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This paper is designed to denonstrate how t he changi ng context of industria
relations, including shifts in occupational structure and |abor force,

gl obal i zati on of econony, and the application of nicroelectronic technol ogy, has
posed new chal | enges for work environment training and practice. |In particular
occupational health and safety aspects of the |abor and industrial relations
field are explored and suggestions offered for future training and preparation
of practitioners.

The energence of a gl obal economny, capital and managerial mobility, and the
transnational nature of new technologies in factory and office work nmake the
occupational health and safety and industrial relations connection equally
relevant in all industrial nations. |In this paper observations and
general i zations drawn out of one country are nmeant to apply to all. The
particul ar approach may vary between Canada, England, Australia, and the United
States and other industrial relations systens not derived from Angl o- Saxon | abor
| aw, however, the overall points apply in all cases.

CHANGES | N WORK AND | NDUSTRI AL RELATI ONS

The patterns of industrial and |abor relations in nbpst industrial societies are
t he product of legislation since the 1930s and the doni nant focus on

manuf acturing. The practice has been, to a |arge extent, set on a stage in

whi ch nost of the players are male, European or of European ancestry, in factory
based enpl oynent, and within a context of |abor |aw nostly adopted fromthe
1930s through the 1960s. Hence, industrial relations practice, nost texts, and
university training have been catching up as the features of the econoni es have
been al tered.

The dramatic decline in the proportion of the workforce in manufacturing and the
expansi on of the service sector which we have experienced in the 1970s and 1980s
is linked with the fem nization of the workforce, application of nicroel ectronic
technology in factory and office environments, and the globalization of the
econony. The growh of racial and ethnic mnorities in the work force and the
rising | evel of education and skill requirenents, are equally significant. In
brief, who works and what work they do have shifted substantially over the past
coupl e of decades. Added to these are the nobre recent reverberations and

devel opnents conming fromthe international economic crisis of the late 1970s and
1980s. Capital mobility and international shifts in production to reduce |abor
and production costs have given rise to severe dislocations. Contract |abor and
part-tine enploynment, so-called concessionary bargai ni ng, and nanageri a

i deol ogy hostile to unionismand collective bargaining are all part of the

| andscape at the beginning of the 1990s. 1In short, it is a quite changed

i ndustrial relations climate.

What does this nmean for the industrial relations curriculum and training of
practitioners, and for industrial relations practice and needs in the workpl ace?
The nbst obvi ous area of inpact is new technology. First are the vast
consequences in the application of mcroelectronics, be it in CAD CAM and
conput er integrated nanufacturing, use of robotics, or the office automation
systenms in nyriad forms. Worker dislocation and replacenent, reduction and
expansi on in workforce, and work reorgani zati on are the nost imedi ate results.
Changes in work rules, job classification, and pay systens foll ow cl osely, along
with altered challenges in terms of skills training. It is apparent how this
affects | abor and nmanagenent rel ations, negotiations and collective bargaining,
content of agreenents, and the core agenda of issues around which industria
relations practitioners spend their efforts (Deutsch, 1987, 1988, 1988, 1989;
Qui nl an, 1984).

One of the nost inportant areas of inpact of new technology is the work
environnent, and yet that has been insufficiently addressed by the industria
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rel ati ons anal ysts, practitioners, and especially in the training of students.
The safety issues related to robotics, the prevention concerns in the field of
ergonom cs and office equi pment design, the potentially adverse health effects
of VDU work in terms of vision, nuscul ar-skel etal problenms, and stress ought to
be given nore attention as part of industrial relations. Can we inmagine any

| abor union not taking up the concerns over VDU health problems on behal f of its
nmenbers? Should we not expect equally that nanagerial people will wish to |earn
nore about these issues and how to nost appropriately deal with then? |In short,
the chall enges for industrial relations comng fromnew technol ogy must i nclude
occupational health and safety considerations.

TOMRD A HCLI STI C APPROACH I N THE WORK ENVI RONMENT

In nbst societies a rather traditional view of occupational health and safety
continues to stress the safety side and place greater attention on the
predonminantly nal e construction and heavy manufacturing industries. |In the
United States the termreversed to safety and health in the title of the | aw and
gover nment agencies, revealing the thinking of the 1960s when the field got its
nodern push. However, as suggested earlier, nost of the workforce today is in
office rather than factory settings. In the United States white nales, no

| onger the majority, will shrink as a proportion of the workforce in the com ng
decade. Winmen nmake up 45 percent of the American workforce, a figure close to
that in Australia, England, Canada and not much different in other industria
soci eties. Sex segregation of the workforce is one of the nmost distinguishing
features of the econony as wonen are concentrated in about ten occupationa
categories, and are overwhel ningly dominant in sone such as office clerica
work. Earlier images of a nale construction worker nust be shared by woren
office clericals, health care workers and ot hers when one tal ks about the work
envi ronnent .

The ol der inmage, whether it stressed safety or health first, has been largely
limted to physical and chemnical hazards: rmachine guarding, acute injury
prevention, nmost severe forms of toxic exposure controls, and the like. The
broader view taken in Scandi navia nmakes the npst sense; nanely, that we need to
conceptualize an unbrella which covers all facets of one's workplace during the
entirety of time at work. Psycho-social factors and job stress, an increasingly
significant part of the occupational health and worker's conpensation systemin
recent years, must be included. Supported by much research, the work
environnent laws in the late 1970s in Norway and Sweden made explicit issues of
wor k organi zati on, technol ogy, and factors which are known to generate job
stress (Deutsch, 1981, 1988). The industrial relations conmunity needs to adopt
a holistic approach to the work environment and to consider all appropriate

nmet hods to reduce workplace injuries and illnesses, including occupationa
stress. O course, it is in the interest of both enployer and worker
representatives to do this. The evidence argues strongly for workforce
activation on health and safety as a basic neans to achieve a better work

envi ronnent (Deutsch, 1981, 1981, 1988, 1989; Mathews, 1985, 1989; Creighton
1986) .

