 
It is suggested that the possibility of using salary packets
be explored followed by collection either physically or by 
the elector placing in ballot boxes.

(e) Scrutineers then cotint the vötes and announce the results.

TERMS OF REFERENCE AND SERVICE OF WORKER DIRECTORS

When a Worker Director has been elected to the Board, he should act as 
a director and play his full part in the management of the Corporation.

This will clearly not be possible if he is disadvantaged in relation to 
the other directors by reason of nis origins. . It is therefore felt 
that? the following should apply:

(a) His period of service should be the same as other full time
directors. He would then retire but would be eligible for re- 
election. It has been argued that no representative should 
serve for more than two terms lest he lose contact altogether 
with his workshop floor or office origin.-', and becomes a 
bureaucrat. This may be a real fear, but on balance it is 
better if a continuation of representation by a good rep-
resentative is obtained. A worker director will have a 
difficult job; it will be even more difficult to have to find 
a succession of people to do it.

It is envisaged that in the early stages the employee members 
of the Board would be somewhat out of their depths in the 
rarefied atmosphere of the boardroom and would, practically 
out of necessity, concentrate on matters of mere direct 
interest to staff: safety, conditions, welfare, education and 
so on. But as time goes by they would be in a position to 
take a closer interest in the more complex working of the Board. 
This is another reason why the compulsory limitation of service 
on the Board may be inadvisable.



(b) His salary should be the same of other full-time directors.

(c) His job must remain open, and he must lose none of his rights 
as an employee. As far as pension rights are concerned, these 
must operate in the same way as for any other person within 
the Pension Scheme; pension must be calculated on actual 
earnings during the relevant qualifying period.

(d) He must have equal rights with other directors with regard to 
clerical assistance and access to advisors. In addition, he 
will have access to advice from Trade Union and Panel sources.

PROCEDURES FOR REPORTING BACK TO STAFF . I

The success of any scheme for elected staff representation on a Board 
of Directors depends on continuing contact between worker directors 
and the staff who elected them. Regular reporting back and the ability 
of staff to question their representative is really the most important 
facet of the whole system; without it, the'scheme is valueless. It
would serve as a criterion when the worker director's quality of 
service is considered at election time.

To this end, it is suggested that meetings be held as follows:

PANEL REPRESENTATIVES

Worker directors should attend meetings with all Panel Representatives 
within his section of "faff at least once a quarter.

STAFF

Worker directors should attend meetings with staff generally at least 
one per year.

TRADE UNION DEMOCRACY

If the scheme outlined above were adopted, participation of staff in 
the running of the Corporation's affairs would extend throughout the 
different levels of the Corporation from the Board of Management to 
shop floor level, providing that the local and national Panels function 
correctly under the Constitution, which forms the basis for all agree-
ments between Management and Staff.

LOCAL LEVEL

The Memorandum of Agreement on the Constitution and Functions of 
Local Panel Committees states that these Committees "shall be empowered 
to consider and decide matters of local concern within the framework of 
agreements recorded by the appropriate Sectional (National) Panel" but 
cannot alter the agreements. The Constitution particularises certain 
matters, such as efficient use of the maximum number of productive hours;



maximum and most efficient use of vehicles, plant and machinery; 
ventilation; and so on. The only matters which are specifically 
excluded from discussion at local level are those which can only be 
covered at national level. The Constituion lays down that:

’Local Panel Committees may not reach decisions which are:

(i) contrary to national agreements on trade questions, such as 
wages and like subjects, or

(ii) on wide questions of policy going beyond the base concerned.'

It may be seen, therefore, that the range of matters .within the purview 
of Local Panels is very wide indeed. For example, one subject quoted 
above, 'Efficient use of the maximum number of productive hours' may 
be held to cover practically every facet of work within'the laid-down 
hours apart from wages.

The powers of Local Panel Committees therefore assume great importance 
and when the wording of the Constitution is studied the possibilities 
of the use of these Panels in a system which provides for industrial 
democracy become obvious. The Constitution lays down that these Panels 
shall 'consider and decide'. The prerogative of management to take 
decisions on any of the wide range of matters falling within the scope 
of Local Panel Committees is, to put it at its lowest, severely limited. 
The proper place for such decision-making is not the Manager's office 
but the Panel meeting.

The base for industrial democracy within British Airways therefore, 
already exists. Admittedly, up to now the Panels have not been used 
in this manner to any great extent but that is the fault of th« 
operators, not the machinery. The machinery is there: it is up to 
the Unions to make sure it works.

NATIONAL LEVEL

The principle of industrial democracy, however, would not be fully 
served in the Civil Air Transport industry unless full democracy on the 
staff side of the joint consultative machinery was achieved at the same 
time. To this end, the following proposals are put forward for 
consideration by the trade unions conceded:

(a) Lay members, employed in the industry, should be elected on 
to the Trade Union Side of the National Joint Council for 
Civil Air Transport in the proportion of one lay member to 
one full-time official.

(b) The staff sides of the National Sectional Panels should consist 
of lay members plus full-time officials, as at present on the 
SE & T Panel.



CONCLUSION

A draft document recently issued by ASTMS for discussion by the 
Hawker Siddeley Aircraft and British Aircraft Corporation NACs 
entitled 'Trade Union Involvement in Management of a Nationalised 
Aircraft Corporation' began:

'The Consultative Document on the public ownership of the aircraft 
industry contains the following paragraph on Industrial Democracy:

"Workers in the aircraft industry have been among the 
leaders in developing the concepts of industrial 
democracy. The Government attaches great importance to 
increasing the democratic participation of workers in 
decision making at all levels of industry. Industrial 
democracy should develop organically from the vigws and 
proposals put forward by the management, workers and trade 
unions concerned. The Government will consider in the 
light of the present consultations with all parties in the 
industry how this process can best be encouraged."

The Secretary of State is in many senses issuing a challenge to the 
movement to clarify its ideas on this subject. For many years the 
policy of nationalisation of the industry has been adopted at 
conferences of major unions, the CSEU, TUC and Labour Party, and the 
nned to involve the workers in the industry has been constantly 
stressed. However, the trade union movement has never clarified in 
concrete terms how this involvement would be carried out.'

The draft document refers, of course, to the nationalisation of the 
aircraft manufacturing industry, but its subject is equally relevant 
to the CAT industry, and this Paper is an attempt to show how such an 
involvement could take place in its nationalised sector.

The interest being taken in the subject of industrial democracy, both 
in this country and abroad, together with the unique Constitution upon 
which all agreements in the industry are based, present a great 
opportunity for its introduction into British Airways.

Its benefits, to the industry, its staff and to the country, I believe 
to be self-evident. The amendment necessary to existing legislation 
would be simple. It is to be hoped that, for reasons which can only 
be sectarian or dogmatic, this opportunity will not be lost.

(jULY 197?j
i

Author’s Note: An earlier version of this paper had been written by 
Mr. Crew in the late 1960's.
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BRITISH AIR-AYS

JOB DESCRIPTION FOR 1 -DUSTKIAL GRO’.iKD STAFF JOBS

A. JOB IDENTIFICATION

JOB TITLE | PRODUCTION ASSISTANT '
JOB REF■
Code ! ZC 9607A

i |
DEPARTMENT* CATERING SERVICES DATE 1.9.79

î ____________1 L1
LOCATION ! CATERING CENTRE SOUTH ! 1
__________ i_______________________;

Number cf jobholders
~ 5

292
1

Shift systems
| worked 
i—

Continuous 
3 shift.

i

Number cf subordinate 
staff (supervisors

1 onl}r?

1
t
i
i
i

3. Organisation Structure



B. GENERAL DESCRIPTION.

4 Main purpose of the job

ZC 9607a

To provide a general support for a complete catering service 
within the Catering Centre for all services and contracts handled 
by British Airways.

5 Principle Tasks

The jobholders work in any one of various areas, all undertaking
the following common functions:

1. Loads/offloads vehicles/trolleys, stacks/unstacks equipment,/ 
items.

2. Conveys equipinent/items between and within Sections and dist-
ributes according to instructions in a safe manner.

3. Unpacks/packs equipment/items/trolleys as instructed.

4. Sweeps, washes, cleans and tidies all work areas, and disposes 
of rubbish.

5. V,ashes and cleans walls (according to schedule), floors, fixed 
and mobile equipment and ad hoc spillages.

6 . Uses cleaning machinery/equipment and connects to supply where 
necessary.

7. Uses mechanical conveyor machinery for packing/production.

8. Reports any malfunction of fixed or mobile equipment and mach-
inery, and rejects any unserviceable equipment.

In addition to the above common duties, the following duties are 
undertaken in the specific areas:

EQUIPMENT PROCESSING (WASH-UP).

9. Segregate aircraft return load onto trolleys, distributing to 
appropriate wash or salvage area and disposing of rubbish.

r

10 . Hoists mechanically/manually trolleys/containers and other 
items of equipment onto conveyor belt and removes components, 
placing into baskets according to type (e.g. all cups in one 
basket).

Starts/stops conveyor belt to regulate the flow of trolleys/ 
containers/buskets, etc.

11



Principle tacka cont’d

ZC 0007A

12. Rejects all broken and/or unserviceable components.

13. Prepares and positions basket/cquipment containers onto 
appropriate washing machine.

14. Hand washes and polishes items which cannot be machine pro-
cessed. (E.g. Mapco ovens, beverage containers, aircraft 
trolleys, as necessary’.)

15. Collects and fits barrels of cleaning fluid to washing 
machines.

16. Cleans washing machines by hosing out, removing and cleaning
jets and filters, and removing broken items (e.g. crockery),. 
Also cleans machines externally’. $

17. Loads dirty cutlery into burnishing machine and removes.

10. Collects ball bearings from stores and fills burnishing 
machino*

19. Sorts, inspects, rejects and loads onto trolleys all cleaned 
items, distributing to appropriate areas.

20. Reports all machines'poor performance and/or defects to 
Supervision.

RESERVE STORE,

21. Loeds/offloods vehicles.

22. Distributes, stacks and unstacks incoming equipment and 
Items in appropriate storage areas.

23. Sorts and packs items for despatch as instructed.

24. Issues, loads onto trolleys and distributes equipment accor-
ding to equipment list detailing sectional requirements.

25. Connects forklift to battery charger and reports any mal-
functions .

DESPATCH & CENTRAL AREA.

26. Collects beverage containers, prepares and fills with appro-
priate beverage and identifies with flight number and con-
tents. (E.g. makes coffee, decants orange juice, etc.)

27. Collects ice bins and fills from ice machines according to 
work sheet.



c RESOURCES

ZC 9607a

6 Equipment Used

Category Type Used

Simple hand 
tools

Spanner, Industrial Can eponer.

Communications
Equipment

Non-mechanical
mobile
equipment

Various types of Aircraft/Production Handling1 . 
Trolleys. Palletron.

Static machinery
and/or
equipment

Conveyor Belts, Overhead Conveyors, 'Water 
Boilers, ice Making Machines, Industrial Bquila-
ment Mashing Machines, Cutlery ’.'.’rapping Machine, 
Automatic Can Opener, Automatic Tray washer, 
Automatic Trot 1 ov <;»«>>*«*-. «¡to-«"/» A.<ns

»

Light
vehicles

Burnishing Machine, Platform Hoist, Deep freezers, 
Cold Rooms "

Mechanical
mobile
equipment

Heavy
rigid
vehicles

.....i

Heavy
articulated
vehicles

Equipment Used 
by subordinate 
staff

Other equipment 
used

Pedestrian-controlled Floor Scrubber, 'Sit-on' 
Floor Scrubber, Brooms, Mops, Buckets.



Principle tasks cont’d,

ZC 9 GO 7A

DESPATCH fc CDGTRAL AREA. (cont.)

28. Selects trclleys/containers from cold room s 
flight number and conveys to despatch area.

29. Consolidates aircraft uplifts onto approprii 
trolley or bay.

rZ / nf ^ '

c > -

if'i

dures.

34. Actions increases and works from documentation (C/Area),

35. Cleans deep freeze and refrigerators as directed or afte]
defrost. -

*****

?
i
l

BONDED STORE.

36. Replenishes minerals up to a predetermined level. Sorts 
and packs return minerals.

37. Washes and cleans bar containers/trays/trolleys.

38. Loads dry ice for trolleys/containers to laid down proce* 
dures.

CUTLERY.

39. Wraps Tirst Class cutleryf salt and pepper and 'bulk'
cutlery according to production list and laid down instruct-
ions .

. 40. Packs economy cutlery to laid down standards, either by hand 
or using cutlery ^Tapping machine. Reloads machine v/ith 
wrapping film.

41. labels cutlery with flight number and assembles into bins.

42. Maintains checks for correct amounts and type of cutlery 
while wrapping. Rejects and/or cleans poor quality items.

43. Signs list against production completed.

I
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DRV STORES

44. Offloads vehicles and distributes goods to appropriate 
locations and racks, packs, stacks, unstacks to 
instruction.

45. Segregates aircraft return dry stores and salvages dry 
stores from the wash-up area.

, 0  5 - ̂
9 «5. ^  ^

S  ■

C i î / ^

4G.

47.

Uses manual and automatic can openers, adjusting height 
with spanner. Opens cans and decants contents into 
containers for use in kitchen.

Connects forklift and scrubbing machine to battery 
charging equipment and reports any malfunctions.

y\f U7a» Cleans deep freeze. Removes Ice as necessary using 
j,̂ TcjM-̂ hemicals and equipment as directed.

48. Offloads meats, segregates by type and stores in butcher's 
refrigerator. Collects and signs for bulk wines and 
spirits from Bond (duty paid).

""7 u  ^  \
S / ' l ' l  11

49. Prepares and processes vegetables for washing by machine/ 
hand.

50. Dismantles manually - removable parts of all kitchen 
equipment/machines, e.g. slicing machines, fritomat 
fryer, and cleans.

51. Loads/unloads automatic washing machines e.g. tray- 
washing machine, trolley-washing machine, utensil washing 
machine.

52. Cleans machines by hosing out, removing and cleaning jets
.. end filters, and removing broken items. Also cleans

machine externally.

53. Cleans freezers and refrigerators internally, before and 
after defrost and as directed.

CLEANING TEAM

\ r f

4 ■ « <

54. Undertakes cleaning and 'deep cleaning' of all areas to
laid down standards, including fixed, mobile and aircraft 
equipment/trolleys,

EQUIPMENT ISSUES

55. Collects shift requirements, conveys, sorts and stows 
equipment/items as instructed.
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56. Sorts, salvages and segregates return items and redistri-
butes for disposal, cleaning or re-issue.

57. Sorts, counts, packs, seals and stacks clean linen, paper- 
ware and blankets.

TRAY PREP.

58. Rejects all broken and/or unserviceable equipment.

59. Sorts and loads onto trolleys all rejected items and trans-
ports to equipment processing.

60. Distributes equipment/items to appropriate storage areas.

61. Collects, loads and distributes equipment/itrems according to 
work list.

62. Positions full trolleys/containers into cold storage areas.

63. Connects scrubbing machine to battery charger and reports 
any malfunctions.

64. Cleans cold rooms and refrigerators, undertakes 'deep 
cleaning' as instructed.

AMENITY L MENUS.

