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Two assumptions are implicit in any paper exemining
The obligation of Soviet factory itrade-union organizations
to defend the legal rights éf industrial workers. First,
that Soviet workers have legal rights that can be defended.
Second, that Factory Trade-Union Committees attempt to defend
those rights. Neither of these assumptions should be zccepted
at face wvalue.

Traditionally, Soviet trade-union organigztions have
attempted to protect workers from the "bureaucratic excesses"
of management while, at the same time, urging those same
workers to produce more and better goods in shorter periods
of time. Soviet theorists contend that there can be no contra-
diction in these goals as, under sociazlism, the workers are
themselves the béneficiaries of increased produc%ion.g

Several western observers ridicule this claim.3 They
argue, not without some merit, %hat any "trade union" which
has higher levels of productivity as 2 primary goal cannot
defend workers! rights. IMeanwhile, 2 second group of western
scholars points out that, within very narrowly defined limits,
Soviet trade unions can do, and, in fact have done much to
enhance the living and the working conditions of Soviet work-
ers.4 This group argués thet an increase in industrial pro-
duction and the fulfillment of workers' righits are not necesssrily
mutually exclusive ends.

If the first group is correct, Soviet trade unions

are not unions at 21i, dbut serve as agenis of Party control



whose chief task is to force workers fto meet monthly, =snaual,
and quinguennial production vlans. However, if the second
group is correct and Soviet factory trade-union officials do
attempt to defend the rights of workers, it may be advisable
to reevaluate many of our own views of Soviet trade-union zctiv-
ity. In order to judge the relative merit of both positions,
it is necessary to turn our attention to the Soviet definition
of workers' legal rights.
The 1970 "Fundamental Princivles of Labour Legislation"
declares that every Soviet citizen has eight labour rights:
—-the right to conclude =z labour contract
-the Tright to a guaranteed and proper wage
~the right to rest
~the right to healthy and safe work conditions
~the right to free professional education
~the right to membership in a trade union
~the right to participate in management
~-the right to social insurance and workers!
_ compensation payments 5
Of these eight, the right to conclude a labour contract, the
right to a guaranteed and proper wage, the right to healthy
and safe work conditions, and the right to membership in a

trade union are the most important for our discussion.

THE RIGHT TO A LABOUR CONTRACT. All adult Soviet citizens are
legally guaranteed 2 job in accordance with their educationai
level, their professional skills, and their individual qualifica-
tions. The terms of that employment are established in an a2gree-
ment entered upon voluntarily by the citizen and by the administra-
tion of the placé of work. The employee has the right to ter-

minate that contract upon two weeks prior written notice while



the gaministration must recgive the prior permission of the
Factory frade-Union Committe% before it can dismiss an employee.
The right to a guaranteed labour contract is protected further
by statutes governing hiring; transfer, ftemporary transfer,
termination and dismissal of%labourers.e

During a 1975 interview, Vasili Dzhelomanov, an admin-
istrator with the Organizatiénal Department of the All-Union
Central Council of Trade Uniéns (AUCCTU), stated that = worker
can leave work whenever he likes so long as he has given two

7

weeks prior written notice. However, the administration
can remove a worker only if %haﬁ worker is a labour discipline
problem or if that worker has had difficulties of a personszl
nature affeeting his work performance. In either case, the
ractory ?radeuanibn Committeé ﬁust examine the case and, if
it does no%t concur'with the ﬁrevious decigion of management,
the worker can not be remove@. ﬁhe factory administration can
choose to tzke the union decision to a Peoples' Court, but the
Judge a2lmost always agrees with the decision of the union

!
committee. The worker can fake a decision to dismiss %o a
Disputes Commission, or %o aiCourt; but again, the court us-
ually, although not always, Qcoepts the decision of the Factory
Trade-Union Committee as final.

The story of Wikolai Timofeevich, a fictitious character
based upon cases before the Supreme Courts of the Soviet Union
and of the Russian Republic,ican elucidate further the pro-~

|
cedures factory directors muét take before =z worker can be

]

remove&.8 Nikolai Timofeevich, & war veteran, worked in a



Leningrad machine shop. He was z drunk and arrived at work
late with great regularity. After a series of disciplinary
measures failed to correct his irresvonsible zttitude toward
lzbour, the factory director, Vadim Anatolovich, removed Nikolai
from the main production line and assigned him to a2 menial pos-
ition in the supply office. This reassignment necessitated a
reduction in NMikolai's salsry. Nikolail maintained that since
Tpctory Trade-Union Chairman Vsevolod Nikola.e wich had not

been consulted, this move was illegal. He petitioned Vsevolod
Nikola.e vich to call the Factory Disputes Commission (XTS) into
Session to review the case.9

The Disputes'! Commission, in this case consisting of
Vsevolod Nikolese viech and Vadim Anatolovich, was unable to
reach 2o unanimous‘decision, thus senﬁing the case before 2
meeting of the entire Factory Trade-Union Committee (FZIK). The
committee ruled on the basis of a2 20 to 15 vote, that the trans-
fer of Wikolai Timofeevich was indeed a prover and a justified
disciplinary action. Superior union bodies, the City Procurztor’s
Office, and the pistrict (raion) Peoples' Court all.later con-
curred. After a nine month period, all channels of review
had been exhausted.

Nikolai Timofeevich continued to perform his duties
voorly. TFinally, even his co-workers in the supply office,
themselves’exiled from other duties as a result of druniteness,
refused to work with Nikolai. Vadim Anectolovich fired Hikol=i
on the spot, asking Vsevolod Nikolae vich and the Factory Trade-

Union Committee for approval of that decision only after the
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dismissal order had been given. When superior union officials
refused to hear his case, Nikolai turned to the City Procurator's
Office which, with tpe help of a favorable ruling from a Iﬁstricﬁ
(raion) Peoples' Court, forced Vadim Anatolovich to reinstate
Nikolai 2t a level equivalent to his last position in the
Supply office with full payment of back wages. The Court
reached its decision on the basis of the Factory Union Committee's
failure to approve Nikolai's dismissal before the actual order
had been issued. In order to prevent any further difficulties,
Vadim arranged with Vsevolod Nikolae vich %o ylace Hikolal
in charge of the trade-union library at the factory.

As the story of Nikolai Timofeevich illustrates, there
are at least a half-dozen instances at which a fzctory or a
shop ﬁraﬁe-union'officer or coﬁmitteeimay fail to defend the
legal rights of a dismisséd workei. The union committee may
not compel factory or shop administrators to exhaust all channels
of disciplinary action before dismissing a worker; or, the
union chairman may refuse to convene the Disputes Commission
to hear a worker's complaint. At another stage, the entire
union committee mey ignore the impasse the adjudication process
reaches when the Disputes' Commission fails to obteain 2 unanimous
decision. 1In yet another instance, trade-union officiszls may

work with factory administraztors to dismiss a worker; or,

the Factory Trade-Union Committee may grant ex post facto aprroval

of a dismissal order. Finally, the trade-union committee may
fail to approve and fail to reverse a managerial decisiocn to
dismiegs., T4 is imporitant to determine if actual union committees

uphold with any regularity the norms of labour legislation con-
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cerning dismissals at all of these points.