THE ROLE OF OCCUPATI ONAL HEALTH AND SAFETY I N | NDUSTRI AL RELATI ONS

In 1985 | eading Australian industrial analysts stated that, "There is no rea
doubt but that occupational health and safety is now a major focus for

i ndustrial relations activity in Australia" (Creighton and Gunni ngham 1985: 8).
A systematic review of Australian, British and American industrial relations
journals and texts would not corroborate that view Wile | found a few
articles, scant attention is given in journals, texts, and | eading works in
Industrial Relations today.1 A parallel is found in managenent journals which
revi ewed for content and where the profile is strikingly simlar.2 A nunber of
reasons exist for this.
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First is the tradition that nanagenent should assume responsibility for
occupational health and safety which is built into nost |aw and which has
therefore renoved the issue fromthe | abor relations agenda. Until the nore
recent worker and union activismaround work environnent questions, considerable
wi | lingness to accept managerial prerogatives and action in this area existed.
A second historical reason is found in the conpensati on system which provided
victins of work related death, injury, and illness sone award, but kept the
probl em out of the industrial relations arena by confining the issue to
conpensati on and not prevention. Recent escal ation of conpensation costs and
managerial efforts on loss prevention altered this. The pattern of excluding
health and safety fromthe industrial relations terrain has been | ong standing
inthe United States and Australia (WIlis, 1989).

Texts in the field rarely cover the work environnment and when they do, whether
it be in the case of England, the United States or Australia, attention usually
is limted to describing |egal provisions, enployer obligations, and sone broad
i nkages to collective agreenents on "working conditions." Yet, a few inportant
pieces in the industrial relations journals and some industrial relations

anal ysts have continued to make health and safety connections (WIllis, 1989;
Qui nl an, 1984, 1988; Creighton & Gunni ngham 1985; WMathews, 1985).

Typi cal ly departnments of |abor pronote |abor-nmanagenent rel ations and oversee
conpliance with labor |laws that include the work environnent area. |In both
Australia and the United States, the cabinet mnister for |abor has jurisdiction
over industrial relations as well as occupational health and safety. However, a
di vision of responsibility usually separates those concerned with |abor-
managenent rel ations and those dealing with the work environnent. This has both
contributed to and is a reflection of the state of the field. But there also
are some inportant signs of change. The concepts of humani zati on of work
(Germany), quality of working life (Scandinavia), |abor-managenent cooperation
(US), and industrial denocracy (Australia) have come to include work environnent
factors. As a result, governnental industrial relations units have increasingly
made occupational health and safety integral parts of the |abor-managenent
terrain.

Per haps not hi ng has conpel |l ed the placing of occupational health and safety

wi thin the | abor-nmanagenment discussion as much as the nilitancy of unions,

wor kers, health professionals, and others in recent years. The nmovenent to
obtain workers' right to know what they are exposed to, the right to actively
participate in the health and safety process, and the right to refuse unsafe and
unheal thy work has been a foundation of reformers and activists. |n the United
States the annual survey of workers conducted by the University of M chigan
revealed for the first time in the late 1970s that concerns over the work
environnent were at the top of the list. To be sure, job security and ful

enpl oyment, econom ¢ benefits, and the typical worker and uni on concerns
continued, but health and safety on the job becane nore recognized, with the new
consci ousness anong wor kers pushing union | eadership to enphasize work
environnent in shop floor |abor-managenent relations, in negotiations and

col | ective bargai ni ng.

By the 1980s a significant novenent, coal escing health professionals and unions,
called for state and local "right to know' legislation in the United States, and
a federal standard on hazard communi cati on was adopted. O her coalitions
engaged worren's and environmental organi zations along with health and conmunity
activists and unions and continue to push for |egislative solutions, such as VDU
wor kers' protection. This activity strengthened the concerns around job safety
and health maki ng these issues part of the industrial relations agenda in both
factory and office settings.
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SEVERI TY OF OCCUPATI ONAL HEALTH AND SAFETY PROBLEMS

For health conpliance officers or inspectors, priorities are set either by |eve
of toxicity and inmredi ate danger or by frequency, hence concerns focus on highly
dangerous situations even if few workers are affected, or situations which may
be nmore noderately hazardous but affect |large nunbers. |In reality, both issues
are critical. Attention is given both to the small nunbers of workers invol ved
wi th known carcinogens, and to the | arge nunmbers of VDU workers.

In Australia between 500 and 700 deaths occur annually at the workplace. Al npost

1000 workers each day suffer a conpensable injury or illness on the job,

total ling around 300,000 per year. Conpensation costs have reached $4.8
billion, |Iost production and retraining costs are $4.8 billion. Thus, over $9.6
billion per year in direct and indirect costs are caused by occupational health

and safety problens in the Australian workforce. Wrker's conpensation at 1.3
percent of gross donestic product and 2.5 percent of |abor costs is an issue in
t he Australian economy which urges inprovenent (Mirris, 1989).