65. Offloads vehicles and distributes amenities to appropriate 
locations and packs/stacks/unstacks according to instruc-

, tions.

66. Collects return aircraft amenity uplift from the offload 
bank and positions these items into the amenity stores for 
salvage/distribution/disposal and re-use.

67. Assists in decanting return amenities for salvage and re-use.

.68. Reclaims from other departments amenity and equipment items 
for processing and re-use.

69. Disposes of rubbish.



7 Meteríais used or handled

ZC 0507a

Category Description

Cargo/
baegage

Air Larders/ 
Bars

Air Larders, Bars,

General
Stores

Dry Stores, Aircraft catering uplift stores.

Perishable
Foodstuffs All types of foodstuffs, according to work area.

Materials used/ 
handled by 
subordinate 
staff

-

Other
materials used/ 
handled.

All Catering Materials required for the catering of 
all aircraft handled by British Airways, including 
cleaning materials, (e.g Brawn oven cleaner), dry 
ice.

20.1.77
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INTERIM AGREEMENT

(To be annexed to the Minutes of the GSS NSP meeting at which the Job and Pay Restructuring Scheme is 
® adopted).

AN AGREEMENT between BRITISH AIRWAYS, hereinafter referred to as the EMPLOYER, and the 
EMPLOYEES' SIDE OF THE GSS NSP, hereinafter referred to as the EMPLOYEES, to jointly introduce a job 
evaluation system for jobs of employees of British Airways covered by the GSS NSP Agreement.

This interim Agreement shall cease to apply and shall be superceded by the substantive Agreement, when it is 
agreed that all the provisions of the Interim Agreement have been concluded and the Scheme is operational.

Preamble

1 The parties have agreed jointly to establish means for achieving the following objectives:

1.1 Equal pay for work of equal value amongst jobs covered by this NSP.

1.2 Increased efficiency and job satisfaction by better restructuring of jobs.
%■

'he Job Evaluation Method

2 To this end, the parties have agreed upon the adoption of a points-rating method of job evaluation which 
they have developed jointly. The evaluation criteria and the rules for applying them are embodied in the 
Job Evaluation Manual annexed to this Agreement (Appendix I).

The Joint Evaluation Committee *

3 The Manual shall be used by a jointly constituted Evaluation Committee to evaluate all British Airways 
jobs covered by the GSS NSP Agreement.

4 The employer and employees shall respectively nominate Boards of 10 members, which shall jointly 
comprise the Evaluation Committee, and an up to date list of members shall be kept by the Joint 
Secretaries of the GSS NSP.

The employer's representatives shall be of Senior Staff level, and the employees' representatives shall 
themselves be employees of British Airways covered by the GSS NSP Agreement.

An Evaluation Meeting shall comprise 4 substantive representatives drawn from each of the Boards, 
presided over by an independent Chairman appointed jointly by both sides of the GSS NSP. The rules of 
procedure of Evaluation Meetings are annexed to this Agreement (Appendix II).

20.1.77
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The Joint Secretaries

5 The employer and the employees shall each additionally nominate a Joint Secretary to service the 
Evaluation Committee. The employees' Joint Secretary shall also be an employee of British Airways 

#  covered by the GSS NSP Agreement. The Joint Secretaries shall not be members of the Boards which
comprise the Evaluation Committee.

6 The two sides' Joint Secretaries shall agree upon all arrangements for meetings of the Committee and 
the business of each Evaluation Meeting, and shall respectively identify those among their sides' Board of 
members whose attendance for each Evaluation Meeting is appropriate to that Meeting's business and 
shall inform each other in advance of each such Meeting of the names of those on their respective sides 
who will be taking part.

7 The Joint Secretaries shall jointly assist the Chairman of the Evaluation Committee in the execution of his 
responsibilities, and shall, when required by him, carry out such tasks on behalf of their respective sides 
as he may consider to be requisite for the smooth operation of all procedures associates with this 
agreement.

The Chairman of the Evaluation Committee

8  The responsibilities of the Chairman of the Evaluation Committee are annexed to this Agreement at 
Appendix III.

Preparation of Job Descriptions

9 Job Descriptions of jobs requiring evaluation shall be prepared and agreed in accordance with the 
procedure annexed at Appendix IV.

Employee Side Representatives

10 The employees shall initially nominate four full-time representatives, who shall themselves be employees 
of British Airways covered by the GSS Agreement, to be members of the Project Team. They, together 
with Management nominated representatives, will act on behalf of the Joint Evaluation Committee in the 
checking of draft job descriptions as described in Appendix IV. The number of such designated 
representatives may be increased or decreased during the installation of the Scheme, as is mutually 
agreed to be necessary.

11 The designated representatives shall not be members of the Joint Evaluation Committee.

Access

12 Access to the Evaluation Committee's proceedings shall be allowed, for the purposes of observation only, 
and at the discretion of the Chairman, to employees covered by the GSS NSP upon prior arrangement 
with the Joint Secretaries, in groups not exceeding 6  in number on any one occasion. Employees shall 
not be present as observers at meetings of the Committee at which their own job is to be evaluated. All 
observers will withdraw — together with the Line Manager and the jobholders — when the Committee 
scores the job.

30.4.77



Installation of the Scheme

13 All scores for jobs will be regarded as provisional, and the results shall not be released to the interested 
parties, until paragraph 19 is reached.

14 Every job, for which a job description is produced and agreed, will be placed before an Evaluation 
Meeting at the earliest convenient opportunity.

15 In order to ensure that the Manual has been correctly interpreted, the Chairman may direct that a 
particular job be scored more than once. In such a case the Chairman will determine after discussion with 
the Joint Evaluation Committee which is the score to be adopted for the job and the other score or 
scores will be disregarded.

16 When results, which are regarded as final, have been reached for all jobs the Joint Secretaries will inform 
the Chairman, who will ask the Joint Evaluation Committee to formally adopt the complete set.

17 When a complete set of scores has been adopted, covering all jobs, the Joint Secretaries will transmit 
the results to the Joint Study Group.

18 The Joint Study Group will then meet to examine the results and provisionally agree the number of 
grades and the break-points. If the Joint Study Group are unable to reach an agreement the matter shall 
be referred to the NSP for resolution.

19 When agreement has been provisionally reached on the number of grades and the break-points the Joint 
Secretaries will transmit the points and grades to the parties concerned.

20 The jobholders can raise with the Joint Secretaries any queries they have in connection with the 
evaluation of their job.

21 Where jobholders feel that they have a legitimate grievance concerning the evaluation of their job, they 
will contact the Joint Secretaries requesting a re-examination of their job's points score giving their 
reasons.

22 When all such requests for re-examination are known, the Joint Study Group having fixed a last date, 
will meet to consider all the requests submitted. Any job for which the Joint Study Group feel, in the 
light of the evidence produced, reasonable doubt can be cast upon the result will be submitted to the 
Joint Evaluation Committee for re-evaluation.
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23 When all cases for re-evaluation have been considered by the Joint Evaluation Committee, the Joint 
Study Group will meet to examine the final set of results and confirm the agreement on the number of 
grades and the break points. If the Joint Study Group are unable to reach an agreement the matter shall 
be referred to the NSP for resolution.

24 When this process has been completed the results shall be referred to the GSS NSP for the purposes of 
concluding an Agreement.
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JOB EVALUATION SCHEME FOR INDUSTRIAL GROUND STAFF 

JOB EVALUATION MANUAL

(¡)

FOREWORD

This manual is for the use of members of the Joint Evaluation Committee, set up under the Agreement 
between the Employers and Employees sides of the Ground Services Staff National Sectional Panel dated

, to regulate the joint application of a job evaluation system to the jobs of all British 
Airways employees covered by the Ground Services Staff National Sectional Panel, and constitutes Appendix I 
to that Agreement.

The members of the Joint Evaluation Committee, hereinafter referred to as 'raters', should examine the job 
under review under each of 8  factors and make an assessment accordingly. These factors are listed below and 
form four distinct groups.

Group Factor No. Factor

Skill 1 Nature of the Skill

2 Experience

Effort 3 Physical Effort

4 Mental Effort

Responsibility 5 Supervision of Others

6 Resources

7 Health Et Safety of Others

General 8 Working Conditions

Throughout the evaluation process raters should remember that they are assessing the job and not the 
individuals performing the job. All assessments should take into account the normal rotation of duties within 
the job i.e. the tasks undertaken by all the jobholders covered by the particular job description.

Finally it will be noted that all references in this Manual to the average jobholder relate to male employees. 
This is purely for convenience in the absence of a single word for 'his/hers' in the English language. Therefore 
the word 'his' is intended to cover all employees whether male or female.
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(il)

DETERMINATION OF THE OVERALL POINTS SCORE

At the conclusion of the evaluation process, raters will be asked by the Chairman of the Joint Evaluation 
Committee, to declare to him their scores for each factor, in terms of degree levels 1 to 5, for the job under 
review.

Following any amendments to these scores resulting from subsequent discussion, the Chairman, assisted by 
the Joint Secretaries, will then total the scores for each factor of all the eight Members of the Committee and 
apply the agreed factor weightings to those total scores.

These agreed factor weightings are as follows: —

Factor

1

2

3

4

5

6

7

8

Title

Nature of the Skill 

Experience 

Physical Effort 

Mental Effort 

Supervision of Others 

Resources

Health & Safety of Others 

Working Conditions

Weighting

X 5 

X 7 

X 4 

X 6  

X 4 

X 2 

X 2 

X 2

The Chairman will then advise the Joint Evaluation Committee of the overall points score for the job under 
review and instruct the Joint Secretaries to transmit that score to the parties concerned.
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SKILL

FACTOR 1 -  THE NATURE OF THE SKILL

Preamble

The nature of the various skills and abilities that are required by the jobholder in order to be suitable for 
appointment to the post, and to undertake the tasks of the job to an acceptable level of performance.

These various skills and abilities can be grouped together under three headings, namely: —

(i) Academic
General knowledge and abilities normally acquired during a period of formal education.

(ii) Practical/Vocational
Skills and abilities acquired either through post-school training or on-the-job training, without which the 
jobholder would be unable to perform the practical tasks of the job.

(in) Supervisory
Abilities normally acquired through job experience, to direct and provide leadership for a group or groups 
of staff.

Instructions to Raters

The assessment of the degree level appropriate to the job under review is performed in three distinct stages, 
each of which deals with one of the aspects of skill and ability listed above. Raters will be asked to make an 
assessment under each of these headings and it is the highest level of skill and ability that determines the 
overall degree level.

Throughout these assessments, raters should ensure that they consider only those skills and abilities that are 
essential to enable the jobholder to undertake the tasks of the job to an acceptable level of performance, and 
regard must not be paid to skills and abilities relating to the jobholder's future promotional prospects.

/continued
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Determination of the Appropriate Degree Level
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TABLE 1

j
Degree L e v e l Degree Definition

1 Jobs requiring a total experience of up to 3 months.

Such jobs will not normally require any previous experience, but require a 
relatively short period of familiarisation and on-the-job training.

•
2 Jobs requiring a total experience of over 3 months and up to 9 months.

Examples of jobs in this category could be those normally requiring either: —

(a) no previous experience but a longer period of familiarisation and on-the- 
job training, or

(b) a short period of previous experience, say 3-4 months, and a short 
period of familiarisation and on-the-job training.

3 Jobs requiring a total experience of over 9 months and up to 18 months.

•

Examples of jobs in this category could be those normally requiring either: —
(a) a medium period of previous experience, say 9-12 months, and a short 

period of familiarisation etc., or
(b) a short period of previous experience, say 3-4 months, and a longer 

period of familiarisation, say 8-9 months.

4 Jobs requiring a total experience of over 18 months and up to 3 years

Such jobs would normally require a lengthy period of previous experience, 
probably in lower level jobs in British Airwavs.

5 Jobs requiring a total experience of over 3 years.

Such |obs would require extended experience probably including extended 
formal training periods.

By this means, raters will, therefore, have determined the degree level that is appropriate to the job under 
review for this factor of Experience.
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E F F O R T

FACTOR 3 -  PHYSICAL EFFORT

P'edmai’i

7-,e j j v k ; ,<,h-.;h m -  ot "  - le t  -  equired to exoend phvsic.il effort m p e r f o r m . nq the t «-»»s •*«, :<>0 i r - i t - r

- •:»«' ir r . j ‘ , n: ' Ti, v

T h6 ->iost obvious wav n .w c h  such physical effort can be expended ¡s in the physical manhandling of ¡oar's 
Pe ,t py lifting pushing -n.i'.nq or otherwise manoeuvering the load, and account has, therefore, to be taken 
■j the extent of this to: v tv However, the extent to which the jobholder is required to expend physical en orr 
will also vary accoramo to me general working posture that he is . equired to adopt by virtue of the tasks of the 
job.

Instructions to Raters

The assessment of the degree level appropriate to the job under review is performed in two distinct stages,
namely: —

Stage 1 — The Physical Manhandling of Loads

Stage 2 — The General Working Posture.

Continued
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Raters should then refe1- to Table III below which indicates the degree level appropriate to the various 
tom binat'ons of these assessments.

TABLE III

"
STAGE 1

The Physical Manhandling of Loads

LOW' 'MEDIUM' 'HIGH'

STAGE 2 'LOW' 1 2 .
___  ___

The
General

'MEDIUM' 2 3 4

Working
Posture

'HIGH' 3 4 5

Raters will, therefore, by this means, have determined the overall degree level appropriate to the job under 
review for this factor of Physical Effort.
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E F F O R T

FACTOR 4 -  MENTAL EFFORT

PreamD'e

rh- 'O w*vc> 'S reauired to expend mental e(c) (d) * f,ort *n performing the tasks of his on imdJ '
normal operating tone* • >

Generailv such mentai î*on s expended through concentration in the use of the jobholder's skills, or bv 
undertaking activities .vnirm ;all upon the jobholder to use his powers of reasoning. These activities can. 
therefore, be considered as being 'mentally demanding'.

However, other activities which are not in themselves 'mentally demanding', may, in some circumstances, 
impose a mental effort upon the jobholder due solely to their repetitive or tedious nature.

Instructions to Raters

The assessment of the degree level appropriate to the job under review is performed in two distinct stages: — 

Stage 1 — Mentally Demanding Activities

Stage 2 — Repetitive Activities

STAGE 1 — Mentally Demanding Activities

Raters should initially consider and identify the activities undertaken within the job which impose a mental 
demand over and above the normal level of alertness and concentration reguired in everyday life, and which 
are predominantly mentally demanding as opposed to physically demanding activities.

Such mental demand will generally result from the regular use of the jobholder's powers of reasoning (e g. 
assessing various courses of action or undertaking calculations), or from regular periods of concentration in the 
use of his skills (e.g. driving or cooking).

In measuring the mentally demanding activities, raters should guard against remeasuring the nature of the skill. 
The mental effort expended by the average jobholder in such activities will be affected by: —

(a) The freguency with which such mentally demanding activities are undertaken.

(b) The extent of the mental demand imposed upon the jobholder as indicated by the nature of the activity 
undertaken.
These two elements, taken together, make up the degree of 'mental demand' upon the jobholder.