The Peoples' Court decided to reinstate Nikolai Timofeevich
on the basis of the Factory Union Committee's failure %o approve
his dismissal before Vadim Anatolovich ordered his removal. Such
occurances are not unusual. During the first half of 1971, for
example, fourteen of the thirty-three workers reinstated by the
Supreme Court of the Estonian Republic had been fired without
the prior approval of a factory committee.lO These illegal dis-
missals add to the already heavy workload of regional union officials,
of procurators, and ofoﬁhe court systew.

During a 1975 interview, A. A. Kliuev, L Chief of the
Legal Department of the Leningrad Regional (oblast!) Council
of Trade Unions, indicated that his office handled between 140
and 150 complainés each day. éeﬁerally, worker pgtitions reaching
the Leningrad Regional Trade-Union Council focus upon one of

six concerns:

-recruitment to and dismissal from a position
~transfer of workers within a single enterprise
~-wages .
~-bonus and "socialist competition” premiums
~hospital, illness zand disability benefiis
~pension payments
The case of Nikolai Timofegvich involves, at one point of
another, each of the first three categories.

When some illegal action occurs, Kiiuev contacts regional
economic officers to ensure the factory administrator involved
is forced to live up to the standards established by law. If
that approach fails, the Regional Council itself will attenpt
To deal with the issue through the Regional Party Committee.

Finally, when 211 other channels are exhausted, Council lawyers



represent the slighted worker in cours.

When the factory trade-union authorities failed +to
Support MNikolzl Timofeevich's opposition to his initial Srans-
fer, he had four choices. He could have accepted the decision
of the factory authorities as final; he could have turned to
the regional union council's legal department; he could have
contacted the chairman of the regionzl committee of his trade
union; or, he could have approached the Frocurator's Ofifice.
N. I. Zinov'ev, Chairman of the Leningrad Regional Committee
of Workers in lachine Construction;lz A.. 5. Martushev, Chairman
of the Leningrad Regional Committee of Workers in Auto z2nd in

13

Highway Transport; and, G. A. Gromozdova, Chairman of the

!

: 1

Leningrad Regional Committee of Workers in Textile and in lLight

- . .3
In&ustrles,l'

2ll indicated during 1975 interviews that = con-
siderable amount of their time, and the ﬁlme of *helr subordinates,
is spent handling complaints such as those of Nikolai Timofeevich.
Each regicnal committee chairman and secretary as well as the
various secretaries of the Leningrad Regionzal Trade-Ynion
Council meintain regular visiting hours for just this purvose.
Like A, A. Xliuev, these other regional officers attem»pt ‘o
resolve conflicts through their vpersonasl contacts with regzional
economic and Party officiels. If these efforits fail, workers
such as Nikolai Timofeevich may turn to the District (raion)
or to the~city Procurator's Office.

American political czenﬁlsu Gordon Smith, citing un-
vublished Soviet data summariging the activities of the U.S.S5.R.

Procurzcy and of the R.S.F.3.R. Procuracy over the nast twenty
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vears, reporis that labour related complaints constitute a

significant percentage of all greviences brought to procuratorial

offices. In 1972, =according to Smith, labour violations con-

stituted approximately half of 2ll complaints reviewed by

procuratorisl officizls in the R.S.F.S.R. with approximately

one-half of those cases being degided in he worker's favor.15
Data published by the Soviet Supreme Court further

substantiztes Smith's findings. According to Biulleten' Verkhov-
16

nogo Suda SSSR, in Donets Region (oblast') during 1967, regional

representatives of the Procuracy brought 490 protesis (protesty),

453 presentations (predsiavieniia), 108 disciplinary proceedings

(privliech' k distsivlinernoi oitvetstvennosti), and fourteen

criminal proceedings (privlech' k ugolovnodi otvetstvennosti)

against managerial personnel {(dolzhnostnykh lits) while bringing

twenty-three civil actions (ggg) totalling 1099 rubles. Disirict
(raion) representatives of the Pfocuracy brought an additional
eighty—-eight civil actions, totalling 5671 rubles, against man-
agerial violators of labour legislation. When all else feils,
and even the Procracy does not assist, a worker can turn, as
did Nikolai Timofeevich following his transfer to the supply
office, directly to the courts.

soviet courts have enforced the right of union organ-
izations to insure a worker's labour contract. Professor M.
McAuley revorted that, by the early 19608,'a1mos% one-half of
all claims for reinstatement to work were being granted by the
courts. When the courts were faced with a worker who had been
dismissed without prior permission of the Pactory Trade-Union

Committee, they usuzlly reinstsked the worker even if there had



bteen sufficient legal grounds for dismissal.l7

These trends continued throughout the 1960s.
In 1967, on the average, Soviet courts found illegslities in
dismissals and ruled that management reinstate employees in
51.7% of all cases.lg Courts in the Russian Republic alone
reinstated 1344 persons to their place of employment.lg Often-
times, higher judicial agencies pléced blame for these illegal:

20

dismissals upon lower judicial bodies, officials of the

Prccuracy,zl and enterprise level union and administration
officials.22 Local union and management personnel apparently
violate the law with greater regularity in Uzbekistan, Georgia,
Tedzhikistan, Azerbaidzhan, and Kagakhstan, reguiring higher
reinstatement rates.23

I. Kositsyn, Chief of the Comrades' Court and
Labour Disputes Section of the AUCCTU Legal Department, warns
against misinterpretation of this evidence. During a 1975
interview, Kositsyn pointed out that, as in the United States,
only =a small percentage of labour dismissals ever come to formal
adjudication.24 In recent years, when factory union agencies
have not lived up to their obligation, some other, higher union
institution increasingly will. Therefore, the cases reaching
the Frocuracy and the court system represent union failures,
not union successes. And even at that, Kositsyn continued,
union decisions are upheld about 50% of the time.

The story of Nikolai Timofeevich underscores
both the successes and the failures of union efforts to improve
defense of workers' right to a2 legal contract. On the one

hand, Vsevolod Wikola.e vich and the union committee worked with
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Vadim Anatolovichto remove Nikolsi; on the other, procedures
existed to insure enforcement of legzl norms even when an
enterprise union committee has failed to 'do so. This story,
and the data upon which it has been based, night suggest that
Kositsyn's observations are overly optimistic. Nevertheless,
they are not without substance. It is probable that trade-
union organizations at 2 majority of Soviet industriél enter-
Prises do, in fact, attempt to protect a worker's right to

a lzbour contract.