Worksafe Australia has targeted six priority areas with prevention strategies
paralleling the U S. National Institute for Occupational Safety and Heal th.
These are: back disorders, which involve over $1 billion in conpensati on costs;
hearing | oss, which affects 10,000 Australian workers annually in conpensation
whi | e another one-half mllion are exposed to the gradual, nontreatabl e hazards
of excess noi se; hazards anong the 80,000 chemcals in use in Australian
production today with 3000 new ones introduced each year (according to the U S
Nat i onal Acadeny of Science good toxicological data exists on only 15% of
chemcals in use); skin disorders; cancer, with Australia rating highest in
asbhestos cancer in the world; and trauma or mechanical injuries, which count for
at least one-third of total worker conpensation costs (Mirris, 1989).

An unacceptably high cost in econom ¢ and human terns is being paid by
Australian workers. Saving some of the nore than $9 billion dollars would have
significant inmpact on the national econony. This pattern is simlar in other

i ndustrial market economies, with the inpetus for preventions coming in part
fromthe econonmic wastage. A recent push occurred in Australia to standardize
state legislation to reduce the costs of workers' conpensation and productivity
| osses to industry (Osborne, 1990). A joint endeavour by comonweal th and state
governments and industry suggests clearly the inportance of taking work
environnent factors into consideration in the |abor-mnagenment picture. The
fact that accident and injury rates vary across nations with simlar technol ogy
and production suggests that industrial relations systens, nanageria

phi | osophi es and procedures, |evels of worker involvenment and training, and
other factors may be critical (Deutsch, 1981, 1988; Carson, 1989; Quinlan
1987). As industrial relations practitioners realize that health and safety
outcones are alterable, the attention given work environment in |abor-nmanagenent
relations will increase and public policy nakers are likely to push | abor and
managenent to work in concert towards prevention. To the extent that it is
linked with the goal of neeting the chall enge of global conpetition, the
likelihood is that concerns over productivity, conpetitiveness, and effective
use of technol ogi es and human resources will incorporate work environment
concerns as well.

| NDUSTRI AL RELATI ONS: TRADI TI ONAL AREAS AND NEW CHALLENGES

The traditional areas of industrial relations - [abor |law, collective agreenents
and negotiations, contract administration and gri evance handling, unions and

uni on admi ni stration, |abor nmarket policies and wages - will certainly continue.
Interest in the relationship between | abor history and industrial relations wll
be mai ntai ned. The nost dramatic devel opments concern new chal | enges such as
the inpact of gender at work, femninization of the workforce, issues of
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affirmative action, and special needs in training and personnel policies related
to wonmen and racial mnorities.

No better illustration enphasizes the connection with the work environnent than
of fice work. The overwhelming majority of clerical workers are wonen.
Applications of nmicroelectronic technology in office settings occurred at a
dramatic rate with an inpact on job classification and pay system skil

bui |l di ng and career devel opnent, |evels and types of managenent, job eval uation
and the use of electronic workplace nonitoring, and health problenms stemm ng
from poor ventilation, lighting, and VDU work wi th vision, muscul ar skeletal and
stress effects (Stellnman and Henifin, 1989).

New t echnol ogi es not only raise industrial relations challenges in traditiona
areas of conpensation, job analysis, and systens of supervision, but challenge
the roles of |abor and nmanagenment. Much of the new enphasis on productivity and
conpetitiveness asserts and assumes that new technology is critical and that
cooperative and joint efforts by enployers and enpl oyees are required (Lansbury
& Davis, 1984; Deutsch, 1987). The Australian |abor accord, nmany enployer and
uni on publications, and reports fromthe Commobnweal th Departnent of Industria
Rel ati ons and other units, have stressed work restructuring and participatory
systens of nmanagenent coupled with new technol ogies as the correct formula to
obtain a nore productive workplace.3 Technol ogi cal change - how best to design
i mpl enent and work with it - poses new questions for the industrial relations
conmunity which is nodi fying some of the traditional approaches. When one nixes
t echnol ogi cal change with the parallel challenges of new gender issues of pay
equity, career devel opnent and affirmative action, the old industrial relations
formul as do not hold up.

The U.S. National Institute for Cccupational Safety and Health states that 20
percent of the workforce is at risk for nuscul ar-skeletal injury. Wrkforce
Australia stresses the inportance of such injuries, even though there is stil
sone debate in Australia whether repetitive strain injury is an enotional or
physi cal problem (Bamrer, 1990; Taylor & Pitcher, 1984; CQuinlan, 1988; Spill ane
& Dever, 1987). VDU workers mani fest a range of muscul ar-skel etal problenms with
a growmh in ergonomcs consultants, office equipnment and furniture firns, and
publications responding to the need. Are VDUs the "asbestos of the 1990s" as
sone have sai d? W rk environnment problens of the automated office are well
established in research and policy advisory bodies such as the U S. Congress

O fice of Technol ogy Assessment have urged participative nanagenment practices
and | abor relations systens with sensitivity to adverse work environment caused
by new technol ogy (OTA, 1985). The agenda conpels that occupational health and
safety becone a central part of the industrial relations scene. |n practice,
personnel and human resource managers and industrial relations directors |anent
t he i nadequacy of their training to address work environnent questions,
especially in the context of microelectronic technology and a workforce which is
nostly white collar and fenale.