(c) The freguency with which the jobholder, whilst undertaking mentally demanding activities, is subjected to 
external work pressures.

(d) The nature of that work pressure.

These latter two elements, taken together, make up the degree of 'work pressure experienced' by the
jobholder.

Continued



STAGE 1

The Mental Demand'
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lb) Can the maioritv of the mentally demanding activities undertaken hy the |onholder dump the norma! 'ut 
period, taking mto account the normal rotation of dutes. be generally classified as :—
(i) Category X — Clerical, advanced numerical, drivinq, cookinq and or similar mentally demanding 

activities, or
hi) Category V — Activities concerning the co-ordination of manpower and or equipment7

Having answered these two questions, raters will have made an assessment of the 'Mentai Demand' imposed 
upon the jobholder in undertaking these activities, which can, tty definition, only be one of the five possible 
alternatives shown in Table I below.

TABLE I

Alternative Description

A

B

t
C

The jobholder spends not more than 10% of his normal duty undertaking 
'mentally demanding' activities.

The jobholder spends more than 10% but not more than 50% of his norm il 
duty undertaking 'mentally demanding' activities the majority of which ce of 
Category X.

The jobholder spends more than 10% but not more than 50% of his normal 
duty undertaking 'mentally demanding' activities, the majority of which am of 
Category Y

D The jobholder spends more than 50% of his normal duty undertaking ‘mentalh 
demanding' activities, the majority of which are of Category X.

E The jobholder spends more than 50% of his normal dutv undertaking 'mentally 
demanding' activities, the majority of which are of Category Y.

Continue
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Determination of the Appropriate Degree Level
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TABLE III

The Work Pressure Experienced'
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RESPONSIBILITY

FACTOR 5 -  SUPERVISION OF OTHERS

P r e a m b l e

The nature and extent of m- -esoonsidilitv for the supervision and leadership of other staff that is exercised bv 
the obholder during the course of his duties.

in this respect, the roie of me Industrial Supervisor can be broken down into three mam areas of responsibility, 
n a m e l y :  —

(i) Job Supervision, 1

(¡¡) Work Allocation, and

(iii) Administrative Supervision.

It is the extent to which some or all of these responsibilities are present in a particular job, together with an 
indication of the size of the workforce supervised by the jobholder, that determines the level of supervisory 
responsibility for that job.

Instructions to Raters

Initially, raters should examine the job under review in terms of the three areas of responsibility outlined above 
in order to establish whether or not the job entails any such responsibilities. In making this assessment, raters 
should only consider formal ongoing responsibilities and should bear in mind the following points.

la) Regard should not be paid to any responsibilities which are only assumed in the absence of a supervisor.

(b) A requirement to provide guidance or advice to new staff, or to pass on information or instructions to 
other staff, ;s not, in 'tself, considered to involve a 'supervisory' responsibility.

if raters conclude that the job under review does not carry any such supervisory responsibility, as defined, then 
the degree level appropriate to the |ob is Level 1 and no further analysis is required.

If, however, this is not the case, raters should then examine the supervisory responsibilities of the job from 
two separate points of view, namely: —

Stage 1 — The nature of the supervision undertaken, and

Stage 2 — The extent of the supervision undertaken.

Continued



STAGE 1 — The Nature  of the Superv is ion  U nder taken

! • • • .n d e r t a k .n q  a m o r e  im a l lm i  e x a m m o t i o n  o f  t h e  |ob n t e r m s  o f  t h e  t h o -

rn ¡ ,  o f  r . -- p r e v i o u s l y  mentioned, w h i c h  a r e  d e f i n e d  b e l o w .

J o b  S u i ) ~ ' v i v  m
a ■■ - i .n .n  supervision a n u  .each  rsn  p  •. ther m e o ?  o r  ; n : o u g h  i

ir ' or -,troups of sn** n 'he execution of an assigned task or tasks.
In this role, the ¡o b hc.ie r has an immediate responsibility for the methods and standards of work 
me initiation of disciplinary action concerning the staff under his control. He may also have a 
responsibility for tĥ  f.vning, development and assessment of those staff.

”jr , 

and for

(ni Work Allocation
The jobholder's responsible for the allocation of staff to a sequence of tasks over the shift period, having 
regard to any constraints on the deployment of the workforce, such as meal breaks, roster considerations 
and the possession of the necessary skills and experience.

(Iii) Administrative Supervision
The jobholder is responsible for the administrative control of a group of staff including such matters as 
the preparation of rosters, allocation of overtime and leave, and the initiation of documentation relating to 
absence, sickness, special payments, etc.

Raters should establish which of the above areas of responsibility are present in the job under review on a day- 
to-day basis, again disregarding any responsibilities that are only assumed in the absence of the jobholder's 
supervisor. Raters will, therefore, have made an assessment that the job falls into one of the three categories 
shown in Table I below.

TABLE I

Category Areas of Supervisory Responsibility

'A' Has a responsibility only for either Job Supervision or Work Allocation.

'B' Has a responsibility for both Job Supervision and Work Allocation 
or
Has a responsibility for both Work Allocation and Administrative Supervision.

'C Has a responsibility for Job Supervision, Work Allocation and Administrative 
Supervision.

If the jobholder has a different Category of responsibility for different groups of staff, as might be the case 
with staff from other organisations, this fact should be noted by raters and borne in mind when arriving at the 
final assessment of the degree level.

/Continued



STAGE 2 -  The Exten t of the Superv is ion  U ndertaken
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Raters should therefore esnolish. by this means, whether, on average, the lobholder has a responsibility for 
•10 supervision of a sma1! or a large grouD of staff, the supervision of a large group being considered to ex>st 
.vhen the average number if star* for whom each supervisor is responsible is greater than ‘ 2 .

In some instances, such as when staff of other organisations are involved, statistics may not be available to 
establish the average number of staff for whom each supervisor is responsible and an estimate has then to be 
made to determine whether, on average, the jobholder has responsibility for a small .or large group as defined. 
In addition, if the jobholder exercises a different Category of responsibility for different groups of staff, then 
separate assessments should be made for each group and borne in mind when arriving at the final assessment 
of the degree level.

DETERMINATION OF THE APPROPRIATE DEGREE LEVEL

Thus raters, at this point, will have made two assessments, namely: —

1. Whether the nature of the supervision undertaken is of Category 'A', 'B' or 'C'. (Stage 1)

2. Whether the jobholder exercises those responsibilities for a 'small' or a 'large' group of staff. (Stage 2)

Raters should then refer to Table II on the following paqe which indicates the degree level that is appropriate 
to the various combinations of these assessments.

If raters have concluded that the jobholder exercises a different Category of responsibility for different groups 
of staff, then the responsibility for each group should be assessed separately b/ use of Table II. In such cases 
it is the higher degree level that determines the final level appropriate to the job.

Continued
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Determination of the Appropriate Degree Level 'Commuée!)

TABLE II

STAGE 2
The Extent of the Supervision Undertaken

On average, the jobholder exercises 
responsibilities of the Category shown 

under Stage 1 for: —

STAGE 1
The Nature of the 

Supervision Undertaken

a
'small'
group

a
'large' 

^ group

Category 'A'
— has a responsibility only for either Job 

Supervision or Work Allocation.
2 3

Category 'B'
— has a responsibility for both Job 

Supervision and Work Allocation, 
or
has a responsibility for both Work 
Allocation and Administrative 
Supervision.

3 4

—
Category 'C'
— has a responsibility for Job Supervision, 

Work Allocation, and Administrative 
Supervision.

4

1

5

By this process raters will, therefore, have determined the overall degree level appropriate to the job under 
review for this factor of Responsibility for the Supervision of Others.
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RESPONSIBILITY

FACTOR 6 -  RESPONSIBILITY FOR RESOURCES

P r e a m b l e

” 'e •' j r u re  and extent jf me r e s p o n s i b i l i t y  t o r  r e s o u r . ' e s  »h at  s  e x e r c i s e d  b y  t h e  j o b h o l d e r  nur nq m e  mrm.,. 
t j ' .m s e  of his  duties hear r>q n m i n d  th a t  s u c h  r e s o u r c e s  m a y  e i t h e r  b e  owned b y ,  or temporar o n the r irn 
of, B n t 'S h  A i r w a y s .

The nature of this -esponsibiiity can be broken down into four areas, namelv responsibii'ties associated with: -

i) the direct use or handling of equipment or materials
The responsibility that every jobholder has for the correct use or handling of the equipment or materials 
that are directly in his care,
equipment being defined as — all static or mobile equipment including vehicles, trolleys, machines, tools

and communications equipment, and
materials being defined as — all materials, both consumable and durable, stores, and any kind of load

such as freight, air larders, bars or baggage.

ii) the use or handling of equipment or materials by subordinate staff
The additional indirect responsibility that a jobholder may have for the equipment or materials of a section 
or a team through the supervisory role that he performs.

iii) the handling of cash
The additional responsibility that a jobholder may have for the handling of cash, i.e. coins and notes. for 
the purposes of undertaking transactions or accounting.

iv) the security of property
The additional specific responsibility that a jobholder may have for the overall security of British Airways' 
property, i.e. for the prevention of damage to, or loss of, British Airways' premises or other assets.

It is the extent to which some, or all, of these responsibilities are present in a particular job that determines the 
level of responsibility for resources for that job.

Instructions to Raters

The assessment of the degree level appropriate to the job under review is performed in two distinct stages.

Stage 1 — Can the jobholder's responsibility for the direct use or handling of equipment or
materials be classified as 'LOW', 'MEDIUM' or 'HIGH'?

Stage 2 — Can the jobholder's additional responsibilities for resources such as those
relating to his supervisory duties, the handling of cash or the security of 
property, be classified as 'LOW’, 'MEDIUM' or 'HIGH''’

It is the combination of the assessments made in these two stages that determines the final degree level 
appropriate to the job under review.

/ Continued
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Mi-inn .no T ,..! Examines
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iikelv to 'e.ia to ’substanr.il f>n mo t! cost consequences to the v  .ouni 5 

o n  erned.

e g. Driving expensive vehicles such as HGVs or Directors' cars.

Driving vehicles or operating mobile motorised equipment m contact 
with, or m close proximity to. the aircraft side for the purposes of 
loading/unloading or providing services to the aircraft, e.g. elevators, hi- 
los or air-jetties.

r

Handling particular fragile and expensive cargoes or loads such as 
aircraft engines.

TABLE ! •'Continue^!!

_ _ i

Raters should, therefore, initially consider and identify, in terms of the three categories outline above, the 
activities undertaken by the jobholder during the normal course of his duties.

Raters should then examine the frequency with which these activities are undertaken, taking into account the 
normal rotation of duties within the job, and establish whether the extent of the jobholder's responsibility ‘or 
the direct use or handling of equipment or materials can be considered as 'LOW', 'MEDIUM' or 'HIGH' bv 
reference to Table II below.

TABLE II

The Extent of Responsibility for the Direct Use or Handling of 
Equipment or Materials

LOW' The jobholder undertakes activities of Category 'A', but does not spend a 
signaificant proportion, i.e. not more than 10%, of his normal duty 
undertaking activities of Categories 'B' and 'C' taken together.

'MEDIUM' The jobholder spends a signficant proportion, i.e. more than 10%, of his 
normal duty: —
either undertaking activities of Category 'B \
or undertaking activities of Categories 'B' and 'C' taken together, 
but does not spend a significant proportion, i.e. not more than 1 0%, of 

his normal duty undertaking activities of Category 'C'.

'HIGH' The jobholder spends a significant proportion, i.e. more than 10%, of his 
normal duty undertaking activities of Category 'C'.

Continued
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Responsibilities associated with the handlinq of cash
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j p o ”  ' h e  n c, v  - -  - 'v i t i e s  th a t  are  u n d e r t a k e n  t h e  j o b h o l d e r .

R a t e r s  shook*! '  - ' o re  m a k “  an a s s e s s m e n t  t o  e s t a n l ' s h  w h e t h e r  ' h e  ' o b h o l d e r ' s  ' e s a o n v o l l - f e s  >'
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TABLE flib

The Extent of Responsibility for the Handlinq of Cash

•
'LOW' The jobholder is not involved in the handlinq of. and accountmq for, cash for 

a significant proportion of his normal duty.

'MEDIUM'
i

The jobholder is significantly involved in the handlinq of. and accounfng form 
cash for the purposes of transactions, including the recording of those 
transactions.

'HIGH'
I
i
; . ___________

The jobholder has an overall responsibility for the cash handled in a section, 
including the reconciling of cash received with transaction records and or 
stock ievels for accounting ourooses.

i

i
i

'c' Responsibilities associated specifically with the security of property
A jobholder may have an additional responsibility in this area if he has. as a distinct Dart of his 'ob, a 
sDecif'C '^soonsibility for the security of. including the prevention of wilful damage to. Brmsh Airways' 
premises or other assets. Provided that he exercises this resoonsibil'tv for a significant nroport'on of his 
normal dutv. the level of responsibility will depend upon the nature of the activires unr-rtaken by the 
:obholdcr.

in this context, regard should not be paid to the security aspects of a iobholder’s responsibilities that are 
catered for elsewhere in this Factor, namelv for the security of resources that are directly in the 
jobholder's care or under his supervisory responsibility. In addmon, a requirement to ensure that a 
workplace is secure if left unattended is not considered to be a 'specific' responsibility for the security of 
property.

Raters should, therefore, make an assessment to establish whether the jobholder's responsibilities in this 
area can be considered as 'LOW'. 'MEDIUM' or 'HIGH' by reference to Table lllc on the following page.

Continued
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TABLE I ' Contim:-.-i

FEATURE

-4 ,

Ev.osure to hot and 
anci or numid 
conditions

A

Does not spend the 
maiontv of his 
normal duty exposed 
to hot and or 
humid conditions

FT

Spends the majority of 
h's normal duty 
exoosed to hot and, 
or humid conditions.

c

5.
Exposure to ccd 
conditions

May be exposed for 
a significant 
proportion, but not 
the majority, of his 
normal duty to cold 
conditions, but is 
seldom exposed to very 
cold conditions.

Is exposed for the 
majority of his 
normal duty to cold 
conditions, but is 
seldom exposed to 
very cold conditions,

'

Is exposed for 
a significant 

"proportion of 
his normal duty 
to very cold 
conditions.

6.
Exposure to May be exposed for Is exposed for the Is exposed for the
obnoxious a significant majority of his normal majority of his
odours proportion, but not duty to obnoxious normal duty to
and/or fumes the majority of his odours or fumes, and/ concentrated fumes

normal duty to or is exposed for such as those
obnoxious odours a significant caused by live
or fumes, but is proportion, but not a aircraft on stands.
seldom exposed to majority, of his duty
concentrated fumes to concentrated fumes
such as those caused such as those caused
by live aircraft on by live aircraft on
stands. stands.

Having established the 'profile' for the job, raters should then refer to Table II below to determine whether the 
work environment described by that profile can be considered as being 'fair', 'unpleasant' or 'very unpleasant'.

TABLE II

Profile W ork Environment

Not more than 1 level 'B', 
and
No level 'C's.