THE RIGHT TO A GUARANTEED AND PROPER WAGE. All =adult Soviet
citizens are legelly guaranteed 2 wage in accordance with their
vrofessional skills, their time at work, and their vroductivity.
That salary is caiculated accoréiﬁg to 2 bpase salary deternmined
by the level of individual gualification as well as by the Sype
of employment. The base salary is supplemented by social wage
vayments, ammual bonuses, and nremiums resulting from socialist
competition. 25 As a result of the 1965 Economic Reforms, much
of the calculation of individual wages now takes place within
a workers' en*cerprise.z6

Following the 1965 Reform, individual enterprises gained
more agtonomy, resulting in a generzl disversion of econocmic
relationships. This decentrzlization was accomplished in nart

through the establishment of three funds derived from entervrise

) - . . s .
rrofits, T Individual enterprises came to distribute the Incentiv

Fund among overachievers in -socialist competitiown.  The

b

je 1}

un

Social and Cultural Needs directed money for the improvement of

fo

o)

H
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factory social, health, and recreational facilities. Finally,
the TFund for the Development of Production * supplied additional
capital for construction and for technological innovation. Policy
mekers hoped that enhanced incentives for individual workers and
for factories would stimulate production. The creation of these
Profit funds has meant that a2 larger percentage of a worker's
take-home pay currently is derived from enterprise profits (See
Table I).

The establishment of the Fund for Sociel and Culiural
Meeds, and of the Incentive Fund substantially modified
the duties of the Factory Trade-Union C}oz:rnz'rjﬁc‘tee.28 The firss:
orovided slightly increased funding for, znd significanily more
flexibility in the union operation of educational, cultural,
health and recrea%ional facilities. The second fungd
resulted in greater union participation in the calceculation of
workers'! wages through their rolé in the organization of social-
ist competition. Both changes brozdened the opportunities for
the unions to exert influence over the daily management of the
industrial enterprise. These opportunities arose at 2 time
when Parity and union officials were urging improvement in union
defense of workers' rights. It is probable that at least sone
union officials attempted to use their new authority in accordance
with these demands.

The use of prerogatives both by factory management and
by factory union officials has led some Soviet labour law
specialists to speculate that enterprise administrators now

have the legal authority to establish local norms regulating

the labour relationship.29 After the Fzll, 19723, the discussion



- TYPE OF PAYMENT

PERCENT OF SALARY BY
YPE OF PAYMENT,1961
AND 1971.

INDUSTRY AS WHOLE

IN MACHINE-CONSTRUCTION

1961 1971 1961 1971
BASIC WAGE 73.2% 61.2% 72.3% 59, 4%
PAYMENT FOR OVERFUL- 7.6 11.6 11.8 16.4
FILLMENT OF  TORMS
PREMIUN FROM 7.4 11.0 7.2 10.4
WAGE FUND
PREMIUM FROM FUND OF 0.0 5.2 0.0 5.6
MATERIAT STIMULATION
OTHER TFORMS OF PAY 11.8 11.0 8.7 8.2

SOURCE: R. Batkaev, "Osnovy organizatsii zarabotnoi platy

ee formy 1

Ko. 4, 37-99/

gsistemy,” Sotsialisticheskii trud, 1973,




13

of this controversial thesis intensified as z result of the

appearance of a much disputed book, Lokal'nye normy trudovozo

Prava i materigl'noe stimulirovenie (Local Norms of Labour Law

and Materizl Stimulation), written by L'vov University's R. I.

Kondrat'ev.Bo

According to Kondrat'ev, the expansion of union and of
managerial prerogatives in numerous areas of joint decision-
making accompanied the growth of enterprise autonomy. He
argues that joint union-management decisions governing a broad
sweep of enterprise activities, including discipline, work hours,
vacation schedules, disputes resolution, and, most importantly,
wage determination constitute the estzblishment of legal and
of materizl labour norms by local officials. In other words,
factory authorities have begun to create their own legally
binding norms largely independent of central decrees.

Kondrat'ev closely examined the activities of factory
officers in determining wage payments to prove his argument,
and found that plant directors and fzctory trade-union chair-
men had effectively gained the authority to determine the take-
home pay of individual workers through the distribution of profit
Sharing premiums, supplemental social service benefits, and, in-
directly, through vacation days. Such local norms, according
to Kondrat'ev, meaningfully deviate one from the other (See Table
I1).

Much of the public disagreement with Kondrat'ev arises
out of his definition of legal norms. For example, during =

meeting held by the Lebour Law Section of Leningrad State Univer-
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TABLE II: NUMBER OF DAYS DURING WHICH TIME
. DISABLED PERSOWEL WILL RECEIVE
NORMAL WAGES, AS DETERNINED BY
POSITION IN ENTERPRISE AND LENGTH
OF SERVICE, AT THE LENIN LIFT AND
TRANSPORT EQUIPIENT FACTORY,
KHAR'KOV, 1972.

SIZE OF ALLOWENCE IN DAYS ACCORDING
TO UNINTERRUPTED: LENGTH OF SERVICE  _ _ _ _ _ _
CATEGORY OF WORKER Trom 1~ to “From 6 o TFrom 11 To Hore then
Years 10 Years 15 Years 15 Years
Inclusive Tnclusive Inclusive

WORKERS AND JUNIOR

STAFF ASSISTANTS OF

ATL SHOPS AND DUTY

POSTS, FOREMEN AND

PRODUCTION SUPER- 8 days 14 days 17 days 21 days
VISORS OF ALL SHOPS

(EXCEPT MECHANICS,

AND CONTROL SUPER-

VISORS). ‘

WORKERS IN SMELTING

SHOPS AND MACHINE

OPERATORS OF PRODUC- 12 - 17 20 23
TION SHOPS.

TECHNICAL PERSONNEL :
AND WHITE COLLAR 5 12 14 21
WORKERS OF ALL SHOFPS.

WORKERS OF NON-PRO—

DUCTIVE GROUPS (CFILD o 5 10

SERVICES, THE HOUSING 15
DEPARTHMENT, ETC.).

SOURCE: R. I. Kondrat'ev, Lokal'nye normy trudovoszo prava i
material'noe stimulirovanie (L¥vov: Izd. 'Vishcha
Shkola' pri L'vov gos. universitet, 1973}, p. 111.
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sity's Juridical Faculty on November 28, 197431 to discuss
Kondrat'ev's work with the author himself, A. S. Pashkov,
chief of the section, took his guest to task for failing to
appreciate the difference between locally constituted norms
and local clarification of centrally established norms.

The significance of the ddbate over local labour norms
does not lie in the possible validity of Kondrat'ev's thesis;
the discussion of that position is significant for us as a
rotential source of erosion in the principle of -Democratic
Centralism. It also provides important evidence that Soviet
wages are now established at the local level., While the 1865

Beconomic Reforms did not fulfill the intended goal of ration-
alizing the Soviet economy, they did expand the options open

to factory adminiétrators. Facfofy union officials have bene-
fited from the decentralization at least as much azs their man-
agerial co%nterparts have for théy now are able fto play a
meaningful role in the determination of wage payment.

At first glance, the changes in formulation of wage pay-
ments brought about by the Economic Reforms would appear o
be another attempt at increasing levels of industrial production.
During the past decade, the percentage of a worker's salary re-
sulting from various forms of production premiums has grown
significantly. On further analysis, the system of wage deter-
mination has other implications. Kondrat'ev indicates that
a substantial number of regionzl and factory trade-unicn officials
use their newfound influence over wage determinztion to insure

payment of 2 "proper" wage. The fact that "proper® is closely
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related to indiustrial productivity is significant; but that
fact does not necessarily prohibit further union actions in
defense of workers' rights,

The last decade ias witnessed a marked increase in the
ability of local union officers to influence the size of a
worker's paycheck. Given the fact that local union organiza-
tions have attempted to use their expanded authority in other
areas to insure adherence to workers' righits, it is conceivable
that the unions' new power over wage determinztion will even-
tually be used to improve the financial position of Soviet
workers. At a minimum, no aspect of the unions' role in
wage determination would appear to prohibit other activity in

defense of workers' rights.