A second illustration comes fromthe field of health care, a large and grow ng
sector of the workforce and the national economes of all industrial societies,
whi ch enpl oys a disproportionate nunmber of wonen and has seen the npst advanced
application of microelectronics, fromdiagnostic machi nery and therapeutic
technol ogies to electronic nonitoring of hospital wards, individual patients,
and the full conplement of office automation. |In earlier times |abor-managenent
relations in health care dealt with traditional issues, while in recent years

t he awareness of health hazards has risen with AIDS and infectious di seases,
nmuscul ar - skel etal problens, job stress, and other concerns. Wrk environnent
issues are at the core in industrial relations within the health care industry,
and again a consistent thene anong adm ni strators and industrial relations
practitioners is the inadequate training received for their current chall enges.
This was observed to be as true in Australian institutions as with counter-parts
inthe United States and in Norway.
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O her areas of challenge for industrial relations are being presented in the
1990s. We have seen the growth of the human resource managenent field with a

wi der repertoire of concerns than | abor-managenent relations. The cost

ef fecti veness of enpl oyee well ness and health pronoti on has been a nmjor inpetus
for this area of growth. Nutrition counseling, exercise, snpking cessation and
other lifestyle changes have led to | ower absenteeism fewer deaths, and hence
reduced training and repl acenent costs and raised productivity. The key is to
join worker health pronmotion with inprovenent in work environment.

The quality of working life (QAL) novenent has inpacted industrial relations as
wel | as the human resource managenent field. Enployee involvenment, not an end
initself, is adopted as a neans for organizational effectiveness in the

i nterests of management. But what about the enployees? This is a matter of
consi derabl e debate in North Anerica because of the use by some nanagenents of
participative systens to weaken unions and mai ntain "union free environnments" in
sone settings. An activated workforce on health and safety |eads to an inproved
record in illness and injuries, sonething which was established and formed the
basis for Norwegi an and Swedi sh | aw (Deut sch, 1981, 1988, 1989). Quality of
working life processes distinctly address the work environnent and, as QA
becomes increasingly inmportant in the field of industrial relations, the joining
with job health and safety concerns will becone strengthened.

Human resource nanagenent has emerged as an omi bus organi zati ona

responsi bility, enconpassing industrial relations. This has generated mgjor
initiatives in skills training as the gap has grown between skills demands of
the | abor nmarket and skills of the |abor force. This human capital crisis has
emerged in all industrial countries. The training arena is now central in the
mandate for industrial relations managers, and the need to incorporate effective
wor k environnment training along with task and career training is abundant. The
new stress on skills acquisition also links to the concerns over workpl ace
heal t h and safety.

Finally, the traditional role of lawin industrial relations is changing. One
reason i s an increasing nove towards |legislative work reformto augnent the

bar gai ni ng node. Wen the proportion of the workforce which is organized
declines and new coalitions devel op which involve a majority (unions, womnen,
environnental and conmunity activities, health professionals), the politica
process is nmore apt to be utilized. Wile collectively negotiated agreenents
will continue to be the foundation for industrial relations in the North
Anerican and Australian nmilieu, legislative initiatives have been devel oped and
are likely to forman inportant role in the future.

| NDUSTRI AL RELATI ONS PRACTI TI ONERS AND OCCUPATI ONAL HEALTH AND SAFETY

A di screpancy exi sts between how | eading texts in industrial relations cover the
wor k envi ronment and what practitioners report as the span of their work, and
what they think is needed in industrial relations training on occupationa

heal th and safety questions. A review of ten |eading Australian Industria

Rel ati ons texts in the 1980s reveals that hardly any attention is given the work
envi ronnent and only one text devotes any substantial anmpunt on the topic (Hill
et al, 1982; Dufty and Fells, 1989; Ford and Pl owran, 1989; Dabscheck and

Ni | and, 1981; Dabscheck, 1989; Ford, et. al., 1987; Bray and Kelly (eds.), 1989;
Lanprati, 1984; Howard (ed.), 1984; Carroll, 1983). This is paralleled by a
revi ew of conparabl e nunbers of Anerican, Canadian, English, and Conparative
Industrial Relations texts (Bl anpain, 1982; Banber and Lansbury, 1987; Bean
1985; Barbash and Bar bash, 1989; Pool e, 1986; Deeks and Boxall, 1989; Bain

1983; Keenoy, 1983; Hernman, 1987; Kochan, et. al., 1986; Anderson, et. al.

1989). The field of industrial relations has |argely excluded occupationa
heal t h and safety.
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This separation was explicit in the Robens Report on occupational health and
safety in England, which served as a nodel for the New South WAl es | aw

(Crei ghton and Cunni ngham 1985; Gunni ngham 1985). 1In contrast, the State of
Victoria |law on health and safety nmade invol verent by the working parties
central and thereby assumed that |inks to | abor-managenment relations were
necessary (Creighton, 1985; Carson, 1989; Deery and Pl owran, 1985; WMathews,
1985). The point is that acadeni ¢ books, which constitute the core of teaching
materials in the field of industrial relations, generally place little or no
enphasi s upon occupational health and safety, assuming that it is outside the
real mof the practitioner.

Reality makes it clear that the assunption is invalid and |acking. Worker
consci ousness on occupational health and safety issues developed in the late
1970s and uni ons have demanded that work environment questions be an inportant
part of the industrial relations picture and deserving of critical attention in
shop floor relations and negotiated agreenents. Simlarly, economc notivations
have been pl ayi ng upon the nanagenment conmunity stressing that human resource
and industrial relations personnel address issues of accidents, injuries and
illness to reduce conpensation costs, absenteei smand replacenment costs,

retrai ning and personnel shift expenses. Hence, industrial relations manageria
prof essional s are under pressure to incorporate work environment issues in their
span of activity and many are assigned the health and safety role.

Most industrial relations managers interviewed in the United States |anmented the
i nadequacy of their own training and the need for such professionals to |learn
nore about occupational health and safety. This is consistent in both public
and private sector organizations, in manufacturing in fields such as auto,
forest products, aerospace, and in services including telecomunications and
health care. The American Hospital Association has extensive in-service

prof essional training for nanagers with |abor relations responsibilities in
health care facilities where work environnent concerns are central in their job
descriptions. Simlarly, in Australia industrial relations persons interviewed
in auto, chenmical, hospitals and health care institutions, and state services,
believe that industrial relations professionals need nore training on work
environnent matters and al so indicated that health and safety were anong their
areas of responsibility.