'FAIR'

More than 1 but less than 4 level 'B's, 
or
1 but not more than 1 level 'C'.

'UNPLEASANT'

More than 3 level 'B's, 
or
More than 1 level 'C'.

'VERY UNPLEASANT'

Continued
20.1.77
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H • r'.| " « ; ••• - n ........... :: >..................■■ W J' k  "

w h: c h cr c'-f  * o ? h- ! - ■  , c -.-j m o  n at ur e of t he j ot•

S T A G E 2 Di s a g r e e a bl e T a s ks

l " 1!!

n cii " ■*s or 'i q u' ds.

R at ers s h o ul d est a blis h w h et h er or n ot s u c h t as ks a c c o u nt t or a si g nifi c a nt pr o p orti o n, i. e. m or e t ha n ' 0 %. o' 
t he j o b h ol d er's o v e m'l s hi(t p eri o d, t a ki n g i nt o a c c o u nt t h e n or mal r ot ati o n of d uti es wit hi n t he j o b.

S T A G E 3 — A c ci d e nt H a z a r ds

Fi nall y, r at ers s h o ul d est a blis h w h et h er or n ot t h e j o b h ol d er, h a vi n g e x er cis e d all r e as o n a bl e c ar e a n d att e nti o n, 
is si g nifi c a ntl y e x p os e d t o u n a v oi d a bl e a c ci d e nt h a z ar ds, t h e c o ns e q u e n c es of w hi c h c o ul d b e s eri o us.

I n ma ki n g t his ass ess m e nt, r at ers s h o ul d b e ar i n mi n d t h e f oll o wi n g p oi nts w hi c h d efi n e s o m e of t h e t er ms 
us e d a b o v e.

( a) A i o b h ol d er is c o nsi d er e d t o b e 'si g nifi c a ntl y' e x p os e d t o h a z ar ds if t h at e x p os ur e a c c o u nts f or m or e t ha n 
1 0 % of his o v er all s hift p eri o d, t a ki n g i nt o a c c o u nt t h e n or mal r ot ati o n of d uti es wit hi n t h e j o b.

l b) T h e c o ns e q u e n c es of a h a z ar d ar e c o nsi d er e d t o b e 's eri o us' if t h e y r es ult i n t h e j o b h ol d er l osi n g
si g nifi c a nt ti me off w or k (i. e. o v er t hr e e d a ys) t hr o u g h a c ci d e nts w hi c h c a us e i nj uri es s u c h as s e v er e 
b ur ns or c uts, fr a ct ur e d li m bs or ot h er s e v er e b o d y or h e a d i nj uri es.

S u c h i nj uri es c o ul d o c c ur if t h e j o b h ol d er is i n v ol v e d i n a cti viti es s u c h as t h e ha n dli n g of h ot li q ui ds or 
s h ar p i nstr u m e nts, w or ki n g i n a n a cti v e air cr aft or v e hi cl e m o v e m e nt ar e a, w or ki n g at h ei g hts, o p er ati n g 
m o bil e e q ui p m e nt or v e hi cl es, or t h e p h ysi c al u n p a c ki n g a n d s e ar c hi n g of s us p e ct b a g q a g e or c ar g o f or 
s a b ot a g e d e vi c es.

R at ers ar e r e mi n d e d t h at, t hr o u g h o ut t his f a ct or, it is ess e nti al t h at all ass ess m e nts ar e b as e d o n t he 
ass u m pti o n t h at p r es e r v e d pr ot e cti v e cl ot hi n g is w or n a n d t h at all st at ut or y a n d Britis h Air wa ys h e alt h a n d 
s af et y r e g ul ati o ns ar e stri ctl y o bs er v e d.

C o nti n u e d

2 0. 1. 7 7



D ETER M IN ATIO N  OF THE APPRO PRIATE DEGREE LEVEL

--ivo- made three assessments r>amely: —

»r'.'w nm ent can be described as Ter' unpleasant'. or erv unpleasant

2 W ’- mer or nof : r "oicter spends a significant prooorfon of his normal duty period undertaken
.nceasant tasKS. S u g e  2'

3. Whether or not the lobholder is significantly exposed to unavoidable accident hazards. (Stage 3)

Raters should then refer to TaDle III below which indicates the degree level which is appropriate to the various 
combinations of these assessments.

TABLE III

STAGE 1
The General W ork  Environment

can be described as: —

STAGE 2 STAGE 3 |

h
Does the jobholder 
spend a significant 
proportion of his 
duty undertaking 

1 unpleasant 
tasks?

Is the jobholder
significantly
exposed to
unavoidable
accident
hazards?

'FAIR' •UNPLEASANT' 'VERY
UNPLEASANT'

No No 1 2 3

Yes No 2 3 4

No Yes 2 3 4

Yes Yes 3 4 5

Raters will, therefore, have determined the overall degree level appropriate to the job under review for this 
Factor of Working Conditions.



J O B  E V A L U A T I O N  S C H E M E  F O R  I N D U S T R I A L  G R O U N D  S T A F F

D R A F T  S C O R I N G  S H E E T

A. IDENTIFICATION

Job Evaluation Committee

la) Date or Committee

(b) Name of Rater
L :

Job Identification

(a) Job Title
I

(b) Division/Department
" "  ' " j

1
1

(c) Location
!

(d) Job Reference Code

B. IN TR O D UC TIO N

The purpose of this Scoring Sheet is not only to record the assessments made by the rater in arriving at 
a degree level for each factor for the job under review, but also to record his her reasons for making 
those assessments, i.e. by reference to particular tasks or other information contained in the Job 
Description or raised during the course of the Committee proceedings.

Raters should record their assessments by clearly circling the appropriate figure in the box provided, 
except where otherwise indicated.

C. S U M M A R Y

Having completed the evaluation process, raters should then enter their assessments of the overall degree 
levels for each factor for the job under review in the Summary Table below, and sign where shown.

FACTOR 1 2 3 4 5 6 7 8

DEGREE
LEVEL

Signature of Rater:
Continued



44

Stage 1 -  Academic Abilities
S-'ec* :evel appropriate to the job under review by reference to Table I and indicate below

FACTOR 1 -  THE NATURE OF THE SKILL

Level 1 2 3
_______________-

Reasons (i e academic abilities required):

Stage 2 — Practical/Vocational Skills
Select the level appropriate to the job under review by reference to Table II and indicate 

0  below.

Level 1 2 3 4 5

Reasons (i.e. equipment used or qualifications required):

Stage 3 — Supervisory Skills
Select the level appropriate to the job under review by reference to Table III and indicate 
below.

Level 1 2 3 4

Reasons (i.e. type of supervision undertaken):

Determine the overall degree level for the job under review for this factor, i.e. tho highesi of Stages 1, 2 and 3,
anr) indicate below.

DEGREE
LEVEL 2 3 4 5

/Continued

20.1.77



FACTOR 2 -  EXPERIENCE

», ; - ime oerioos necessary within each or the various siuies r/ experience e
inn a*ver n me -ahie ceio-.v, together with your reasons for makino ,nese asse-,=."ron*s.

S rage of
Experience Vas No

i !

.Minimum , Reasons 
Time Period '< (i.e. previous essential joos, essential , 

j skills or qualifications gamed.)
___ i______  . 1

(i)
,

j

i

(ii)

*

(iii)

(iv)
•

Total time period =

Determine the degree level appropriate to the job under review for this factor by reference to Table I, and 
indicate below.

DEGREE
LEVEL 1 2 3 4 5

Continued
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FACTOR 6 -  RESPONSIBILITY FOR RESOURCES

Stag e 1 R e s p o n sib ilit ie s  Associated with the Direct Use or Handling of Equipment or
Materials

•"<? <• ous C itegones of activity ■.¡n'iertn|>-'-n o\ 'he jobho'd r r>v '-‘ f°tence to 1"

C a t e . , Yes No R-.-sons ice activities :o nu  r"-C '

A !

3

I

o
 

: i i i i i

I 
I

Assess the extent of responsibility for the direct use or handling of equipment or materials by 
reference to Table II and indicate below.

Extent of Direct 
Responsibility

LOW MEDIUM HIGH

L.

Stage 2 — Additional Responsibility
Assess the extent of additional responsibility carried by the jobholder by reference to Tables 
Ilia, 11 lb and II Ic and indicate below.

Table Subject and Extent Reasons (i.e. activities or staff 
concerned)

Ilia
Subordinate Staff

LOW MEDIUM HIGH

11 lb
Cash

LOW MEDIUM HIGH

111 c
Security

L J
LOW MEDIUM HIGH

Determine the extent of additional responsibility carried by the jobholder, i.e. the highest of 
the above, and indicate below.

Extent of Additional 
Responsibility LOW MEDIUM HIGH

Determine the overall degree level for the job under review for this factor by reference to Table IV and indicate 
below.

DEGREE
1 o A

LEVEL ¿. •J

Continued
20.1.77



F A C T O R  7 -  R E S P O N S I B I L I T Y  F O R  T H E  H E A L T H  AN D  S A F E T Y  O F  O T H E R S

Stage 1 — Direct Responsibility
-it *', me v.tr;"  • 0 ateoc'es of activity unr!f»rt3,<er> bv rho ’obhoider bv reference "o Tabl^ !

I
i

A

3

Assess the extent of direct responsibility for the health and safety of others bv reference to 
Table II and indicate below.

Extent of Direct 
Responsibility

LOW HIGH

Stage 2 — Additional Responsibility
Assess whether or not the jobholder has an additional responsibility for the health and safetv 
of others and indicate below.

Additional
Responsibility YES NO

Reasons (i.e. staff concerned/activities concerned)

Stage 3 — Rescue Responsibility
Assess whether or not the jobholder has a specific responsibility for the rescue of others and 
indicate below.

Rescue
Responsibility YES NO

Determining the overall degree level for the job under review for this factor by reference to Table III and 
indicate below.

DEGREE
LEVEL

1 2 3 4 5

20.1.77
Continued
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1 0  S'' ‘  vj r e-i t h e C h air m a n will ; d e: n;i v / v h >-t h er ‘ h e diff e r e n c e s iri s e ‘ w m di‘ f-- m o

-3 ,-r■ , ; r -....! r st f o r ». j r ' r o r ir r e c o n cil a bl e diff e r e n c e s o; m e r p r e t a ti o n of t h e "n m u al. i n r h e ' o r m w

. •  - n..t e ' h e ; oc: a! p arti es f o , o; o m , k,i'  i -/ v^ h .............., o‘ ' «s oi v m-i t -'
’ '.. S'- o r ;f -t >'s ‘ ii  or ‘ ‘ h e '■ s e s 1' . "  • ■ ~ n. : it-'--, -'¡ "-r u n.

of j! '  r' "•'>*- b e't H) "  di s o u t e. n e - v ui . • •¡t o ur' - r - ; s c u s si o n v  r u t i u c . -  •' o u

• ■>.» J oi n' S e c r e t a ri e s t o a s si s t hi m i n d e t e r mi ni n g t h e ar e a or a r e a s of di s a g r e e m e n t o n or t o a n y 

• e- u’ri D ti o n o f ' h e m e et n..j. If n o r e s ol u ti o n i s a c hi e v e d, t h e C h air m a n m a y r e p ort u p o n t hi s sit u a ti o n . n 

. vr-t m q t o t h e \ S P  q’ v m a hi s o w n o b s e r v a ti o n s a s t o t h e m a tt er s i n di s p u t e.

11  W h e n a c o m pl et e s et of f a ct or s c o r es f or t h e j o b h a v e o e e n a d o pt e d b y t h e C o m mitt e e, t h e C hair ma n, 
assist e d b y t h e J oi nt S e cr et ari es, will d et er mi n e t h e e v al u ati o n r es ult i n t h e ma n n er d es cri b e d i n t he J o b 
E v al u ati o n Ma n u al.

1 2  At t h e C h ai r ma n's dis cr eti o n t h e C o m mitt e e ma y s c or e a p arti c ul ar j o b m or e t ha n o n c e, pri or t o a r es ult 
b ei n g a n n o u n c e d (f or t h e p ur p os es of v ali d ati o n, or w h er e r e as o n a bl e d o u bt is c ast b y a m e m b er of t he 
C o m mitt e e u p o n t h e f a cts or i nt er pr et ati o ns u p o n w hi c h a n earli er s c or e f or t h e j o b w as b as e d). I n s u c h a 
c as e, t h e C h air ma n will d et er mi n e w hi c h Is t h e s c or e t o b e a d o pt e d f or t h e j o b a n d t h e ot h er s c or e, or 
s c or es, will b e disr e g ar d e d i n d eri vi n g t h e j o b's gr a d e. O n c e a p arti c ul ar r es ult f or a j o b h as b e e n a d o pt e d 
a n d a n n o u n c e d It ma y n ot b e wit h dr a w n or f urt h er alt er e d u nil at er all y b y t h e C o m mitt e e.

1 3 T h e J oi nt S e cr et ari es will b e r es p o nsi bl e f or c o m m u ni c ati n g t o t h e i nt er est e d p arti es t h e r es ults a d o Dt e d 

b y t h e C o m mitt e e.

3 0 . 4 . 7 7
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A P P E N D I X  IV

Procedure for Preoa ring and Agreeing Job Descriptions

1 The manager who has '--SDonsibility for managing a unit in which a job is performed ior is to be 
Deform ed if no- performed already) will be responsible with the local Personnel Official for ensuring that 
the following procedu'e is operated.

2 It is the manager's resoonsibility to ensure that any obligations management have entered into to consult 
with staff or their Trade Unions concerning the organisation of the particular operation are complied wth 
Before producing a first draft job description the manager will hold preliminary discussions with staff 
representatives at a local level, outlining the overall job structure and indicating any changes he foresees 
in the way the work is organised.

3 The manager will then produce a draft job description in accordance with the standard format and 
instructions (sample attached). All jobs requiring to be performed within a unit at any given time will be 
described in the given format.

4 The manager's draft job description will be supplied by him to:

(a) all of the jobholders — or a spokesman or spokesmen nominated from amongst them if they are too 
numerous or dispersed to permit of direct contact with all of them, or if this is for any other reason 
mutually acceptable;

(b) the accredited Panel Representative of the jobholders (if he is not one of those covered by (a)).

5 The manager and the jobholders (or their spokesman/men) and their Panel Representative will meet to j
discuss the manager's draft. When the manager and the jobholders have agreed upon the wording of the j 
draft job description, the manager will formally submit that unsigned draft to the Project Team. S

6 The Project Team, acting on behalf of the Joint Evaluation Committee, will check the draft job 
description against the agreed instructions, and will propose such amendments, if any, as are considered 
necessary to conform with those instructions.

7 The Project Team will return the draft job description, with any amendments proposed, to the local 
manager for signature by his senior line manager, together with his own and that of the local panel 
representative.

8 The signed job description will then be returned to the Project Team for signature by the Employees' side 
Representative and the Employer's side Representative and the Employer's side Joint Secretary before 
presentation to a meeting of the Evaluation Committee on the next convenient occasion thereafter.

9 At any stage of this process, by request of the local parties, members of the Project Team may give 
advice to both parties on the drafting of the job description or the operation of the job evaluation system.