THE RIGHT TO HEALTHY AND SAFE WORK CONDITIONS. All =zdult Soviet
citizens are legally guaranteed healthy and safe working con-
ditions. TFactory zdministrators are required by law to utilize
contemporary methods of technical safety, to provide protective
clothing, to take all reasonable prevenitative measures zzainst

industrial accidents and illnesses, and to mainteain high levels

(.‘)

e
L )

of industrial sanitation. TFactory trade-union officials
regquired by law to pariticipate in 21l decisions affecting

=

general work environment. They can do so by entering into
2

LU

an enterprise collective agreement with manazement, and Dby

Orgenizing =n enterprise labour safety insmection.33
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The factory trade-union chairmen, representing the woriers,
and the factory director, representing management, consent %o
the vrovisions of the collective a,g:r‘ez=3men’¢:.BIi This contract
establishes 2 system of mutual obligations for worker and for
manager alike. The workers agree to fulfill produciticn norms,
to maintain high levels of labour discipline, and to encourage
technological innovation while the factory administration agrees
to involve workers in factory management as well as to improve
The living and the working conditions of all employees and
their families.

In principle, the annuzl agreement is established as the
result of a fthree month negotiation process. During the fourth
quarter of each calander year, representatives gfunion and of
management form a\commission tovreview the suggestions orf in-
dividual workers, of trade-union groups, and of shop brigades.
This commission recommen&é a &raft contract to the pactory trade-
waion dhairman and to the factory director. Once both have agreed
to the final terms of that contract, the Factory union committee
organizes an open meeting to discuss the draft. The proposed
agreement can become legzlly binding only after the approval
by a majority of the enterprise's employees (or, in the case
of a particularly large factory, by a2 majority of representatives
elected by the employees). During each subsequent gquarter, the
factory union committee organizes an open meeting to review
menagement compliance with the agreement. If, aliter two quarters
the administration has failed to honor its previous pledges, The

workers of the plant have the right to request that the minisiry

concerned remove the plant director. This last action is said



to occur in a handful of instances each year.
This system of enterprise collective agreements has gained

considerzble strength in recent years. The 1965 Economic Re-

-
Pl
4

orms significantly increased the range of concerns included

in the agreements as well as the severity of sanctions for
ncncompliance.35 Union administrators and legal specialists

now claim that agreement procedures are followed in most in-
dustrial enterprises. However, this is not always the case.

In some instances, Soviet factory directors, like some of their
western counterparts, fail to bargain in good faith. In

December, 1972, for example, a resolution of the AUCCTU Secretarist
berated the management and union officials of the Bashneft?,

Azneft', and Kaspmornmeft' 0il Associations (ob"edinenie) for

failing to adhere to safety norms.36 Specifically, workers in
several professiocns did not wear the legally required protective
clothing. Moreover, facilities did not exist for the distribution,
the cleaning, the repair, and the storage of such attire. The
AUCCTU Secretariat instructed the Central Committee of the Union
of 0il Workers to work with the ministries concermed to insure
that the directors of the associations fulfill obligations to
properly cloth production workers. Under ideal conditions,
subjects such as these sould have been regulated by enterprise
collective agreements.

On balance, when collective agresments are not fulfilled,
simple negligence such zs that of the Bashneft'!, Azneft' and
Kaspmorneft' 0il Associations zppears to be less important than
inadequate human and financial resources. Leningrad's Bus Depot

X - ~ . .
No. 4, for example, has mere than 2000 drivers and 500 repair
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shop workers. Both Director A. I. Krivolopov znd Union
Chairman I. P. WMartuseivich profess strong belief in the
necessity of 2 health work environment and in full adherence
to the provisions of the collective agreement. Unfortunately,
they often lack adequate resources to act as they desire.

Director Krivolonov laments that his operation is under-
manned by over 400 drivers. The remaining drivers must sub-
stitute for the missing employees.Inevitably, labour regulations
governing work time are violated. The alternative would be
to ignore the needs of the tens of thousands of Leningraders
who depend upon the service provided by the depot. In addition
to such violation of hourly norms, the sanitary conditions at
the depot often leave much to be desired. Nany of the students
living nearby cenéider the depo%‘s cafeteria to be one of the
most dismal dining halls in the entire city.

Director Krivolopov and Unidn Chairmén Martuseivich admit
that every need of every worker is not met. However, they are
proud of their honest relationship. Not long ago, Krivolowpoev
reported, the director of Bus Depot o, 1 failed to repzir union
facilities as required by the enterprise collective agraement.
The director claimed that there was simply not enough money.

The union committee disagreed; the Regional Trade Union Committee
of the Union of Autotransport and Highway Workers entered the

case to audit the books. The money was not there. Both Krivolopov
and llgrtuseivich want to zveid 2 similar situation occuring a3t
Devot No. 4.

T

Dedicated as they are to the welfare of their employees,
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Krivolopov and Martuseivich must compromise. Lgbour reguletions
governing working hours must be overlooked; food services must
remain inadeguate. Numerous other Soviet factory directors and
union chazirmen face similar problems. Try as they might to fun-
ction as the model factories of their collective agreements,
many Soviet industrial officials lack adequate resources to
fulfill " mutually agreed upon obligations. This

is also true of those enterprises trying to meet the demands

of industrial éafety inspectors.

Both intra-trade-union regional committees and inter-
trade-union regional councils maintain a permanent staff of
Tull-time safety inspectors.BS These inspectors are certified
by the AUCCTU or by tmdr anch trade-union central committee
upon completion of zn established | urriculﬁn. Becked by
eriminal and civil legislation, the inspectors have the right
to enter any factory at will, and to inspect any area within
that enterprise they choose. If their demands are not met,
regional trade-~union and Party officials as well as officials
of the regional office of the Procuracy can intervene in the
case. Once such intervention occurs, the question can be re-
solved only by higher trade-union, ministerial and judicizal

officials.,

In addition to the permanent safety inspectors hired by
regional trade-tnion organizations, individuel factory trade-
union committees orgenize voluntary safety commissions. Each
enterprise and shop has the right to orgsnige their inspection

system according to individual needs. However, the chairman
of the safety commission must be a member of the factory trade-
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union commitiee. In principle, zn inspection will occur at
the start of each work shift. If the volunteer inspector
discovers a safety violation, he must report it to the shop
foreman and to the Shép trade—-union leader. If that condition
1s not corrected by the beginning of the next shift, the shov
trade-union officer must report that failure to the factory
trade-union committee. Finally, if the management persists
in ignoring the violation, the factory trade-union chairman
can request the full-time permanent regional inspector 1o
enter the plant. The regional inspector has the zuthority to
levy fines up to 50 rubles per violation, initiate criminal
or civil proceedings, or, in extreme cases, have the minisiry
close the enterprise.