Sone interesting devel opnents in Australia in which creative industria

rel ati ons approaches have been utilized to address workplace health and safety
matters. A participative system has been devel oped with active joint |abor-
managenent conmittees in NSWState Rail, focusing on hazard recognition and
prevention strategies, and linking award restructuring to work environnent

i mprovenent (Hawkins, 1990; Mason and McNally, 1989). The innovative Industria
Rel ati ons Commi ssi on decision at I Cl Botany not only addresses | abor-managenent
rel ati ons and the award, but opens a new approach to occupational health and
safety. The health professional staff and industrial relations and human
resource managers are working in concert, and with their union counterparts. At
several hospitals the personnel nanager and the person in charge of |abor

rel ati ons becanme highly sensitized to work environment problenms and sought to
integrate health and safety questions into the total |abor-managenent
relationship. In these and other cases industrial relations nmanagers explicitly
said that they had no training on work environnent issues and yet had maj or
responsibilities in this area.

Trai ni ng of managenent and uni on personnel on health and safety is carried out
by the respective organizations, and both CAl and ACTU obtain funds fromthe
Nat i onal Conmi ssion on Cccupational Health and Safety/Wrksafe Australia. But
few of those involved in industrial relations have obtained health and safety
education as part of any formal industrial relations education. Just as the
Machi ni sts' union in the United States gives sone new technology training to al
of its staff and explicitly to top representatives involved in negotiations with
the | arge conpanies, so the Australian Trade Union Training Authority recognizes
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that a range of skills are needed for union staff and | eaders, including some
attention given the work environment.

Speci al i zed training of workers in occupational health and safety has been
financed in the United States by grants fromthe Qccupational Safety and Health
Admi nistration ("New Directions" training grants) and the National Institute for
Envi ronnental Health Sciences (hazardous waste worker training grants as part of
the "superfund"). Many of the trainees have been those whose primary rol es have
been in contract negotiations, collective bargaining, and as shop floor union
stewards. In the training of |ower |evel supervisory personnel in the
Australian T.A F.E. programs, there is a basic course which includes a unit on
occupational safety and health precisely because those in industry argued that

it was needed. This illustrates needs in the workplace influencing training.

The Australian Workpl ace Industrial Relations Survey is an inmportant piece of
research currently underway. What that survey reveals concerning the work
environnent will be valuable. Meanwhile the Australian Centre for Industria
Rel ati ons Research and Teachi ng has conducted a survey of all universities and
colleges in Australia to deternmne what is being taught in industrial relations.
Wil e the general industrial relations texts rarely cover occupational health
and safety, there are courses on the topic offered in sone institutions.4

In general the pattern has been that nanagenment and | abor practitioners in

i ndustrial relations do a good bit of their jobs on matters of the work
environnent and feel that they were inadequately trained. Those who received
university industrial relations training particularly note the absence of such
preparation and call for a change. What industrial relations professionals do
and what is covered in the typical texts are discrepant in this regard.

TRENDS FOR THE FUTURE: WHERE TO I N | NDUSTRI AL RELATI ONS?

Consi derabl e di scussi on has already been given on the far-reaching changes in
the gl obal econony, with m croel ectronic technol ogy and an altered workforce.
These have caused sone notable runblings in the field of industrial relations.

At the sanme tinme, the pressures on productivity and cost reduction have
hei ght ened concerns in the nmanagenment conmunity to lower injury and ill ness
rates, compensation costs, and other di secononmies in the work environment. The
matter of working conditions has al ways been a bargai ning i ssue, but the passage
of occupational health and safety laws in Australian states in the 1980s
formalized this area in industrial relations. A sinmilar devel opment occurred in
provincial laws in Canada and national legislation in the United States and
England. In short, in the past twenty years industrial relations practitioners
have increasingly dealt with occupational health and safety. This trend is

al nost certainly going to becone nore pronounced.

Wi | e sone anal ysts have been exploring the transformation of the industria
relations systemin the United States (Kochan, et. al., 1986) and noting the
shifting patterns with the declining proportion of |abor organized, new formnms of
management, maj or novenment of enpl oynent from manufacturing to services, and an
increasingly female and minority workforce, the fact is that the work
environnent itself has been changing. More than two-thirds of Anericans work in
offices and that figure is growing. A simlar trend is shared by other

i ndustrial nations, including Australia. Hence issues of toxic chenicals,
ventilation contam nants and respiratory ail ments, heat and noi se, mnuscul ar

skel etal injuries, and job stress are different than in the case of primarily
manuf acturing industries in the past. Industrial relations will naturally
continue to focus upon issues of personnel selection, pronotion and training,
systens of conpensation and benefits, job classification and performance

eval uation, and rel ated topics. W rker concerns over health protection and
quality of working life, and enployer concerns for a healthy and productive
wor kf orce means that industrial relations will ever nore tend to these matters.
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The position taken here is that this is a necessary and wel cone devel opnent

whi ch shoul d be driving the curriculumin university industrial relations
education and agendas for industrial relations research. The inclusion of work
environnent facts in award decisions by the Industrial Conm ssion (MDonald,
1989) and attention given occupational health and safety in working docunents
for revisions in industrial relations | aw (Brooks, 1988), have occurred in the

Australian context. In the United States one initiative has been the explicit
effort to infuse managenent and industrial relations university education with
job health and safety content. "Project Mnerva" is inportant enough to be

wort hy of sone special coment.