20.1.77
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A P P E N D I X  IV

Procedure f o r  P ' e o a r i n q  a n d  Agreeing Job Descriptions

1 The -nanager who nas r-.-soonsibility for managing a unit m which a job is performed (or ¡s ro be 
performed if not performed already) will be responsible with the local Personnel Official for ensuring that 
tne following procedure is operated.

2 It is the manager's responsibility to ensure that any obligations management have entered into to consult 
with staff or their Trade Unions concerning the organisation of the particular operation are complied with 
Before producing a first draft job description the manager will hold preliminary discussions with staff 
representatives at a local level, outlining the overall job structure and indicating any changes he foresees 
in the way the work is organised.

3 The manager will then produce a draft job description in accordance with the standard format and 
instructions (sample attached). All jobs requiring to be performed within a unit at any given time will be 
described in the given format.

4 The manager's draft job description will be supplied by him to:

(a) all of the jobholders — or a spokesman or spokesmen nominated from amongst them if they are too 
numerous or dispersed to permit of direct contact with all of them, or if this is for any other reason 
mutually acceptable;

(b) the accredited Panel Representative of the jobholders (if he is not one of those covered by (a)).

5 The manager and the jobholders (or their spokesman/men) and their Panel Representative will meet to 
discuss the manager's draft. When the manager and the jobholders have agreed upon the wording of the 
draft job description, the manager will formally submit that unsigned draft to the Project Team.

6 The Project Team, acting on behalf of the Joint Evaluation Committee, will check the draft |ob 
description against the agreed instructions, and will propose such amendments, if any, as are considered 
necessary to conform with those instructions.

7 The Project Team will return the draft job description, with any amendments proposed, to the local 
manager for signature by his senior line manager, together with his own and that of the local panel 
representative.

8 The signed job description will then be returned to the Project Team for signature by the Employees' side 
Representative and the Employer's side Representative and the Employer's side Joint Secretary before 
presentation to a meeting of the Evaluation Committee on the next convenient occasion thereafter.

9 At any stage of this process, by request of the local parties, members of the Project Team may give 
advice to both parties on the drafting of the job description or the operation of the job evaluation system.
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B R I T I S H  A I R W A Y S

JOB D E S C R I P T I O N  F O R  I N D U S T R I A L  G R O U N D  S T A F F  J O B S

A JOB IDENTIFICATION

1 — ------------------- ------------------------------------- i  1(a)
JoP Title

j
I Department
I

I

I

r~
Location

i

i
j

i Job ref code

Date
_______ I

Number of jobholders

r
j Shift system worked

Number of subordinate staff 
(Supervisors only)

3 Organisation structure

20.1.77
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B G E N E R A L  D E S C R I P T I O N

-1 V j in  m.roose o f th*? job.

ij

5 Principal tasks.

20.1.77



RESOURCES

Simóle hand 
tools

Communications 
i Equipment

Non-mechanical 
! mobile equipment

Static machinery 
and'or equipment

Light
vehicles

Mechanical Mobile 
Í Equipment

Heavy Rigid
: Vehicles
ii
Ii-------------------

!

Heavy articulated 
vehicles

Equipment used by 
subordinate staff

Other equipment 
used
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D SUPPLEMENTARY INFORMATION

3

9 Description of previous experience required

r
full-time
vocational

i
i

i
1

pre-British
Airways

British Airways

Other
supplementary
information

E APPRO VAL

SIGNATURE DATE

Senior line manager:
—

Line manager:
for accuracy of content

Local panel representative: 
for accuracy of content

Job Evaluation Branch: 
for quality/consistency

Staff-side representative: 
for quality/consistency

F EFFECTIVE DATE

14.2.77
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A\j  a  . ' F * ’ .-.r - ' -  A I R W A Y S  h e r e i n a frer  ' e f e » r e d  t o  a s  t h e  E M P L O Y E R ,  a n d  t he
z r. T “ -* * ' ■ 4 s  P  n e r9 m. '  ; *r-r M i r r o r 1 *--i E M P L O Y E E S  i a t e d

0  n- omt aptyicarcn o* 1 ;on •nation system to ,ous o' 3r ih Airw3 ys
~ ' ■ • =̂>

Preamble

1 T h e  parties h a v e  a g r e e d  o m t i y  t o  establish and maintain means for achieving the f o l l o w i n g  o b j e c t i v e s :  

1 1 E qual  oav f o r  w o r k  o‘ e q u a l  v a l u e  amongst jobs covered b y  this NSP.

1.2 Increased efficiency and job satisfaction by better restructuring of jobs.

The Job Evaluation Method

2 To this end, the parties have agreed upon the adoption of a points-rating method of job evaluation which 
they have developed jointly. The evaluation criteria and the rules for applying them are embodied in the 
Job Evaluation Manual annexed to this Agreement (Appendix I).

The Joint Evaluation Committee

3 The Manual shall be used by a jointly constituted Evaluation Committee to evaluate all British Airways 
jobs covered by the GSS NSP Agreement.

4 The employer and employees shall respectively nominate Boards of 10 members, which shall jointly 
comprise the Evaluation Committee, and an up to date list of members shall be kept by the Joint 
Secretaries of the GSS NSP.

The emoloyer's representatives shall be of Senior Staff level, and the employees' representatives shall 
themselves be employees of British Airways covered by the GSS NSP Agreement.

An evaluation Meeting shall comprise 4 substantive representatives drawn from each of the Boards, 
presided over by an ^dependent Chairman appointed jointly by both sides of the GSS NSP. The rules of 
procedure of Evaluation Meetings are annexed to this Agreement (Appendix II).

The Joint Secretaries

5 The employer and the employees shall each additionally nominate a Joint Secretary to service the 
Evaluation Committee. The employees' Joint Secretary shall also be an employee of British Airways 
covered by the GSS NSP Agreement. The Joint Secretaries shall not be members of the Boards which 
comprise the Evaluation Committee.

20.1.77
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6 5 i--.'-' 3 r e s s h all a gr e e j ti o n a " i' Oi'' for •" ntr eti n qs y C o m mir t.- e -. m d
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7  ^ n e J o' n t S e c r e t a r y s hjil j oi ntl y assist t h e C h air ma n o f ' h e E v al u ati o n C o m mitt e e i n t h e e x e c uti o n o f h;s 

• es o o nsi bilit es, a mi s n ui. w h e n r e q uir e d b y hi m. c arr v o ut s u c h t as ks o n b e h alf of t h eir r es p e cti v e i d e s 

a s h e ma y c o nsi a e r t o o e r e q uisit e f or t h e s m o ot h o p er at' o n of all pr o c e d ur es ass o ci at e d wit h t his 
A gr e e m e nt.

T h e C h ai r m a n of t h e J oi n t E v al u ati o n C o m m itt e e

8  T h e r es p o nsi bilit es of t h e C h air m a n of t h e E v al u ati o n C o m mitt e e ar e a n n e x e d t o t his A gr e e m e nt at 
A p p e n di x III.

P r e p a r ati o n o f J o b D e s c ri pti o n s

9  J o b D es cri pti o ns of j o bs r e q uiri n g e v al u ati o n s h all b e pr e p ar e d a n d a gr e e d i n a c c or d a n c e wit h t h e 
pr o c e d ur e a n n e x e d at A p p e n di x I V.

E m pl o y e e Si d e R e p r e s e n t ati v e

1 0  T h e e m pl o y e es s h all n o mi n at e r e pr es e nt ati v es, w h o s hall t h e ms el v es b y e m pl o y e es of Britis h Air wa ys 
c o v er e d b y t h e G S S N S P A gr e e m e nt, t o a ct o n b e h alf of t h e J oi nt E v al u ati o n C o m mitt e e i n t h e c h e c ki n g 
of dr aft j o b d es cri pti o ns as d es cri b e d i n A p p e n di x I V. A n u p t o d at e list of s u c h r e pr es e nt ati v es s hall b e 
k e pt b y t h e J oi nt S e cr et ari es of t h e N S P. T h e n u m b er of d esi g n at e d r e pr es e nt ati v es a n d t h e f a ciliti es 
pr o vi d e d s h all b e as is fr o m ti m e t o ti m e m ut u all y a gr e e d t o b e n e c ess ar y.

11  T h e d esi g n at e d r e pr es e nt ati v es s h all n ot b e m e m b ers of t h e J oi nt E v al u ati o n C o m mitt e e.

A p p e al s

1 2  T h e p arti es a gr e e t h at w hil e e v er y eff ort will b e m a d e b y all c o n c er n e d o n b ot h si d es t o e ns ur e t h at t h e 
a gr e e d m et h o d is c orr e ctl y a n d f airl y a p pli e d, m e a ns m ust n e v ert h el ess b e pr o vi d e d f or r e pr es e nt ati o ns t o 
b e m a d e o n b e h alf of j o b h ol d ers of p arti c ul ar j o bs w h o c o nsi d er t h e y h a v e a l e giti m at e gri e v a n c e 
c o n c er ni n g t h e e v al u ati o n of t h eir j o b, a n d f or s u c h a gri e v a n c e t o b e j oi ntl y e n q uir e d i nt o i n a s yst e m ati c 
m a n n er. T h e p arti es h a v e a g r e e d u p o n t h e pr o c e d ur e t o b e f oll o w e d i n s u c h c as es w hi c h is a n n e x e d at 
A p p e n di x V.

1 3  T h e e m pl o y er a n d e m pl o y e es s h all e a c h n o mi n at e t w o r e pr es e nt ati v es fr o m wit hi n Britis h Air w a ys t o b e 
m e m b ers of t h e R e vi e w C o m mitt e e. T h e e m pl o y e es' si d e r e pr es e nt ati v es s hall als o b e e m pl o y e es c o v er e d 
b y G S S N S P A gr e e m e nt. All f o ur r e pr es e nt ati v es s h o ul d b e f a mili ar wit h t h e o p er ati o n of t h e s c h e m e b ut 
s h o ul d n ot b e m e m b ers of t h e J oi nt E v al u ati o n C o m mitt e e. T h e R e vi e w C o m mitt e e s hall gi v e i nitial 
c o nsi d er ati o n t o a p p e als i n t h e m a n n er d es cri b e d i n A p p e n di x V.

3 0 . 4 . 7 7
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j\ m e  J o i n t  S e c r e ' a r ' r s  " arouns n o t  e x c e e d i n g  6  in n u m b e r  o n  a n y  o n e  o c c a s i o n .  Empiov*es shal l  

n o t  b e  o re s e n t  a s  o b s e r a rs at  m e e t i n g s  o f  t h e  C o m m i t t e e  at  w h i c h  the i r  o w n  job is t o  b e  e v a l u a t e d .  Al! 

o b s e r v e r s  will  w i t h d r a w  -  t o g e t h e r  w i t h  t h e  l ine m a n a g e r  a n d  t h e  jobholder — w h e n  t h e  c o m m i t t e e  

s c o r e s  t h e  j o b .

Monitoring of the Scheme

15 The parties agree upon the necessity to maintain their confidence in the scheme. The GSS NSP shall, 
therefore, at annual intervals, or as required, nominate a joint working party whp will examine the 
working of the scheme and report back their findings, including any recommendations for modification of 
the procedures.

Termination

16 The Agreement may be terminated at the request of either party, providing six month's notice of the 
intention to terminate is given, in writing, to the GSS NSP.

Signed

30.4.77



APPENDIX II

ô6

Rules of Procedure of Joint Evaluation Committee

1 a  o .) o ’ m e  J o » ' :  t . - u J t ' o n  C o m m i t t e e  s n a i 1 c o n s i s t  o f  f o u r  m e m b e r s  e - . q . o i e  to . . o c e  <rc m  e a c h  

s k !-; -a itn t h e  i n d e p e n d e n t  Chairman and the Jo in t Secretaries who do not score.

2 An Employer's Side member may not score jobs which are under his immediate control as a manager and 
an Employees' Side member may not score:

(a) his own job, or

(b) jobs of staff in his own work section.

3 Job descriptions which have been produced according to the prescribed procedure (see Appendix IV) will 
be furnished to the Committee members before the relevant meeting of the Committee by the Joint 
Secretaries.

4 At the Committee meeting, the Chairman will direct the members' attention to the job descriptions one at 
a time to be evaluated. When each member has satisfied himself that he has a sufficiently full 
understanding of the content of the job under consideration he will notify the Chairman.

5 The manager in charge of the unit where the job is situated and a spokesman for the jobholders will be 
present whilst the members of the committee are familiarising themselves with the job’s content. The 
Chairman will invite them to enlarge upon or clarify matters of fact which are unclear to any member of 
the committee or to the Chairman himself.

6 If the committee is unable to satisfy itself on a matter of fact concerning a job, the Chairman may 
adjourn that evaluation and call upon each side to nominate a member who will then jointly visit the place 
of work with the purpose of establishing those facts which in the Chairman's view are in question.

7 When all members have notified the Chairman that they have a sufficient understanding of the job, the 
Chairman will ask the immediate manager and the staff's spokesman to withdraw, remaining on call until 
the scoring is finished should any further factual clarification be needed.

8 The members of the Committee eligible to score will then do so individually, using the manual, on the 
score-sheets provided.

9 When all members of the committee have finished scoring the Chairman will call upon each member to 
declare his set of factor scores. When any differences of scoring are apparent on a particular factor, the 
Chairman will seek to bring amount amendments to remove such differences.

20.1.77
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A P P E N D I X  III

R esp o n se  '*"?s of 'be Chairman of the Evaluation Committee

Tke orimary responsibility of the Chairman of the Joint Evaluation Committee is to ensure that the 
evaluation criteria are fatr'y and consistently applied by the Committee.

2 In pursuit of this objective, the Chairman will apply his own judgement to any matters which are the 
subject of disagreement between members of the Committee and will invite the whole Committee to 
accept his aroitration in any such matters.

3 In particular, the Chairman will:—

3.1. Give his interpretation of the Job Evaluation Manual as necessary:

3.2 Determine whether a point in dispute is a matter of fact and, if so, cause to take place any further 
examination which he deems to be necessary in order to establish the true facts, or whether it is one of 
interpretation.

3.3 Arbitrate where there is a dispute or doubt about the relevance to the evaluation of a job of any facts 
(their accuracy being accepted).

4 The Chairman will preside over all meetings of the Evaluation Committee, but shall not score jobs himself. 
In the conduct of meetings, he will be governed by the Rules of Procedure of the Evaluation Committee 
(see Appendix II).

30.4.77



A P P E N D I X  IV

,>rii|-e h-.r Preparing and Agreeing Job Descriptions

• : -  . . E . : O'- • ..'.......^>nt. •.'!•. ,v~
cns.b ‘or ~v:~•> ; •• .nit n which a .ob s oerh-ymed 'o r 'S to be performed ■ nor cv.-dormeri

;; • j.adv! !l be r- e .vith the ocat Personnel 0*, 'r: ai for ensuring that the followin'! oroceriu1-- s
ooermec.

It ¡s the m anages r-sponsibility to ensure that any obligations management have entered into to consult 
with staff or their Trade Unions concerning the organisation of the particular operation are complied with. 
Before producing a first draft job description the manager will hold preliminary discussions with staff 
representatives at a local level, outlining the overall job structure and indicating any changes he foresees 
in the wav the work is organised.