In spite of this complex system of safety inspection, fac-
tory conditions do not zlways meet minimal conditions of safety.
While AUCCTU Chairman, A. N. Shelepin often criticized loczl
union officials for turning their backs on safely violations.
Shelepin told the Fouéteenth Trade-Union Congress in 196839
that while much had been done to improve working conditions
“serious vroblens remained. He pointed out that labour standards
at many enterprises were not enforced znd that the requirements
governing working conditions at factories were not always
observed. Shelepin continued by observing that poorly organized
production, inadequate supervision, and inappropriste atititudes
2mong trade-union and management officigls as well as among
workers all contributed to the unsafe conditions found a2t a
significant number of factories. He urged that trade union

organizations increase their efforts to reduce acecidents and
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to eliminate health hazards. MNoreover, he demanded that

these same orgenizations pay greater attention to preventive
measures for averting injuries and strengthen their control
over labour safety. éhelepin, his successor as AUCCTU Chzirman,
A, I. Shibaev, AUCCTU Secretary V. I. Prokhorov, sznd Party
General Secretary L. I. Brezhnev have made similar remarks to
the Fifteenth4o and Sixteenth4l Trade-Union Congresses as well
2s to the Twenty—Third,42 Twenty—Fourth%B and Twenty~Fifth,44
Party Congresses.

Any evaluation of the attempt by Soviet trade-union officizls
to guarantee safe and healthy work conditions must remain uncertain.
Union, Party and economic officials have underizken serious efforts
to improve working conditions. Strong legislation and permanent
enforcement procedures exist in theory, and, to a lesser degree,
in practice. Nevertheless, 2ll of the evidence available at
this time indicates that safe and healthy work conditions do
not exist 2t a significant number of industrial enterprises. When
faced with a choice between meeting the demands of enterprise
collective agreements and of safety inspectors or meeting the
demends of the production plan, enterprise managers and union officiels
generally continue to favor meeting the demands of the pro-
duction plan.

In the final analysis, there can be little doudt that
much progress has been made in the field of labour protection.

Few observers, either western or Soviet, doubt that contemporary
Soviet working condi%ions are vastly superior to what they were
even o decade ago. TFew observers, either western of Soviet,
doubt that much more remains to be done before the idealistic

norms or Soviet labour law can begin to be reflected in zctusl



industrial conditions.

THE RIGHT TO UNION MEMBERSHIP. A1l adult Soviet citizens

are legelly guaranteed the right to Jjoin a trade union.

In 1975, there were apvroximately 106 million union members,
"almost 994" of the total Soviet workforce.45 Union members
pay 1% of their salary in membership dues and have the right
to varticivate in union decisions as well as to elect union
officials.&S Those western observers who view higher levels
of industrial production as the primary goal of Soviet trade~

wnion activity often denigrzte such varticipation. Their

+3

¢riticism has considerable basis in fact.

Soviet trade-union officizls are elecied either direcily,
or indirectly through other elected bodies.*! Those officials
who are elected directly are piaced on a list of candidates

offered to the collective (in this case, either shop or factory

union memters) by the auditing (revisionnyi) commission for

avproval. The approval of a candidate by the collective may
be obtained through a minimum of 50% of those present voting
in the affirmative, 2 2/3 guorum being required.

The lynchpin of such an electoral system is the auditing
commission. That body consists of leading trade-union axnd
Party officials at a given level. It meets to discuss possible
nominees drawn from a field of voluntary trade-union activisis
(the aktiv) and from lower ranking union officials. The super—
visory role of this commission insures that the rank-znd-file
union membership does not make a misitake in the nomination pro-

cedqure. As one person interviewed explained, "What would happen

if a collective were %o nominate 2 comrade whose greatest
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capacity lie in the area of the consumption of vodia?"

The auditing commission may receive recommendations from
lower ranking trade-union officials zs well as from the rank
and file membership.‘ Once a list of candidates has been pre-
pared, it is presented to the collective as a whole. In larger
vodies a conference of delegates representing the collective
would convene for this purpose. ZEach nominee is openly dis-
cussed and, theoretically, new names can be added to the list
of candidates a2t that time. Following the discussions, an open
voice vote is held to accept the list of candidates as a whole.
Once this has been done, a secret ballot is held (an open vote
if the group is so small as to negate the purpose of a secret
ballot) at which time members of the collective can vote "for”
(za), or "against® (protiv) each candidate. (Candidates
receiving a "for" vote of a simple majority of those present
are elected. New nominations are held at that time to fill
vositions of candidates who fail to win the approval
the collective (not a frequent occurrence but knom to happen
in extraordinary situations). The presidium is elected 2%
the first plenary session, a quorum of 2/3 with 50% of those
present voting in the affirmative being required. Union officers

are thus indirectly elected by the collective they represent.

The nomenklatura system of personnel management provides
senior union authorities with numerous ovpportunities to deter-
mine the outcome of such elections.48 Under that systenm, union
officials at an enterprise of "national significance,” for example,
would be selected by their union's central commiitee prior to

o - v »
the actual election. In this manner, the careers of all salaried
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full-time personnel, including factory trade-union chairmen,

are governed by the nomenklaturzs list. Factory chairmen be-

come accountable to higher union instituitions. Occasionally
chairmen will be brought in from outside of the factory; most
likely, the chairman will be a Party member.49 In 211 cases,

the future career of a factory union chairman depends more upon

tThe evaluation of his union superiors than upon the evaluation

of the workers., Higher union institutions pay the chairman's
salary, obtain his nomination to z union post, and have sole
authority to remove him from that position. Not surprisingly, this
system can isolate chairmen from the workers whose interesis
and rights they are to defend.

Those few sociological studies dealing with worker-
union relations demonstrate that while attendnce a2t union
neetings may be unusually high (See Table III), the guality
of perticipation often leaves much to be desired (See Tables
W & V).”% such responses indicate that, to the extent to
which the workers surveyed may be said to be +typical, a2 sig-
nificant proportion of the Soviet industrisl workforce does
not telieve their opinions matter in the eventual resqlution
of enterprise problems. This attitude undermines the legitimacy
of worker "participation” in union affairs.

Leading trade-union officials now recognize this failure.
Labour legislation has been amended to strengthen the authority
of shop, as opposed to factory, union officizls in an atitempt
to bring union operations closer to the Worker.51 In addition,
the AUCCTU,52 central committees of individusal unions,53 and

reglonal inter-union councj_1554 hgve organized massive and un-
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TABLE IIT: ATTENDENCE AT UNION MEETINGS,
TALLIN EARTH HMOVING FACTORY
(1967) AND MAY UPRISING TEX-
TILE COMBINE IN ARMENIIA (1968)

HOW OFTIEN DO YQU
ATTEND UNION SHCP

MEETINGS®? TALLIN ARMENTTA
EACH TIVE 40.5% 45, 4%
OFTEN ENQUGH 26.1 20.0
FROM TIME TO TIME ‘ 14.4 14.7
SELDOM 6.7 9.0
NOT AT ALL 6.2 7.8

MO ANSWER . 6.1 3.1

N = 335 . 100.0 100.0
SOURCE: V. A, Maslennikov, "Trudovye proizvodstvennye kol-

lektivy v sotsial'no-pravovykh issledovaniiskh," in
Akgdemiia Nauk SSSR, Institut gosudarsiva i prave,
Pravo i sotsiologiia (Moskva: Nauka, 1973), pp. 291-
3233 "Tablitsa 1: Resultaty ankety o poseshchaemosti
sobranii i chastote vystuplenii,” p. 212.
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TABLE IV: TREQUENCY OF PRESENTATIONS BY WORKERS,
TALLIN EARTH MOVING FACTORY (1967), AJD

MAY UPRISING TEXTILE COHMBINE IN ARMENEIA
(1968).