In the early 1980s the U S. National Institute for Cccupational Safety and

Heal th, charged with supporting the training of occupational health and safety
prof essi onal s, recogni zed that the managenment comunity needed to be incl uded,
especi ally those who nmight be playing a | eadership role rather than being
reactive or outside the arena. An initiative was devel oped to stimulate
universities to build work environnment infornmation into the curriculumand from
this came a small grants program coordinated curricul ar devel opnent and

pr of essi onal conferences, a newsletter and research resource network, and a
concerted effort to alter the teaching of management and industrial relations.

O her programs emerged which joined the tracks of training usually kept
separate. A dual degree programat Tenple University provides both an MBA
degree in managenent and a MsS degree in industrial hygiene, for the professiona
seeki ng expertise in both areas and working in occupational health managenent.
For nmost prograns the idea was sinply to expand the curriculumto educate
students in managenent and industrial relations on occupational health and
safety making themnore effective in their professional work, which it is
assuned will take on work environnent questions.

An illustration is shown in the case of the University of Oregon, one of 12
universities to receive a NNOSH grant in 1984-1985 to devel op the curriculumin
the graduate programin industrial relations and nmanagenent. The follow ng
courses were altered to include materials on occupational health and safety:
Human Resour ce Managenent; Small Busi ness Management; Enpl oynent Policies and
Practices; Performance Evaluations and Training; Enployee Benefits; Industria
Rel ati ons Research Met hods; Enpl oynent Legi sl ation Standards; Occupationa
Safety and Health (an existing course experimentally cross-listed in
Managenent /I ndustrial Relations to attract nore students in those fields).
Courses range over a nornmal curriculumand include key subject matter in
managenent and industrial relations. Faculty received special materials from
NI OSH whi ch cont ai ned adapt abl e nbdul es for inclusion in the course, readings,
and cases and research topics for students (NIOSH, no dates; Heath, 1989; N OSH
1988). The point was to elevate the | evel of student awareness, not to make
students into experts on occupational health and safety, but to infuse them
intellectually and practically so that as human resource managers or industria
rel ati ons professionals they woul d appreciate the inmportance of work environnent
factors and woul d have greater skills in dealing with this subject matter.

Eval uation at the end of the first year denonstrated achi evenment toward the
goal s and how such instruction m ght becone even nore effective. Reports given
to NI OSH by various universities have been used to devel op additional materials,
nmake presentations at professional conferences, and canpaign for increased
teachi ng of occupational health and safety in graduate prograns of industria
rel ati ons and managenent.

This parallels devel opnents in other countries. The Swedish Joint |ndustria
Saf ety Council, which includes both the |abor and enpl oyers' federations,
initiated an effort in 1985 on "Wrk Environnent Training for Mddle Leve
Managenment " targeting those with technical and substantive work environnent
responsibilities as well as those with nore |egal and industrial relations
aspects of the work environnent. Here, too, it was recognized that
practitioners in industrial relations had insufficient training before assum ng
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their jobs and needed special assistance to deal with occupational health and
safety matters (Swedish Joint Industrial Safety Council, 1984).

In 1989 Wirksafe Australia argued for the integration of occupational health and
safety training into general industry training prograns stating such to be an
essential elenment of high quality industry training (Stanton, 1989). This is
anot her reflection of the need expressed by those in industry for training on
wor k environment matters, and a rejection of the old assunption that personne
management and industrial relations were separate fromthe occupational health
and safety managenent area

Where does this |eave projections for the future of Industrial Relations? The
rising mlitancy of European and North American unions in the 1970s, the
enphasi s on occupational health and safety negoti ated agreenents, and the
centrality of work environment issues in industrial relations changed the
pattern for the 1980s and the 1990s. |In Australia a simlar novenent in the
1980s, along with state |egislation, have placed health and safety issues
squarely in the industrial relations arena. John Mathews, author of the |eading
uni on health and safety training manual in Australia states,

In Australia, | have been inpressed with the great progress nade by unions in
the 1980s in negotiating a consultative framework at workplace level within

whi ch health and safety questions may be addressed as a collective issue between
enpl oyer and workers organi zed in their unions (Mthews, 1989:87)

Industrial relations texts and industrial relations journals of the 1980s placed
little enphasis on the work environnent typically only referring to existing

| aws and not placing the area within the industrial relations framework. At the
same time, industry practitioners are maki ng unequi vocal assessnent about the
need for training since they have occupational health and safety factors in
their realmof responsibility. Both enployers and unions have increased
training to facilitate the effectiveness of their representatives in the |abor-
managenent area in addressing work environnent considerations. New efforts to
train the current and future industrial relations professionals have been
proposed and introduced. Nevertheless, nost industrial relations educationa
texts and research agendas have inadequately approached or even failed to

i ncl ude occupational health and safety. This is indeed a disjunction which
needs remnedy.

GETTI NG FROM HERE TO THERE: WHAT SHOULD HAPPEN I N | NDUSTRI AL RELATI ONS
EDUCATI ON?

A former Australian Mnister for Industrial Relations stated that, "Mnagers
nust understand the nature of hazards in the workplace, the ways in which jobs
nm ght be redesigned to avoid hazards, and other preventive neasures which can be
taken to avoid injury and disease." (Mrris, 1989:11). But how are

pr of essi onal managers to acquire the sophistication to undertake such tasks?

One cannot sinply emerge wi thout education and training and have skills in
hazard recognition and techni ques of job redesign. An assunption is made that
by sone neans nmanagers will obtain appropriate training for such work. An
Anerican approach to training the next generation of managers in university
curricula (Project Mnerva) has been presented.