The manager will then produce a draft job description in accordance with the standard format and 
instructions (sample attached). The job may either be a new job or a job which has changed. For 
changed jobs the manager should separately identify the changes which have taken place. All jobs 
requiring to be performed within a unit at any given time will be described in the given format.

The manager's draft job description will be supplied by him to:

(a) all of the jobholders — or a spokesman or spokesmen nominated from amongst them if they are too 
numerous or dispersed to permit of direct contact with all of them, or if this is for any other reason 
mutually acceptable;

(b) the accredited Panel Representative of the jobholders (if he is not one of those covered by (a)).

The manager and the jobholders (or their spokesman/men) and their Panel Representative will meet to 
discuss the manager's draft. When the manager and the jobholders have agreed upon the wording of the 
tirait ;ob description, the manager will formally submit that unsigned draft, together where necessary with 
the list of changes since the previous job description, to the head of the Job Evaluation Branch of British 
Airways Personnel Department.

The Job Evaluation Branch, acting on behalf of the Joint Evaluation Committee, will check the draft job 
description against the agreed instructions, and will propose such amendments, if any, as are considered 
necessary to conform with those instructions.

The Job Evaluation Branch will forward the draft, with any amendments proposed, to the designated 
employee-side Representative for agreement. The Job Evaluation Branch will then return the jointly 
agreed draft to the local manager for his signature and that of the local Panel Representative.

All job descriptions when duly signed will be forwarded by the Job Evaluation Branch to the Joint 
Secretaries of the Evaluation Committee for presentation to the Committee on the next convenient 
occasion thereafter.
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Mit p ■ ■■■, •• ,n • ;p ot ¡Off'S I""'
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D SUPPLEM ENTARY IN FO R M A TIO N

8 Essential Qualifications List any qualifications which the ¡ob-holder must have before appointment to 
the job. Qualifications which are desirable, but not essential, should be excluded.

9 Previous experience Does the job require the jobholder to have completed a full-time vocational course, 
such as City and Guilds? If so give the name of the course.

Is it necessary for the jobholder to have had experience in particular jobls) outside the airline prior to 
appointment? Where such previous experience is essential identify the jobls).

Is it necessary for the jobholder to have had experience in airline jobls) before appointment7 Where such 
previous experience is essential identify the jobls).

10 Give any other supplementary information not covered by the above, which may be relevant to the 
evaluation of the job.

E A PPRO VA L

11 When the draft job description has been agreed by staff, and checked for quality and consistency by Job 
Evalution Branch and a designated staff representative, it is signed by the parties concerned.

F EFFECTIVE DATE

a) In the case of a job where changes have already been worked, put the date from which those 
changes took place.

b) In the case of a job where changes are to take place in the future, put the date from which those 
changes are to take place.

14.2.77



73

A P P E N D I X  V

Intrr iuction

1 JocHolders who ronsider that either:

a) their job re- :''ot;on has. through changes, ceased to give a full and accurate account of their job. 
and conseoi.^ntly that the evaluated grade no longer reflects the worth of their job's content: or

b) the evaluated grade for their job does not reflect the worth of their job's content, the accuracy of 
the job description not being in dispute,

can register an appeal against their grading. In the case of b) at least one year must have elapsed since 
any such appeal covered by the Main Agreement.

2 However, it must be borne in mind that the evaluation is of jobs, not of individuals (although in some 
cases a job may have a single occupant), and that all current and future jobholders of any particular job 
are affected by what happens to its grade. Therefore, those jobholders of a job who wish to register an 
appeal must first secure the concurrence of at least a majority of their fellow jobholders.

3 It will be the responsibility of the manager of the unit in which the job is performed to ascertain, in 
conjunction with the local Panel Representative(s) of the jobholders, that such a majority in favour of 
making an appeal does exist. The manager will act in concert with — and will normally when meeting the 
local Panel Representative(s) be accompanied by — a local Personnel Official as his advisor.

Procedure to be Followed

9  4 Jobholders wishing to appeal against the grade for their job arrived at by the Joint Evaluation Committee,
must notify their manager accordingly in writing, giving their reasons. A spokesman or spokesmen of the 
jobholders may undertake this notification, if deputed to do so by at least a simple majority of the 
jobholders in the job at the date the appeal is notified. Documentary evidence that such a majority exists 
may be required.

5 Within one week, the manager will inform:

a) the jobholders' local Panel Representative (if he is not himself one of the jobholders),

b) the two Joint Secretaries of the Evaluation Committee, forwarding copies of the appeal notification 
and evidence to them.

30.4.77
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6 The Joint Secretaries will then convene a meeting of the Review Committee (constituted as described in 
paragraph 14 of the Agreement ) to hear representations and will notify the jobholders' spokesman and 
his manager of the date of the meeting.

7 At the meeting of the Review Committee, the spokesman will be invited to state his case as to why he 
considers the Joint Evaluation Committee's previous scoring of his job to be wrong. When the 
Committee is satisfied, having listened to and questioned the spokesman and his line manager, that they 
are in full possession of all the relevant facts, the spokesman and his line manager will withdraw, and the 
Review Committee shall consider whether or not there are sufficient grounds for the job to go back to a 
meeting of the Joint Evaluation Committee for re-evaluation.

8 If the Review Committee decides that there are insufficient grounds for the job to be re-evaluated, the 
Joint Secretaries will transmit this to the respective parties and the existing points-score and grade shall 
stand.

9 If the Review Committee decides that the job should be re-evaluated, the Joint Secretaries shall make the 
necessary arrangements for a meeting of the Joint Evaluation Committee, and shall notify the jobholders' 
spokesman, a local Panel Representative (who will not be one of the jobholders) and his manager of the 
date of the meeting. The Review Committee will also decide whether the existing job description gives a 
full and accurate account of the |ob. If they decide it does not the Joint Secretaries will be responsible 
for ensuring that a new job description is prepared in accordance with the procedure outlined in 
Appendix IV, prior to the meeting of the Evaluation Committee.

10 At the meeting of the Joint Evaluation Committee, the Chairman will invite the spokesman to state his 
case as to why he considers the previous scoring to be wrong. When the Committee is satisfied, having 
listened to and questioned the spokesman and his line manager, that they are in full possession off all the 
-elevant facts, the Chairman will ask the spokesman to withdraw. The Committee will then score the job 
m the normal manner, in the presence of the jobholders' manager and local Panel Representative, who 
shall from this stage onwards address any points they may wish to raise to Chair only (and not to 
individual members of the Committee). The Chairman will determine the applicability or otherwise of any 
points so raised and may — if he deems it appropriate — call upon individual Committee members to 
answer him uDon particular points.

11 Following the hearing, the Joint Secretaries will transmit the result to the respective parties. The result of 
an evaluation arrived at by a meeting of the Joint Evaluation Committee in response to an appeal shall 
override any result previously arrived at for that job.

30.4.77



Appendix 10



   

  



BRITISH AIRWAYS

DRAFT AGREEMENT ■

PAY AND CONDITIONS FÓR STAFF WHO ARE REDEPLOYEB 

PREAMBLE

1 It is recognised that Civil Air Transport is an industry subject 
to continued change, brought about by technical advancement, 
market fluctuations and variations, and the need constantly to 
improve working arrangements.

2 A characteristic of this constantly changing situation tends to 
bo expansion in some areas whilst contraction may be occurring 
at tho same time in others; the disappearance of certain tasks; 
the creation of new ones.

3 It is also recognised that such changes have considerable impact 
on the circumstances of individual employees, or groups of 
employeea.

4 It will continue to bo British Airways policy to minimise disruption 
to employees through the careful planning and use of manpower and 
the application of recruitment, selection and training policies in 
ordor to avoid unnecessary fluctuations in manpower requirements.

3 It ia recognised by British Airways and the Trade Unions that,
in order to achieve effective use of manpower and avoid uneconomic 
use of resources in the circumstances detailed above, agreed 
arrangements should exist for transferring employees iron one job 
to another within the undertaking, (ie redeployment of staff).
Tho following arrangements have been agreed to facilitate such 
transfers and to ensure the minimum of disturbance to individuals 
who ore redeployed.

C Full consultation will take place with the Trade Union Officials
of the appropriate NSPts, the Staff Representatives and the Staff 
concerned.

7 The Trado Unions agree that staff can be redeployed into different 
jobs which nay be at different locations and fall within a different 
NSP Agreement. Eouever, in implementing redeployment, account vil\ 
be taken of personal and domestic circumstances of the individual s, 
the skills required and the association of occupations within the 
industry.

8 The method of selection of individuals for redeployment would also 
take into consideration paragraph 7 above, but would be based on 
principle of •last in/firct out' from those grades at the Unit and 
location where a surplus exists (unless some staff wish to volunte.! 
This method will vary according to the organisation of the Unit 
involved and can only be finalised following appropriate consulta-

tion os defined in paragraph 6 above.
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15

16

17

18

19
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d Theca arrangements fire also subject to the individual 
being redeployed into a job at the same basic rate of 
pay. Should the individual receive a higher basic rate 
of pay as a result of the redeployment, then the sms 
delineated in 14b above will be reduced by the difference 
between the new basic rate of pay and the previous basic 
rate of pay.

Where necessary, British Airways will provide retraining: and 
redeployed enpicyc-es will accept such training. During retraining, 
employees will be paid in accordance with paragraphs 12 to 14 above.

Yihere redeployment means a cove of location which entails extra 
travelling cost or a move of house, the appropriate British Airways 
staff regulations will be applied. Additionally, cases of special 
hardship will bo locked at on their merits.

Y/here vacancies «subsequently occur in their original job or 
different jobs of a similar type and nature to that from which 
individuals have been redeployed, they may be required to transfer 
back into those vacancies by British Airways without recourse to 
normal Staff Vacancy Notice procedures. Consultation between 
Trade Union officials and management would determine whether the* 
•offered job was of a similar type and nature* to that from which 
he had been redeployed.

If, following consultation, it is agreed that it would be unreason-
able to ask the individual to take up his old Job or a different 
job of a similar type and nature to that from which he had been 
redeployed, he will retain his ‘personal grade* or’personal 
differential* (see paragraph 10 above) in the Job to which he hat 
been redeployed.

Vhcre following consultation^ cn individual unreasonably refuses 
to accept a transfer back to his original job or to a job of a 
similar type and nature to that original job, he will be placed 

on the rate of pay and full conditions for the job being done.

Redeployed employees will receive a letter from British Airways 
setting out the full details of the reasons and of the conditions 
under which they would then be working and will be asked to sign 
a copy of the letter to confirm their understanding and acceptance.

July 1974
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RANSFORT & GENERAL FiZERS' UNION
Hfftf OM»cn
M A N S I'O H I HOUSF.
SMI1M SOU ARE. IONOON S W  l

0#n. S ic  J L. JONES. M H E 

As«!. Gen. S*m . C. H URWIN

‘ VVOODBERRY",
218 GREEN LANES. 
FINSBURY PARK. 
LONDON. N.4 2 HB.

"TRANSPORT HCUSS" 
7/9 SOUTH ROAD, 

SOUTHALL,
MIDDLESEX, UB1 1SU.

n t o i o N  n o . i
(London nnd Horn« Cm inli"»)

ReQlonal Secretary : B. PRY 
Telephone: 01-800 4281/7

LOj/FJH 1st October 1974

Dear Colleague,

Redeployment and Retraining

Please find attached a draft document issued by the employers 
side of the Joint Manpower Committee.

I v/ould appreciate receiving any comments, as soon as possible, 
on the document, in view of the fact that the natter may well be 
discussed in the very near future.

Yours sincerely, 

L. 0. SHORTER

AIRPORT OFFICER



SPECIAL MEETING 22 AUGUST 1974 REDEPLOYMENT AND RETRAINING

AGENDA ITEM 3 STATEMENT OF BRITISH AIRWAYS

1 It io tho policy of British Airways to provide satisfactory career 
opportunities for all persons entering their employment who wish to 
remain with them.

#  2 Because civil air transport is an industry subject to continuous
change through technological advancements, market fluctuations and 
the need to improve working arrangements in a highly competitive 
environment there is always a need for expansion in some areas and 
contraction in others; the disappearance of some tasks and skills 
and the creation of others. This provides great opportunities for 
staff who adjust to change.

3 Such changes have considerable impact on the circumstances of 
individuals or groups of employees, but at the same time offer 
opportunities for wider experience and tho acquisition of new 
skills.

4 In order to minimise disruption to employees and to provide the best
possible security of employment, it is tho intention of British Airway 
to:

5

6

7

8

a avoid unnecessary fluctuations in manpower requirements 
through careful planning and use of manpower and the 
application of effective recruitment, selection, training 
and development policies.

b redeploy staff who become surplus into suitable alternative 
jobs.

C design retraining programmes to meet the particular needs 
of identified surplus groups.

d safeguard current grade expectation on a personal basis
during retraining and when individuals are redeployed into 
Jobs with a lower basic rate of pay and grade expectation.

British Airways recognise that in order to achieve effective use cx 
manpower and avoid uneconomic use of resources in the circumstances 
detailed above, agreed arrangements should exist for transferring 
employees from one job to another.

Full consultation will take place with Trade Union officials of 
appropriate National Sectional Panc-lc, with staff representatives 
and the staff concerned uefore redeployment action is instituted.

Redeployment refers to any situation involving an obligatory displace-
ment of any individual who is fully effective in his/her present Jco 
to another that nay bo significantly different as regards knowledge 
and skills required or as regards its effect on domestic circunstcrcoo 
or to a job of a lower grade.

This policy does not apply in any other circumstances (eg when an 
individual transfers to another job for his/her development or because 
he/she is unaDlo to perform effectively their current job due to ill 

health or other reasons).

August 1974
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OUR REF JC/PSF 

YOUR REF

TELEPHONE 01 -823 7783 TELEGRAMS 'TRANSUNION LONDON SW T TELEX No 319009

19th September, 1974.

Dear Colleague,

The Employers Side of the Joint Manpower Committee have 
produced a draft document on .Redeployment and Retraining 
and quite clearly if ttfp airline industry is still in 
decline then more and rrRlre of our member? may be faced 
with the prospect of re-employment and whilst appreciating; 
that it is difficult to give assessment without knowing 
the particular details of whom may be transferred and to 
where, the views of our members or. the document v.-culd be 
appreciated in time either for the next Joint Manpower 
Committee, or what is probably likely, an early meeting 
of the General Purposes Committee.

Yours sincerely,

<3 -d W< C, s) •

j o ::>: c o u s i n s

NATIONAL SECRETARY

TO: AIRPORT OrFICERS/SOUTHALL
MICK MART IN/WOO DBERRY.

Genera! Secretary J. L. JONES. M  6.6 Asst. Genera! Secretary C. H. URW IN



B R I T I S H  A I R W A Y S

Agreement on

PAY ANT) CONDITIONS FOR STAFF WHO ARE REDEPLOYED

( •

8.

9-

10.

11.