HAVE YOU MADE A PRESENTATION
AT PARTY, YOUWG COMMUNIST LEAGUE,
OR UNION WMEETINGS IN LAST THREE

YEARS?

TALLIN ARNENITA

YES 30.0% 51.1%

NO £60.6 40.6
Anomic response (1) 46.0 50.1
Others said what I wanted to say  37.0 13.5
Shyness (2) 5.8 13.6
NQuestion not of interest 5.5 3.7
Not Clear (3) 5.7 19.1

NO ANSWER 9.4 8.3

V= 335 100.0 100.0

HNOTES: 1. "Anomic Response;” Tallin: "Ne videl v edom

Smysla;" Armeniia: "Nikto ne proiavliial interesa
k moemu mneniiu," 13.2%; "Ne uvern, chto k moemu
mmeniiu prvSWushlvalut31a," 13.0%; "Schitaiu,
chto moe mnenie ne imeet nikskogo zZnacheniia,™
13.1%; and "Ha predpriiatii svshcnestvve* zazhin
krltlkl " 10.8%.

2. "Shyness Response;”" Tallin: "Iz-za robosti ili
stesneniia;” Armeniia: "Ne mogu vystupat' pered
livd'mi."

3., "Not Clear Response;" Tallin: "Me znal, chto
skazat! po etonmu novoay'" Armeniia: "Zetrudniaius!
otvetit'."”

SQURCE:

V. A. Maslennikov, "Trudovye proizvodstvennye kol-
lektivy v sotsial'no-pravovyich issledovaniiakh," in
Akxademiia Mauk SSSR, Instituil gosudarstve i vr"vn
Pravo i gotsiologiia (Moskvae: Nauka, 1973), vo. 29 -

"Tablitsa L: Rezul'taty ankety o woseshchaemosti
Sobr”ﬂll i chastote vySuunWenll " and expienatory
passages, pp. 312-313.
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TABLE V: ANSWERS TO THE QUESTIQON: WERE YOUR
SUGGESTIONS CONCERNING TH: DISTRIEU=
TION OF THE ENCOURAGENENT FUND AND
- THE FUND OF SOCIAL, CULTURAL HMEANS
AND HOUSING CONSTRUCTION TAKEN INTO
CONSIDERATION? (1); TATLIN EARTH
MOVING FACTORY (1967).

RESFONSE ENTIRE COMMUNIST OR WORX TENURE
FACTORY YOUNG COMEiUN- OF TEN OR
IST LEACGUE MORE YEARS
MEMBER
YES 33.6% Lo, b 33,44
O 66.4 57.1 66.6
N =7 100.0 100.0 10G.0
HOTES: 1. "Uchityvalis' 1i Vashi predlozheniia pri
raspredelenii pooshchritel'nogo fonda 1
fonda sotsizl'no-kul'turnykh meropriiatiil
i zhilishchnogo stroitel'stva na 1967 goda?"
SCURCE s

V. A. Haslennikov, "Trudovye proizvodsivennye
kollektivy v sotsial'no-prazvovykh issledovaniizih,”
in Akademiiz Nauk SSSR, Institut gosudarstva i
pravaé Pravo i sotsiologiis (Moskva: Neauka, 1973),
v. 310,




precedented training programs to make local union officials
more sensitive to this problem. 3Since the aprointment of AN,
Shelepin as AUCCTU Chairman in 1667, these programs have grown
beyond all previous dévelOpment and, no doubt, have had some
rositive impact. Still, all of these measures can exert only
limited influence ové& the actions of more than one-half million
primary trade-union organizations.

No one can deny the very limited nature of union democracy
in the Soviet Union. On balance, central trade-union and Party
officials have the ability %o exert more vressurs upon an enter-
Prise union officer than do the workers with whom that officer
must deal. In the end, i1t is possible to argue that the workers?
legal right to union membershin has not been met to the extent
that union membérs can exert only limised influence over their
leaders.

Accepting for the moment the provosition that union lezders
are divorced from rank-snd-file union members, now is this sep-
aration significant for the defense of workers' righis? Does it
mean that union officials will never teke an action of benefit
to workers? 'Probably not. What it does mean is that union
officials will be most likely to act on the workers' behalf
then they perceive their own interest as similar to that of
the workers.

Increased industrial production zpnears to be in the vest
self-interest of factory trade-~union leaders. Labour discivline
violations curb productivity. Therefore, efforts to enforce
labour discipline norms can be viewed as compaitible with a fec-—

tory union chairman's best interest. In the ovinion of many in
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the west, union efforts to enforce such norms undermine other

h

efforts to protect workers' rights. On the contrary, in recent

Vears, z growing number of union officials have come to Justif

o

f

efforts to improve working conditions and to guarantee other
workers' rights on the basis of the need to improve iabour
discipline.

Labour turnover, absenteeism/truancy, and alcoholism creabe
2 severe drain on the Soviet economy. Contemporary legal writers
identify the underlying causes of such deviant behaviour as social
in nature.’? ‘During a joint 1975 interview, three leading
Soviet experts on labour discipline, V. I. Nikitinskii, S. S.
Kerinskii, and A. A. Abromova suggested that the labour discipline
violator tends to be poorly educated, childless, and male.56 Recent
gociological reseérch confirms %hese generzlizations (See Tables
Vi, VII & VIII). If the labour law specialists and sociologists
are correct, severe sanctions agéins% violators of discipline
will not improve industrial vperformance, while 2z healthier work
environment would. |

Articles have begun to appear in the vorular press zd-
vocating approaches linking labour discipline witﬁ improved work
conditions. In one article appearing in the Leningrad evening

newspaper Vechernyi Leningrad, the author argued that improved

cafeteria facilities and factory overated transportation ser-
vices for workers could eliminate much of the %truancy zand
zbsenteeism found in many enterprises.57

This approach to labour discipline exemplifies the growing
interrelationship between attempts by union officials to dis-

Cipline workers and attempts to improve working conditions. View-
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TABLE VI: VIOLATIONS OF LABOUR DISCIPLINE
- (TRUANICY), ALLOWING FOR WORKERS
WITH VARIED LEVELS OF EDUCATION
IN % OF EACH GROUP), AT THREE
ACTORIES IN THE CITY OF ISKITIH,
NOVOSIBIRSK REGTON, 1965.
FACTORY % OF TOTAL % of TOTAL ¢% OF TOTAL % OF TOTAL % OF TOTA®
WORKFORCE  4th CLASS 5th & 6th  7Tth,8ta&Sh 10%th,11%h
A VIOLATOR OR LESS A CLASS A CLASS A CLASS &
VIOLATOR  VIOLATOR VIOLATOR  YORE 4
VIOLATOR
CHERNORECHENSKIT
CEMENT FACTORY:
18.5% 20.33% 18.2% 12.86 6.4%
BOILER-RADTATOR
FACTORY:
27.6 28.07 27.3 18.3 10.9
FACTORY OF REZNFORCED
CONCRETE CONSTRUCTION,
No. 5:
45.0 43.0 48.1 40.2 15.7

W o= ?
SQURCE:

(Mogkva: Izdat. Poli. Lit., 1971), ». 50.