Industrial Relations curricula can be devel oped around the overarching thene
that the econonmic milieu is undergoing continuous and substantial change, that

t he assunptions and the approaches of the past may well not apply, and that a

| abor - managenment posture which is flexible, adaptive, and innovative, w |l nost
likely bring the best and desired results for all parties. Furthernmore, we know
that law typically reflects existing values, and therefore we can assune that
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| abor law is also a reflection of the past institutionalizing precedents and
"past practice" in industrial relations.

In Australia some patterns of industrial relations, the role of the Industria
Rel ati ons Commi ssion, and the wage setting systemare well established. These
are at sone variance fromthe approach in Canada and the United States and cause
a non-Australian to be hunble in any assessnent (Strauss, 1988). One thing is
certain, the world of work and | abor-managenent rel ations are undergoi ng

consi derabl e change. The entire concept of work restructuring, by definition
implies this, and the award restructuring and work reform novenent is in high
gear. The field of Industrial Relations nust orient students and professionals
for the future to changi ng paraneters, assunptions, conditions, procedures and
operations, and give themskill for acquiring new professional information on a
continuing basis. The study of |abor econonics, the facts of |abor history, the
exi sting | abor laws, courts and | egal procedures are basic. But npst of the
other issues in industrial relations concerned with the relations between

enpl oyers and enpl oyees and the work process are in flux. Training in skills
which will enable the search for flexible and site-specific solutions will be
requi red. New systenms of conpensation, flex-tine, self-managi ng work groups,
hone- based conputer work, and a host of approaches to nake work organizations
nore flexible and productive and work |life nore satisfactory have altered the
agendas for |abor and nmanagenent and the role of the industrial relations

pr of essi onal

One of the nobst changi ng areas concerns the work environnent. A |arger
proportion of the workforce are in services rather than manufacturing, in

of fices versus factories, using mcroelectronic technology with new kinds of job
skills. Architectural and design principles have had difficulty catching up
with some of these changes, hence the problem of redesigning workplaces to make
them ergonomically healthy. Howis an industrial relations professional to cope
with no knowl edge of what ergonomics is, much | ess basic design features and
approaches? The sanme forner Mnister of Industrial Relations pointed out that,
"Wirkpl ace health and safety training is an integral part of the award
restructuring and workpl ace reform processes” (Mrris, 1989: 9). O course that
is true. |If one is educated on systens of participatory nanagenent, affirmative
action and equal opportunity, new systens of conpensation and benefits, and
personnel practices, will that qualify one to inplenment an appropriate health
and safety training programlinked to work reformand award restructuring? |
think not. Skills training and career devel opment is increasingly recognized as
central to nmeeting the "conpetitive challenge", increasing productivity and best
utilizing human capital along with new technol ogi es and effective work

organi zation. Enployee training involves aspects of the work environment, but
is rarely taught in university industrial relations programs. The point is not
to incorporate detailed health and safety education, but to substantially

el evat e awareness, present a core of information, develop health and safety
sensitivity, and recogni ze the work environment as a critical and central part
of | abor-managenent relations activity.

Let us assume that nost Industrial Relations curricula consist of a core that
i ncl udes:
Labor - Managenent Rel ations
Labor or Industrial Law
I ndustrial Relations Theory
Labor/Industrial Relations Hi story
Labor and Industrial Relations Law
Labor Econoni cs/ Labor Market Policy/Wges and
Conpensati ons
Conparative Industrial Relations
Human Resour ce Managenent
Uni ons and Uni oni sm
Soci al Aspects of Industrial Relations/Policy/ Wrk and Soci ety
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I ndustrial Denocracy

Research Methods in Industrial Relations

To that |ist mght be added a nunber of other courses; graduate brochures for
Australian or American universities show quite substantial extension, involving
many di sci plines such as psychol ogy, sociology, law, political science, history,
econoni cs, and nanagenent.

Many excell ent materials have been published on occupational health and safety
that |lend thenselves to the courses above. This is equally true for film and
video materials covering excellent historical footage and docunmentation of the
struggl es over the work environment, and the current inpact of mcroelectronics
in the office. Every one of the dozen course categories |isted above would | end
itself well to the introduction of materials and the topic. One of the great
advant ages of "Project Mnerva" is the presentation for the novice with case

mat eri al s, readings, and nmodul es for various courses with instructor nmanuals.
The review of industrial relations texts and naterials al so uncovered many
illustrations of how work environnment questions mght be included. A reader on
i ndustrial denocracy (Creighton, 1986) or new technol ogy (Quinlan, 1984) which
has a contribution on occupational health and safety will serve as a nodel of
how to tie in that material. New works on the history of occupational health
and safety are nost natural for the history course (Rosner and Markowitz (eds.),
1987). Simlarly materials on |law and the work environnent |aw are useful in
maki ng the |inkage with industrial relations (Twoney, 1986; Gunni ngham 1984;
Lanprati, 1984; Brooks, 1988); although it is likely that occupational health
and safety is covered nore in |abor | aw courses than in others.

Filmmaterial is especially effective for teaching occupational health and
safety since it makes the work environnment obvious and the points vivid.

Physi cal and chem cal hazards becone apparent, as do the newer issues around

of fice automation and VDUs. Materials are produced by governnental units,

enpl oyer associ ations, |abor organizations, and docunentary film nmakers in al

of the English-speaking countries. Excellent progranms have been broadcast by
tel evision, including commercial stations in the United States. Sone years ago
invited a piece dealing with audio-visual resources in occupational health and
safety for the Spring 1981 issue of Labor Studies Journal which | edited. Since
then much nore has been produced and anyone teaching in industrial relations who
wi shes to use filmmaterial will not have difficulty.