It is recognised that Civil Air Transport is an industry subject to 
continued change, brought about by technical advancement, market 
fluctuations and variations and the need constantly to improve working 
arrangements.

A characteristic of this constantly changing situation tends to be 
expansion in some areas whilst contraction may be occurring at the same 
time in others; the disappearance of certain tasks; the creation of 
new ones.

It is also recognised that such changes have considerable impact on the 
circumstances of individual employees, or groups of employees.

It will continue to be British Airway^ policy to minimise disruption to 
employees through the careful planning and use of manpower and the 
application of recruitment, selection and training policies in order to 
avoid unnecessary fluctuations in manpower requirements.

It is recognised by British Airways and the Trade Unions that, in order 
to achieve effective use of manpower and avoid uneconomic use of resources 
in the circumstances detailed above, agreed arrangements should exist 
for transferring employees from one job to another within the undertaking,
(i.e. redeployment of staff). The following arrangements have been 
agreed to facilitate such transfers and to ensure the minimum of disturbance 
to Individuals who are redeployed.

Full negotiation will take place through appropriate National Sectional Panels.

The Trade Unions agree that staff may be redeployed into different jobs 
which may be at different locations and fall within a different h'SP 
Agreement. However, in implementing redeployment, account will be taken 
of personal and domestic circumstances of the individuals, tho skills 
required and the association of occupations within the industry.

The method of selection of individuals for redeployment would also take 
into consideration paragraph 7 above, but would be based on the principle 
of 'last in/first out' from those grades at the Unit and location 
were a surplus exists (unless some staff wish to volunteer). This method 
will vary according to-the organisation of the Unit involved and can only be 
finalised following appropriate consultation as defined in paragraph 6 above.

It is agreed that employees who become surplus in their job who are 
redeployed (after suitable retraining where necessary), into different 
jobs may be at different locations and fall within a different NSP Agreement.

Where employees are redeployed into jobs with a lower basic rate of pay 
and a lower salary expectation, British airways undertake to safeguard 
current salary scale expectation (i.e. incremental progression to the top 
of the current scale, together with any subseouently negotiated increases), 
as a 'personal grade’ when within the some NSP Agreement as a 'personal 
differential' when under a different NSP Agreement.

It is recognised that in the circumstances of redeployment, it is possible 
that some individuals may receive a higher rate of pay than the group 
with which they are working. This is accepted by both sides in the interest
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Consultation between Tit. do Union Officials a r;d JianageHimt won Id determine 
whether the ’offered job was of u sim •.lar typ- and nature’ to that from 
which he had been redeployed.

13. If, following consultation, it is agreed that it would be unreasonable 
to ask the individual to take up ¿...Is eld job o: a different job of a 

#  similar type and naturu to chat iron which he had been redeployed,
ho will retain J: is ’ pai'scaal grade * or ’ personal differential' (sec 
paragraph 10 above) in the job to which he has been redeployed.

19. libera following consultation, an individual unreasonably refuses to 
accept a transfer buck to his original job or to a job of a similar type 
.and nature to that origin 1 job, ha will be placed on the rate of pay and 
full conditions for the job being done.

"^deployed employees will receive a letter iron British Airways netting 
out the full details of the reasons and of the conditions under which 
they would then be working and will be asked to sign a copy of the 
letter to ccnfi:.-.! their understanding and acceptance.

21. Nothing in this Agreement shall preclude the application of better terras 
and conditions in respect of staff who are redeployed should future 
Government legislation so provide.

25.4.75
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What Effect Are We Having ?
Despite the high volume of propaganda from British Airways and the media, to 
the contrary, the Ramp Workers action is having an increasing effect.The ini-
tial enthusiasm of the volunteers is already waning as the novelty wears off.

Areas in T3, South Side Catering and in T1 have engaged in token stoppages as 
they realise the implications of the attack on the Ramp. T. & G. W. U. areas 
attached to the E. & M. will be holding mass meetings early next week to con-
sider their role in relation to the use of 'blacklegs* in an official dispute.

Areas outside Heathrow are also concerned at the overall effects of our disp-
ute in relation to the overall effect on our Union. These are examples of
growing support and is a direct result of the determination & solidarity dis-
played by all Ramp Workers, against all the odds, and Indicates that now is 
the time to dig our heels in with a firmer determination than ever.

B.A.
VACANCIES

RAMP WORKERS REQUIRED

DUTIES * Management
Determines

QUALIFICATIONS * Acquiescent

PAY * Subject to Manage-
ment's Requirements

HOLIDAYS * Same

FRINGE BENEFITS * Same

THIS CONTRACT MAY BE TERMINATED 
BY MANAGEMENT AT ANY TIME

Dispute Pay
We first of all apologise for the 
problems encountered this week.This 
is a new experience for us all in 
this area. However, next week we 
expect to have a much slicker oper-
ation. Those of you who have dis-
pute cards, please fill them in be-
fore you arrive. Put your Staff No. 
for Membership No.

In our attempt to avoid confrontation some of 
our alternative proposals were rejected be-
cause it is against BA policy to disturb the 
management structure.

VACANCIES

RAMP ACTORS REQUIRED

DUTIES * SCAB LABOUR

QUALIFICATIONS * PILOT, MANAGERIAL 
EXPERIENCE PREFERRED

PAY * £18,000-E30,000 p.a.

HOLIDAYS ♦ UP TO SIX MONTHS

TIME TABLE

THURS 11.00-14.00 - 1/238
Handlers Cleaners

FRINGE BENEFITS * WHILST RAMP ACTOR YOU
WILL RECEIVE OVERALLS, 
REFRESHMENTS FREE ON 
THE JOB, YOUR PHOTO IN 
THE PRESS ETC.

14.00-16.00 - 1/755
Ramp Supervisors

FRI 11.00-14.30 - 1/616
Ramp Sections

SHORT TERM CONTRACT OF WORK

WHEN RAMP WORKERS SLINK BACK BEATEN AND ACCEPT 
MANAGEMENT'S ULTIMATUMS YOU CAN ALL HAVE A REST 
BY RETURNING TO YOUR NORMAL DUTIES

14.30-16.30 - 1/1453
Cargo Movement INTERNAL APPLICATIONS ONLY



M L L u r o i n g  tu irie uaiiy (*101 1 ,  in reierence l u  une Kdiup uispuue, t r i e  v u i u m t e r  

squad f l ie s  faster.
The implication of this report is  that less people can do a better job than those 

who have been doing these functions on a regular basis for years. Apart from alleged 
reports that volunteers are receiving 'money in the hand1, and being supplied with 
meals in the area, the manner in which this is being done, is  somewhat highlighted by 
the report of a secretary who claims that her three children have hardly seen her and 
that the back-breaking work is doing terrible  damage to her nails.

I t  would appear that the present operation being jacked up by Br it i sh  Airways, is 
intended to imbue a 'Dunkirk'  aura, with the idea that the volunteers ' contribution 
i s  imperative to the survival of the a ir l ine.  According to B r it i sh  Airways, 'surviva l  
is dependant on competition, and competition can only be achieved on the basis of cost 
cutt ing ' ,  which inevitably means jobs.

S ie r ra  C h a r l ie  A .lp h a l3 ra v o  
Calling

HEATH row ROBINSON

I n  
Getting

Knackered
I t  i s  obvious that a large percentage of the volunteers are motivated by fear of job 

losses, rather than an acceptance of the stringent contraint and fundamental changes embodied 
in the survival plan. The enthusiasm reported from some of the volunteers may well be the 
novelty of actually working on a ircraft,  which in i t s e l f  provides a degree of job satis-
faction, but there is no doubt that hard facts will  quickly emerge, which will indicate 
¡n no uncertain manner that the ^enthusiastic '  response from the volunteers, will in fact 
cost them their own jobs in the end.

The struggle which the Rampisengaged in, is f i r s t l y  the principle of retaining the 
fundamental right that the employer cannot uni lateral ly  alter a contract. Secondly, that 
workers must be able to oppose the enforcement of rosters which wil l  fundamentally in te r 
fere with their family l i fe.  Thirdly, that all workers have a legitimate r ight to protect 
whatever gains, achieved in the course of time i.e. hours of work and working conditions.

While these aspirations can hardly be described as revo1utionary, it would sppear that 
•?.OOC- Ramp Workers have raised the wrath of the establishment. As with the Railways, public 

n-ney is  being used to destroy trade union organisation in the public sector, which must 
• r-evitably mean a depletion of l iv ing  standards.

The implication of the Ramp's position needs to be quick 
1 i*e industry. It is not just a simple matter of 'rosters' 

-;r — continues to exist at L.H.R. The decision by groups 
ifg labour is in breach of fundamental trade union principles endemic to L.H.R.

Lurrertly the Ramp is in the forefront of the defence 
an v e >'eas who fail to recccr ’ se thâ  tact. c s ■ at the- : r -

ly recognised by other workers 
, it is whether or not trace 
to continue tolerating black- 
and appears to be becoming

r. r 1 r. ' 1
-a to I ‘ .rrise supp-

ôt t n -■ T.G.W.U. in parti cu .a’ anc v - . e  ... n... eme1 t ir-
preset-*:, w:tt the an- .-trade l •. bê c :r. ■ • -
in the offing, it is mere than ever necessary fo-' ur i *, v ■ ,duo t--v.

The Ramp does not claim to be the ;u:•*oc■' -n 
emo i-:-r who is determining the escalation of tni 
;=pcvri and therefore, if left unchallenged, this 
whole tne movement.

;ne me a; 5 y'C. - :



RAM P'S REPLY

British
airways NEWS

The report in B r i t i sh  Airways News, 18-12-81 referr ing to 
a meeting of Ramp Shop Stewards addressed by Operations Director 
Howard Phelps i s ,  to say the least, one sided and consequently 
inaccurate by ommission.

The suggestion that the Ramp's attitude is  a threat to B r i t i sh  
Airways' survival plan is open to question. F i r s t l y ,  one is expected 
to accept that the plan is for surv ival,  which leads on to the next 
question, survival for who?

One of the f i r s t  announcements of the present Government, was 
the proposal to se l l  off  B r i t i sh  Airways shares as quickly as possible. 
At no time were the Trade Unions consulted before this p irat ical  
decision was made. The Government's deregulation of C iv i l  Air 
Transport, on the one hand, and deliberate constraints on Br i t i sh  
Airways, on the other, is  designed to ensure that privat isat ion 
wil l  become a fact as soon as possible. The appointment of S i r  
John King as part-time Chairman of B r i t i sh  Airways, i t  is hoped, 
w il l  guarantee the fru it ion  of the Government's policy

The so called ' s u r v i v a l '  plan which was issued on September 
10th, 1981, without consultation with the Trades Unions, has been 
clear ly described by S i r  John as measures necessary, part icular ly  
in the use of manpower, to attract private investors and speculators. 
The Ramp Shop Stewards made i t  quite clear to Operations Director, 
that the ' s u r v i v a l '  plan and the Chairman's objectives, can only 
mean ' r ipening the plum for the speculators plucking' at the expense 
of jobs throughout the a i r l ine  and inevitably, consequential job 
losses in other peripheral areas of the industry. While Ramp areas 
are prepared to continue dialogue within the autonomy of each 
particular Task Force, i t  has stated clearly that i t  cannot engaoe 
in discussion on changed working methods and increased attendance 
factors, designed to fac i l i ta te  the reduction of s ta ff ,  whether that 
be through severance or otherwise. The demands being put to the 
Ramp, are contrary to the terms of reference of a trade union, i.e. 
to improve wages and working conditions and increased job secur ity. '



The Operations Director stated that he did not believe the 
Air l ine  would be privatised and in any case in his view, i t  would 
make no difference as to who owned it. This view seems rather 
'naive ' as history records continual pressure for this aim from the 
private sector, and also de-nationalisation continues to be a p r ior ity  
of the present Government's policy.

With typical media misrepresentation, the report refers to 
Management's desire to remove 'rostered overtime*. This is a guaranteed 
earnings clause which was a condition of acceptance of the Ramp 
Agreement, and which the Trade Union side has tried to get absorbed 
into the basic rate for many years. At present the matter is at 
national level awaiting Management's pleasure to go to conciliation.
Any delay on resolving the issue is quite clearly Management's 
responsib i l i ty  in being reluctant to activate their  own arbitrary 
interpretation of a ' fa i lu re  to agree'.

As far as the Common Industr ial  Agreement was concerned, 
i t  was the Ramp Trade Union side, who proposed a common 
industr ia l  agreement, quite some time before i t  became an 
item in the 1980 pay deal, and the Ramp Trade Union side remains 
ready to discuss and examine the v ia b i l i t y  of such an agreement 
within the definitions of i t s  or ig inal proposition.

I t  is  blatantly mis-leading for Operations Director to 
suggest that many grading problems could have been solved by the 
job and pay restructuring scheme. The Ramp Trade Union side is 
very much aware that d issat is fact ion  has been recorded by many 
areas covered by such a scheme. B r i t i sh  Airways' refusal to 
fu l ly  recognise the findings of an independent mediator, who 
found in favour of Staff,  and who recommended a regrading within 
the Ramp Structure, is an example of Management's obstructive 
tactics.  I t  might be pertinent to remind Operations Director 
that the Ramp played an important role in the in i t i a l  discussions 
on the job and pay restructuring scheme, but i t  was Management 
at that time who tried to wind up the Ramp completely before a 
manual was agreed, consequently the Ramp Trade Union side withdrew 
from the scheme, and while aware that job evaluation is subjective, 
i t  never abandonned the principle, providing an acceptable manual 
could be agreed. The Ramp Trade Union side believes i t  is 
diabolical that Staff who earn the praises of Operations Director 
on the front page of the same issue of B r i t i sh  Airways News, for 
their  loyal contribution during the spell of bad weather, should 
be portrayed as unco-operative on the back page. I t  might be as 
well to remind the EBM that the Ramp workers who are at the sharp 
end of the operation, and are there in all weathers, as a National 
Group, received a lower percentage of pay overall for 1981, than 
any other National Group. New of course, although the workforce 
cannot in any way be blamed for the overall current economic 
d i f f i c u l t ie s  being faced by the industry, along with all other 
National Groups, whatever co-operation is expected, there is no



offer of pay for 1982. No doubt i f  fuel goes up, or landing fees 
increase, the money wil l  be found, but to pay sta ff  for the commodity 
they have to se l l ,  the money wil l  not be forthcoming. Yet B r i t i sh  
Airways as a publicly owned a ir l ine ,  has been responsible for mil lions 
of pounds to the National Exchequer. I f  the Government were to take steps to reduce the current unemployment figure by a mere 60,000, 
it  would recoup over £200 million on the present estimated cost 
for tne unemployed, let i t  invest that in B r i t i sh  Airways. Under 
suer, circumstances the Ramp would be in a position to play its  Dart 
in improving eff ic iency with a view to expansion of the industry.