¥. A, Filatov, V. N. Turchenko, Trud i disitsinlina
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TABLE VII: RELATIONSHIP BETWEEN FANMILY STATUS
AD TRUAMNCY IN FORESTRY ENTERPRISES
OF THE NOVOININSK DISTRICT, NOVGOROD
REGION, 1968.

FAUTILY STATUS % OF THOSE
ABSENT, BY
CATEGORY

NO FAMILY 51.0%

CHILDLESS FANILY 27.2

FAMILY WITH CHILD : 20.8

N = 486

SOURCE:

V. N. Smirnov, Distsiplina truda v SSSR (Lenin-
grad: Leningradskii gos. universitet, 1972), p.
108.
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TABLE VIIT: RELATIONSHI? OF ABSENTEEISH ACCORDING
TO NUMBER OF TIMES ABSENT, BY SEX AT
THE LENINGRAD ARTISTIC GLASS FACTORY,

1968,
NUMBER OF TIMES M A L E FEMALE
ABSENT ) .
% of those % of total % of those % of total
men absent male work- women absent female work-—
force force
I 62,2% 9,6% 80.0% e
II 20.0 3,1 — ———
ITI 14.5 2.2 20.0 .2
V OR MORE 3.5 .5 — ———
TOTAL 100.0% 15.,4% 100. 0 L1
i 55 - 5
SOURCE :

V. N. Smirnov, Distsiplina truds v SSSR (Lenin-
gggd: Leningradskii gos. universitet, 1972), o.
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points such 28 these appear to be gaining wide acceptance

among union leaders and management officials alike. TFor exanmple,
the director of Leningrad Bus Depot No. 4 stated that the psych-
0logical climate of an enterprise often determines the state of

labour discipline at that factory.oo

According to Director
Krivolopov, union agencies must maintain close contact with
workers, and must participate actively in management decisions
for enterprises to succeed; union officials must communicate

the demands of workers to management. Krivolopov instructed

all shop administrators to seek union approval for managerial
decisions, znd to conform to the wishes of their union counter-
varts concerning the work environment. He believes this to be
the only possible means for keeping both turnover and discipline
problems at manageable levels.

During another interview, Iu. I. Riabkova, Devuty Trade-
Union Chairman at Moscow Waich Factory No. 2, Site 2, expressed
a similar opinion.59 Most discipline problems at Riablkova's
plant arise from an inordinately large rumber of youthful workers.
The union committee works in close contact with the Young Com-
munist League to develop programs socializing new workers.

These programs represent efforts to deal with potentiszl
difficulties before they arise.

Several senior union and Party officials have joined in
by arguing that labour discipline will improve only after =

. . . 60
healthy worlk enviromment has been created.

Where such ovinions
predominate, union leaders acting in their own best interest will

defenc the legal Tights o

iy

workers as an effective means to the



desired end of higher productivity. It is impossivle to

xnow at this time the extent to which this occurrs. At a ninimumn,
the acceptance by a large number of concerned individuals of

the notion that labour discivline and work environment are
somehow related must raise serious guestions about the claim

of Those who suggest that Soviet trade-uniorn organizations can
not act in defense of workers' rights simply because Soviet

trade unions attemnt to raise industrial outout.

At the beginning of our discussion, we noted that the
choice of topic implied two assumpitions. First, that Soviet
vorkers have iegal righits that can be defended. Secord, that
Factory Trade~Union Committees attemvt to defend those rights.
After exemining the available évidence, it does appear thatl
toth assumptions are ﬁus%ified.

A complex and extensive body of legislation has emerged
codifying the labour rights of Soviet citizens. These rights
include the right to a guaranteed labour contract, the right
to 2 proper wage, the right to sale and healthy work conditions,
and the right to join =2 trade union. A set of legsl principles
relating to each of these rights has been widely accepted by
union and by menagement slike. Soviet workers do have theoretical
legal rights.

It 21lso eppears that many of these theoretical rights
find practical expression. In particular, Factory Trade-Union
Committees are playing an instrumental role in proteciing =
worker's right to a labour contract, znd are playing an important

role in protecting a worker's right to a proper wage. However,
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when juridical rights come into conflict with other desired
ends, such as increased industrial production, a significant
number of factory union and msnagement officials ftend to over-
look the juridical fights.

A foundation does exist at this time o support further
efforts to bring labour practices closer to legal principles.
The 1965 Economic Reforms led to the creation of local legal
norms. As the scholarly debate coacerning the legel significance
of such norms continues, the practical implications of locally
established rules and regulations will continue to grow. Those
who argue that standards established by municipal and by factory
officials constitute law help to creaite an atmosphere in which
greater autonony for enterprise management and union officials
can become possible. If their debate should move out of the
juridical faculties into the offices of managers and union
chairmen, it is very possible that the relationship of union
with management could undergo a profound change; one
ultimately beneficial to efforts to improve union defense of
workers' legal rights.

Labour legislation in recent years has expanded the rights
of the shop trade-union committee in a number of areas, pariicularly

1

those relating to the resolution of labour disputes. These new laws
recognize difficulties in union administration arising from the
isolation of trade union chairmen from factory workers. In

order %o make the local union organization more resvonsive %o
the worker, Soviet lawmakers have moved the central locus of a

number of union activities from the factory committee to the shop

ievel union organization. Eventually, such a change could lead
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to some reduction of union isolation  from production
line workers.

The AUCCTU, several branch itrade-union central committees,
and numerous inter-union councils have expanded educational
Programs designed to train union officers. These efforts have
already helped many union representatives better undersitand
their obligation to defend the rights of workers. If such
Programs continue to expand, it is possible that union organ-
izations will come t0 Jefend better the workers they should
Trepresent.

While it is significant that the right of a Soviet worker
to a lébour contract i1s well protected and that the right of
& worker to a proper wage is essentially guaranteed, the right
to safe working conditions'and‘to mezningful union membershiyp
will undoubtedly become more important as the Soviet economy
continues to become increasingly‘complex and as the Soviet
labour force continues to become increasingly sovhisticated.

It remains questionzble whether or not a2 gerneration of union
leaders who have fought so hard to esteblish legal princivies

will be ready to fight for a transformation of basic labour
practices. Impetus for change in daily union-worker-menagement
relations most likely will come either from below (from the

rising generation of union leaders), or, rerhaps, more likely, Trom
above (from the Party). In either case, we should expeci the
issue of implementation of theoretical legal rights to remain

an imnortant one throughout the next decade.
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Sovetskoe trudovoe vravo (Moskva: Turid. 1lit., 1972), vo.