Rarely do Industrial Relations faculty bring in guests practitioners who dea

wi th occupational health and safety - be they enployer or union representatives,
| awyers, health processionals and governnental personnel. This is sonething

whi ch any instructor ought to consider as a way of |earning thenselves as
students |l earn, and introducing work environment nmaterials into the regul ar

i ndustrial relations courses. The response to a public seminar given under the
University of Sydney Industrial Relations auspices would suggest considerable

i nterest anobng practitioners in sharing their occupational health and safety and
i ndustrial relations experience with the academ c conmunity.

The reverse is al so valuable; taking students out on field trips to diverse
wor kpl aces where they can talk with the industrial relations managers and union
representatives and | earn how work environment issues are central in their
activities. Students can see the variations in industrial relations practice
and in work environment issues if they experience, for exanple, a large

manuf acturing plant; an autonmated office in tel ecommunications, banking, or

i nsurance; a food processing operation; or a health care facility. Internships
connected to industrial relations courses are useful, serving as the basis for a
research paper or thesis and involving on-site work with industrial relations
prof essionals. Regardless of the topic or course, this kind of exposure to work
envi ronnent probl ens denonstrates how they formpart of the larger |abor-
managenent rel ations picture.
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Conpar ative | abor nmovenents or conparative industrial relations courses are well
suited to include work environnent naterials. Many materials fromcountries
with differing approaches, such as Norway and Sweden, are published in English,
and increasingly there are useful conparative materials on occupational health
and safety (Elling, 1986; Deutsch, 1981, 1986).

Devel opi ng detail here on how a course syllabus nmight be designed for the core
of ferings which are in Industrial Relations university curricula would not serve
wel .  Perhaps the best way to summarize this discussion is to suggest the

foll owi ng key points for those involved in the education of industrial relations
students today, the practitioners of tonorrow.
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1) Adopt the termwork environment, as a holistic concept for the range of
factors associated with worker health. Include job stress and work organization
features as part of the broader view of the working environment.

2) Denystify occupational health and safety. Job safety and health is the
busi ness of nmanagers, industrial relations directors, union |eaders. No |onger
seen as outside of |abor-nmanagenent relations, it is not sonething left to
"others" including scientific experts.

3) Recogni ze the changi ng needs of industry and the world of work for those
newly entering it, and adapt teaching and studying in industrial relations to
that new reality. As one addresses the feninization of the workforce, the

i mpact of microel ectronics, and the new systens of participative nanagenent and
enpl oyee invol venent in work restructuring and change, ties to occupationa

heal th i ssues becone apparent.

4) Recogni ze that the hours, wages, and working conditions forrmula for |abor-
managenent relations has cone increasingly to include, as part of working

condi tions, the broad range of issues that formthe work environment. Although
it always was part of the industrial relations mlieu, historically occupationa
health and safety was largely renoved fromthe terrain. Wat is called for is a
return to its inportant place in the industrial relations curriculum in

t ext books, and in industrial relations research

5) Integrate work environnment materials into the full conplenent of industria
relations curricula. However, add a course explicitly on occupational health
and safety, geared to industrial relations students heavily focused on the
policy and | abor-managenent aspects of the topic. Increasingly such courses are
provided for health professionals, occupational health nurses, industria
hygi eni sts, physicians in occupational nedicine, who are in positions of
managi ng health and safety prograns and enpl oyee health departnents in work
organi zati ons. The cooperation between schools of public health and industria
rel ations departments and institutes has been an inportant devel opment in the
United States in recent years. Gaduate degree prograns in occupational health
for md-career professionals have been developed in the U S., at the University
of Gslo, Norway and the University of Sydney, Australia, with the assunption
that the students in these progranms need industrial relations and nanageria
skills around the substantive concerns of the work environnent.

ENDNOTES

1. The following Industrial Relations Journals were searched to
det ermi ne what was published in the broad area of occupational health and
safety:

Industrial Relations (1980-1990); 3 articles
I ndustrial and Labor Rel ations Review (1987-1990); 6 articles
British Journal of Industrial Relations (1980-1990); 1 article
I ndustrial Relations Journal (UK) (1987-1990); 1 article
Journal of Industrial Relations (1987-1990); 3 articles
Australian Bulletin of Labour (1980-1990); no articles
Labour and | ndustry (1987-1990); 3 articles
2. A ten year survey (1974-1983) of |eading nanagenent journals in the United
States (Fortune, Harvard Busi ness Review, Sloan Managenent Review, Warton
Col unbi a, Acadeny of Managenment Review) reveal ed few articles on occupationa
heal th and safety or the work environment, with a maxi mumof 4 articles in 10
years in any journal in the managenent field.

3. There are too nany publications to nention, one need only exanine the
range of pieces published by the CAl, ACTU, and various governnental bodies.
Good illustrations are, Wrkforce Involvenent: The Conpetitive Edge, Nationa

I ndustry Extension Service; and the CAlI/ACTU Joint Statenent on Participative
Practices: A Cooperative Approach to Inproving Efficiency and Productivity in
Australian I ndustry, April 1988.

4, One of the nost established prograns is at the Elton Mayo School of
Managenment at the South Australian Institute of Technol ogy, |ed by John Rudge.
He has a curriculum geared to educating nmanagenent/industrial relations students
on work environnent issues, and offers continuing education for professiona
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managers and industrial relations practitioners on issues of occupational safety
and health, with sem nars, workshops, special topics presentations as well as
on-goi ng courses. The interactive style of a university with matriculating
students, alumi, practitioners, and continuing education is especially creative

and wort hy of duplication and expansi on.
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