The Ramp Trade Union side is  well aware that B r i t i sh  Airways, as 
a publicly owned a ir l ine ,  has been the source of job security in the 
industry. Advanced l iv ing  standards have been won through strong trade 
union organisation. All  these gains are now under attack. The Gov
ernment's policy of creating mass unemployment, designed to weaken 
the Trade Union Movement, has depressed the economy with ¿he consequent
ial loss of freight and passengers for the a ir l ines.  By de-regulation 
of routes, cut-throat competition is  the rule, resulting in job losses 
and threatening safety. This s i tuation is in danger of setting workers 
against each other in an endeavour to protect their  own particular 
position. By p r ivat i s ing  B r i t i sh  Airways, the public service aspect
of C iv i l  Air Transport wil l  be destroyed and result  in 
uncertainty for the future.

The Ramp Trade Union side believes the only security 
for the future, l ies in unity across the whole spectrum of 
B r i t i sh  Airways and beyond. For the restoration of all routes to 
B r i t i sh  Airways and the expansion of C iv i l  Air Transport based 
on a larger public sector. The introduction of a big extension 
of industr ia l  democracy and supporting the r ight of trade unions 
to be fu l ly  involved in all major decisions affecting investment, 
jobs, routes and longterm planning.

From....The Ramp National Sectional Panel (Trade Union Side)
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Append I« 'A* to  M « t t e r  C o f i t s  o f  th e  O f f i c e r !  o f  the * < « l n l H n H w  > t i ( t  
H . S . f .  iii*t ?O lt i  J p o u i f T ,  1988.

' A' S O L E  NSP 

PAY AGREEMENT -  1908/1969

F u rth e r  to the NJC i d d r e n  a id e  on 19 October 1967 and 
the d e t a i le d  d iscu ss ion  and debate no« contained In the 
agreed minutes of two N at iona l S e c t io n a l  Panel* held on 
10 November 1967 and 26 November 1907, B r i t i s h  Airway* 
i s  prepared to Implement the pay proposal made to the 
NSP which Is as fo llows

1. An Increase of 5.5* with e f f e c t  from 1 January I960

2. An Increase of 61 with e f f e c t  f ro a  1 January 1969

It  should a lso  be noted that t h i s  pay award la  
a p p l ic a b le  to those s t a f f  who ore on personal grades 
which arose f ro a  the In tro d u c t io n  o f the new Job 
E v a lu a t io n  Scheme In 1986.

A d d i t io n a l l y ,  Increases In London Weighting and S h i f t  
Pay f r o a  1 Ju ly  each year (1906 and 1969) In l i n e  with  
the R e t a i l  P r ic e  Indea as pu b lish ed  In June of each year.

The continued payaent In 1906 and 1969 of Holiday Pay 
Suppleaant based on each e l i g i b l e  employee's grade and 
Increment p o in t .

Signed:

P. VAUGHAN 
Em ployers ' Secretary

F .  THOMAS 
TU S ide Secretary

2296G
20/1/06



ADMINISTRATIVE STAFF PAY SCALES - 1988/1909

GRADE CURRENT 1988 1989

A7 14899 15718 16661
14618 15422 16347
14338 15127 16035
14059 14832 15722
13737 14493 15363
13422 14160 15010
13116 13837 14667
12816 13521 14332
12523 13212 14005
12237 12910 13685

■■11856. - 12614 13371
T7DUH* T7771*

10807 11401 12085
10100 10656 11293

A6 13066 13785 14612
12754 13455 14262
12451 13136 13924
12154 12822 13591
11864 12517 13268
11582 12219 12952
11307 11929 12645
11037 11644 12343
10774 11367 12049
10517 11095 11761
10267 10832 11482

103BV TTDDÎ*
9416 9934 10530
8800 9284 9841

AS 11111 11722 12425
10857 11454 12141
10609 11192 11864
10366 10936 11592
10130 10687 11328

9898 10442 11069
9672 10204 10816
9450 9970 10568
9234 9742 10327
9023 9519 10090
0817 9302 9860

19ÏT* H I Ï *
8075 8519 9030
7547 7962 •440

ENGINEERING « SUPPORT MflNAGC MC NT CROUP BARGAINING UNIT

GRADE

A

1988/1989 Pay Rates w.e.f, 01 DEC 1987

CURRENT 1988 1989

17141 18084 19169
16842 17768 18834
16542 17452 18499
16243 17136 18164
15943 16820 17829
15643 16503 17493
15344 16188 17159
15044 15871 16823

15322 1 6 1 6 5 17135
15044 15871 16823
14766 15578 16513
14488 15285 16202
14210 14992 15892
13931 14697 15579
13653 14 4 04 15268
1 3375 14111 14958



a '

i9pe/)ops p»y P » •. f * Cl DEC 19P7

Cc#Dt Cl'PREnt 1 9P6 1989

C 13931 1 *f 97 15579
136 53 ] *04 13766
13373 14111 1*950
13997 1 3P17 1*6*6
1 7619 13374 1*335
17340 1 3730 1*07*
1776 7 ;?s?i 1371?
1 ’9f4 17343 1 3*0?

f ‘. ' O i l  . * V - - ; ; t c « 13 4;7
: : Pc f ' £ ■ " 1 37 3 C
1 If 63 ;:3:i 1 304?
2 1 t ->c • 17056
1 i 75-3 J 1514 17679
11101 1171? 12*15
10917 11517 17206
1071* 11303 11961
10531 11110 11777
10377 10e93 115*9
10177 2 11370

E 10*69 11066 11730
10311 10676 11531
1013? 2 06 65 11330

CO« T 111?7
576; ‘ 17 1057 2
95F4 ICI 11 10716
9*00 9°1 7 1051?
9719 9776 10310
9093 9393 10169
6933 9476 999?

2229G

ADMINISTRATIVE STAEE PAY SCALES - 1986/1989

CRADE

A«

A3

A2

A1

CURRENT 1968 1989

9798 10337 10957
95*5 10070 10(7*
9299 9810 10399
9061 9359 10133
6828 9314 9673
8601 9074 9(18
8379 8840 9370
81(3 8(12 9129
7932 8389 8892
77*6 6174

7515»
6(64
Ï5Ü5*

7096 7*86 7933
(632 (997 7*17

8592 90(5 9(09
8373 8834 93(4
8139 8(08 9124
7950 8387 8890
77*8 8174 86(4
7551 79(6 8444
7337 77(2 8228
7170 73(4 8018
6987 7371 7813
6808 7182 7613

Î570» 7ïïi*
(«06 (738 7163
5967 6316 6695

7367 7772 8238
7198 7594 8030
7033 7*20 7836
(872 7250 7663
6715 7064 7509
63(2 6923 7338
6*13 67(6 7172
62(6 6611 7008
6123 6460 68*8
5982 (311 (690

¿IÎB» 6ÎI7*
3620 3929 (283
5252 5541 3673

(7(6 7138 73(6
(392 (933 7372
(424 (777 7184
(260 (604 7000
(100 (436 (822
5945 (272 6(48
3793 (112 (479
3645 5955 (312
5501 5804 (132
3361 3656 5995

î m * 5TT5-
4910 5180 5*91
4569 4641 3131



SECRETARIAL PAY SCALES - 198B/89

GRADE CURRENT 1988 1989

SE 1)267 1)992 148)2
1)002 1)717 14)40
127*7 1)448 1425)
12*98 1)18) 1)976
1225* 12928 1)704
12012 1267) 1)4))
11776 12424 1)169
11)46 12181 12912
11)20 1194) 12660
11098 11708 12410

r a n * 11369*
1016) 10724 11)67

9)00 1002) 10624

SD 12)46 1)02) 1)807
1210) 12769 1 ) ) ) )
11866 12)19 1)270
116)4 12274 1)010
1140) 120)2 127)4
11182 11797 12)0)
1096) 11)66 12260
10749 11)40 12020
10))7 11117 11784
10))0 10898 11))2

TOiTJ* l l Ö i l *
9416 99)4 10))0
8800 9284 9841

SC 10)41 11121 11788
10))) 10901 11)))
101)2 10689 11))0

99)) 10479 11108
97)8 10274 10890
9)47 10072 10676
9))9 9874 10466
9176 9681 10262
8997 9492 10062
8820 9)0) 986)

JÌI2» 9TT9*
802) 8466 8974
7)00 7912 8)87

E N G I N E E R I N G  A P P R E N T I C E S

STAGE 1 65.67 69.28 73.4)

STAGE 11 94.40 99.59 105.56

STAGE III 123.12 129.89 137.69

STw’D/VKGRAD APPF ONC

6411.(7 9409.01
8212.95 8664.66 9194.54
8008.66 8449.14 89)4.09
7804.38 8233.62 1727.64
6449.21 6803.92 7212.14

S7JD/UNGRT.D APPR A/LVL

8413.67 8876.42 9409.01
8212.95 8664.66 9164.54
7709.36 8133.37 8621.37
6904.10 7283.83 7720.86
6171.29 6510.71 6901.35

24 78G



c K a F i b a e :,a ; m »:. U1-::

1988/89 Pay Rates w . e . f .  01 d ec  19B7

GRADE CURRENT 1988 1989

AIRCRAFT 230.77 243.46 258.07
ENGINEER 227.22 239.72 254.10

223.67 235.97 250.13
220.13 232.24 246.17
216.58 228.49 242.20
212.90 224.61 238.09
209.37 220.89 234.14
205.47 216.77 229.76
201.96 713.07 225.85
196.05 206.94 221.48
194.12 204,6t 217.09

TRADESMAN* 201.16  
167.74 
194.31 
190.82 
187.29
183.80 
180.27
176.80 
174.39 
171.36 
164.16**

212 . 22  
206.62 
206.00 
201.32 
197.59 
193.91 
190.18 
186.52 
183.98 
180 .7B 
173.19**

224.95
221.14
217.30
213.40
209.45
205.54
201.59
197.71
195.02
191.63léi.Sè**

* P lus  E240 p . a .  Lead Tradesmans Supplement where 
appropr i at e .

•• S t a r t i n g  r a t e .

2475G

Signifies an additional Incremental point

2271G

<



SECRETARIAL PAY SCALES - 1968/69

GRADE

SB

SA

* Signifies

CURRENT 1988 1969

9492 10014 10615
9307 9819 10406
9124 9626 1020«
8946 9436 10004
8771 9253 9808
8599 9072 9616
8428 8692 9426
8265 8720 9243
8103 8549 9062
7944 8381 8884

8447 8912 9447
8281 8736 9260
8119 8566 9080
7960 8398 8902
7802 8231 8725
764 9 8070 8554
7501 7914 8389
7353 7757 8222
7209 7605 8061
7067 74 56 7903
6929 7310 7749
6792 7166 7596
6660 7026 7448
6530 6889 7302
6401 6753 7158

a d d it io n a l Incremental point

2271G

1 (AIRCRAFT TOWING)MAINTENANCE WORKeIi 
SENIOR STOREKEEPER 
AIRCRAFT PROCESS WORKER 
BATTERY WORKER 
STOREKEEPER
AIRCRAFT COMPONENT WORKER

178.65»» 188.48** 199.79**
176.03** 185.71*» 196.65**
173.39»* 182.93*« 193.91**
170.78 160.17 190.96
168.15 177.40 186.04
165.53 174.63 185.11
162.90 171.86 182.17
160.27 1f 5.08 179.22
15‘.64 let.3) 176.29
15S.02 :t3.ss 173.36
152.35 ; e o. 7 7 170.42
149.76 1S6.00 167.46
147.TT* 155.83* urn*

• Starting 
•• Apply to

Rate, i
Process Wrk (IRE ) .

MAINTENANCE WORKER 
PRODUCTION ASSISTANT 
PROPERTY SERVICES 
SUPPORT ASSISTANT 
LEAD STOREKEEPER

180.58 
177.51 
174 .42 
171.36 
166.27 
165.20 
162.11 
159.04 
155.96 
152.89

190.51 
187.27 
164.01
180.78
177.52
174.29 
171.03
167.79 
164.54
161.30

201.94
198.51
195.05
191.63
188.17
184.75
181.29
177.66
174.41
170.96



NON CRAM BARC A ! '• I *»3 US.’T

1968/89 Pay Bates w.e.f. 0. DEC 1967

GRADE CURRENT 1988 1989

MAINTENANCE 148.84 157.03 166.45
WORKER 3 146.21 154.25 163.51

143.59 151.49 160.58
140.96 148.71 157.63
138.33 145.94 154.70
135.70 143.16 151.75
133.08 140.40 148.82
13P.45 137.62 145.86

r.t :k:eka*:ce 158.33 167.04 177.06
WORKER 2 155.71 164.27 174.13

153.08 161.50 171.19
150.45 158.72 168.24
147.82 155.95 165.31
145.20 153.19 162.38
142.57 150.41 159.43

GROUND SERVICES STAFF NAT1 ONAL SECTIONAL PANEL 
------------- PROPOSED PAY SCALES 19111719--------------

Batic Basic Basic
rnr~ !/•  wef I /»  eef

Grade Current 1 . 1 . IB 1 7 1 .If
GS7 181.01 191.81 203.32

179.18 189.03 700.37
176.55 186.76 197.4«
173.86 183.42 194.43
171.27 180.69 191.53
160.63 177.90 188.37
166.00 175.13 185.64
163.38 172.37 182.71
160.75 169.59 179.77

•IW .fi •Î6Ï75I
137.59 •145.16 •153.87

GS6 170.93 180.33 191.15
168.63 177.90 188.37
166.39 175.54 186.07
164.14 173.17 183.56
161.88 170.78 181.03
159.63 168.41 178.31
157.35 166.00 175.96
155.12 163.65 173.47
152.85 161.26 170.94
147.41 •15*757 •144.15
130.84 •138.04 •146.32

GS5 160.75 169.59 179.77
158.47 167.19 177.22
156.22 164.81 174.70
153.99 162.46 172.21
151.70 160.04 169.64
149.47 157.69 167.15
147.21 155.31 164.63
144.93 152.90 162.07
116:7? •144.54 • i s ? : «
124.06 •130.88 •138.73

GS4 152.85 161.26 170.94
150.58 158.86 168.39
148.34 156.50 165.89
146.10 154.14 163.39
143.81 151.72 160.82
141.56 149.35 158.31
139.32 146.98 135.80
137.08 144.62 153.30
17*777 •154743 •144:45
117.34 •123.79 •131.22



ISA.93 152.90 162.07
142.66 150.53 159.56
140.43 148.15 157.04
136.19 145.79 134.54
133.91 143.39 151.99
133.65 141.00 149.46
131.43 136.66 146.96
129.18 136.26 144.46
131187 •T7I757 •17i72B
110.56 *116.66 •123.66

• Nev Starter Rates - to be deleted fro* each grade »hen 
all staff recruited after 1.1.66 have progressed to the 
increaental point above the bar.
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CATERING CSS BAND 2

BASIC £/• 
CURRENT

BASIC C/m 
W .E.F. 1 .1 .6 8

BASIC C/e
N .E .F .  1.1

138.41 146.02 154.76

136.36 143.66 132.49

133.66 141.24 149.71

131.64 136.66 147.21

129.38 136.30 144.69

127.13 134.12 142.17

124.67 131.74 139.64

122.62 129.36 137.12

119.13 123.70 133.24

113.68 122.04 129.36

113.33 119.77 126.96

111.39 117.32 124.37

109.24 115.23 122.17

107.09 112.96 119.76

104.96 110.73 117.37
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