209-223; and, V. Smoliarchuk, Prava profsoiuzov v regulirovaenii
trudovykh otnoshenii rabochikh i sluzhashchikh (Moskva: Prof-

For a further discussion of the impact of the Economic
Reforms upon the enterprise collective agreements, see:
R. I, Kondrat'ev, "Ekonomicheskaia reforma i dal'neishee
sovershenstvovanii kollektivno-dogovornykh otnoshenii,”

in Ministerstvo vysshego i srednogo spetsiallnogo obrazovaniia
Ukrainskoi SSR, L'vov gosudarsitvennyi universitet, Respublikenskair
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43.

44,

42

mezhvuzovskaiszs nauchnaia konferentsiia na ftemu "Rol!
pravovoi nauki v sovershenstvovanii prakiticheskol
deiatel'nosti gzosudarstvennykh organov, khozisistvennykh
i obshchestvennykh orgenizatsii, 22-26 zprelis, 1967g.,"
Tezisy dokladov'i nauchnykh soobshchenii {(L'vov: Izdat.
L'vovskogo gos. universiteta, 1967), pp. 203-210.

Sbornik postenovlenii VTsSPS (SP ¥TsSPS), 1972, No. 4, 69-71.

Based upon interview with author, May 286, 1975.

The Tollowing account is based upon discussions with
several Soviet trade-union officials. Their portrayal

of the safety inspection system is corroborated by

Soviet legal textnooks, such as I. Dvornikov, R. Livshits,
. Rumiantseva, Trudovoe zakonodatel'stvo (Moskva: Prof-
izdat, 1971), pp. 350-381; =and A. P. Kupchinz (ed),
Profaktivy ob okhrane truda (Moskva: Frofizdat, 1S874).

Trud, February 28, 1968, pp. 2-6.

Sovetskie nrofsoiuzy, 1972, No. 8, 4-33,

Sovetskie nrofsoiuzy, 1977, No. 8, 5-29.

L. I. Brezhnev, Otchetnyi doklad Tsentral'noso komiteta
KP3S XXIII s"ezdu XPSS (Moskva: Izdat. Poli. Lit., 1966),

LIV s"ezda KPSS, Stenograficheskii otchet (Moskvé: Partizdsat,
1971), tom 1, pp. 103-104; tom 2, pp. 107-112.

XLV s"ezdz KPSS, Stenograficheskii otchet (lloskva: Partizdat,
1976), tom 1, pp. 109-110; tom 2, 128133,

Tovid., »n. 132.

Saravochnik, po. 422-429,




47.

20.

poy
[y

52.

43

The following zccount is based upon discussions with
several Soviedt
of +the

traede-union officials. Their portraysl
trade-union election process is corr

Svravochnik, 21-29,

oborzted by

For further discussion of general personnel vrocedures,
including the nomenklatura system, see: J. Hough, The

Soviet Frefects (Cambridge:
1569), 14S-177.
nomeniclaturs system before 1965, see* b,
174-150,
that the union nomenklaturs systenm

Harvard University Press,

VP . For a disucssion of the frzde-union

Horrell, "Communist

Unionism,”" pp. There is 1little reason to believe

-

has changed significantly

since HMorrell finished his work.

For example, in Jenuary, 1977, avproximaiely 30% of the

factory trade-union chairmen in the city of Voronezh were

Party members (V. Adashchik, "Printsipal'no no-delovomu

Trud, Jenuvery 1, 1977, ». 2).
In narticular, see: V. A. liaslennikov, "Trudovye proiz-

vodstvennye kollektivy v sotsial'no-nravovykh issledovannialh,

in Akademiia Neauk SSSR, Institut gosudersiva i orave,

1973), pp. 291-323.

Prevo

i sotsiclogiia (iloskva, Nauka,

This is particularly true of changes in legislation con-

cerning labour disputes. Seer Iu. ¥, Korshunov, "MHovoe

pelozhenie o poriadke rassmotreniia trudovykh swporov,”

Sovetskoe gosudarsive i prave, 1974, No. 9, 44-51.

Evidence of the expansion of the Higher School of the
Trade-Union Movement may be found in AUCCTU decrees,

as: 3P VTs3P3, 1971 lio. 4, 16-20; and SE 22§§§§, 1973, Ilo. 1,
23-383. the AUCCTU has published ox er

handboocks to assist union administraters in

In addition,

S £

their d

mong many such handbooks are A. Tsepin, Friem, verevod, i

yvol'nenie s raboty (lloskva: lMoskovskii rabochii, 1973);
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N. Savrinov, V nomoshch' revizionnvm kxomissism FZLEK
(Moslkva® Profizdat, 1974). Finally, union journals
such as Sovetskie profsciuzy have devoted considerable

Space to guides for union officizls, such as "V pomosihch!
predsedateliu FZIK," a series of articles which began to
appear in November, 1973.

See, for example: SP VIsSPS, 1970, Wo. 3, 34-40; and
SP VIsSP3, 1973, No. 1, 35-36.

For example: Uchebno-metodicheskii kabinet prof-
soiuznykh kursov, Vologodskogo oblastnogo soveta proi-
soiuzov, lMetodicheskoe pis'mo vo organizetsii shiol 1

rostoianno-deistvuiushchikh seminarov no obucheniiu
profsoiuznozo zktiva (Vologda: Oblasitnaia tivografiis,
1972).

For example,- - the work of: A. A, Abramova, Distsivlina
truda v SSSR (Moskve: Iurid. Lit., 1569); A. T. Barabash,

"Ob izuchenii effektivnosti distsiplinarnogo i obshchest-—

vennogo vozdeistviia," Sovetskoe gosudarstvo i pravo, 1963,
No. 11, 104-108; V. I. Nikitinskii, Effektivnost' norm
trudovogo nrava (Moskva: Iurid. Lit., 1971); and. V. M.
Smirnov, Distsiolina truda v SSSR (Leningred: Leningradskii
gos. universitet, 1972).

Interview with suthor, February 13, 1975.

V. Ponomarev, "Reshenie prinimaet zavkom," Vechernyi
Leningrad, Octover 22, 1974, v. 2.

Interview with author, lay 28, 1975.
Interview with =zuthor, February 13, 1975

-

Both A. N. Shelevin and L. I. Brezhnev made such an



argument before the Fifteenth Trade-Union Congress
in March, 1972 {(3oveitskoe nrofsoiuzy, 1972, No. 8,

6, 23). 1In =ddition, there has been sufficient supvort

to allow Party funding of research confirming this
position. TFor example, that of G. Podorov (G. Podorov,
g distsipline truda (Moskva: Izdat. Poiilit, 1972)): =nd

that of the Acadeny if Sociazl Sciences under the Central

Committee of the CPSU (Akademiia obshchestvennykh nauk
pri TsK KPSS, Kafedra Filosofii, Kollektiv i lichnost!
(Moskvas: IMysl', 1963)).









